el NU.

i
OF

EVALUATION

Al

~ AR TECHEICAL REPCRT
) TR77-L9 -

r‘_r:E, Er’ﬂ\p

b Lif

EDTATION

ADAG4107

by
Mark J. Eitelberg

Humon Rescurces Research Organization
300 Horih Washington Street
22314

Alexoncdria, Virginia

AUGUST 1977

$a?

ot
Contract DAHC 19-76-C-0035 V4“*

Jack 14, Hicks, Prejoct Sciantist

K. A. Ftschl Viort Unit Leoader
Porsviniel Accession ard Uiilization
Yochnicel Area, AR

Ptopcred for

S
o (i }
[ (" i ‘ _J
(S U.S. I\m..\' RESEARCH INSTITUTE
wd for the EBEHAVIORAL and SOCIAL SCIENCES
—1 5001 fisenhower Avenue
. Alexapdria, Virginia 22333
=
Approved for public retease,;
=

e g s Y

/
\
v/

DISTRIBU’I‘ION STATLMENT_A A

Approved for public release;
Distribution Unlimited

dictaobution unbimted

Ty —




- Best
Available

Copy




r une Lass1IIea Bt o e
! SECURITY CLASSIFITATION OF THIS PAGE (Whan Data Fntored)
READ INSTRUCTIONS
REPOR f DOCUMENT AT‘OQ PAGE BEFORE COMPLETING FORM
o) 1. REPOHT NUMBER /1. 2. GOVT AL(,L SION NO.| 3. RECIPIENT'S CATALOG NUMBE R
[iR= 77 <A \ARI / .
| Technical Report]TR-77-A9 o 1
} A, TITLE (and Subtitle) “ 3 5. TYRE OF REPORT & PERIOD COVERED
/ X " Final Repest,
. | & June-Nov 76
) P ATTON / 7 ———j—wr—?— —d
}ZVALUAI](N OF ARMY REPRESENTATI( . [eeemon PR T AT
Zﬁ_i v f 2 — FR-ED-7¢ -k Wl
7. AUTHOR(s) o mam,,,
/ Mark J./ Eitelber .-"" DAI]CAl‘)-’('/;-C-OO“w
» o 5D (& 8 /‘u 4 " )/
e fe————— " e —_ .
9. PERFORMING ORGANIZATH)N NAME AND ADDR& SS 10. PROGRAM ELEMENT, PROJECT, TASK
| AREA & WORK UNIT NUMHERS
Human Resources Rescarch Organization :
%00 North Washington Street //. "Q:’(f"(l (A(( f
Alexandria, Virginia 2231 - e e
11. CONTROLLING OF FICE NAME AND ADDRESS | 2. REPORT DATE
Army Research Institute for the Behavioral // Aup EEESF
and Social Sciences 137 NUMBER OF PAGES
5001 Eisenhower Avenue, Alexandria, VA 223%7% 012
4. MONITORING AGENCY NAME & ADDRESL(I! different from Controliing Office) | \5. SECURITY CLASS. (of thia report)
//-/ 22 ; Unclassifiod
5 / 152 DECL ASSIFICATION/ DOWNGRADING
i SCHEDULE
} 16. DISTRIBUTION STATEMENT (of this Report) R R
| . . . . . 3
Approved for public release; distribution unlimited
17. DISTRIBUTION STATEMENT (of the aburacf“‘-nl«yod in Block 20, If different from Rc-pof.’)“_‘ g
w 18. SUPPLEMENTARY NOTES B g
‘ Research performcd by the Policy and Program Evaluation Group, HumPRO Eastern
Division, Alexandria, Virginia under Project PAR; aud monitored technically by
Drs. J. M. Hicks and M. A. Fischl of the Personnel Accession and Utilization
Technical Arca of ART.
19. KEY A\‘IOkD (Continue on re v‘or-e side Il necessary and identily by bloc & nun nbm) =
Army Representation Civil-Military Comparisons Representation Indices
All-Volunteer Force Attitude Measures Representation Model
Army Enlisteces Socioecconomic Composition  Military Effectivencss
* Armced Services V()L"lt‘ion:ll Social Demography Social Equity
‘ “Aptitude Battery ( ASVAB) Representational Policy Political Legitimacy
‘ 20. A(’ :I'NA(, r (( uvlnu. mnvmuo side It necosnary and identify by block numb M} 1
A conceptual framework and functional defini tion of Army representation
P are developed from data gathered in an extensive revicew of related literature.
Based on this information, a Convergence/Divergence Model is constructed--using
the national policy objectives of military effectiveness, social equity, and
political legitimacy as standard criteria of representation.
- - o - e — e m ——— o ——
¥ b O g ¥
FOIYION OF T NOV A4S 15 005001 TE N . /
DOy ars W2 5 - . Unclassified &7 .

SECUNMITY CLASSIEICATION OF THIS P AGH (Wihen Data ! otored)

S S — - . —— D
L ’ - - —— e . T T —— A A T~ — - - —




s e = S S

e -
T S T T 0 B Y —-TR TR R { IRRESAR

Unclagsificd

SECURITY CLASSIFICATION OF THIS PAGE (When Data Enterod)

20. (continued) =

—Quantitative data on Army representation are cemplied from several existing
sources--including a longitudinal (2% year) reference on the All-Volunteer
experience. Standard and new statistical methods are employed to examine the
demographic, socioeconomic, quality, and attitudinal measures of Army repre-
sentation, according to guidelines established in the conceptual model. Repre-
sentation indices are also constructed to evaluate four demographic arcas and
to compare information on civil-military attitudes and attitude changes. “he
results of the FY/9 Armed Services Vocational Aptitude Battery (ASVAB) are ™\
evaluated, in order to determine whether the ASVAB sample is a valid measure
of the age-specific population and the representational quality of military
entrants.

An overview of volunteer accessions is presented, and the implications for
further research concerning representational policy are discussed. A selected
bibliography of related literature is included.

- - s mmtan . JP— DAp—

Unclassified

“ T » 1 1 PLGE(N on Dota I'n?




U. S. ARMY RESEARCH INSTITUTE
FOR THE BEHAVIORAL AND SOCIAL SCIENCES

A Field Operating Agency under the Jurisdiction of the
Deputy Chief of Staff for Personnel

Ww. C. MAUS

J. E. UHLANER . COL, GS
Technical Director : Commander
2 U
! :1“ Walls Sectia -
Research accomplished s Butt Seciion
under contract to the Department of the Army ‘ UNANGQUNGEY r
[ FSSTIRIGATION ..
Human Resources Research Organization I iree o an e s anee e o
! S TRISUTION, AYARAIIL T Coans
1 Lvu i AHN énd or :.L.,“
¢ -
NOTICES

DISTnIPlI'II(lN Primary distribution of this report has been made by ARI. Please address correspondence
concerning di Siribution of reports to. U.S. Army Research Institute for the Behavioral and Social Sciences,
ATTN: PLII-P, 5001 Eisenhower Avenue, Alexandria, Virginia 22333.

TINAI l)l' Post fION This report may be destroyed when it is no longer needed, Please do not return it
lo the U.S /mm Hescarch Institute for the Behavioral and Social Sciences.

NOTE: The findings in this report are not to be construed as an official Department of the Army position,
unless so designated by other authorized documents,

T NG ‘ " g -




EVALUATION OF ARMY REPRESENTATION °

SUMMARY

Historical Perspective

The notion of having a military establishment which at least approx-
imates a cross-section of the male population is as old as the philo-
sophical foundations of democracy. Although the modern arqument in be-
half of representation is often associated with criticisms of the All-
Volunteer Force (AVF) concept, conscription has never insured civilian
“representation” in the Army. Contemporary concerns over representational
issues may be traced to the desegregat on of the Armed Forces--and, later,
public inquiry regarding the role of the Vietnam draftee, the unrepresen-
tative quality of the Army's combat arms, the Vietnam casualty rates for
minorities, the inequities of educational deferments, and the Civil
Rights movement. The Final Report of the Gates Commission i 1970 first
gave an official government endorsement to public concerns over Army
representation. And, when it became apparent that the AVF could attract
adequate numbers of qualified volunteers, the major focus of manpower
policy shifted to the finer points of Army "representation."

Standards for Evaluation of Army Representation

Expressicns of concern regarding the representational configuration
of a strictly volunteer Army have concentrated on three ageneral areas of
national policy: military effectiveness, social equity, and political
legitimaey. Military effectiveness~--as an end or outcome of policy--has
always been the foremost measure and determinant of major defense action.
The association between military and domestic sociopolitical goals is a
result of public interest in representational issues--and has created a
level of evaluation which interrelates the means as well as the ouds of
defense manpower procurement policy decisions. The policy objectives of
military effectiveness, social equity, and political leaitimacy--though
connected by the common thread of understanding concerning the require-
ments of Army representation--are not always complementary, and frequently
conflict when used as standard criteria of representation.

Definitions of Army "representation" abound since (1) the possible
range of characteristics for proportional measurement are virtually
limitless, (2) there is justification for usina a variety of groups as
the national civilian standard for comparison, and (3) there is justi-
fication for using various aagregations and combinations of groups from
the Ariny as the objects of proportional measurement. Regardless of the
problems in delimiting categories and groups, it is possible to corre-
late the scope of representational analyses with the national policy
auidelines of effectiveness, equity, and 1¢gitimacy--and derive a con-
ceptual framework and functional definition of Army representation. One
useful framework for analysis is a scale, along which the military is
more or less overlapping with civilian society. By employina national
policy objectives as boundary criteria, a Convergence/Divergence Model




can be constructed. Within this model, a range or scale of approximate
representation can likewise be developed as a standard for evaluating
the proportional distribution of Army entrants.

Approach

Quantitative data were culled from the following sources: Bureau
of the Census, Bureau of Labor Statistics, the HNovember 1975 Army Sample
Survey, the National Longitudinal Study (NLS), the Gilbert Youth Survey-
USAREC tape merge, the Armed Services Vocational Aptitude Battery (ASVAD),
the Manpower Research and Data Analysis Center (MARDAC) Survey Data Bank,
and the Office of the Assistant Jecrotary of Defense for Manpower and
Reserve Affairs (OASD[M&RA]).

A literature search was undertaken to define the problem and esta-
blish a criteria for evaluation. Standard statistical techniques were
employed to examine the demographic, socioeconomic, and attitudinal
measures of Army representation, according to the guidelines established
in the conceptual model. The analysis of NIS data replicated the graph-
ical format of a previous study. Indices were also constructed to evai-
uate four demographic areas and to combine attitudinal information.

Results

Generally, the results of this evaluation show lﬂat Army entrants are
not exceptionally divergent Ffrom tﬂe"r etvilian coun arts. In those
cases where proportionate measures of Army membersh1o do extend beyond
the bounds of “approxxma*e representatwon," there is still a suitabl
balance of national policy objectives. However, policy objectives arc
affected by the social and political environment--and are subject to
change as public expressions and interpretations of national needs chance.
The choice of how to compare data also influences the level of perceived
differences between the Army and civilian sectors of society. The in-
clusion of the officer corps in Arny groups, for example, further reduces
differences; comparisons of Army groups with the age-similar civilian
labor force also decrease differences in many categories of proportional
measurement,

+ Race discrepancies are most noticeable. Individuals from the lower
economic strata are ovevrepresented and individuals from the higher eco-
nomic strata are underrepresented. The Army is overrepresentative of
the South Atlantic reqion and underrepresentative of the HNorth East.
Comparisons of aptitude show underrepresentation in the above-average
category, substantial overrepresentation in the average levels, and under-
representation in the below-average categories., High school graduates
are overrepresented in every age-cateqgory among neuwly enlisted accessions;
however, college-trained accessions are underrepresented. There is a
highly disproportionate percentage in the enlisted entry levels of per-
sonnel who are married. If any pattern of enlistment can be identified
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from demographic trend data, it is generally toward increased represen-
tation in every category of measurement.

« A comparison of the patterns of enlistment among the high school
graduating class of 1972 reveals no great shifts in representation--but
an apparent trend toward ‘nereased representation. NLS data also show
substantial differences (in characteristics and attitudes) between age-
similar entrants into the Army, based on their time-of-entry after high
school graduation., Those who postpone entry into the Army at least
eighteen months after graduation also appear more divergent (as a aroup)
from the civilian standard than those who enter soon after graduation,

+ Army tendencies toward isolation or alienation from society are
not evident in attitudinal data. In fact, NLS Arty entrants profess
greater acceptance of community standards and political processes than
their civilian peers. Army entrants also exhibit corparatively high
levele of participation in community-related affairs and political acti-
vities. There is no evidence of any greater homogeneity of opinion or
thought among NLS Army entrants than among their civilian peers; in fact,
NLS data show an even greater dispersion of response for Army entrants
than non-entrants.

« NLS Army entrants exhibit lower self-esteem during high school--
but increase in self-esteem at twice the rate of non-entrants, to a level
slightly higher than their civilian counterparts. During the senior
year of high school, individuals who later enter the Army also profess
a lower sense of control over theiy environment--yet increase in their
sense of control at a conspicuoucly greater rate than non-entrants.
Overall, MNLS Army entrants display a greater orientation toward environ-
mental (work, community, family) values than do their counterparts. There
are indications also that orientation toward environmental values has
decreased over time for the civilian standard, while Army entrants show
a slight increase.

+ There is support for the theory that the military entrant develops
improved self-esteem and personal adjustment during early Army traininag,
but at the same time develops negative opinions about the military jcb
structure. There are also indications that a post-tiraining re-orienta-
tion to work values and a high positive shift in job satisfaction occur
as a function of time-in-service. These attitude changes are unrepre-
sentative of non-entrants.

+ The evaluation of ASVAB results supports the hypothesis that
student participation in the high school testing program is largely af-
fected by predispositions toward the military, ASVAB data are (1)
disproportionately representative of individuals who are seriously con-
sidering the military as an alternate activity after graduation from high
school, (2) very overrepresentative of participants from the South, and
(3) underrepresentative of participants from the North East.




* From a representational perspective, ASVAB data show most con-
spicuous race differences and geoqraphic differences within the racial
classification on measures of mental aptitude. Further, based on future
plans, the mean AFQT scores of military-directed individuals are
noticeably lower than those who plan to enter colleae, and lower as a
group than <he overall population. However, the AFQT scores of those
who plan to enter the military are also noticeably higher than the
scores of those who plan to enter the civilian working force.

Implications

Future research efforts should: (1) further define criteria for
measurina Army representation and develop a concensuc of acceptable re-
presentational levels; (2) delineate the interrclation of representational
features--and thereby create insights into the dynamic structure and
resulting representational behavior of the system; (3) further evaluate
the symptoms of changes in Army representation and correlate these
changes to both causes and concequences; (4) study the relationship be-
tween the objectives of military effectivenecse and levels of demographic,
socioeconomic, and attitudinal representation; (5) further examine
attitudes and attitude changes over time--as well as apparent differences
in the perceptions of various Army cohorts; (6) cxpand the areas of
proportional measurement to include a wider array of representational
issues-~-such as quality of life factors, political inclinations, values
and vaiue systems, elc.; (7) continue to evaluate the possible wrii’ty
of the ASVAB data base and resolve whether the ASVAB is and/or can be
developed into a valid source of information on the total military- |
available population; and (8) continue, on a yearly basis, to evaluate
patterns of Army representation and relate measures of representation
to national policy objectives.
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FOREWORD -

Army representation is a relatively new area of research. Most
extant information on the subject merely involves the presentation of
enlistment statistics. Since most previous research is so limited in
content, the present analysis necessarily involved the development of a
conceptual framework and functional definition of Army representation.
This report is, therefore, more than just another source of analytical
information on the representational patterns of enlistment. It is an
evaluation of the interrelationship of representational issues and an
attempt to provide a structure for further research efforts in the field.
As such, it is also a reference for future research on the patterns
and policy objectives of Army representation.

This evaluation involved the construction and consolidation of an
information base from existing sources. Previous literature on represen-
tational issues were examined in the development of a conceptual theory
and framework for evaluation. Quantitative data came primarily from thz
Bureau of the Census, the November 1975 Army Sample Survey, the National
Longitudinal Study (NLS), the Gilbert Youth Survey-USAREC tape merge,
the Armed Services Vocational Aptitude Battery (ASVAB), the Bureau of
Labor Statistics, and the Office of the Assistant Secretary of Defense
for Manpower and Reserve Affairs (0ASD [M&RA]).

The Policy and Program Evaluation Group of the Human Resources
Research Organization (Eastern Division) is responsible for the design
ard execution of this research. Mark J. Eitelberg directed the project
and served as principal resecarch investigator. Mary Nell Bailey, with
the assistance of Agnes C. Purcell, designed and executed the comwpilation
of quantitative information from the NLS. Sharon E. Mocre assembled and
documented data for the demographic evaluation and assisted in the liter-
ature search. Ellyn S. Bloomfield constructed the NLS snowflake diagrams
and the four comparative indices of representation. Ruth W. Benedict
and Mary E. Morrissey diligently performed all secretarial services.

Richard L. Eisenman provided invaluable consulting support and
guidance in the execution of this project. Bernard D. Karpinos--a lead-
ing authority on the subject of mental aptitude as it relates to the re-
quirements for enlistment--served as consultant on the ASVAB evaluation,
and is responsible for the ASVAB statistical analyses.

The special cooperation of the Manpower Research and Data Analysis
Center (MARDAC) of OASD(M&RA), the National Center for Education Statistics
(NCES) of the Department of Health, Education, and Welfare, and the U.S.
Army Military Personnel Center (MILPERCEN) is also gratefully acknowledged.

This research was supported by the U.S. Army Research Institute for
the Behavioral and Social Sciences (ARI) and performed under ARI Contract
DAHC 19-76-C-0035. The views and interpretations expressed herein are
those of the author and do not represent the opinion or policy of the
sponsor,
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1. THE CASE FOR ARMY REPRESENTATIO!N

x 1.1 Historical Perspective

Over a century ago, French author and statesman Alexis de
Tocqueville examined the political and social institutions in
America and found that "in times of peace, the Army is always inferior
to the country itself." This is necessarily true in democratic
nations, Tocqueviile observed, because of the absence of the "wealthiest,
best-educated, and ablest men:"

lhen a military spirit forsakes a people, the pro-
fession of arms immediately ceases to be held in
honor and military men fall to the lowest rank of
public servants; they are little esteemed and no
longer understood.... [Tlhen men of the lowest class
enter the army [and]...a circle of cause and con-
sequence develops: the best part of the nation
shuns the military profession because that pro-
fession is not honored, and the profession is not
honored because the best part of the nation has
ceased to follow it (Tocqueville, 1966 edition,

p. 266).

According to Tocqueville, it is the conscriptee who must therefore
be able to "infuse the spirit of the community at large into the Army
and retain it there." It is he who carries "the strengths or weaknesses
of the manners of the nation," and does not "contract the wants, pas-
sions, or mode of [military] life." It is the private soldier, the
citizen-soldier, who displays a "faithful reflection of the community,"
and helps to keep "the bounds of order" (75{d ., p. 274).

Tocqueville's words are certainly familiar to followers of the All-
Volunteer Force (AVF) debates. The fact that they were also written by
a man who studied American dermocracy over one-hundred years aqo, however,
somehow adds a bit of ageless truth to the familiar arguments in be-
half of Army representation.
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The notion of having a military establishment which at least ap-
proximates a cross-section of the male population is, nevertheless,
much older than the perceptions of ninetcenth century commentators.
It is an indirect outgrowth of the normative theory of citizen parti-
cipation which developed from the traditional "citizen-soldier" concept
of the Greek city-state and early Roman military system. In the words
of Aristotle, "the citizens of a free state ought to consist of those
only who bear arms." And, it was the American and French revolutions
which helped to sustain this perspective of citizen involvement and
representation in military service. Essentially, the principle has re-
mained unscathed through tine, and even served as an argument in behalf
of maintaining post World MWar II peacetime conscription (cf. Gerhardt, 1971).

The philosophical basis for the use of conscription, however,
should not be confused with issues of representation. The United States
did not actually institute conscription during peacetime, and has for
most of thc past two-hundred years depended on the voluntary motivations
of young men. Only during major hostilities has the draft actually been
instituted--and cven during periods of conscription, an array of defer-
ments, disqualifications, quotas, and discriminatory practices has
limited the representative nature of the armed forces. As Coffey and
Reeg (1976) observe, the closest the military has ever come to being
"representative" was during the closing months of VWorld War Il--when a
vast majority of the younger-age classes were inducted. But even durina
that period of major manpower demand, every one man in four (19-25 years
0ld) was either disqualified or excused (Coffey and Reeq, 1976). Statis-
tically, the draft has never insured anything but geographical repre-
sentation, which was a direct result of Selective Service district
quotas.

When Selective Service legislation was extended in 1948, a military
analyst for the M.Y, Times remarked that "fundamentally, it [conscription]
represents--though without too much cogent reasoning about the means--

America's desire for security"(Gerhardt,1971, p.122). Security in time of war
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and a means for mustering a mass armed force have a]ways”bgsp the major
reasons for conscription. The direct association between coriscription
and representation in the Army was not made until the start of

public discussions concerning the practicality of an All-Volunteer Force.

During the 1940's, Black quotas and desegregation of the Armed
Forces became major questions of military representation. The contem-
porary issue of Army representation did not actually develop
until the late 1960's. Concern over the role of the Vietnam
draftee, the unrepresentative quality of the Army's combat arms along
with the Vietnam casualty rates for Blacks, the inequities of educational
deferments, and the Civil Rights movement all contributed to an under-
standing that the burden of military service should be equally distribu-
ted across all levels of the community.

Parallel to this concern for equity, there developed during the /\VF
discussions a middle-class fear that a strictly Volunteer Army would
eventually become "an Army of disciplined phalanxes of 40-year-old
Black men with shaved heads marching to take over the government in
Washington" (Bunting, 1975, p. 158). The Black militism and civil
disorders of the 1960's created for some a vision of racial wars and
organized violence in the streets of America. In addition, it was
feared that the Army would become a haven for the disadvantaged and
mentally incompetent unemployables of society--"a Volunteer Army of
Chesty Pullers, Pachua alumni, Hell's Angels, psycopaths, inbred albino
mountain boys and 38-year-old privates dividing their time between the
bayonet range and the whorehouse" (Bunting, 1975, p. 84).

The first negative reactions to the introduction of the plan for
zero-draft calls concerned national security and a means for main-
taining a mass armed force--the same reasons for institutina con-
scription., There were some references to the issues of representation
in early discussions, but it was the Gates:Commission Final Report
(The President's Commission on an All-Volunteer Armed Force, 1970) and its
treatment of representational questions, as Coffey and Reeq (1976)




observe, which first gave an official government endorsement to the
concern. The Gates Commission considered several contemporary
"objections" to the A1l Volunteer Force in its report and evaluated
issues which were directly related to questions of representation: for
example, the development of a separate military ethos, problems: regard-
ing the overrepresentation of racial minorities and lowest socioeconomic
classes, money-motivated mercenaries, and the decline of military
effectiveness.

Through the transitionary period, the major area of concern among
most policy-makers was quantity and quality. Issues of representation
were secondary, since, in order to be effective, the AVF would first
have to draw adequate nwnbers of qualified volunteers. When it became
apparent that manpower requirements could be achieved under volunteer
conditions, the major focus of attention shifted to the finer points of
Army "representation."

1.2. The Case for Army Representation Reexamined

Expressions of concern regarding the representational configuration
of a strictly volunteer Army have focused on three general areas of
National policy: military effectiveness, social equity, and political
legitimacy. Military effectiveness--as an end or outcome of policy--
has always been the foremost measure and determinant of major defense
action. The concepts of social equity and political legitimacy are
likewise firmly rooted in the philosophical foundations of democratic
institutions. However, these three policy areas are each definable by
a somewhat different set of criteria--and have only in recent years be-
come uniquely interrelated as defense manpower policy issues through
the expressions of concern over Arny representation,

While the end of the draft and advent of the Al1-Volunteer Force are
not in themselves responsible for redirecting pelicy evaluations, these

events did for the first time in recent history establish this linkage




between military and domestic sociopolitical qoals. The issues of mili-

tary effectiveness became, consequently, issues connected by a common
bond of concern to the basic principles of democratic organizations.

This new concern over the representational character of voluntary enlist-

ments thereby established a strong precedent for a new level of evalua-
tion regarding the wmeanc as well as the cutcomes of defense manpower
procurement policy decisions.

Even though these three areas are treated separately in this discus-

sion, they should be considered as interrelated measures of manpower
policy objectives--connected by the common thread of understanding con-
cerning the requirements of Army representation., In addition to being
non-exclusive, it should be observed that the various elements of these
threc areas of broad policy cbjectives are not always complementary or
mutually advantageous. It is quite possible that the achievement of
one objective (within a broad policy area) may not be necessary--or,

even favorable--for the achievement of another.

Military Effectivencss

Military effectiveness, from the standpoint of defense strategists
has always been the major issue n manpower policy and programs. Such
is the case with representational policy under the Al1-Voluntecr Force.
Effectiveness, hovever, thouah intertwined with the issues of equity
and legitimacy, is directly related to representation only insofar as
representation provides the best and most capable military force. That
is, the representational configuration of Army entranis does not in
itself determine whether the military can accomplish its mission--

unless it is indirectly influenced by the negative manifestations of

equity and legitimacy. For example, the military could quite conceivably

accomplish its intended purpose even though it was disproportionately
represented with above-average intelligence, well-educated, highly-

motivated, and economically successful New Englanders--unless
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some element of this composition produced an outcomé which did not
enhance mission effectiveness.

Probably the best example of the manner in which representative-
ness would negatively influence effectiveness is, ironically, the con-
cept of perfect representation. Perfect representation implies that the
best elements as well as the worst elements of society be present in the
ranks of the Army. This would mean, in effect, that restrictive stand-
ards on mental aptitude, moral background, and physical attributes be
rescinded entirely to allow perfect proportional representation. It
would mean that the Army actively seek not the most well-educated
group of enlistees, but the most representative of society--including
non-GED dropouts and functional illiterates. Obviously, there is as
much truth in claiming that the Army rank-and-file represent certain
characteristics of society (for the purposes of effectiveness) as there
is in saying the Supreme Court should represent mediocrity (which, in
fact, one U.S. Senator did claim during the confirmaetion hearings of
a 1970 nominee to the Supreme Court). This is an extreme example of an
unlikely occurrence, but the point is clear: the military effectivencss
of the Army is influenced by its composition to the extent that its
composition may be related to Army neceds.

Most discussions of the relationship between representation and Army
needs concentrate on the measure of qual7ty. Quality, in itself, is a
somewhat ambiguous reference used to describe certain individual attri-
butes--and frequently subject to various interpretations. The most
common definition of quality is the one used in the Defense Manpouer
Quality Requirements Report (U.S. Dept. of Defense, 1974; hereafter

referred to as the Nunn ijgigg). In this report to the Senate Armed
Services Committee, the basic elements of quality measurement are defined
as including: (1) Physical Condition (determined by medical examination);
(2) Moral Background (determined by enlistee statements and/or checks

on misdemeanors, felonies, etc.); (3) Trainability (determined by aptitude
tests); and (4) Motivation/Discipline (determined by high school diploma,
interviews, and training attrition).




The understanding of quality 7 Joctives is the comprehension
that quality representation does not necessarily equal proportional

representation. This is especially apparent from the definition of
quality offered by the Opinion Research Corporation (ORC, 1974) in
Attitudes and Motivations Toward Enlistment in the U.S. Army. ORC

here defines "quality" to include individuals who meet certain criteria:
(1) high school graduate or soon to be; (2) academic standing at the

top 2/3 of the class; (3) has interests and attitudes useful to the

Army and suitable for technical and/or combat assignment; (4) has
desirable moral standards and values. And, interestingly, one-fourth

of all non-college men (hardly a proportional confiauration) were deter-
mined to meet these criteria by ORC (Ibid, p. iii).

Quality objectives in recruitment, because of the difficulty in
constructing all-inclusive individual profiles and predictors of
performance, are most frequently defined in practical terms as high
school graduation and/or mental group categories. This is mainly the
case since several studies have cver the years established a strong
correlation between education/aptitude and military performance. For
example, the recent Quality Soldier Study by the U.S. Army Training
and Doctrine Command (1975) highlighted the overall superior performance

of the more intellicent (Mental Category I-111), better educated (high
school graduate) individuals in the three major areas of leadership,
discipline, and job proficiency. A report prepared for the Army

and issued in April 1974 also otserved that the probability of an

Army volunteer with & years of educaticon or less being found unsuitable
during the first 18 months of service is 48 percent, while the proba-
bility for a high school graduate is only & percent (in U.,S. General
Accounting Office, 1976a). And, as the Nunn Report (1974) points

out: "The more years of education, the lower the unsuitability dis-
charge and other disciplinary action rates. For these reasons, the Army,
as well as the other Services, prefers to enlist a high proportion of
high school graduates" (p.7). There are many similar (though less
comprehensive) treatments of this subject, and all seem to indicate the




primary importance of some level of quality as a determinant of
individual success in the military.

When the Army does not achieve the minimwn quality level of
civilian society--i.e., proportional representation of the several
measures of quality in the civilian society--effectiveness becomes an
issue of representation. For example, a major argument during the
A11-Volunteer Force debates was related to the understanding that the
traditional representation of college graduates and individuals strongly
motivated to continue their education beyond high school (sometimes
characterized as "reluctant draftees") would be 1¢st through the
volunteer format. Thus, the minimum proportion of individuals vho
received some form of higher educational training would, under this
argument, presumably not be achieved. 3

When the issue of effectiveness is again re]ated‘to the question of
military neced, however, there is substantial disagreement that even the
minimum standard of proportional "quality" representation is either
necessary or desirable. As the Defense Manpower Commission (1276)
dbserves, "it can be shown that, in certain occupational areas, some
Category IV personnel perform as well or better than a number of Cate-
gory I-I11 personnel" (p. 158). In fact, as Coffey et. al. (1975)
point out, a recent evaluation of tank crew members by the U.S. Army
Training and Doctrine Command actually shows that the best educated
and most intelligent students were the worst qunners. And, as Coffey
et. al. (1975) further note, research has been generallv unsuccessful
in equatinag the passing of written examinations to future military
performance.

Binkin and Johnston (U.S. Congress, Senate, 1973), in their discus-
sion of manpower policy alternatives (i.e., the "bonus"), also observe
that it is quite possible to "buy" more quality than is necessary--
suqgesting, in effect, that there are limitations on the relationship

between quality and effectivencss  (cf. also the conclusions on qual-

ity manpowver costs and their relation to supply factors in the !unn

Report, 1974). Melvin Laird took a somevhat similar position in his

ile
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Report to the President: Progress in Ending the Draft and Achieving
the All-Volunteer Force (U.S. Department of Defense, 0SD,1972): "An
organization composed of bright people unchallenged by their jobs would

be as much of a quality mismatch as an organization made up of people
who lack the ability to perform their jobs..." (p. 23). The goal,
according to Laird, "should be to obtain pcople who can perform the re-
quired job in a completely adequate fashion"(7bid., p. 27); “people
whose learning capacities match the requirements of military jobs"
(Tbidy; pe 231, _

Regardless of the relationship between representation and effective-
ness, there does appear to be a strong consensus of opinion from many
sources that there is no cause for concern over representational issues--
as long as the Services can choose candidates from the available supply
of people in the "marketplace" on the sole basis of qualification (cf.
Stevens, 1975). Qualified volunteers make good soldiers, many defense
spokesmen claim, because they are qualified (Blivin, 1975)--and, re-
quirements which seek to impose representational rather than qualifica-
tion factors limit the flexibilitly of the Armed Forces to efficiently
use their personnel and thereby pay a high price in terms of effective-
ness (Coffey and Peeg, 1976).

Determining the relationship between quality representation and
military effectiveness appears easy when compared with determinations
of socioeconomic compositicn. As Coffey et. al. (1975) point out,
there are nurerous unquantifiable variables and intangibles, internal
and external to the Armed Forces, which complicate any assessment of
the manner (and dearee) in which the socioeconomic composition of a
force affects performance. Some sample questions of the possible ef-
fects of social compositon are raised by Grundy (1976) in his study of
racial and ethnic relations: for example, to what extent does racial
and ethnic diversity affect unity and morale; does inter-group diver-
sity diminish or improve field effectiveness; and,how does social com-

position affect military-civilian relationships?

-9-
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The Defense Manpower Commission (1976) did attempt to determine
through a survey of military commanders whether (in the perceptions of
the commanders) changes in the sociocconomic composition of units may
have affected the ability of units to perform their missions. The
Commission found no evidence that socioeconomic composition affects the
performance of an armed force to fulfill its mission. Rather, it re-
ports that performance is apparently more influenced by "dynamic factors"
such as leadership, training, morale and discipline, and materiel
readiness than by socioeconomic composition (flfd;, pp. 156-157).

Neverthé]ess, it is possible for the overall effectiveness of an
armed force to be influenced, indirectly, by the representational com-
position of its membership. One of the best examples of social compo-
sition indirectly affecting mission accomplishment is in the area of
attitudes and attitude changes--since social origins are often related
to the development of attitudes. The issue of representational atti-
tudes is also related in a major way to the objectives of political
legitimacy. In fact, many of the perceived relationships between social
composition and military effectiveness are significant issues of equity
and legitimacy as well. The following discussion of social equity and
political legitimacy therefore encompasses some additional concerns
regarding the effectiveness objectives of manpower policy and programs.

-10-
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Soetal Equity

The case for Army representation which is based on issues of social
equity usually revolves around the theme that the burdens of national
defense (and the possible sacrifice of life) should be Lorne equally by
all qualified and able members of society. Social equity issues of
represea;ation, as previously observed, first received attention during
the desegregation of the Armed Forces after World War II. Equity was
again the subject of attention during the Vietnam War, when casualty
rates showed a disproportionate rate of combat-related deaths among
Blacks--and, when the several deferments under Selective Service regula-
tions were consequently exposed to increased public scrutiny.

For some, the imposition of universal military training or an
improved system of conscription were possible solutions to the inequali-
ties of the military procurement system. For those who deplored the
revocation of obligatory service, the Al1-Volunteer Force was seen as
just another form of class privilege--a way to further "insulate"
middle and upper-class Americans from the horrors of war (Mcllethy et. al.,
1972). During the past few yvears, the argument for social equity has
been transformed from one of concern over the general application of
class sanctions to the more topical questions of equal oppoertunity and
minority group "“imbalance."

The primary debate on issues of equity continues to focus on
minority representation--and, more specifically, Black representation,
since Blacks as a group are also disproportionately representative of
the poor. In fact, Coffey and Reea (1976) observe that the proportion
(i.e., overrepresentation) of Blacks in the enlisted ranks is probably
the major issue among all voiced concerns of reprosentdtion. The only
historical precedent for the concern regardinag overrepresentation of
Blacks in the Army involves perceptions of the strengths and weaknesses
of Black soldiers. For example, the imposition of racial quotas was no
doubt an effect of the predominant White attitudes of the time--
attitudes which frequently placed severe limitations on the military
effectiveness of Blacks as a group. As late as 1955, studies were
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being conducted on The Utilization of Negro Manpower in the Army (Milton,

ed,, 1955)--generated, in part, by public apprehension in entrusting the
responsibility of national defense to 10 percent of the population:
"While Negroes have served in the Armed Forces since the Revclutionary
War, their utilization has varied and their value has been the subject
of much debate"(/bid., p. 1).

While concerns about the possible overrepresentation of Blacks in
the military resulted in racial quotas, it is interesting to note that
(aside from the issues of desegregation) the wndcorrepresentation of
racial minorities in the military had never really been a major topic of
discussion until recently. Recent discussions on the underrepresentation
of minorities in occupational specialties, career fields, and the
officer corps, however, do not even approach the magnitude of debate
regarding the overrepresentation of Black enlisted men.

As Stephen E. Ambrose observes in "Blacks in the Army in Two World
Wars" (in Ambrose and Barber, eds., 1972), except in times of severe
depression, the Army has historically been unable to enlist enough men
to maintain its authorized strength--yet, it never had the slight-
est difficulty in filling its assigned quota of Blacks. Even though
there were far more potential Black recruits during the periods of
Army segregation, Black strength was always lower than the percentage
of Blacks in the general population would justify, as Ambrose notes.
And, ironically, Blacks were even more underrepresented in the decade of
the 50's and 60's than they were overrepresented in the 1970's (Coffey
and Reeg, 1976).

This is not to suggest that concerns regarding Black overrepresen-
tation are necessarily grounded in some underlying racial prejudice--
because the issue of equity did actually grow from the understanding of
an equally distributed burden of defense among the citizenry (and,
specifically, the disproportionate number of Black Vietnam casualties).
However, contiquous witn the equity argument was the Middle American
fear that a disproportionately Black Army would lead to increased racial
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tensions and polarization, as well as an unreliable and less effective
military force. (Interestingly enough, as Dalfiume (1969) notes,
"efficiency" was one of the most frequently cited reasons for military
segregation.) The racial unrest of the iate 1960's can be said to have
contributed‘to these fears--fears which even viewed the training of
Black servicemen as a way of preparing a potential enemy for war in the
streets of urban America (cf. Blivin, 1975).

In addition to public apprehensions concerning the overall quality
of a disproportionately Black Army was the contention by some observers
that a "tipping effect" would self-perpetuate the Black imbalance: i.e.,
that a point would be reached at which the proportion of Blacks in a
particular unit would be high enough to gradually drive away large
numbers of Whites from that service or branch (possibly a result of per-
ceptions by Whites that Black units have less status) (cf. Janowitz,
1975b). Further, it was believed that combat units which were over-
weighted with racial minorities would have limited credibiiily in the
world arena, would not effectively project the desired goais of U.S.
foreign policy, and would be detrimental to the image of American society
abroad (cf. Janowitz, 1975a).

Many of these observations regarding the potential dangers of Black
overrepresentation, though not in themselves indicative of any attitudes
favoring racial repression, are based largely on the assumption of the
inherent racism of the American people and the rest of the world (cf.,
especially, Dellums in Janowitz and Dellums, 1975). The question of
Black overrepresentation--developing initially from perceptions of in-
equities in the draft and the allocation of military manpower--never-
theless evolved into a two-fold issue: effectiveness, as well as
equity. The point is that distinctions should be made between these
issues as they pertain to arguments in behalf of proportional represen-
tation.

The more general argument of equity--i.e., overrepresentation of the
Tower socioeconomic strata and otherwise deprived members of society--
is also very much related to effectiveness issues. As a means of
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forming the A11-Volunteer Force--as opposed to the ends of achieving
the most efficient and capable military force--this issue is the
eritical point of all discussions of equity.

Essentially, this argument is a restatement of a popular phrase
during the Civil War: "rich men's money, poor men's blood" (Boorstin,
1975). The claim is that the volunteer system of manpower procurement
will result in the enlistment of disproporticnate numbers of Blacks,
poor Appalachian Yhites, and other working-class groups (particularly
in combat units), since it is the less skilled and less euployable
members of society who have the fewest civilian alternatives open to
them (cf., for example, Marmion, 1971; Clark, 1969; the President's
Commission on an All-Volunteer Armed Force, 1970; Miller, ed., 1968;
Tax, ed., 1967; "A Volunteer Army: Pro and Con," 1969; Congressional
Digest, 1971).

The equity argument is based on the notion that military service is:
(1) a sacrifice of time and effort which has many negative aspects and
few rewards; (2) mainly oriented toward combat preparedness, and,
therefore, involves a high yrisk for potential loss of life; and (3)
is less desirable than most alternative activities or occupations
available to young men and women. If it were not for this understanding
of military service, the disproportionate enlistment of individuals from
the lower social strata of society would not be an issue of equity, If
military Service was seen as a highly desirable alternative activity,
and the Services were enlisting disproportionately low nunibers
of minorities, an argument in behalf of equal opportunity would no doubt
also be promoted (as is presently the case with regard to the officer
corps). Still, the basic argument of shared resporsibility draws its
support from the premise that military enlistment is an-exercise of
citizenship and not on an cqual plane with civilian job-market alternatives.

In viewing military service in this manner, proponents of the equily
argument see the Volunteer Army as most likely attracting those indivi-
duals who are most victimized by the vagaries of the economy (cf. Marmion,
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1972). Consequently, it is the less-skilled, less-employable members
of society--with fewer civilian alternatives available to them--who are
"shunted off" into the military. The military Services, and Army in
particular, are thereby seen as becoming a "refuge" for the poor

and disaffected nembers of society. In effect, it is argued that
"economic conscription" results when these individuals, who are other-
wise unable to find employment, enlist in the Army out of sheer neces-
sity for economic survival. This argument for equity becomes especially
strong when related to the notion of personal sacrifice--i.e., that
depressed minorities must risk a great deal (even their lives in time
of war) before the opportunities of better economic status are made
available,

It is interesting, as Segal and Daina (1975) observe, that opponents
of the draft also argued that the system (and its inequities) placed
the burdens of war disproportionately on the disadvantaged strata of
American scciety. Further, it should be noted that a large fraction
of the poor have historically been rejected on the basis of mental,
physical, and moral standards. In fact, as Milton Friedman observes
(in 0'Sullivan and Meckler, eds., 1969), the draft disproportionately
affected the upper-lower and lower-middie classes--and, that the frac-
tion of high school graduates under the draft was "vastly higher" than
either college entrants or high school dropouts (7/77d4., p. 255).

There is, nevertheless, a strong basis of support for the concept
of the Army as a possible refuge for the disadvantaged and minorities.

As Richard M. Dalfiume observes in Deseqgregation of the U.S. Armed

Forces: Fightina on Two Fronts 1939-1953 (1969), since it has always

been assumed that citizens have the obligation to participate in the

Armed Forces--and, restrictions on the opportunities of groups to ful-
fill this obligation have served as reasons for denying groups their
full rights of citizenship (as was the case, for example, in the Dred
Scott opinion of Chief Justice Taney)--Blacks and other minorities have
sought military participation in the hope of effecting increased civil

rights and entrance into the larger socicty. In addition to the desire
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for "demonstrating" citizenship, many minorities have simply sought
military 1ife as the best alternative in a restricted range of economic
opportunities (Ambrose, 1972). In fact, as Charles C. Moskos (1970;
and in Little, ed., 1969), notes, it is actually possible for those
initially less privileged to compete more realistically for advantages
within the military system than in most civilian education, commercial
and industrial organizations. Studies have also shown that minorities
with Tess than a high school education earn more in the military than
in the civilian labor force. ;

The notion of the military as a place of opportunity, equal
acceptance and involvement--regardless of prior social advantage or
preexisting handicaps--has, over the years,also fostered the concept of
military service as a channel for social mobility. The Services have
accepted and even promoted their role as provider for the disadvantaged
(Department of Defense, 0SD, 1972), especially as it pertains to educa-
tional opportunities and skill training. Because the Army continues to
be a leading avenue of career opportunity for the disadvantaged and
minorities, it is reasonable to expect that racial and ethnic groups
will exhibit a high proportionate propensity for Army enlistment.

The Department of Defense has repeatedly stated that it is not con-

cerned with the racial breakdown of the Armed Forces, and continues to

emphasize the principle of primacy of the individual (Goldich, 197€; also

Lt. General H.G. Moore in U.S. Congress, Senate Committee on Appropria-
tions, 1975, p. 667). Equal opportunity was also a theme in the Final

Report of the Defense Manpower Commission (1976). Exhorting the Services

to recruit and assign personnel without regard for representational
factors, the Commission supported a "free flow" policy of enlistment--
dependent on the market conditions of supply and demand (72¢d., p. 172,
411). fFrom a representational point of view, it can be seen that
fluctuations of supply and demand will affect the proportion

of minority group entrants. And, circumstances (o.g., the threat of
conflict, changes in national posture, or reduced unemployment)

which make enlistment less attractive to many will probably not equally
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affect the demand curve of those individuals who have fewer alterna-
tives for social mobility. Under these circumstances the equity
argument becomes most persuasive. The real policy dilemma, however,
is reconciling the fact that the Services do provide a channel of
social mobiaity and opportunity for the disadvantaged with the
objectives of representation.

Politieal Leqgitimacy

Students of military socioloay claim that civilian control over
the military establishment is most effective when the military society
is an integral part of the whole social fabric--that is, when indivi-
duals who enter and leave the military represent a wide variety of
social backgrounds and attitudes. Morris Janowitz, probably the most
vocal proponent of representational "legitimacy," stressed this point
in his testimony before the Defense Manpower Commission: "A representa-
tive military is the basis of civilian control and the legitimacy of
the military. In a democratic society, a representative military is
essential to military effectiveness" (Testimony before the Defense
Manpower Commission, 17 July 1975, in Coffey et. al, 1975, p. 10.),

Basically, the argument for political legitimacy draws its strenath
from the "citizen-soldier" concept and the democratic notion of full-
citizen participation in the military affairs of the community. The
draft did provide an automatic process of democratization (theoretically
color-blind to race, economic or social status) through which multitudes
of citizens would serve short periods of time in military service and
then return to their civilian occupations. The draft thereby functioned
as a "revolving door" between the military and civilian sectors of
society, providing at least some assurance of the converaence between
civilian and military values. The All1-Volunteer lorce--in surrendcring
the control of seleetive service to the inconstancy of exogenous con-

ditions--was consequently seen as a risk which threatened, among other
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things , the complete loss of civilian control over military affairs
(cf. Clark, 1969; Ervin in Congressional Digest, 1971).
The concern for political legitimacy also rests on the understand-

ing that the duties of citizenship require some form of military parti-
cipation. Disposal of the right to defend the nation by the citizenry

is seen in this context as a relinquishment of liberty. Further, the
shift to voluntary enlistment actually "maligns the character" of the
American citizen by saying to him: "Give anythinag but yourself" (cf.
Gerhardt, 1971, p. 112). Under the system of voluntary military service,
patriotism is seen to gradually take on a new meaning for those who
choose not to serve--with the inevitable result of widespread public
apathy and acquiescence regarding military matters,

In addition to the perceived effects of voluntary service on the
"national character" or "patriotic fiber" of America are the socio-
political consequences of military representation. In fact, the case
for political legitimacy is based on the assumption that certain patterns
of voluntary enlistment attenuate traditicnal linkeges of civilian con-
trol to the point where the military becomes its own master. For example,
it is often observed that those individuals who are predisposed toward
the ideals of pacifism are totally unrepresented. The wellborn and
the privileged, the rich and the educated--with higher paying, less
dangerous career alternatives elsewhere--are also presumed lost to
the military service,

As Janowitz (1973) observes in "The Social Demography of the All-
Volunteer Armed Force," demographic characteristics of military member-
ship play an important role in the "internal viability" of the
armed forces in civil-military relations. And, if the hypothesis is
made that the military will continue to fill its ranks with those who
are unrepresentatively positive toward the armed forces, there is cause
for concern. Perhaps the major influencing factor in drawing thishypoth-
esis is the recogrition that (1) the volunteer format can be depended
on to provide a preponderance of individuals who would have enlisted

even with a draft (ie.,, the sclf-receruitment or celf-selection by those
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who possess traditional military perspectives); (2) the impact of
professional socialization will strengthen the homogeneity of military
entrants, and operate to mold a "military mind" or characteristic ethos
of militarism; and (3) negative selection (or the process by which
those who do no "fit in" are not promoted or "select" themselves out)
will act to further eliminate those who do not conform to the prevail-
ing mode of behavior and thought (cf. Janowitz, 1975a, 1973).

The disproportionate repres=ntation of several specific demo-
graphic measures are considered to be especially adverse to the achieve-
ment of civil-military convergence. These are: (1) disproporticnate
regional representation--especially from the hinterlands of the Sowth
and Soutimwest, where {a) there is a high concentration of military bases,
(b) military men make social contacts, evidence a high proportion of
marriages to girls who live near military installations, and most fre-
quently choose to retire, and (c) there is a presumably higher deqree of
military orientation (Janowitz, 1973; Blivin, 1975; Coffey and Peeg,
1976); (2) disproportionately low representation of college graduatee
or those who have some college training--because of the perceived effect
of higher education on attitudes and perceptions; (3) the disproportion-
ately high representation of miiitary offepring--since there are usually
homogeneous perceptions and social isolation present in military families
(Janowitz, 1973, 1975); (4) the disproportionate representation of the
lower socioeconomic strata, the underskilled, and the wunder-trained--
since those who feel inadequate to compete in the civilian economy will
also tend to feel alienated and/or isolated from the community they are
supposed to defend (Marmion, 1971); and (5) the disproporticnate repre-
sentation of traditionalistic, conventional, conservative, and provincial
attitudes--since it is the tough-minded politico-military perspectives
and strong conservative or right-wing political ideologies which tend to
emphasize military objectives and further isolate the military estab-
lishment from the mainstream of society (cf. Janowitz 1973, 1975).
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These demographic and attitude factors, when combined, operate to
reduce the indirect mechanisms of civilian control. When convergence
is removed through the lack of proportionate representation, and the
several processes of homogenization further constrict diversity of atti-
tudes, the military will display increased emphasis on its own organi-
zational boundaries and its own distinctive values. And, as it turns
its sights inward, proponents of legitimacy claim the military will
necessarily gravitate toward its industrial counterpart in civilian
society and seek bigger and more elaborate budgets to perpetuate it-
self. Eventually, the military establishment will emerge with its own
professional concerns, ideology, powerful pressure groups, and politics
(ef. Clark, 1969).

These developnments are in themselves contrary to the purposes of
democracy. However, the emergence of a military-industrial mammoth
would only increase the l1ikely occurrence of the most frequently men-
tioned concern of political legitimacy--that is, the entrance of the
military into an unjust war. The assumption that the loss of civilian
control over the military will necessarily increase the likelihood of
war is also based on perceptions regarding the "suicidalness of mili-
tarism" (Ekirch, 1956)--or the inherent distrust by civilian society
of the unchained forces of a military monolith.

The lack of community representation in the military, especially
among college students and individuals from the middle and upper-middle
class strata of society (from whom the broad base of anti-war sentiment
is frequently seen to arise) will consequently assist in removing the
military establishment from public scrutiny (Ervin in Congressional
Digest, 1971). By eliminating the irritant or inhibition of drafting
young men who question the justification for entrance into war--and its
concurrent effect on the attitudes and behavior of parenis (often re-
ferred to as the "lightning rod" effect of conscriplion)=-many proponents
of conscription also reason that it will cventually become easicr for
the military to engage in adventurism,

-20- .




The corollary to the underrepresentation of individuals who might
be considered to provide an irritant is the overrepresentation of those
who do not. During the All1-Volunteer Force debates, for example, there
were many commentators and observers of military affairs who claimed
that the system of voluntary enlistment would attract mercenaries, or
those who took areat pride in being professional (as opposed to
"volunteer") combatants. There was also public apprehension that the
Army would be primarily composed of "a band of professional killers"
with little in common with the rest of civilian stciety (Mclethy et, al.,

1972)--an Army of "hired guns," which spent its time “meditating on
blood"--men with 1ittle stake in civilian society, working at war-
making as civilians work at their jobs.

For some, therefore, the All1-Volunteer Force was a duplication of
the French Foreign Legion, taking the country heedlong down the road
of endless military adventures. In the most extreme scenario, this
band of"hired guns"(possessing a "coup mentality" and no greal over-
riding patriotism or loyaity) would be manipulated in a conspiracy to
overthrow the government. The more subtle and realistic danger, however,
as Janowitz (1975a) and other sociologists observe, is not the potential
for a coup d'etat--but the increased likelihood that the military will
continue to operate as a powerful pressure group with a distinctive and
relatively unified outlook and ideology. Janowitz (1975) writes: "“A
military establishment with selective linkages to civilian society,
with a strong element of social unrepresentativeness, and with a pre-
sumed 'ideological' cast, is likely to be the source of political con-
flict and dissensus with segments of civilian society" (p. 448). It
is, as Charles C. Moskos (1970) observes, this movement toward socio-
political divergence which creates--not the specter of overt military
control of national policy--but the more subtle danger of a segmented
military establishment which allows for greater international irrespon-
sibility by its ci{vilian leaders.
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It is interesting to note that, from discussions with data analysts
at the Roper Public Opinion Center, surveys of public opinion concerning
defense issues over the past few years show two trends: (1) public
confidence in the military has dropped in the last decade; and (2) the
military (along with the Supreme Court) is felt to be out of touch with
the people it is supposed to serve. These findings would tend to
support the case for representative convergence of military and civilian
perspectives. However, as Blivin (1975) notes, the vitality of a military
force also depends on the delicate balance between a special sense of
inner-group loyalty and participation in the larger society.

One writer recently provided a personal assessment of representation
in the Volunteer Army:

Certain generalizations can be made. The new Army's

Willie and Joe tend to come from Louisiana instead

of the south Bronx. They are somewhat younaer, on

the average. And yet, adding in your poor Black

from Shreveport, they remain your standard rattie

Cry collection of the dispossessed, the curicus, the

naughty, the gung-ho, the indigent, the unempioyable,

the romantic, the shiftless. Really the only mem-

bers not now present for duty are the MNortheastern

liberal--say, the English major from NYU--and his

bemused friend from Greenwich or Grosse Point who

"did not want the responsibility of a commission,"

vtho read Nietzsche at Tunch and who said sentences

to his sergeant that began with the words "But

surely...." (Bunting, 1975, p. 164).
Regardless of the humor and use of stereotypes to describe Army enlistees,
this evaluation of representation is essentially correct. Certain indivi-
duals may be expected to be absent from the enlisted ranks--while a
measure of diversification will always be present, Yet, there are
obviously limits to the possible representativeness of the military.
Perhaps the objectives of political legitimacy should be directed at
keeping the military, and especially the officer corps (cf. Friedman in
0'Sullivan, 1969; Janowitz, 1975; Blivin, 1975), from becoming hiahiy
unrepresentative.
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1.3 Representation Defined

In March of 1975, Secretary of the Army Howard (Bo) Callaway
appeared before the Senate Appropriations Committee and broadly defined
Army representation:

What we seek, and need, are quality soldiers--men and
women who are representative of the overall population.
Ideally, we would 1ike to have a least one from every
rural delivery route, and one from every small town.
Our obligation to the American people is to strive to
field an Army which is both representatsive of them and
acceptable to them (U.S. Congress, Senate Committee

on Appropriations, 1975, p. 13).

In reply to a question from Senator John Pastore, Callaway further ex-
plained Army representational objectives:
...[1] felt the United States should have an army broadly
representative of all Americans which, to the extent
possible, would contain roughly the same percentages of
people of all ethnic groups, and the same percentagn at
various income levels and educational levels. That has
been our goal. (/bid., p. 105). :

Lt. General Harold G. Moore, Army Deputy Chief of Staff for Personnel
(DCSPER), stressed the importance of attaining an equitable distribution
of responsibility through representation in his remarks before the
Senate Appropriations Committee:

He believe that these quality personnel should be repre-
sentative of all regional, economic, and racial segments
of society, and that no individual aroup should dis-
proportionately bear the burden of national defense. It
is our intent to obtain accessions that reflect a geo-
graphical cross-section of our society as well as pro-
viding an opportunity for all qualified applicants to
compete for Army career opportunities. (7iid.,p. 619).

Donald G. Brotzman, Assistant Secretary of the Army (Manpower and
Reserve Affairs), testified before the Defense Manpower Conmission in
July of 1975 and also expressed a reaffirmation of the policy objective
for achieving proportional representation in the Army:
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Equally important as having a quality and professional
Army 1is having an Army which is generally represecrtative
of the American people. 1 mean representative in the
racial, geoaraphic, and socioeconomic sense  (Coffey
and Reeg, 1970, p. 13).

These recent statements of Army recruitment goals illustrate the
point that "representation" is still an important subject of thought
among Army hierarchy. A number of similar references to representational
issues may be found in official DoD publications, congressional committee
documents, research reports, and general literature in such fields as
sociology, psychology, and political science. A comprehensive bibliu-
graphy has been included in this report as a guide for those who might
wish to further explore the historical development of representaticnal
issues.

Various attempts have been made in recent years to draw the
philosophical and practical aspects of democratic theory together and
derive a general blueprint for Army representation., Nevertheless, most
definitions of representation are no more explicit than the vague pro-
nouncements quoted above. As the Defense Manpower Commission notes in
its ‘Final Report (1976), there is still a distinct lack of consistency
in Service-stated objectives, as well as policymaker perceptions of
representation.

Generally, "representation" may be defined as that proportion of
each group within the national population (Defense Manpower Commission,
1976). The "groups" or factors included in comparisons of proportions--
i.e., those most commonly cited in public discussions of representational
policy--are minority groups (specifically Blacks), levels of educa-
tional attainment and mental aptitude (even though it has been Army
policy to recruit as mciy high school graduates and higﬁor mental groups
as possible), geographical distribution (usually by region and rural/
urban classification), socioeconomic status (including, for example,
parents' income or family income, parents' occupation, parents' educa-
tion, marital status), and occasionally male-female ratios.
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The rationale for limiting "representation" to these groups--as
well as the method of using the "national population" as a standard
for comparison--is subject to dispute. A suitable, and perhaps even
better, standard for comparison might be the total military age-
eligible population or some combination of other alternatives: for
example, only qualified and able military-age youth, those age-eligibles
in college or technical school or those age-eligibles who choose to
join the civilian labor force (or some specific occupational skill
areas of the labor force). It has even been sugqested that standards
for comparison be drawn from the conscripted force of earlier years--
itself not a ¢ruly representative configuration of the American people
(Segal and Daina, 1975; Cooper, 1975; Coffey et. al., 1975). Another
case is often made for using FY1964 as a "base" year or benchmark for
comparison, since it was both pre-AVF and pre-Vietnam build-up (cf.
Coffey et. al., 1975; Brehm, April, 1975; Suffa, 1975; also, DoD-
originated studies).

Similarly, there is a wide range of possible comparison groupings

‘within the military--anything from the entire Department of Defense on

down to the smallest identifiable unit. As Coffey and Reeg (1976) note,
requirements for representation could be applied not only to the
separate Services, but also with respect to broad skill areas within
the Services (i.e., combat arms, supply, administration, etc.), specific
occupational skill groups within the Services (i.e., specific M0Ss),
the geographical distribution of personnel according to branch units
and echelons, or the general distribution of representational group
members by rank within units and subdivisions of units (the smallest
extreme being an infantry platoon or squad). Concern over termination
of the draft has also caused a focus of attention to be placed on the
enlisted force. Ns Seqgal and Daina (1975) point out, this practice
builds a bias into any comparison with the civilian population--since

officers tend to differ from enlisted accessions.
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The variables most often used in representational studies are those
which are seen to influence military effectiveness or relate to pre-
valent sociopolitical policy. Although the measurement of representa-
tion has therefore been limited to a somewhat standardized set of
criteria, there is an endless variety of variables which may be said
to affect the broadly-stated goals of Army representation. For example,
other measures may include anatomical features, crime rates, the
entire rance of attitudinal measures (including g=neral socio-
psychological measures, job satisfaction, political attitudes, aggre-
siveness, perceptions of life-controls, self-esteem, values, quality
of 1ife perceptions, attitude changes over time, etc.), religious
preferences and activity, physical prowess and dexterity, mechanical
ability, and sc on--most of which interact and overlap with the standard
variables of comparison.

Since there is a great deal of interaction between factors, it
is also frequently difficult to separate groups and distinguish mem-
bership on the basis of representational attributes. The term "race",
for example, when used in reference to the Armed Forces, normally in-
cludes Whites, Blacks, American Indians, and "Other" racial/ethnic
groups (Coffey, et. al., 1975). While this cateqory in itself suggests
some degree of ambiquity, strict interpretations of race or ethnic
origin may not be totally acceptabie or adequate measures of represen-
tation. As Nathan Glazer (1975) notes, "statistical representation
in employrient, education, and residence insist that it is possible
to divide the racial and ethnic groups with precision and assign them...
to a class for which a strict statistical parity must be required"

(p. 203). In respect to affirmative action proarams, Glazer further
observes that representational policies are frequently based on "two
equally inadequate views of the nature of racial and ethnic groups":
first, that groups and membership of groups are easily bounded and
defined, and completely uniform in the conditions of those included
in them; and second, that policies designed ta benefit the group will
be equitably applied and received (p. 202). .
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Regardless of the problems in delimiting categories and groups
is the understanding that measures of Army representation serve no
useful purpose unless they can be related to the military, political,
and social needs of the nation., There is Tikewise no reason for
viewing Army "representation" per se as necessarily advaniageous in
all cases. True representation, for example, would mean that the Army
reflect the best as well as the worst aspects of society in its mem-
bership and organizational structure. When considering necds, it is
also necessary to draw a distinction between the organizational re-
quirements of the Army and the sometimes incompatible prescription
for proportional representation.

Representation is, in actuality, primarily a political question--
dependent first and foremost on political expressions and interpreta-
tions of national needs. A practical definition of Army representation
is one, therefore, which relates differences between Army and civilian
groups to national policy objectives. In the previous section, these
objectives were divided into the three general areas of military
effectiveness, social equity, and political legitimacy. (Although the
fundamental principles of legitimacy and equity are well-grounded in
philosophical thought, policy-directed interpretations are political
issues.) By correlating the scope of representational analysis with
these policy guidelines, it becomes possible to construct a conceptual
model and to evaluate pertinent data.
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2. ARMY REPRESENTATION: A CONCEPTUAL MODEL AND FRAMEWORK FOR KESEARCH

It was shown in the previous section that definitions of Army repre-
sentation abound since (1) the possible range of characteristics for nro-
portional measurement are virtually limitless, (2) there is justifica-
tion for using a variety of groups as the national civilian standard for
conparison, and (3) there is justification for using various aggregations
and combinations of groups from the Army as the abjects of proportional
measurement. The case was also made for limiting serious evaluation of
representation to those factors which bear directly on the issues of
military effectiveness, social equity, and political legitimacy. This
model is a further attempt to build a conceptual framework and Tunctional
definition of Army representation.

The Convergence/Divergence Model of Army Representation

In The American Enlisted Man, Charles C, !Moskos (1970) discusses

the emergent military establishment and presents a "convergent-divergent
model" of the armed forces and society. Moskos conceives of this model
as being a continuwn or scale, ranging from a military organization
highly differentiated from civilian society to a military system that
is highly convergent with civilian structures. In establishing a rang:
of variables, Moskos notes that at least four subjects should be consi-
dered: membership (i.e., that the armed forces are representative of
the broader society ), institutional parallels or discontinuities in the
social organization of military and civilian structures, differences in
required ekille between military and civilian occupations, and 7deo-
logical distinctions.

Starting with this basic conceptual premise--i.e., that a scale may
be constructed, along which the military is more or less overlapping
with civilian society--and building upon the synthesis of issues pre-
sented in Section 1,2,a limited convergence/divergence model of Army
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representation may be developed. Basically, it is assumed that (under
hypothetical conditions) a perfectly "representative" group of Army
accessions may be drawn from the national population. This group of
Army accessions--allowing for some definition of groups or guidelines
by which the Army and civilian populations can be compared--is de-
picted as a part of the national populaticn, "representing" the national
population in perfect proportion, as a core or cross-gection of all
population characteristics.

Reality, however, has shown thal perfect representation is probably
not possible, l!Nevertheless, we may conceive of perfect representation--
regardless of justification or impracticality--as a seale for measuring
the social composition of the armed forces and determining the convergence/
divergence of its membership. Vhere policy is directed at some form cf
"representation", perfect proportion may also be used as an objective
measure of policy effectiveness.

Perfect Army representation is depicted in the Convergence/Divergence
Model (Figure 2.1)as a miniaturized version of the national population.
Since the idealized state of perfect representation cannot be achieved
under normal conditions, @ boundary of approximate representaticon is
constructed, using the objectives of equity, legitimacy, and effective-
ness as limiting standards--and beyond which these objectives are no
longer possible. If the configuration of Army accessions stays within
this boundary, it may be defined as representative.

Government policy, the economic environment, incentives and con-
ditions for enlistment, attitudes, etc., all change over time and the
configuration or core of Army personnel will undoubtedly shift within
the national population. As the Army membership shifts, the configuration
may take on various forms (drawn with broken lines in Figure 2,1),
Gravitation or stretching out of the bounds of representation can there-
fore occur at any or all points and alfect. the 1iwits of equity, legiti-
macy, and effectiveness in several possible ways.
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For example, it may be possible that a considerable rise in the
number of accessions from one socio-economic stratum of society or a
disproportional rise in the number of college graduates will stretch
the Army configuration beyond the bounds of equity (and possibly,
legitimacy). However, it is not altogether certain that this shifting
will in any way lower military effectiveness. A rise in the number of
accessions capable of being described as "mercenaries" or militarily-
aggressive may shift the confiquration beycond the bounds of legitimacy
as well as effectiveness. Similarly, a rise in the number of low-
aptitude accessions could affect equity, legitimacy, and effectiveness.

It is also clear that Arny differences (under or over) from perfect
representation--while negatively affecting the objectives of one area--
may actually benefit the achievement of another. Some would argue, for
example, that an overrepresentative proportion of high school graduates,
though unrepresentative, raises levels of military effectiveness. Dis-
proportionate representation for certain categories, thereforc, may
have to be relatively extreme in order to pass over some objective

“boundary. It can also be arqued that the issue of military effectiveness

is not directly affected by the representative nature of the Army, as
in the case of legitimacy and equity. This is especially true when
perfect representation is used as a norm for the achievement of an
objective.

The point is that shifting representation (according to various
subcateqories) will have different effects on the boundaries of conver-
gence/divercence, There is some overlapping of the three objectives,
as they are affected by changing patterns of representation. However,
"divergence" from perfect representation may not be divergence from
any or all of the objectives by which representational goals are defined.

-30-




l

7/ PERFECT o2 Y
/ / £/ REPRESENTATION =N \\ \
J S A \

/ R St N e S e e e e kS S el . V'Y
L—’—a-n—-—\-n-:. i e i 5 il W WA
BGUi«

€ rn e - —— OF o~~~ -
EFFECT IVENESS

NATICRAL POPULATICN

.

Figure 2.1

Army Representaticn: Convergence/Diveraence Model
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Implications

The difficulty of applying this model in any policy sense involves,
once again, definitions. Ue may broadly define "convergence" as a
configuration of Army accessicns which stays within the bounds of
representational objectives; and, "divercence" as any configuration
which does not. However, the Timits on differences between actual Army
membership and perfect representation involve some kind of agreement
on the meaning of social equity, political legitimacy, and military
effectiveness. Some agreement on these issues would have to precede
the actual formulation of any policy objectives or limitations on diver-
gence. Py defining these limits, it will also be possible to cvaluate
the relative importance and the interrelationship between issues. Re-
gardless of these difficulties, this model stands as one attempt to
structure policy considerations and establish a conceptual framework
for the evaluation of representational issues.
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3. ANALYSIS OF REPRESENTATION DATA

In Section 1 an effort is made to develop a delimiting defini-
tion of Army representation. In Section 2 it is seen that, by focus-
ing attention on prevalent policy objectives, a Converaence/Divergence
Model of Army representation may be constructed. Although there is
still no clear policy concurrence on the bounds of approximate repre-
sentation, it is possible to evaluate extant data‘usina the standard
of perfect representation.

The following analysis draws upon information from several sources
order to obtain a perspective on patterns of Army representation., In
the demographic evaluation (Section 3.1) the best available sources
of representational data are culled to derive comparative statistics
on the characteristics of age-similar civilians and Army enlistees.

In a continuing analysis of the NLS (Section 3.2), high school grad-
uates from the class of 1972 are observed over a period of 2% years
along several similar and new dimensions. Data from other sources are
also interspersed to provide a measure of validity. Results are
combined through composite indices of Army representation (Section 3.3)
in an alternate approach to the study of proportional relationships

and approximate representation. Section 4 then continues the analysis
of representational data by examining the critical, though unexplored,

area of attitudes and attitude changes over time.
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3.1 Demographic Evaluation

In a recent study by Woelfel and Segal (1976) a comparison of
selected Army and civilian demographic characteristics--i.e., race,
marital status, educational attainment, and family income--was made for
the purposet of examining the social repreéentativeness of the Volunteer
Army. The data set forth in VWoelfel and Segal show Army enlistees
generally to be less educated, to come from families with less income,
and to consist of a higher percentage of}B]acks and other racial
minorities than their counterparts in the civilian population. These
differences, according to loelfel and Segal, correspond to differences
in the general civilian population and the civilian labor force.

The purpose of this evaluation is to extend similar previous
efforts to examine Army representativencss by comparing the most recently
available Army enlistee data with data on the general civilian population
and the civilian labor force. In addition, these data will provide a
means for evaluating current and previous research which seeks to use
national longitudinal survey data as an instrument of comparison.

Yost of the Army statistics used in this evaluation have been
extracted from the November 1975 Army Quarterly Siurvey, which has a
reported reliability level between 95%+67 and 95%+97.

Civilian data were obtained from population estimates in the
Current Population Reports of the U.S. Bureau of the Census and from the

Handbook of Labor Statistics, U.S. Department of Labor, Bureau of Labor
Statistics.

Comparison of Demoqraphic Characteristics

Race Table 3.1 shows the racial composition of the Aymy
enlistees, by paygrade, along with the racial composition

of the age-eligible resident civilian population. For
comparison purposes, civilian racial percentages

were obtained for age groups according to the median
age of Army personnel within each paygrade.
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Table 3.1

Racial Composition, Male and Female Army Enlfstees Compared to
Age-Eligible Resident Civilian Population¢ 1975

Median Aqe Age of Civilian { Percent White | Percent Black ! Parcent Other l' Tota)
__Payqrede for Payarade |Comparison Cohort| Arry [Civilian] Ay JCivil Amy JCiv Rrowy JCivilian
PV1 19.4 19 73:3 85.6 2e. 4.2 1.7 100.0C 100.0
PV2 19.8 20 69.0 R?.7 23.4 7.6 b 100.0{ 100.0
PFC 20.5 21 70.3 86,1 20.3 9.4 1.8 1€0.0] 100.0
CPL/SP4 21.8 22 7.8 86.3 19.4 8.8 1.8 100.0] 100.0
Total (E1-E4) - - 70.9 8.9 4| 12.3 8.0 |l 100.0} 100.,0
SGT/SPS 25.3 25 76.5 £6.4 16.4 11.6 1.1 2.0 100.0] 100.0
SSG/SP6 30.2 30 75.0 86.4 18.5 1.2 6.5 2.3 100.0] 100.0
SFC/SP7 36.7 37 76.3 87.5 16.6 10.8 F ¥.2 100.0f 100.0
SGM,MSG,156 40.5 4] 76.8 87.2 17.1 11.0 6.1 1.8 100.C¢] 100.0
Total (E1-E8) 22,3 22 72.8 86.3 19.6 11.9 7.6 1.8 100.0{ 100.0

‘Civ!lia“ statistics obtained from Current Population Pernrts. Series P-25, No, 614, “Estimates of the
Army statistics

Population of the U.S, by Age, Sex, and

Race: 1970 to 19/5."

Table

used is for Ju1

, 1975

?ngénfswfroq November 1975 Army Quarterly Survey, U.S. Ava Military Personnel Center (VXLF[k»'“). HQ CA
Table 3.2
Racial Composition, Male and Female Army Enlistees Corpared
to Age-Eligible Civilian Lator force, November, 1975
. e = =
Median Fge Age of (\vl\\a‘_jb_ifvfrrt White | Percent Black | Percent Other ___TIntal
Payqred» for Paygrade | Comparison Cohort | Aruy [Civilian | Arvy lv‘]114 Frmy [Civiiian | 7 villan
W 19.4 18-19 73.3 | 88.3 |22.5| 10.4 | 42| 1.3 |100.0] 100.0
pv2 19.8 20-24 69.0 87.6 23.4 10.7 7.6 1.8 100.0 100.0
PFC 20,5 20-24 70.3 87.6 20.3 10.7 9.4 1.8 100.0 100.0
cPL, SP4 21.8 20-24 .8 87.6 19.4 10.7 8.8 1.8 100.0 100.0
Total, F1-t4 - 18-24 70.9 87.8 21,1 10.6 8.0 1.6 100.0 100.0
$6T, SP5 25,3 25-34 76.5 87.5 16.4 10.5 7.1 1.9 100.0 100.0
$56, SP6 30.2 25-34 75.0 87.5 18.5 10.5 6.5 T3 100.0 100.0
SFC,.5P7 36.7 35-44 76.3 87.8 16.6 10.5 7.1 % 100,0 100.0
SGM, MSG, 15G 40,5 35-44 76.8 87.8 Wl 10.5 6.1 Vol 100,0 100.0
Total, £1-16 2.3 16-44 72.8 87.7 19.6 10.5 148 1.8 100.0 100.0

Sources:

Center (Mum.(m), HO BACDAPC-PMP=S),

=35~

Civilian statictics were provided by the Bureau of Labor Statistics® Employment Analy,\s Division,
Filitary statistics were obtained from the Novewber 19/5 Army Quarterly Survey, U.S. Army Milftary
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Table 3,3

Percent Change 1974-75, Racial Composition of
Male and Female Army Enlistees

Percent White Pnrcigijjnck Percent Other
/] __1'9*7."‘0__< 7‘]975 Ch&;;f"" 1._9_7‘1' 1’)7.5__ _Qi"_”ﬁ?.a_iw_ﬁ‘“ "‘?75 ] (‘,hqr“.’r}v‘-
PV1 60.8 | 73.3 +12.5 || 28.3 | 22.5 -5.8 10.9 4.2 -6.7
i
| PV2 61.9 | 69.0 + U1 2849 || 23.4 -5.1 9.6 7.6 -2.0
PFC 66.2 | 70.3 b T 2003 203 -4.0 9.5 9.4 -0.1
CPL/SP4 67.9 | 71.8 + 3,901 22.3 | 19.4 -2.9 9.8 8.8 -1.0
! Total + 6.0 -4.2 -1.8
% Change .
(F1oer)
{
i
i -
' Table 3.4
]
| Median Active Federal Military Service (AFMS),
i Army Enlistees by Payqrade
(Male/Female)
Median Yrs Median Calendar Yr
Paygrade Service Entering Armyd
PV1 3 1975
PV2 .6 1975
PFC 1.4 1974
CPL/SP4 2.7 1973
SGT/SPS 4.9 1971
SSG/SP6 10.2 1965
SFC/SP? 16.9 1958
H SGM, MSG, ISG 20.3 1955
i
1 SN R I TR WS P e e -
i

%The median calendar year entering Army was derived by sub-

tracting the median number of years in service from the date of the
Army Quarterly Survey (Hovenher, 1976), 1.S, Amy Military Perscnnel
Center (MILPERCIN). “This aives an estimate of the “median yr." in
which members of each paygrade entered the Amy,
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Marital

Status

For enlisted personnel, Blacks ;nd other ethnic
groups are still "overrepresentative" in the Army than
in the civilian population.

A comparison of figures on race for 1974 and 1975
shows that these differences in representation are
decreasing. Table 3.3 presents the changes in racial
composition from 1974 to 1975. In paygrades E1-E4, the
pay levels where most new enlistees are found, there has
been a 6% increcase in the percentage of whites, with a
corresponding decrease of 4.2% for Blacks and 1.8% for
"other" racial/ethnic groups,

In Table 3.5, the marital status of enlisted personnel
is compared with that of civilians in similar age groups.
The data indicate that at the E-1 level there is a much
greater percentage of married Army personnel than the age-
similar civilian cohort (2J.4% vs. 6.9%). As pay levels
increase to CPL/SP4 the comparative proportion of married
enlisted personnel decreases and then increases again
to an overall level higher than the civilian cohort.

This great disparity in marital status between Army
and civilian groups has been attributed to several peossible
factors. It has been suggested, for example, that age-
similar civilians might show a higher propensity to postpone
marriage commitments in favor of completing post-high
school educational plans (Woelfel and Seqal, 1970C).
However, as Table 3.6 indicates, even when compared to
the age-eligible civilian labor force the Army is higher
overall for the E1-E4 paygrades--especially at the £-1
and E-4 levels. A more likely explanation might involve
some combination of elements--colutions to immediat
personal problems (cf. Ittemore, 1976), the chance to
acquire skills and options for the future, monetary
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Table 3,5

Marital Status of Army and
Civilian Sectors, by Payqgrade
of Army Perscnnel, 1975

Median Aqge Pge of Civilian® Perrent Married

Payqrade for Paygrade | Comparison Cohort Army” Civilian
PV1 19.4 18-19 20.4 6.9
PV2 19.8 20-24 29.1 38.6
PFC 20.5 20-24 315 38.6
CPL/SP4 21.8 20-24 50.4 38.6
Total (E1-£4) - = 35.1 29.0
SGT/SP5 25.3 25-29 3.5 73.4
SSG/SP6 30.2 30-34 89.1 B83.7
SFC/SP7 36.7 35-39 90.9 86.2
SGM,MSG, I1SG 40.5 40-44 89.5 BT 2
Total (E1-E8) - - 54.5 64.9

8Civilian statistics obtained from Current Population Reports,

Series P-20, No. 287, "Marital Status and Living Arrangerents:
March 1975."

bArmy statistics available only for males. Hence, fiqures presented
here for both Army and civiliens are for males only. Apmy statistics
obtained from Novn"bvr"?QT: A "guavt?:1v Survey, U.S. Army Military
Personnel Center (MILPERCEN), HQDA(D

AR BMD
ALUAEL=1TIE =0 o

Table 3.6

Marital Status of Army and Age-Eligible Civilian Labor Force Sectors,
by Paygrade of Army Personnel, 1975

hkedian Age Age of Civilian Percent Married
Paygrade for Paygrade Comparison Cohort Army Civilien
PV1 19.4 18-19 20.4 8.9
PV2 19.8 20-24 29.1 41.0
PFC 20.5 20-24 3liad 41.0
CPL, SP4 21.8 20-24 50.4 41.0
Total E1-E4 - 18- 24 35,1 32.4

Source Civilian statistics obtained from the Bureau of Labor Statistics'
Division of Labor Force Studies. The base of the figures is the annual
average of the civilian labor force for 1975, Military statistics
obtained from the November 1975 Army Quarterly Survey, U.S. Army
Military Personnel Center (MILPERCEN), HODA(DAPC-PMP-S), Roth
Army and Civilian data are for males only,

i e ~ oot ¥ W
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incentives and a wide array of benefits, a tight job
market, etc.--which creates a motivation for enlistment
among those who have previously accepted or plan to accept
marital responsibilities.
Educational The distribution of enlisted men by level of educa-
Attainment tional attainment is shown in Tables 3.7 and 3.9 along with the
distribution of age-similar civilians. The data indicate
that lower-ranking enlisted personnel tend to be drawn
from the lower educational levels.

When compared with civilians of their own age group,
Army enlistees are present in higher proportions in the
"high school" and "less than high school" categories,
while in lower proportions at the college graduate level
and beyond.

In the 1-3 years college category, there is a sub-
stantial difference between the E1-E4 and the E5-E8 level.
E1 through E4 cohorts are underrepresented in all college
categories and there is a noticeable difference in the
proportions of college graduates in all Army categories.
Nevertheless, there is a remarkably higher percentage of
higher paygrade (E-5 through E-8) Army personnel in the
1-3 years college level of educational attainment than
all civilian comparison age cohorts.

The Army also shows a proportionately larger share
of high school graduates than does the civilian sectoy,
This difference may be due to the Graduate Equivalency
Diploma (GED)program in the Army. Overall, it may be
said that the Army compares very favorably with the
civilian population on the basis of educational attainment
(below college) in the higher-age cohorts. This may be
attributed in a large part to in-service educational bene-
fits and related Army incentives to raise EM educational
levels.,

w30
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Table

3.7

Educational Attainment, ﬂrwyadnd

Civilian Sectnrs,bby Paygrade of Army Personnel

Median Less than HS Grad © | 1-3 Yrs Coll Pest Coll SEa

Age for | Age of Civilian 1S Grad e () firad 'raL__J Es
Paygrade [Payqrade | Compaison Cohort | / Wildamlc A} € A ey AL C AW C A L
PV1 19.4 18-19 11.3 54.8] 46,6 | 9.8 12.1 L - - 1€0.0 1 100.0
PV2 19.8 20-21 17.6 61.2| 43.9 9.7 { 38.0 6 O] - - 100.0 | 100.0
PFC 20.5 20-21 1756 89,71 43.9§18.5 ] 38.0} 2.2 6] - - 100.0 | 100.0
CPL/SP4 21.8 22-24 13.5 65.9] 39.3:]18.5 ] 28.2] 2.2 15.5} 6} 3.5 }{160.0} 100.0
Total - - 23.1 61.3/] 42.9 | 15.0] 26,21 1.5! 6.5 .2 ] 1.4 {100.0} 100.0
(£1-£4) .
SGT/SPS 25.3 25-29 4.0 15:5 59,31 3752 ) 33:6 | /22.2] 3. U F ¥4.9] ~ 10.2 {100,0| 1CJ.0
$SG/5P6 30.2 30=34 2.6 201 64.0] 37.4129.9|16.8] 1.4| 12.5] - 13.2 |100.0{ 1G0.0
SFC/SP7 36.7 35-44 2ot 28.1 62.6| 36.8|32.3(13.8] 2.9| 10.4| - 10.7 {100.0 | 100.0
SGM,MSG, 40.5 35-44 3.5 28.1 54,11 36.8 38.9]13.8| 2.7] 10.4] .7 [10.7 [100.0] 100.0

156 J
_____ e FE— O - -

aAnny statistics available for males only.

for males

in the U.S., March 1975."
€ WS Grad includes individuals with equivalency certificates.

Hence, the figures presented here for both Army and civilian are
only. Army statistics obtained from November 1975 Army Quarterly Survey,U.S. Army Military Personnel
Center (MILPERCEN), HQ DA (DAPC-PMP-S).

Civilian statistics derived from Current Population Reports, Series P20, No. 295, “"Educational Attainment

Table

3.8

Educational Attainment of Male Enlistees,
Percent Change, 1974 to 1975

Less than
IS Grad

Paygrade

PVI

PV2

PFC
CrL/5ra
Total

% Change
([l-[4§

1974 |1 1975 [ Change
SRS EESISET: E——
43,3] 35,5 | ~7.8
35,9 28,5 | -7.4
23,3} 19.9 ] -3.4

13.4112.8 - .6
-4,

e S -

WRT—— Ty v

~40-

HS
—Grad
1974 | 1975 | Change
47.3| 54.8 | +7.5
7 8 A +9.0
58.2] 997 | #1.5
55.8] 65.9 | ¢ ]
+3.8
PE 4

o oo toliege

1-3
1974 | 1975
7.3 | 9.8
0.6 | 9.7
17.0 [18.5
18,3 [18.5

Change

+2.5

Post

Grad
Change {1974 | 1975 [Change
T T D 0
% .3 1 L0 0 -3.0
1.5 .8 6] < .8
+ 4 .6 + .2
¥ 8 -2
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Family

Income

When observing the change in edhcationa] attainment
levels among enlistees from 1974 to 1975, it should also be
noted that there has been a decrease in accessions with
less that 4 years high school, and a corresponding in-
crease in those with a high school diploma. There has been
a very slight increase (less than 1%) in the number of
enlistees with 1-3 years college and college degrees.

Army vs. civilian statistics on family income are
presented in Table 3.10. The Army figures are parents'
income as reported by new enlistees. To adjust civilian
data for changes in family income over time, the follcwing
steps were taken. First, the median number of years -in-
service for each paygrade was determined (cf. Table 3.4).
The median year in which members of each payarade enlisted
was then derived by subtracting the median number of
years-in-service from the date of the current Army survey
(in this case, November 1975). Civilian income figures
were obtained for each of these "“median ycars."

Generally, a greater percentage of E1-L£ds may be
said to come from families with lower levels of income
than their civilian counterparts--with the greatest dis-
crepancy in the $5000-$8999 category. Accordingly, there
are proportionally fewer E1-F4s from families with income
levels over $15,000.,

It should be noted that survey data relating to
income are subject to considerable response bias, including
respondents' lack of knowledge of their families' income.
When comparing 1974 levels of family income of Army
enlistees to those of 1975 (cf. Table 3.11), it should also
be observed that there was a decrease in accessions whose
families make under $10,000 and a sizeable increase (7.9%)
in accessions from families with incomes of $15,000 and
over,
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Table 3,10
Yearly Income®of Families of Army Enlistens (Male/Female) at Tire of Entry
into Anny, by Paygrade, vs, Incoue of families in U,S,Y
Median Yr, W Comparison Yr, ’__l_r 5 _than ¢_ 8 . ‘_"—-1-‘:7 < ‘- .AX_.‘T‘;._N ;—-'4' nn P ‘.‘1_‘_ Total
Paygrade |Entering Army | Civilian Pop. [ Zrmy [Civitian | A ] C 1 A 1 ¢ Nh A C
PVl 1975 1975 16.0 131 22,9]22.7¢ 31.4 [24.3 29.7 | 39.8 {100.0 100,0
PV2 1975 1975 15.8 131 29,01 22,7} 27.8 4.3 27.4 { 39.8 |100.0 100.0
PFC 1974 1974 15.4 14,7 28.3 1 24.61 25.7 |25.5 30.6 | 35.4 100.0 100.0
CPL/SPa 1973 1973 19.3 16.6 34,5 26.9| 23.1 | 26.1. 231 30.3 {100.0 1G0.0
B
Total
(E1-£4) - - 16.9 14.4 29.9] 24.2] 26.1 | 25.0 22.1 36.4 [100.0 100.0
: J W Sl i i it b,

®Income in current dollars.

b

Civilian Statistics dovi _
of Families and Persuns in the U.S.™ Arim

ved from C_\:'"l‘(lﬂt Peoulation Reports,

Stalistics obte

U.S. Army Military Personnel Center (MILPERCEN), HQ DA (DAPC-FiP-S).

Table 3

o 110

Percent Change, 1974-75, of Yearly Income®of Families of Army
Enlistees (Male/Female) at Time of Entry into Army, by Paygrade

Series P-60, No. 101, "Money income in 1974
ined from November 1978 Army Quarterly Survey

7 Less thﬁn $5,000 $5-9999 $10-14,999 $15,000 & Qver
ST o ) i i » =y C
Paygrade [ 1974 11975 | Change | 1974 [1975 [Change | 1974 [ 1975 |[Change | 1974 |1 1975 !Change
PVl 22,6 |116,0 | -6.6 |[31.7 [22.9 | -8.8 | 26.3 {31.4 | +5.1 [19.4]29.7 | +10.3
pv2 23,8 |15,8 | =8.0 |32.,4 129.0 | <3.4 ] 24.3 | 27.8 | #3.5 [19.5§27.4 | + 8.1
PFC 22,4 |115.4 | 7.0 |29.4 |28.3 | -1,1 | 27.0 |25.7 | -1.3 }19.2130.6 | +11.4
CPL/SPA | 21.3 |19.3 | -4.0 |33.1 |34.5 | +1.4 | 26.1 |23.1 | -3.0 [19.5]23.1] + 4.1
Total % -6.2 -1.8 * a3 + IS
Channe
(E1-L4)
%Income in current dollars.
a3
> ™ -5 N ————— " —_— — — — ~




Table 3.12

Comparison of State Distributions
of U.S. Male Populations (Ages 17-21),

Fy 19759
% of U.S. Army Accessions
State Male Military FY 1975
(ranked in Available Pop.,  Cumulatfve % of Cumulative
pop. order) Ages 17-21 Percent 1 Total % of Total
CA 8.5 8.3
NY 8.3 6.5
PA 6.0 4.6
X Sl 6.7
OH 5.4 4.7
33,9 30.8
1140 5.3 4.3
MI 4.7 4.8
FL 3.5 4.3
NJ 3.4 2.6
IN 2.8 2.6
53.6 49.2
MA 2.6 2.
W1 2.5 1.8
NC 2.4 3.4
GA 2.4 3.
MO 2.2 2.2 '
65.7 61.8
MN 2.1 1.8
N 2.1 2.\
VA 2.0 27
MD 1.9 1.9
LA 1.9 1.6
5.7 71.9
AL 1.8 2o
KY 1.6 1.6
WA 1.6 1.7
1A 1.6 1.1
CN Vb 1.0
83.8 79.5
MS V3 1.4
SC 1.3 1.6
(1] 4 7 1.5
c0 %] 1.3
KS 1.1 i 0.9
iy £9.8 86.2

A1able derived from Johnston and Guy, The Volunteey Force: Can 1t Be
Sustained, (Washington, D.C.; April, TO7C), e
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Table 3.13

Comparison of Reqgional Distributions

of U.S. Population (Aqes 17-22) and Army Enlisted

Accessions, FY 1974 and 1975

Percent lon-frior Svc.
Percent U.S. Civilian Pop. Accessinns for Army
Region Ages 17-21 FY 1974 FY 1975
No. (Thousands) 182.2 84,5
Percent 100.0 100.0 100.0
Northeast
New Eraland 5.5 3.7 4.8
Middle Atlantic ]7.q lng 13.8
Total 22.5 14.4 18.6
North Central
E. North Central 20.0 15,3 17.9
W. North Central 8.1 7.0 7.4
Total 28.1 .2?.4» 25.3
South
South Atlantic 14.8 20.8 18.6
E. South Atlantic 6.6 8.9 7.2
W. South Central .7 12.1 10.9
Total il 41.8 36.7
———— — —
West
Vountain 4.3 52 4.8
Pacific 1&<5 14.4 13.0
Total 16.8 19.6 17.8
Other 1.5 1.8 1.5
Source: Data extracted from Population Representation in the All-Volunteer
Force, Ffred Suffa, OASD(MarA)MPP, November z8, 1975.
Table 3,14
Male Non-Prior Service Accessions for Army
FY 75
by Region Codes and States Within Regions
Northeast (1) tiorth Central (2) South (3) west (4)
Maine 642 Ohio 7638 Delavare 435 ~7;£::;<;—- 590
New Hampshire 729 Indiana 4098 Maryland 3100 ldaho 703
Vermont 352 11linois 6531 District of Columbia 645 Wyoming 139
Messachusetts 3303 Michigan 7644 Virginia 4259 Colorado 2068
Rhode 1sland 649 Wisconsin 2817 West Virginia 1598 New Mexico  10€0
Connecticut 1615 Minnesota 2918 North Carolina 5423 Arizona mz
New York 10256 Towa 1780 South Carolina 2545 Utah 864
New Jersey 4158 Missouri 3437 Georgia 4968 Nevada 395
Pennsylvania 7315 North Dakota 461 Florida 6911 Washington 2626
South Dakota 545 rentucky 2506 Oregon 1811
Kebraska 672 Tennessee 3377 Californie 15345
Kansas 1502 Alabama 3438 Maska 126
Missisaippt 21454 Hawaii 602
Arkanses 1953
Loufsiana 2582
Oklahoma 2366
Texas 10715
. e I S—— 1, — : i SE——
Totals 29,259 40,103 59,0565 28,126
SO S T | T4 _25,6% 37.71 18,04
*Total 156,543 Accessions in U.S. (excludes 2,542 territorial accessions)

Source:

Data obtained from MARDAC Report No. 0555,




Table 3.15

Male Non-Prior Service Accessions for Arny

Fy 74

by Region Codes and States Within Regions

Northeast (1) North Central (2) South (3) West (4)
Maine 854 Ohio €048 Delavare 360 Montana 649
New Hampshire 659 Indiana 3477 Maryland 2477 Idaho 137
Vermont 321 I1linois 5929 District of Columbia 632 Wyoming 2171
Massachusetts 4 2461 Michigan 6835 Virginia 4974 Colorado 2132
Rhode lsland an Wisconsin 2414 West Virginia 1723 New Mexico 1430
Connecticut 1214 Minnesota 2458 Korth Carolina 8102 Arizona 1876
New York 8507 Iowa 1971 South Carolina 547 Utah 803
New Jersey 3196 Missouri 3290 Georgie 5716 Nevada 467
Pennsylvania 6028 North Dakota 509 florida 7334 Washington 3520

South Dakota 519 Kentucky 3157 Orcgon 2620
Nebraska 1008 Tennessee 4121 California 16727
Kansas 1604 Alabama 455 Maska 16¢
Mississippi 2934 Hawaii 861
Arkansas 2229
Louisiana 3489
Ok}ahoma 2372
Texas 12035
Totals 23,7 36,062 69,835 32,101
14.7% 22.3% 43,2% 19.8%
*Total 161.729 accessions in U.S. (erciudes 33/9 territarial accessions)
Source: Data obtained from MARDAC Report No. 0555
Table 3,16
Male Mon-Prior Service Accessions for Army
by Region Codes Zid States Within Regions

Northeast (1) North Central (2) South (3) West (4)
Maine 968 Ohio 9514 Delaware 372 Montane 631
New Hempshire 577 Indiana 5015 Mavyland 2887 1daho 858
Vermont 352 N linois 9177 District of Columbia 597 Wyoming 292
Massachusetts 3325 Michigan 7476 Virginia 6370 Colorado 1980
Rhode lsland 569 Wisconsin 4056 West Virginia 2286 New Mexico 1202
Connecticut 1456 Minnesota 4006 North Carolina 7729 Arizona 1936
New York 11339 Towa 3032 South Carolina 3478 Utah 103%
New Jersey 4225 Missouri 4516 Georgia 6127 Nevada 5N
Pennsylvania 8270 North Dakota 759 Florida 7753 Washington 4130

South Dakota 744 Kentucky 4197 Oreqgon 2670
Nebraska 1463 Tennessee 4546 California 18537
Yansas 1723 Mabara 45459 Maska 302
Mississippt 2439 Hawait m
Arkansas 2399
Loulsiana 3821
Ok Yahoma 2737
St Texas 126%0 =
Totals" 31,001 61,581 74,247 35,067
16.2% 26,9% 38.7% 18,3%

*Total 191,966 accessions fn U.S, (excludes 2,671 territorial accessions)

Source:

Data obtatned from MARDAC Feport No, 0555
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Geographic Table 3.12 compares the percent share of male youths

Reprecentation recruited with the percent share of available male popu-
lation (ages 17-21), on a state-by-state basis. The
states are ranked in population order, and only the 30
most populous states are included.

From these data, the Volunteer Army appears to be
relatively successful in competing for youths from all
sections of the country. For example, 49.2% of the male
enlistees were recruited from the 10 most populated
states (which account for approximately 547 of the
17-21 year-old males).

For comparison on a regional basis, the distribution
of the youth population (ages 17-21) is presented along
with the FY 1974 and 1975 enlistments in Tables 3,13
through 3,16. These data indicate that new accessions are
disproportionately representative of the West by a small
margin and the Scuth to a greater degree--with the
grealest disparity being underrepresentation of the Middle
Atlantic region and overrepresentation of the South
Atlantic states. As Suffa (1975) observes, however, al-
though new enlistees are draun in greater proportions
from the Southern and llestern regions of the country, the
FY1975 distribution of accessions is nearer to the national
distribution of youth than the FY1974 distribution.

Discussion

During the 1971 House Armed Services Committee hearings on the ex-
tension of the draft, Chairman F. Edward Hebert wryly remarked that,

under present circumstances, "... the only way Lo get an all-voluntary
Army is to draft it" (H.A.S.C. No. 92-2 , p. 36). Five years later,

military analysts would claim before a joint MORS/TIMS symposium that

“for the first time in two generations the military service has successfully
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competed in the open market for the loyalties and services of the
country's youth" (Johnston and Guy, 1976, p. 1).

A recent Congressional Research Service brief on the Al1-Volunteer
Force states that, although the level of gencral controversy about the
AVF has "dropped drastically" since its implementation, the discussion
which still takes place centers on the cos?coronomic ctatus of volunteers
and the philosophical implications of a volunteer military (Goldich,
IB73021, 1976). The continuing publication of studies on the social
composition and demoaraphic characteristics of Army accessions supports
the observation that “representation" is an enduring concern amona
policymakers and analysts., The most recent veports, however, generally
agree that the social demography of the Army is not too divergent from
comparative groups in the civilian population (e.g., Secal and Daina,
1975; Yoelfel and Seqgal, 1976; Defense Manpower Commission, 1976;
Coffey and Reeg, 1976; Coffey, et. al., 1975; Goldich, 1976; Johnston
and Guy, 1976; Boorstin, 1975; Suffa, 1975; General Accounting Office,
Feb., 1976; Brehm, 1976; etc.)

Aside from noticeable differences in racial composition {thouch
trend data show a levelling off/decrease of differences) and modest
differences in measures of socioeconomic background and educational
attainment (which may in turn be somewhat affected by the larger differ-
ences in racial composition), the configuration of Army accessions does
not appear to be radically dissimilar from the civilian population. The
point is also frequently made that when Army membership is compared to
the membership of similar occupational fields in the civilian sector,
some of these social differences decrease (Suffa, 1975; Segal and
Daina, 1975; Woelfel and Segal, 1976). One DoD comparison of Black
representation even went so far as to break down lahor activities into
non-farm labor only--principally construction and manufacturing--where
Blacks constitute approximately the same percentage of the working
force as they do in the enlisted ranks of the Army (Brehm, 1975; no
age differences are used here, so Army/civilian aroups are assumed to
comprise the total force),
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The demographic data collected for the present evaluation of Army
representation do not break the Tabor force down by activities. The
purpose for using the aggregate labor force is based on the notion that,
while motivations for continuing (directly after high school) in higher
education may be somewhat removed from major motivations for enlisting
in the Army (cf., for example, Opinion Research Corporation, 1974;
Eisenman, et. al., 1975; MARDAC, 1975; Gilbert Youth Research
1975 ; Goral and Lipowitz, 1974), the Army does compete in the entire
labor marketplace as a job. 1IN contrast with the*findings of previous
analyses, the present comparison of the racial composition of the labor
force with that of the Army shows a greater disparity than similar
comparisons with the general civilian population (Tables 2,1 and 3.2).
Comparisons of the Army with the civilian labor force for educational
attainment (Table 3.9) and marital status (Table 3.6), however, do re-
duce differences in each category.

Segal and Daina (1975), in a similar study of the social composi-
tion of the Ariy, note that, while there are usually statistically signi-
ficant differences between the social background characteristics of
Army and civilian comparison groups, many differences are actually
small--their significance being attributable to the large case bases
of the groups. Segal and Daina also observe that the use of various meth-
ods of comparison can have an impact on the range of perceived difference.
For example, the inclusion of officers in the Army comparison group
would probably reduce some differences--notably economic background,
educational attainment, and race--since the enlisted levels of the Army
are generally more disparate from civilian structures than the officer
corps. In addition, when comparisons are made to those who served during
the period of military conscription--instead of the idealized state of
perfect representation--differences are also reduced.

In Sectien 1, an attempt was made to define Army representation.
The wide range of comparative groupinas made it necessary to develop a
definition based on policy objectives. Nevertheless, the observations
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of Segal and Daina (1975) can be used to further illustrate a point con-
cerning the application and interpretation of representational data.
Depending on which groups are chosen for comparison, Army demographic
data may be made to appear either favorable or less than favorable. As
the Defense<Manpower Commission (1976) notes, there are widely varying
ideas on what numerical and percentage levels should be appropriate
measures. For example, should the percentage of Blacks in the Army
(recent accessions or total force or total enlisted force) be compared
with (1) the proportion of Blacks in the youth population, i.e., 13%,
(2) the proportion of Blacks in the general population, 11.6%, (3) the
proportion of Blacks among college graduates, €%, (4) the proportion of
military-available Blacks in the labor force, 10.6% or (5) the total
percentage of Blacks in the manufacturing and construction areas of

the labor force, 21%? Analyses of representational data may use sevéra]
possible standards for comparison (e.g., the 1954 Army accessions, the
general conscripted force, an idealized state of perfect representation)
as well as internal distinctions (e.g., officer vs. enlisted, branches,
echelons, occupational skills, etc.). The point is that it is important
to consider and evaluate the reasoning or rationale behind the use of
such comparative groupings. The choice of how to compare demographic
data will often influence the level of perceived differences between

the Army and civilian sectors of society.

Summary

The following generalizations are made from the results of this
evaluation and a review of several recent studies of Army demographic
data, based on similar comparative groupings of enlisted accessions
(cf. Coffey and Reeg, 1976; Coffey, et. al., 1975; Defense Manpower
Commission, 1976; Segal and Daina, 1975; Woelfel and Segal, 1976;
Johnston and Guy, 1976; Cooper, 1975; G.A.0., Feb., 1976; MARDAC, 1975;

Purcell, et. al., 1976).




Race - Blacks are overrepresented, but there is a trend downward.

Economic Status - The lower economic classes are not overrepresented
to any substantial degree. More high economic classes were enlisted
during the draft years than the AVF, and are now underrepresented--but
not wnrepresented. The bulk of accessions are coming from the middlie-
income segment of society, and there is reason to believe that the
present system may somehow favor enlistment from the middle range. Data
on the economic status of Army enlistees is somewhat unreliable, and
pre-AVF figures are not available for comparison.

Region - Regional representation is improving, thouch large cities
are underrepresented and rural areas are overrepresented. The traditional
rural recruitment base is, therefore, being maintained, The Army is
most overrepresentative of the South Atlantic region and most under-
representative of the Horth East. Approximately one-half of all acces-
sions come from the ten most populaied states, and percentages of new
enlistees correspond well to the percentage of the youth population in
each state. Overall, there is no perceived problem in regional repre-
sentation and evidence that there has been 1ittle change in the regional
composition of enlisted accessions since termination of the draft.

Education and Aptitude - The Towest level of mental aptitude is

unrepresented due to quality restrictions on enlistment. Generally,
comparisons of aptitude show a tendency toward underrepresentation in

the above-average category, substantial overrepresentation in the average
levels, and underrepresentation in the below-average categories.

By educational attainment, the Army compares favoréb1y with aqe-
similar civilians--where "favorably" equals either representation or opere-
representation of high school graduates and above--but, the Army comparcs
most favorably with the age-similar civilian labor force. Overall,
there has been a steady decline in the number of non-hiah school
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graduates (and Category I1V's), a decrease (since the draft) in the
number of college-trained accessions, and an increase in the number

of high school graduates. Army high school graduates are overrepresen-

ted in every age-category among newly enlisted accessions, while
comparative proportions of non-high school graduates in the lower pay-
grades are relatively close. At the 1-3 years-of-college level, the
Army is very underrepresented in the lover pay-qrades, but very
overrepresented in the higher pay-grades. The influence of in-service
educational opportunities is apparent in raising overall levels of
Army educational attainment. The addition of educational data on the
officer corps would be expected to raise Army levels of educational
attainment in all cateqories.
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3.2 MNLS Second Follow-Up

In a pilot study on Army representation (Purcell, et. al., 1976)
for the Army Research Institute for the Behavioral and Social Sciences,
the Mational Longitudinal Study (NLS) of the High School Class of 1972
(Base Year and First Follow-UP) was used as the principal source of
information. In May of 1976 the NLS Second Follow-Up was made available

to researchers through the National Center for Education Statistics (NCES).

The Second Follow-Up suery holds particular relevance for the present
study by facilitating comparisons of Army representation between several
similar and new parameters--as well as providing a broader longitudinal
frame of reference.

The treatment of activities and plans over the period covered by
the NLS Second Follow-Up also made possible the identification of four
"Army status" groups: (1) those who never entered the Army (and the
civilian standard for comparison}); (2) those who entered the Army after
high school araduation, but were not on active duty at the time of the
NLS Second Follow-Up (i.e., "in and outs," serving either a complete
[and. expeditious] two-year term or, more likely, less);(3) those who
postponed entry into the Army until approximately 18 months after high
school graduation (i.e., "late arrivals" with 2 years or less time in
service and probably still completing a first-term enlistment); and (4)
those who entered the Army soon after high school graduation and re-
mained in the Army through the time of the NLS Second Follow-Up (i.e.,
those with more than 2 years service who may still be in the Army). The
classification of groups by their approximate time in service vas deter-
mined on the basis of responses to questions contained in the HNLS. The

approximate periods of service for each group are depicted in Fiqure 3.1,
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Figure 3.1

Time Periods of Army Service by Four Groups of NLS Respondents

May Oct Oct Jan
Time Period 1972 1973 1974 1976
:llllllllIlllllll:IIIIIIIIIII:IIII|I'IIIIIII:
] 1 ] 1
NLS Survey  Base First Second
Year Follow-Up Follow-Up
(1) "Never"
(2) "In and Out" EE e
(3) "2 Yrs. or less" < b >
(4) "More than 2 Yrs." j<¢ —L |- Pl— —-p»

Actual cell sizes for each group are presented in Table 3.17. The
weighted cell sizes are based onweights computedby NCES--i.e., W-4, which
rescaled the sample to the total high school graduating class of 1972, A
further description of the NLS data base and a reproduction of NLS
questions used in this analysis are presented in “ppendices A and C,
respectively,

Table 3.17
NLS Cell Sizes

Intvrpretativob "Never" "“In & OQut" | "2 Years or | "More Than——“
Label Less" 2 Years"
Unweighted 22,120 50 160 182
Weighted 2,995,832 1,256 214192 2e 20
Base ¢ 98. 52 .04 J0 - .74
~54.-
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Snowflake Diagrams

This analysis of NLS data replicates the pilot study on Army repre-
sentation (Purcell, et. al., 1976) in order to provide both continuity
and a uniform reference on the representational characteristics of Army
entrants from the high school graduating ciass of 1972. Similar proce-
dures were used, therefore, in establishing the standards for comparison
and method of analysis. - The so-termed "snowflake diagrams" are a rela-
tively new approach to graphical presentation, nevertheless, and a brief
explanation of the computational procedure is offered as a guide to the
uninitiated reader.

First, a polygon was drawn for the standard civilian population,
using the percentage distribution of that population (by the variable
subcategory reference points) as vertices. (Civilian percentage weasures
for these diagrams were drawn to a radius of 2 inches for each variable
subcategory.) A similar polygon was then drawn for each of the three
groups of Army entrants, using the following calculation for each
characteristic of the subpopulation:

V.

= o PCTj
‘I —

PCTI

where PCTj is the percentege distribution of
Army entrants (by groups) within each sub-
category; and PCTI is the percentage distri-

bution of the standard population according

to each subcateqory.
The value of Vi , or the relative index (proportion) of.the percent of
each subcategory of each characteristic (as related to the standard popula-
tion) was then plotted along a radius extending from the center of the
polygon of the standard population. Thus, vertices on the Army entrant
polygons (V.) which lie within the civilian standard polygon are consi-

i
dered underrepresentative measures; and, conversely, points (Vi) which




lie outside the civilian standard polygon are overrepresentative
measures.

In this manner, it is possible to depict the proportional distri-
bution of the Army entrant groups relative to the total population and
to each other. In cases where representational differences do appear,
reference should also be made to the calculations of statistical signi-
ficance which appear in Table 3.19. The confidence limits for the snow-
flake diagrams were calculated at the 957 level of significance. These
confidence limits are presented in Table 3.18.

Table 3.18

LONFIDENCE LIMITS FOR SHOWFLAKES
Based on a Standard Radius of 2 Inches

] Inches of radius at which
radius becomes significant
A§?i§1 sample i L o
o e otge b el 2| EACE
«d 50 .604 3.396
e 1.070 2.930
3 1.289 2:711
.4 1.430 2.570
. 1.535 2.465
.6 1.620 2.380
ol 1.695 2.305
.8 1.768 2.233
«9 1.845 2.155
ol 180 1.264 2.736
& 1.510 2.497
"3 1.625 2e3l5
.4 1.700 2.301
L 1.755 2.245
.6 1.800 2.200
.7 1.839 2.161
.8 1.878 24123
.9 1.918 2.082
.1 182 1.268 2.732
e 1.512 2.488
«d 1.627 2.373
A 1.702 2.299
9 1.756 2.244
.6 1.801 2.199
wl 1.840 2.160
.8 1.878 2,122
.9 1.919 2.081
SN, NEm————

" wBBe
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Table 3.19

SIGNIFICANT POINTS ON SHUUFLAKES*

Characterfistic Responses In & Out 2 Yrs. | More than
or Less 2 yrs,.
Literacy Level Low - 2,478 2.602
Medium - - -
High - 1,460 1,557
Aptitude Low - 2,728 1.705
Medium 1,018 - -
High 3.086 1,207 1.557
Race White 1.560 1.831 1.732
Black 7.467 3.778 4,022
Other 0. * - -
Socio-Economic Status Low 3.896 3.785 2,582
Medium .936 1.382 -
High - 1,456 1.520
Region Rorth East - .960 1,476
North Central 0. - -
South Y 54745 2,517 -
Vest 0. - 2.571
Father's Occupation Professional, Managerial, 3.137 1.421 1.582
Technical
Clerical, Sales 0. - -
Service - 2,265 2.265
Military 0. 4,667 4,148
Parents' Income < 9 Thousand 3,054 3.038 2.522
9-13,5 Thousand .962 - -
13,5-18 Thousand 3,432 1.383 -
18 Thousand + 0. . 784 -
High School Activities Athletics 4,504 2712 2,496
Cheerlecading, etc, 3.080 «793 Iy 322
Debating, Music, Drama 6.098 1.622 -
Hobby Clubs 0. 2.575 2.489
Honorary Clubs - <435 776
Yearbook, Newspaper - 1,412 =
Subject Matter Clubs - 1.240 1,473
Student Covernment 6.469 - -
Vocational Education U - -
Important Goals in Life Success 2,597 - 2,184
Good Marriage 2.358 - 2217
Money 0. 3.664 -
Friends 2,656 - 24,123
Steady Vork 1.231 2,429 2,324
Community Leader 0. - 5.508
Better Opportunity for - 2,620 2.605
Children
Living Close to Relatives 8.200 1.1606 -
Getting Away from this Area 0. 5.547 3.947
Correcting Social Injustices - 3.381 3.445
Lefsure Time «957 - -
Good Education 3.503 2,536 2,448
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Table 3.19

Significant Points on Snowflakes (Con't)

Characteristic

Responses

In & Out 2 Yrs.

More than

standard population.

TR | —TY

or less 2 yrs.
Important Factors in Money 4,350 - 3.207
Selecting a Job or Career Opportunity for Creativity 3,423 - -
Useful in Society - 1,496 -
Avold High Pressure 0. - 1.521
Working in World of Idecas 2.971 - -
Freedom from Supervision 3.636 2,649 -
Opportunity for Steady - 1,628 -
Progress
Chance to be a Leader 2.387 2,587 3,445
Working with People - 1,467 -
Position Looked Up to 4,134 T 2,583 3.004
Important Factors'in Previous Fxperience 0. - 1.641
Selecting Life's Work Relative/Friend in Service 0. - -
Available Openings (¢ 8 - -
Work Matches Hobby 0. 2,729 -
Good Income 3,795 2,315 2.622
Job Security 1.289 - 2,421
Interesting Important Work « 972 - -
Freedom to Make Decisions Os = 2,433
Opportunity for Promotion 1,333 2,244 2,530
Vorking with Friendly People 1,204 2,176 -
Job Satisfaction Pay and Fringe Benefits 0. - 1.808
Importance & Interest of Qs - 1.808
Vork
VWorking Conditions 0. 1.284 1.400
Opportunity of Promotion (3 }8 - 2,263
with this eumployer
Opportunity for Advance- (o8 - -
went in this line of work
Opportunity to use past 0 1,763 1.813
training
Supervisor 2,445 1,743 1.602
Opportunity for development 0. ) B 7 -
of new skills
Work as a VWhole 0. 1.676 1.831
Respect Received frow Others 0 = =
Self Appraisal 1 take a positive attitude 2,139 - -
toward myself
Good luck is more important O - -
than hard work
I feel T am a person of worth 2,070 - -
1 am able to do things as 2,083 - -
well as others
Everytime 1 try to get ahead 4,910 - -
something stops me
Plamning only makes one un- 5«38 - -
happy, plans never work
People who accept their con- 0, - -
ditfon in life are happier
On the whole 1T am satisfied 936 - -
with myself
* : :
Blank (-) sianifies no statistically significant difference from the

Numbers may be interpreted as inches from the
center of the snowflake polygon, with 2 inches being the civilian
standard in each cateqory.
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Analysis of FResults

Snowflake diaagrams were drawn from the crosstabulation results of
the NLS Second Follow-Up. (Tabular results appear in Appendix B.) The
thirteen cateqories chosen for study rep]fcate those used in a previous
analysis (Purcell, et al, 1976) of Army representation. In addition,
results are presented from crosstabulations on the Gilbert Youth Survey-
USAREC tape merge made by the Manpower Research and Data Analysis Center
(MARDAC). (A description of the Gilbert-USAREC data base appears in
Appendix A.)

Quality (Figures 3.2 and 3.3)

Since the NLS Base Year survey was administered in the spring of
1972 to high school seniors, it is assumed that most, if not all, res-
pondents are hiagh school graduates. The comparison of quality levels,
therefore, concentrates on the measures of Aptitude (Figure 3.2) and
Literacy Level (Figure 3.3). The procedures for computing these composite
measures of quality are explained in Appendix A. The basic difference
between the two measures is the exclusion of mathematical aptitude scores
from the computation of Literacy Level.

Results show no significant difference in Army representation at
the middle levels of both literacy and aptitude--except for underrepre-
sentation among the "In and Qut" group on medium aptitude scores. The
"In and Out" group differences here may be attributable to the much
larger overrepresentation in the high aptitude cateaory. Both of the
other groups of Army entrants exhibit a similar pattern: overrepresenta-
tion in the low levels and underrepresentation in the high levels.

It is interesting to note that the "2 Yrs. or Less" group is
generally more divergent from the civilian standard than the "More than
2 Yrs," group--especially in aptitude scores. These qreater differences
in aptitude scores--because of the manner in which the composites were

computed--may be taken as showing a greater differential in mathematical
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Figure 3,2

Aptitude:
High, Medium, Low

Medium

Army Status:

* Never
In & Out Source: NLS
2 Yrs, Or 1855 = mm———— —

More than 2 yrs .= e e e e e -
* Never drawn as standard for comparison
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Figure 3.3

Literacy Level:
High, Medium, Low

ﬁfmz Status:

* Never
In & Out ————
2 Years or less
More than 2 years e e e e e .

*Never drawn as standard for comparison
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ability (as opposed to the combination of literacy scores) from the
civilian standard of non-entrants.

Race (Figure 3.4)

The - patterns of racial representation for all groups of Army entrants
are similar--with the exception of the "other" subcategory, where there
is a significant difference only in the non-representation of "other"
races among "“In and Outs." Army entrants are ovetrepresentative of
Blacks (especially among "In and Quts"), and, to a lesser degree, under-
representative of Whites. The "2 Yrs. or Less" group is the closest
of all Army entrants in all subcategories of race to the civilian stan-
dard; however, no separate group of Army entrants is closer to the
civilian standard than it is to one of the other Army aroups.

Socio-Economic Status (Figure 3.5)

The "More than 2 Yrs." group of Army entrants is closest in repre-
sentation to the general population--especially at the medium SES level.
Generally, Army entrants from the high school graduating class of 1972
appear to be overrepresentative at the lower SES levels and underrepre-
sentative at both the medium and high levels. The only break in this
pattern is the slightly overrepresentative number (though not significant)
of "In and Outs" in the high SES category.

Reaion (Figure 3.6)

PSRy

With the exception of "In and Outs"--who are very unrepresentative
of the civilian standard in all regions but the North East--Army entrants
are not too divergent in regional origin from their civilian counterparts.
The arec of greatest relative divergence (excluding consideration of the
smaller group of "In and OQuts") appears to be wunderrepresentation of indi-
viduals from the North East,
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Figure 3.4

Race:
White, Black, Other

White
Army Status: \, / Source: NLS
*Never

In & Qut s ———
2 Yrs. Or 1055 mmmmm m—— -
More than 2 YrsS.es e e e

*Never drawn as standard
for comparison
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Figure 3.5

Socio-Economic Status:
High, Medium, Low

High . -———""/" ' Medium
/,
———

*Never
IN & QU - e oo e e

2 Yrs. or Less
More than 2 Yrs s ee e e e e

*Never drawn as standard for comparison
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Figure 3.6

Region

NC - North Central
NE North East

S - South

West

Armx;]g}gg:

*Never et
In & Out o e s com——
2 Yrs. or Less / -
More than 2 yrg s e e s s e e

* Never drawn as standard /

for comparison /

Source:

NLS
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Father's Occupation (Figure 3.7)

As a group, the "“In and Outs" are greatly divergent from their
civilian counterparts, composed entirely of only two occupational cate-
gories. The patterns of divergence for the other two groups of Army
entrants, htwever, are very simi1ar——sugqéstinq that these aqroups are
quite homogeneous in this particular category of social representation,
The greatest differences occur in overreprescntation of Military
occupations, followed by the underrepresentation of Professional/Managerial/
Technical occupations,

Parents' Income (Figure 3.8)

Once again, the "In and Out" group of Army entrants shows the
greatest divergence from the civilian standard, being totally underrepre-
sentative at the highest level of parents' income. Discounting this
smaller group of entrants, individuals who entered the Army from the
high school class of 1972 appear to fit into a homogeneous pattern of
representation: overrepresentative of low-income families, close at
the medium-to-lower-medium levels, and underrepresentative at the highest
levels. It should be noted, however, that the only significant difference
for the "More than 2 yrs." group occurred at the less-than $9,000

income level.

High School Activities (Figure 3.9)

The "More than 2 yrs" and "2 Yrs, or Less" groups of Army entrants
appear similar with respect to participation in high school activities.
In only two high school activities--i.e., Athletics and Hobby Clubs--
are these Army entrants overrepresentative. It would appear that, as a
group, Army entrants were slightly less active in extracurricular acti-
vities and less representative of diversification than their high school
classmates. Underrepresentative differences appear greatest in the area
of Honorary Clubs., The "In and Out" group is once again characteristically
extreme in areas of divergence from the civilian standard.
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Figure 3.7
Father's Occupation

: D
A - Service
B - Military /ﬁ\\\
C - Professional,
Managerial, Technical
D - Clerical, Sales
Army Status: \/
*Never \/
In & Qut = e e '
2 Yrs. or Less
More than 2 Yrs == e e e

*Never drawn as standard for comparison

-6/~

Source:

NLS



Figure 3.8

Parents' Income

Less than $9,000
$9,000 to $13,500
$13,500 to $18,000
More than $18,000

oOX®>
1

Source: NLS

as standard for comparison.
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\\ Figure 3.9

\\ . High School Activities

A-Athletics N-Newspaper, Yearbook
C-Cheerleaders, Pep Clubs S-Subject Matter Clubs
D-Debating, Music, Drama SG-Student Government

H-Hobby Clubs VE-Vocational Education

I-Honorary Clubs

Armz Status:
*Never
In and Qut e e c——

2 yrs, or less

* Never drawn as standard for comparison,
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Source: NLS
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Important Goals in Life (Figure 3.10)

The responses of Army entrants on "Important Goals in Life" are
noticeably different in several areas. For example, the "More than 2
Yrs." group 1is overrepresentative in placing importance on goals for
every variable in which a significant difference appears--i.e., all
variables except "money," "living close to relatives," and "leisure
time." The "2 Yrs. or Less" group is likewise overrepresentative or
not significantly different in attributing importance to all but one
"goal in 1ife": "living close to relatives." The "In and Out" group
does not follow this pattern, however. "In and Outs" appear highly
overreprecentative under "living close to relatives" and moderately
overrepresentative under four categories--while very underrepresentative
of both the civilian standard and the majority of Army entrants in all
other selections. The responses of Army entrants on "Iuportant Goals
in Life" are treated in greater depth in the section on "Attitudes and
Aititude Changes." Nevertheless, it would appear from these uata that,
as a total group, Army entrants place wunrepresentatively high importance
on personal, family, and community values.

Important Factors in Selecting a Job or Career (Figure 3.11)

Important Factors in Determinina Life's Work (Figure 3.23)

The "2 yrs. or less" and "lMore than 2 Yrs.," groups of Army entrants

do not appear as similar in attributing importance to"Job or Career Factors"
as they do in their responses to questions on"Life's Work." Although a
gr-eater number of significant differences appecar for the "2 Yrs. or Less"
group on "Job Factors," the range of divergence from the civilian standard
on particular questions is usually smaller than that of the "More than

2 Yrs," group, This is especially true for importance attributed to
"Money," "Chance %o be a Leader," and "Position That Is Looked up to by
Others." Overall, these two groups of Army entrants do not seem to

« 70w

S e et




Figure 3.10

Important Goals in Life

A-Success G-Better Opportunity for Children
B-Good Marriage H-Living Close to Relatives
C-Money I-Getting Away from this Area
D-Friends J-Correcting Social Injustices
E-Stead Work K-Leisure Time

F-Being Community Leader L- Good Educaticn

Army Status: \ /

* Never \ /
) [ 1 1T S —— \ /
2 yrs, or less —— \ /
More than 2 yirs s e e e o \ /

*Never drawn as standard for \ /

comparison \y Source:

U\




follow any pattern on "Job Factors"--other than, perhaps, an over-
representative propensity (i.e., ambition) for measures of personal suc-
cess (i.e., "Money," "Chance to be a Leader," and "Position That is
Looked up to by Others").

It is interesting to note that in attributing importance to "Life's
Work Factors," the "2 Yrs, or Less" and "More than 2 Yrs." groups
are characteristically overrepresentative for every factor except
"Available for Openings" (where there is no significant difference) and
"Previous Experience" (where the "More than 2 Yrs." group is underrepre-
sentative). The areatest areas of divergence on "Life's Work Factors"
appear to occur in overrepresentative importance placed on "Work Matches
Hobby," "Good Income," and "Opportunity for Promotion." It is also
interesting to observe that in only two instances do significant differ-
ences occur for both groups on "Life's Work Factors"--i.e., "Good Income"
and "Opportunity for Promotion"--once again, two materialistic
measures of success and personal ambition.

The "In and Qut" group of Army entrants appears to be a mixture of
extremes. This group shows greatest divergence in also being overrepre-
sentative on material/personal factors: "Money," "Position Looked up to
by dthers," and "Freedom from Supervision" in "Job Factors", and "Good
Income" in "Life's Work Factors." However, the "In and Out" group also
places overrepresentative importance on such factors as "Opportunity for
Creativity," "Working in World of Ideas”--factors which are usually
associated with a higher Tevel of personal values (e.g., self-actualization
or growth needs as opposed to financial security and recognition needs).
And, oddly, the "In and Qut" group is greatly underrepresentative in
placing importance on every "Life's Work Factor" except "Good lncome."

.




Figure 3.11

Important Factors in Selecting a Job or Career

A-Money

F-Freedom from Supervision

B-Opportunities to be Original and Creative G-Opportunity for Steady Progress
C-Opportunity to be Useful in Society H-Chance to be a Leader

D-Avoiding High-Pressure Job

I-Working with People Rather than Ideas

E-Living and Working in World of Ideas J-Position That is Looked up to by Others

Army Status:
* Never

) H T R 0[] A —

2 Yrs, or Less

More than 2 YCars e e me e me o
*Never drawn as standard
for comparison

",,""' Source: NLS
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Figure 3.12
Important Factors in Determining Life's Work

A-Previous Experience F-Job Security

B-Relative or Friend in Same Work i G-Interesting Important Work
C-Available for openings ' H-Freedom to Make Decisions
D-Work Matches Hobby * I-Opportunity for Promotion
E-Good Income J-Working with Friendly People

Army Status:

* Never

In & Out - \\\ \\ Source: NLS
2 yrs, or less — ' \
More than 2 yrs e e e e e e e \
*Never drawn as standard for comparison. \\
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Job Satisfaction (Figure 3.13)

Measures of job satisfaction appear lower overall for Army entrants
than non-entrants. In fact, with the exception of "Opportunity for
Promotion with this Employer" (for the "More than 2 Yrs." group) and
"Supervisor" (for the "In and Out" group) all significant differences
on measures of job satisfaction are underrepresentatively Tow for Army
entrants. The greatest divergence occurs on "Working Conditions"--
with “Supervisor" to a lesser degree. From the fesu]ts of these data,
it would also appear that most of the "In and Qut" group respondents for
some reason did not complete this question.

Self Appraisal (Figure 3.14)

Self Appraisal is treated in greater detail in the section on
"Attitudes and Attitude Changes." It should be noted, however, that
the results of these data show no significant difference on any measure
of self appYaisa] for both the "2 Yrs. or Less" and "More than 2 Yrs."

-groups of Army respondents. Generally, these two groups appear close

to their civilian counterparts in measures of Self Appraisal--with a

tendency toward overrepresentation in self-esteem and underrepresentation

in appraising personal control over circumstances and environment. The

"In and Out" group is very overrepresentative in showing low sense of control
over the environment. For example, the greatest divergence from the civilian
standard for this group occurs in "Everytime I try to get ahead something
stops me" and "Planning only makes one unhappy, plans never work out."

These responses are understandable--considering the fact that a good

number of individuals with "early outs" (usually a result of non-
compatibility with Army requirements) probably comprise this group.

However, there is no indication of resignation from continuing to improve
the locus of control--as shown in the zero responses to "Good Tuck is

more important than hard work" and “People who accept their condition in

w7k




Figure 3.13

Job Satisfaction -
A-Pay and Fringe Benefits F-Opportunity to use past training
B-Importance and Interest of Work G-Supervisor
C-Working Conditions H-Opportunity for Developing New Skills
D-Opportunity for Promotion with I-Work as a Whole
this Employer J-Respect Received from Others

E-Opportunity for Advancement in
this Line of Work

Armz Status:

*Never
In & Qut =~
2 YUS OF 1SS e s i somem
More than 2 years . s m s s

*Never drawn as standard for comparison Source: NLS
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Figure 3.14
Self Appraisal

A-1 take a positive attitude toward myself F-Planning only makes one unhappy, plans

B-Good luck is more important than hard work never work out

C-I feel I am a person of worth G-People who accept their condition in

D-I am able to do things as well as others life are happier

E-Everytime I try to get ahead something H-On the whole I'm satisfied with myself
o L)

stops me

e e et o e D -7\
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life are happier." Other than the very noticeable (and low) exception
of responses to "On the whole I am satisfied with myself," this group
has no particularly unrepresentative measure of self-concept.

Gilbert Youth Survey-USAREC Tape Merge (Figures 3.15 through 3.18)

Although the Gilbert-USAREC merge data presented here does not
allow comparisons to be made on the basis of non-entry/entry into the
Army, the data do provide a means for comparing the representativeness
of high school graduates from the class of 1972 with the broader group
of military entrants. The civilian standard used here is those non-
entrants into military service, ages 17 to 29 years, who appeared in
the May 1974 Gilbert Youth Survey. (A further description of this data
base appears in Appendix A.)

The Gilbert-USAREC snowflake diagram of Parents' Income (Figure 3.15)
is generally similar to that of the NLS. For example--although it de-
picts a different grouping of income levels--it appears to show over-
representation at the lowest levels and underrepresentation at the
highest levels. However, while the NLS data show no significant dif-
ference for the majority of Army entrants in the middle ranges, Gilbert-
USAREC data actually show overrepresentation at the $10-15,000 level.
Comparisons of income are complicated here by the difference in time
(i.e., 1972 vs. 1974, and its effect ypon income) as well as the defini-
tion of categories. Nevertheless, the pattern of entry at the highest
and lTowest family income levels appears to remain constant.

The Gilbert-USAREC snowflake diagram of Race (Figure 3.16) also
parallels that of the MNLS--though, for some reason, the proportion of
"other" races among military entrents in the Gilbert-USAREC data appears
far nore overrepresentative than it does in the NLS. This may be attribut-
able, in part, to the greater heterogeneity of the Gilbert Youth Survev
sample. : :

There are no comparison data from the NLS for Figures 3.17 and

3.18, These data are presented here to serve as another source of
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Figure 3.15 Parents' Income
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Figure 3.16 Race Distribution - //

- Black /

White

Military Status:

Did not Enter
ENLOred m me vm wm o o s vee

Source: Gilbert/USAREC tape
merge (MARDAC)




information on the representative confiquration of military entrants in

the volunteer environment. The Comparison of Percentage Distribution by
Educational Level (Figure 3.17), for example, also appears relatively similar
to the results of the section on "Demographic Evaluation" (cf. Tables 3.7
and 3.9). Military entrants here are overrepresentative of high school
graduates and underrepresentative of individuals with college training.

The only questionable result on the Gilbert-USAREC data is the category

of “Some H.S."--a somewhat ambiguous reference in itself (when compared

with the categories of "No H.S. Diploma" or even "H.S. graduate or GED").

The Comparison of Expected Salary First Year Out of School (Figure 2,18)
is especially interesting. Military entrants are overrepresentatively
high at the lower salary ranges, relatively representative at the middle
ranges, and very underrepresentative at salary ranges greater than
$8499. These differences may be attributable to several possible
factors: the understanding of "expected salary" by military entrants to
be cash value (i.e., miZitary salary cash value), excluding benefits;
the fact that "current salaries" (if working) were included, and mili-
tary entrants are unrepresentative at the higher age levels; or, some
combination of the above along with, possibly, lower self-esteem or
lower general expectations of career nrogression after school. Another
possible reason may be the fact that "school" for military entrants is
high school--while "school" for a good number of non military entrants
may be college. Regardless of the reason, the suggestion that military
entrants (before enlistment) expect to earn less than non-entrants might
be one indicator of perceived employability (or, rather, wunemployability)
in the general job market.
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Comparison of Percentage Distribution
by Cducational Level
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Figure 3,18

Comparison of Expected Salary First Year
Out of School (If Working, Current Salary)
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Conclusion

One advantage in using snowflake diagrams to depict representational
relationships is the visual ease it provides for determining relative
differences.+« The snowflake diagrams used in this analysis of the NLS
Second Follow-Up are also in many ways similar to the conceptual model of
representation (Figure 2.1) presented in Section 2.  The "civilian"
polygon in the snowflake diagrams--like the triangle of perfect represen-
tation in the conceptual model--is the standard for comparison. And,
with a similar understanding of realictic representational goals, a zone
of approximate representation--determined by policy objectives--may be
constructed around the standard polyagon,

In conceptualizing representaticnal goals as approximat: (rather
than perfect) conformity with the civilian standard, the NLS group of
Army entrants does not appear to be radically different from its civilian
counterpart (with the notable exception of the smaller group of "In and
Quts," which will be separately discussed). A review of the snowflake
diagrams shows, for example, only the following measures of Army represen-
tation to be beyond approximate 1imits (established as .5 inches from
the standard polygon): overrepresentation of low aptitude and under-
representation of high aptitude individuals; overrepresentation of Blacks
and corresponding underrepresentation of Whites: overrepresentation of
low SES and slight underrepresentation of medium SES individuals; under-
representation of people from the North East, and proportionately less
overrepresentation in the South; overrepresentation of military (father's
occupation) offspring; overrepresentation of individuals from the lowest
income families,and proportionately less underrepresentation of the
highest income families; underrepresentation of students who participated
in subject-matter, honorary, and pep clubs in high school; overrepresen-
tation of students who participated in athletics in high school; moder-
ate overrepresentation of individuals with strong ambitions to satisfy
personal, family, and community needs; and overrepresentation of indivi-
duals who express dissatisfaction with their working conditions. Another
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composite view of representational differences may be obtained in
Appendix B--where a comparison is made between the tabular results of
the totul group of Army entrants and non-entrants from the NLS Second
Follow-Up. _

A major purpose in replicating the analytical methods of the pilot
study (Purcell, et. al., 1976) was to facilitate the identification of
patterns of Army representation. A comparison of results from the
present analysis with those of the pilot study reveals no great shifts
in representation. However, if any pattern of enlistment can be iden-
tified from an evaluation of NLS data over time, it is generally toward
inereaccd representation. For example, among the high school graduating
class of 1972, the following changes in Army representation appear to
have occurred over time: (1) siightly decreased differences between
Army entrants and non-entrants in literacy and aptitude Tevels; (2) no
noticeable changes in racial representation; (3) increased representation
at the extremes of socioeconomic status (i.e., decreased overrepresen-
tation of low SES and decreased underrepresentation of high SES); (4)

a shifting toward increased regional representation (with the exception
of the Horth East, where differences appear to have actually increased
slightly); (5) slightly increased representation for parents' income;
(6) increased representation for participation in high school athletics
(and corresponding increase in the number of Army entrants who partici-
pated in high school extracurricular activities); (7) a noticeable shift
in overrepresentation on "Important Goals in Life" (i.e., increased
attribution of importance by Army entrants regarding goals in life); (8)
a slight shift toward increased representation on "Important Factors in
Selecting a Job or Career;" (9) a shift in overrepresentation on "Impor-
tant Factors in Selecting Life's Work" (i.e., increased attribution of
importance by Army entrants regarding factors in life's work); (10) no
relative change in differences for most measures of job satisfaction,
but a slightly greater increase in overall satisfaction among non-
entrants; and (11) increased representation on “Self-Appraisal,"
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In almost every measure of representational differences, it is the
"In and Out" group of Army entrants which shows the greatest divergence
from the civilian standard. The "In and Out" group is small and there
is no apparent way to determine the reasons why individuals in this group
are, in fact, "Out." However, a comparison with the results of the
pilot study (which separated Army entrants on the basis of original en-
listment intentions) shows that "In and Outs" resemble most those indi-
viduals who planned to enlist after high school and did actually enlist
soon after graduation.

Since the "In and Out" group is so divergent--and, evidently, much
more homogeneous than any other Army or civilian group--it is possible
to profile the "average" "In and Out" entrant. The "In and Quter" is:
(1) representative in literacy level, but very overrepresentative in
high aptitude and overrepresentative in Tow éptitude; (2) usually White
(2 out of 3) or Black (1 out of 3); (3) mainly from the South (3 out of
4), and sometimes from the North East (1 out of 4); (4) usually from a
Tow SES family (1 out of 2), with family income under $9,000 (1 out of 2)
or under $13,500 (3 out of 4); (5) the offspring of a father working at
a prafessional, managerial, technical, or service occupation; (6)
athletic; (7) success oriented, but also seeks self-actualization; (8)
self-positive; and (9) dissatisfied with his/her most recent employment,

It should be noted that there are several indications of low re-
sponse rates (or skipped questions) by the "In and Out" group. This is
especially true on attitude questions. Consequently, the above profile
should only be interpreted as a suggestive description of the average
"In and Outer."

Replication of the analytical methods of the pilot study has also
placed certain limitations on the use of NLS evaluative evidence. For
example, the present analysis departs from most Defense-oriented studies
of representation (which usually concentrate on age-cligible males) by
including in the Army and civilian groupings the entire NLS
population of both men and women. The obvious difficulty presented here
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in making comparisons is the fact that the great majority of Army entrants
are male, while the civilian standard population is more or less evenly
divided between men and women. Regardless of these limitations, there
are advantages in defining the civilian standard for comparison as in-
cluding women. Since the Women's Army Corps no longer exists as a sepa-
rate division of service--and there is every reason to believe that
equal opportunity will continue to pervade Army policy decisions--
representational comparisons which include women are likely to be the
norim in future Defense analyses. This understandipg is further evidenced
by the fact that the Defense Manpower Commission (1976) included women
in its study of representationai policy, while strongly advocating the
“optimum utilization of women" in both the recruitiment and assignment of
personnel.

In any case, when the total population of Army entrants from the
NLS sample is compared exclusively with its male counterpart in the civi-

Ced

lian population, only the following changes in representation appear:

(1) slightly increased overrepresentation of Blacks; (2) slightly in-
creased underrepresentation of mrents' income at levels of $18,000 and
above; (3) a shift from underrepresentation to overrepresentation in
"Cheerleading and Pep Clubs" under "High School Activities"--a shift to-
ward very close representation in "Athletics," "Debating," "Hobby Clubs,"
"Yearbook," "Subject Matter Clubs," and "Student Government"--also,
increased representation in “Honorary Clubs" and increased overrepresen-
tation in "Vocational Education"; (4) slightly increased representation
in some "Goals in Life" responses (i.e., "Money," "Steady Work," and
"Community Leader"); (5) increased representation in several "Important
Factors in Selecting a Job or Career" (i.e., "Money," "Useful in Society,"
"Chance to be a Leader," and "Position That is Looked up to by Others");
(6) increased representation in two "Important Factors in Selecting
Life's Work" (i.e., "Good Income," and "Opportunity for Promotion"); and
(7) slightly increased overall representation in"Self-Appraisal" (since
the NLS data apparenlly show males in the high school graduating class
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of 1972 to be slightly higher than females in measures of self-esteem).

A much more critical limitation of the NLS data base is the fact
that it includes only those individuals who were in high school during
the spring of their senior year--thereby eliminating high school “drop-
outs" from the sample of Army entrants, The reverse side to this ap-
parent data restraint is the understanding that Arimy recruitment policy
is geared to enlist as many high school graduatecs as possible--and, that
this NLS data base is therefore an indication of the representational
enlistment patterns of the target market.

In order to further explore the overall nature of Army representa-
tion--and, likewise, compare the results of the NLS data analysis with
those of the much moure broadly composed demographic evaluation--
several "Indices of Representation" were constructed. The folloving
section should not only synthesizevava11ab1e information into a frame-
work for policy analysis, but also provide a means for evaluating the
differences between the several data bases on Army representation,

-88--

VAN . 2 jS: aaas? anll ] . e ————— -




3.3 Indices of Representation .

Two indices of Army representation were constructed in order to
provide a framework for comparative analysis. The first index uses data
from several sources and serves a two-fold purpose. First, it depicts
the relationship between Army-reported statistics and census information,
and the relationship between three NLS/Army enlistee groups and their
civilian counterparts. In addition to intra-group comparisons, these
indices are used to evaluate changes over time and to cross-validate
the various available sources of information on Army representation.

The second index uses only NLS data. This index was designed to
evaluate the statistical distribution of the Army enlistee popul: tion
and the attributable degree of random selection, as reported in the HNLS.

Comparative Nistribution Index

The representation indices first used by the Army to measure
achievements in the Affirmative Action Plan were used as a guide in the
construction of this index. To calculate the index, Army enlisteces
(grades E-1 through E-4, as reported in DoD and Army sources) were com-
paréd to the civilian male population, ages 17 through 22 years (as re-
ported by PoD and Bureau of the Census). Using NLS data, a second -om-
parative distribution index was constructed, breakino Army enlistees
down by years-in-service and comparing them to their civilian age-
eligible counterparts. The results are shown in Fiqures 3.19 through 3.22

This index of representation was derived from the ratio of "actual"
and "expected" numbers of enlistees, according to the characteristics of
yearly family income (at time of entry), race, region, and aptitude.
(These characteristics were selected on the basis of their frequent use
as variables of representation and the availability of data.)

The following formula was used to compute representational dis-
tributions:
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Representation _| Actual Percent (100) - 100 = Percentage Over or
Index Expected Percent Underrepresented

where "actual percent" is equal to the percentage of Army en-
listees and "expected percent" is equal to the percentace of
civilians. For the NS data, the "actual percent" is the per-
centage for either enlistee group (in-and-out, 2 yrs. or less,
more than 2 yrs.) and the "expected percent" is the percentage
for the "never' (enlisted) group.

Using this formula, a zero calculation results when the actual per-
cent and expected percent are equal. In this case, there is "no dif-
ference" between the Army enlistee group and its civilian counterpart.
(This is recorded in Figures 3.19 through 3.22 as equal to the civilian
standard of comparison, the vertical axis.) If the actual percent is
greater than the expected percent, the result is a positive pcrccntaée
(recorded as movement to the right of the vertical axis), and may be in-
terpreted as overrepresentative. If the actual percent is less than the
expected percent, the result is a negative percentace (recorded as move-
ment to the left of the vertical axis), and may be interpreted as
underrepresentative.

In no case does the representaticn index for any of the four
characteristics presented here equal zero. A zero computation for any
characteristic would be expected to be extremely unlikely. Generally,
the closest relative measures for all component factors are those of
regional distribution and yearly family incone.

Although the interrelationship between the NLS aptitude and Army/
Census mental category levels is difficult to define, there does appear
to be some possible discrepancy between these two data sets in regard
to aptitude. Otherwise, in eliminating the highly unrepresentative
"In and Qut" HLS greup and some unusually divergent categories (e.q.,
the "other" racial cohort on the Race Distribution Index and the middle
range of the Yearly Income Distribution Index), the NLS data set
aligns very well with the Army/Census data.
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In most cases, it appears that the "More than 2 Yrs." NLS cohort
is closer to the Army/Census representation indices--with the exception
of race. However, in making comparisons, it is best to combine the
NLS "2 Yrs.* or Less" group with the "More than 2 Yrs." group, and de-
termine the average--since both groups are of approximately equal
strength. Discrepancies in the Yearly Family Income Distribution Index
are also not as marked when comparisons are made based on equal income
levels. The only real difference betweeh the data sources appears to
be in the $9,000-$13,000 (NLS) and $10,000-$14,999 (Army/Census) in-
dices. A possible explanation for this might be an abundance of en-
listees fitting into the $13,500-$14,999 level of yearly family income--
thereby raising the Army/Census index to a positive perccnt, but not
appearing as relatively strong in the higher income spread of the !NLS.
It is more likely, however, that middle-range differences are attribu-
table to changing patterns of enlistment and/or inflationary adijust-
ments., For example, the yearly famnily income of the NLS sample shous
only reported income in 1972--while the Army/Census figures include
reported family income at time-of-entry (for @ more diverse group) over
the years 1973 through 1975,

It should be pointed out that differences between these two data
sets are capected, The Army/Census data includes a less homoaeneous
group of people, covering age ranges above and below those individuals
in the NLS sample. Whereas the NLS depicts the enlistment patterns of
one particular age-eligible, high school graduate sample, the Army/
Census data include a much broader (all ages and levels of educational
attainment during the specified period) confiquration of Army enlistees.
Differences between data set results may then also be interpreted as
depicting the dynamice of the syetem. That is, where noticeable dif-
ferences appear, one may infer that changes have occurred over time.




Where results appear to be somewhat similar, it is likely that enlist-
ment patterns have remained static. It is somewhat surprising to find,
therefore, that the NLS data set compares so favorably with the Army/
Census data.

Generally, the comparative distribution indices--by the four
characteristics depicted in Figures 3.19 through 3,22--may be summarized
as follows:

Regional Distribution - moderate overrepresentation in the South

and West; greater relative underrepresentation in the North Central
and, especially, !llorth East; shifting patterns toward increased repre-~
sentation in the North East and West.

Race Distribution - heavy overrepresentation of the Black popula-

tion (with a shifting toward representation) and moderate-to-light
underrepresentation of the White population., (The "other" category is
too all-encompassing and difficult to interpret. MNevertheless, the
Army/Census "other" group is extremely overrepresented and suggests
further study.)

Yearly Family Income Distribution - moderate overrepresentaticon

in the lower income levels; the suggestion of near representation in a
middle income bracket; moderate underrepresentation in the higher in-
come levels.

Aptitude Distribution- heavy underrepresentation in the highest

aptitude categories; moderate underrepresentation in the high/above

average cateqgory; apparently heavy overrepresentation in the low range

(NLS figures do not compare well here, possibly a result of different

standards for categorization and/or measurement. Also probably a

result of different age-level enlistments. It is suagested that

Army/Census data set be used as the more reliable and current reference,)
One final point worth noting is the difference between the index

computations for the NLS "2 Yrs. or Less" and "More than 2 Yrs." groups.

In most cases--as previously ohserved--the "2 Yrs. or Less" group

shows a greater unrepresentative quality. These are enlistees who post-

poned entry into the Army at least 18 months after araduation from high
school--sometimes referred to as "late arrivals" (as opposed to those

.
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who "arrive" soon after high school qraduation). If recruitment policy
should ever be directed at achieving representational goals, the differ-

ences among age-similar groups, as contrasted with age-of-entry, might
be well worth investigating.

The 0dds of Chance Selection

Under hypothetical.conditions, a "representative" configuration of
Army Personnel could be randemly sclected. The mechanism for making
this random selection could, if equally applied, be a draft lottery.
Indeed, a major argument offered by proponents of the draft during the
A11-Volunteer Force debates concerned this aspect of Selective Service.
The point has been made that the draft did not, in fact, provide a
truly representative carbon copy of the national population. It could
also be argued that exact duplication is not a realistic geal, and
probably not even possible under democratic government. Yet, inherent
to the reasoning of representational objectives is the assumption that
some form of random selection is at least possible according to a
specific set of population characteristics.

This index was designed to evaluate the distribution of NLS Army
enlistees and determine the odds that these enlistees represent a chance
selection of civilians. By computing the proportion within an Army
sample who have a given characteristic, measurement of the odds that
the NLS Army sample could have been a charce celection (under volunteer
conditions) from society (according to specific characteristics or com-
ponent factors) may be computed. In so doing, it is understood that
the larger the difference between the Army sample and the population,
the greater the odds against mere chance fluctuations.

The odds against each noted characteristic serve as a common de-
nominator for comparing the scveral characieristics among each other.
Thus, these odds may be taken to serve as an 7ndex of representative-
ness. This index was calculated for thirteen NLS variables and is

Y
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presented in Table 3,20,

The computation of odds for the Index of Chance Selection is an
application of the elementary principle of statistics that proportions
are distributed according to a normal curve. To read probabilities
and their corresponding odds from a standard normal curve, the Z -
score is used:

7 = PS - P
pPCI-P
n
where PS = the sample's proportion
P = the population's proportion
n = the sample number

There is certainly no suggestion here that the odds index provides
a fully satisfactory overview of the issues of representation. A more
desirable portrayal would be an encompassing theory or model of represen-
tation which would lend itself to improved policy and planning. A
dynamic model which could provide the necessary systems perspective docs
not yet exist. In spite of the lack of a comprehensive model for in-
terpreting representational data, some general observations regarding
the results of Table 3.20 are offered.

In comparison with their peers, Army enlistees who entered soon
after high school graduation (more than 2 yrs. service) have more
pronounced differences in attitudes than in aptitude areas or demo-
graphic characteristics. Attitudes over time also appear even more
pronounced than inherited traits,though still "statistically signifi-
cant." These sharp differences in personal attitudes, because of their
more "favorable" location, could be interpreted as showing Army enlist-
ees to be not wnrepresentative, but "better" than représentative--
that is, more interested in improving their family situation, more
interested in advancement, more interested in working with people, and
generally holding higher self-esteen,

The value-laden interpretation of "better" or "worse", however,
is a soft area, and not overwhelmingly favorable to the Army. For




S e Y ————

co
i
|
("€ u01d3S U} SI|NSAY CN-MO[ |04 PUOI3S SN JO SiSALRUR By} O3 J42j3J *$314053303ANS ||® JO4) *P3IV3L3S SPM 3IUAL34yip 3sabue| ay3 Suiamy fioBaieaqns ayl a
"31S413 S2UALRH41p JdbuR| 43y UM ‘dnoud ueaf-om3-ueyl-BJow By AQ peJapJe aJe sfLiwuey .
: 1 ~ T . . . i . - - - - ., ’
1 &334 0s°1- §°y = §°02 sqnld uuaan:nw 1:92 6L°1+ e 8 91 %00q4e34 SILILALISY SH €1
| £azurs) m.
1:co02¢ 0"~ 5= rAl 14 16y $0°2- e = rAT4 N 843 50 Loilag "1 H
| sn3ess i
I ELLISRRTNN €679+ P22+ 1°52 1:68 122+ Bk, sz | Leh | JLe0unoz-313C3 C1
uGi3edndd) i
1:2¢8 $0°€~ e°lt- 0'ee ! (v°2~ 68 - gree [RotuLos) S,43.383 0Ty
! ]
00000041 €E°G+ 2'6le €°LE 8y T+ 95 & £ ik 0006 M0(33 JOTUL SLuz4Rg TE w
1:0521 3% £°13 ey 08°2+ 1’6 + et MO 18437 Aoei331Y '8 '
1:000 p- R - 0°82 €872+ 2°6 ¢ 1°92 MOT s2r3iicy L !
SUOLSL33] 403304 Wil
T:000L1t 28 0°6ls 1°85 1:0062 EE7E+ 2 2+ L s Sue, LODE344 8317 3440240 g nr
Tdecy 3183 > !
1:3 80° 1+ 6°81+ S v 10008y 60° 9+ Pule S 9E BALILSCY Lesieacly 3188 7S . ;
9|CCay «033%%y4
et £9°1- s$'g - §°82 fadoul]  1:0005¢ 227+ 0T+ 6% YILR 0N qop jue3sccd] gy 4
1:8 61 1+ 0°'g + 0'% we(ay| 1:0008¢L 2N o 2= 1°68 3iiuM s3%g "¢ w
: usdpl Ly 1229
1:0008 02" v+ v 5+ 2°65 t UOLLilW 2 169+ 6°L1+ 2768 404 “A32CQ 3347 3ueaciar 2
T cueiitiy "9 8’12~ §°s2 1|] uoklilg € 11°g+ €702+ 6°L2 A3 140238 LOL30';518s Qof 1
|
aduey) (sd0443pueys) { souey) (540443 *pue3s) g
Ag Suyiag 34035-7 % 4334 s £i0da3®) on‘uwuu.u fq Buiag 34035-7 % 54334 % KioS33e) q 405339) S3L3Sp4a3d84RY) :
“SA SPRQ R 5@ - o Luuy -Qng $4334 -gng “SA SBEQ ° se - 5 Auuy -qnNg S4334 -gng
oS4¥34 OML Ryl 531 Ay 2u3 u] oS4034 OML uRyL Auiy ay3 u] i
v 18
$433g¢ 413yl PuR SIURIIUI Awdy UIMIBZ PunO4 SAJUBUB3H1Q 03 Sulp40IdY S3}3SpHajoedey) usdTLLyl Bupwuey P

0Z°€ a3 h

V) ey ——te



example, while Army enlistees have conspicuously higher self-esteem,
their differences in job-appraisal generally suggest that the Army
system--e.g., supervisors and working conditions--remains less attrac-
tive than in civilian job counterparts. tiote also that the "better"
interest in family conditions could be related to the special benefit
supports which are available (at real expense) from the Army to enlistee
dependents. Regardless of subjective criteria, it may be said that
these measures indicate a "healthy" set of attitudes among Army people
when compared with the general population.

There is a noticeable differential in the ability areas, where the
Army is underrepresentative and low. There are also obvious differences
in such demographic variables as socio-economic status, parental income and
father's occupation. One might tentatively conclude from this combined
data sample, nevertheless, that those individuals attracted by the Army
directly after high school exceed their peers in attitudes even more
than they lag in demographics.

The comparison of those Army enlistees who postponed entry at
least eighteen months after graduation ("late arrivals" with less than
2 years service) is even more complicated. Several of the attitude
differences from this comparison group are probably still forming,
since the time-in-service of "late arrivals" is less than half of their
time since graduation. Dissatisfaction with working conditions, for
example, may be expected to decrease as their lower-orade training is
completed. Allowing for the fact that these individuals are still in
transition (into and through the Army) after a presumably less than
satisfying intermediate experience, the influence of new environmental
conditions may be expected to alter attitudes over time,

The results of computations for this index also show "late arrivals"
to be somewhat more unrepresentative of their peers than those who enter
the Army directly after high school graduation. The notable exception
is, once again, racial mix--where "late arrivals" are actually closer
in composition to those who never enter the Army. Generally, however,
these results parallel those of the Comparative Distribution Index in
highlighting the differences between aae-similar groups, based on their
time of entry,

-100-
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4, ATTITUDES AND ATTITUDE CHANGES

In A History of Militarism, Alfred Vagts (1937) writes that
"militarism is ,,, not the opposite of pacifism; its true counterpart

is civilianism." He states that militarism "covers every system of
thinking and valuing and every complex of feelings which rank military
institutions and ways above the ways of civilian life, carrying
military mentality and modes of acting and decision into the civilian
sphere" (p. 15; emphasis added). As John D. Blair (1975) also observes,
the existence of a "military mentality" or "military mind" is gener-
ally accepted by critics as well as supporters of the militarv esta-
blishment--and the treatment of distinctions between civilian and mili-
tary belief systems is prevalent in related literature (cf. Mills, 1956;
Huntington, 1957; Janowitz, 1960, 1375; Moskos, 1970;: Abrahamsson,
1972; Bachman and Blair, 1975; Ambrose and Barber, eds., 1972).

Even Tocqueville (1966 ed.), in his discussion of the "most warlike
and most revolutionary class in democratic armies," draws a distinction
between conscriptee-privates and Army careerists. "Officers are dis-

“tinct from the nation," he writes, and non-commissioned officers are
"bent on war, on war always and at any cost..." (p. 274). Privates,

on the other hand, are the "best representatives of the pacific and
orderly spirit of the country;" they "carry the strengths and the weak-
nesses of the manners of the nation" and display a “faithful reflection"
of the attitudes and spirit of the community at large (p. 274).

The draft did provide a procedure whereby the systematic
entry and eqgress of "citizen soldiers" would cause the convergence of
civilian "community" values and distinctive military ideologies. The
revolving-door process of conscription conséquent]y assured that multi-
tudes of citizens would serve short periods of time in the Army and
then return to civilian life--creating a balanced perspective of mili-
tary and civilian responsibilities. Conscriptees were not seen to
contract the mode of life or spirit of the Army--since, as Tocqueville
(1966) again writes, their minds remained attached to the interests
and duties that engaged them in civil life,

-101-
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A major concern during the AVF debates, as noted in the section
on Political Legitimac;, Wwas, therefore, the perceived need to maintain
a mix of civilian and military belief systems in the ranks of the
Army. By losing assurances of "automatic" community representation
through conscription, it was feared that the Army would become isolated
from civilian society. Sirce wars require broad foundations of sup-
port, community representation was seen to provide the necessary irri-
tant or inhibition to the arbitrary involvement of military forces.

Several consequences were seen during the AVF debates to be
directly tied to the representation of civilian attitudes and values in
the Army. The concern that the Army would initially attract only those
who desired to escape from contemporary society fostered a.fear that
the Army would become not only <ecolated-- but alienated as well, dis-
liking American society even more than potential adversaries. In
addition, the understanding of the military organization as "profes-
sionals in violence"--trained to deal with mass violence in an equally
violent manner--created visions of a profeseional mercenary force: an
Army of cut-throats and thieves, bound only by their mutual penchant
for bloodshed and adventure.

Without the syétematized representation of civilian attitudes, the
argument was also made that, eventually, a homogeneous configuration of
career professionals would completely dominate military ideology and
patterns of behavior. These and other influences could be expected to
create an "ideological cast", "scparate military ethos," or the
characteristic "military mind."  Support for this argument is also
drawn from several facets of military recruitment and retention: (1)
self selection (i.e., the fact that individuals who are more zealous
and more pro-military are more likely to pursue military careers), (2)
self-recruitment (i.e., overrepresentation of the offspring of military
men and, thereby, a strengthening of traditional military perspectives),
(3) negative selection/retention (i.e., processes of socialization and
the elimination of those enlistees--through non-promotion or self-
rejection after one term--who do not fit into the prevailing military
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establishment), and (4) regional bias (i.e., in the South, South West,
and rural areas where emphasis and acceptance of military careers is
greater).

These attitude factors combine to determine the political legiti-
macy of the Army-- and, in the case of extreme divergence, are-even
seen to increase the likelihood of entry into an unpopular war or
coup d'etat. The following analysis of attitudes and attitude changes,
however, does not seek to interpret the meaning of convergence/diver-
gence in respect to the likelihood of possible consequences--or hypo-
thesize on the relaticnship between attitudes and behavior. It is
assumed, nevertheless, that the norm for Army attitudes and perceptions
is approrimate representation of the civilian population.

Analysis of Attitudes The principal source of data for this analysis

is the NLS, with one area of comparative perceptions from the Gilbert-
USAREC tape merge. The NLS groups used in this analysis are (1) those
who never entered the Army (the civilian standard for comparison), (2)
those with 2 yrs. or less service and (3) those with more than 2 yrs.
service. These groups correspond to those used in previous evaluations
of NLS data (Section 3). The "In and Out" group was not included due
to the fact that these questions were not answered by the majority of
respondents in this group, thus reducing sample size below the level

of assumed validity.

Five questions from the NLS Second Follow-Up and one from the
Gilbert-USAREC were selected for the initial study of attitudes.
Measures of central tendency were calculated in order tc evaluate areas
of convergence/divergence. Measures of dispersion were also calculated
to assess the level of homogeneity among different groups. The results
of the weighted mean scores for each qu:stion are depicted in Figures
4.1 through 4.6. Actual mean scores and standard deviations are
presented in Tables 4.1 through 4.6.
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Voluntary Group Activities

Participation in voluntary group activities (Figure 4.1) for both
categories of Army entrants is approximately the same as the level of
partic1patjon among civilian counterparts. For all possible areas of
voluntary group activity except one, the mean values for level of
(Table 4.1).

tion to non-participation among all groups is in the category of

participation are closest to "not at all" The only excep-
"sport teams or clubs," where the central tendency approaches "member
only."

For all voluntary group activities, Army entrants rate the highast
levels of participation in seven of thirteen activities. For those
areas where civilian participation is higher, scholarly endeavors seem
to predominate. Differences, however, are relatively small. An inter-
esting observation may be drawn from the fact that Army entrants
(i.e.,

in youth, church-related, community/social, volunteer, and service

enerally show a higher tenderncy toward community particivation
g Y Y ] ;

organizations). Standard deviations do not suggest any greater homo-

geneity among Army entrants than their civilian counterpartc. The one
noticeable exception may be the apparently strong inclination toward

non-participation in educational organizations.

A discussion of changes and differences between Army and civilian
composite scores of self-esteem is presented in the section on attitude
indices. The results of Figure 4.2 and Table 4,2 are indicators of self-
esteem at one point in time (the NLS Second Follow-Up). Comparisons
of these results should also be made, therefore, with the Self Concept
Index (Table 4.7), covering the entire 2'; year period of LS adminis-
tration.

In terms of "positive" self-ratings, the civilian cohort has a
tendency to rate itself higher than either Army group in four cate-
gories: Understanding of Others, Other Concerned, Clear Thinking, and

Personally VWarm, These may be interpreted as "passive" (as opposed to

-104-
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Figure 4.1 Voluntary Group Activities
Youth organizations--such as Little
Leaqgue coach, scouting, etc. 4

Union, farm, trade or professional
association _ 1

Political clubs or organizations

Church or church-related activities
(not counting worship services)

Community centers, neighborhood
improvement, or social-action
associations or groups

Organized volunteer work--such as
in a hospital

A social, hobby, garden, or card
playing group

Sport teams or sport clubs

A literary, art, discussion, music,
or study group

Educational organizations--such as
PTA or an academic group

Service organizations--such as Rotary,
Junior Chamber of Commerce, Veterans,
etc.

A student government, newspaper,
journal, or annual staff 1

Another voluntary group in which I

participate

3 Y
Al +

(Mean Values) 1 2 S
Not at A1l " Member Active
Only Participant
Army Status:
Never y — )
In and Out - not included SOURCE: KLS Second Follow-Up: "To what extent have you
2 VPS. OF 1065 i mm— vo]gntarlly participated in the following gqroups
More than 2 yrs e e s e me during the year October 1973 through October 1974°
=105-.
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Figure 4

.2 Self-Rating of Personal Traits

Inactive 1 / 1 Enzrgetic
/
Self | & 1 other
Concerned Concerned
1\
Do Not Think. | \ > « ] Think Ahead
Far Ahead \X
3
. /B B
Unenthusi- + T f 1 Enthusiastic
astic \ !
[
Vague 4 \( 4 Clear
Thinking \ Thinking
Unambitious 1 \\\ ; 1T Ambitious
\
|\
\
Impractical l l } 4 Practical
Not Under- ) 1 Understanding
Standina of 1 \ of Others
Others
Personally | 4 r“l J Personally
Cold <. m— ) e Warm
v BT
(Mean Values)1 2 3 4 6 7 8
Army Status: SOURCE: NLS Second Follow-Up:

Never

In and Out - not
2 yrs, or Less

included

More than 2 yrs == e
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"The followina items give you

a chance to rate yourself on the
degree to which you possess one

of each pair of traits.For ratings
on this scale, 1-4 refers to the
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right side."
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Table 4,1

Voluntary Croup Activities: Weighted Mean Scores and Standard Deviations

Army Status
# Never 2 Yrs or Less More Than 2 Yr

Mean l SD Mean ] Sbh Mean l 50
Youth Organfzations 1.16 .55 119 37 1,23 .62
Union, farm, trade, professional 1.20 P 63 1.09 .24 Tl ) a3
Political Clubs or Organizations |08 3| 45 1.03 ol 1.08 .34
Church or Church-related 1,47 o it & 1.41 .78 1.48 .76

activitles .

— o -

Community Centers, social-action 1.14 +50 ) 45 ) 32 1.22 62
groups .

e —
Organized volunteer work ) 1A ¢ .49 1..03 3L 1.14 .50
Socfal, hobby, garden, cards 1.40 .78 1.31 W74 1.47 .81
Sport teams or clubs 1.54 .88 .63 .91 1.75 .95
Literary, art, di{scussion, music, 1.20 .61 1.16 .56 Y.12 .50

studly
Educational organizations 1.07 LAl 1.01 14 1.04 .28
Service organizations 1.04 «33 1.17 «93 1.07 .36
Student government, newspaper, 1.11 W49 1.04 s | 1.08 N
journal
Another voluntary group i.23 .62 1.15 oD 1222 62

SOURCE: NLS Second Follow-Up: "To what extent have vou vol
pated in the following groups during the vear October 1973 t
19747" 1. Not at all; 2. Member only; 3. Active participant.

Table 4,2

fts: Weighted Mean Scores and Standard Deviations

rily partici-

1 October

Sclf-Pating of Pers

) Army Status
Never 2 Yrs, or Less More Than 2 Yrs.

Mean l so Mean i SD Mean ] Sb
Energetic 5.64 1.81 5.64 2.08 5.70 1.90
(Inactive)
- =

anding of Others 6.63 1.58 6.57 1.50 6.31 1.87
(Not understanding of
others)

5.81 1.97 5.84 1.99 5.67 1.99
(Do not thiuk far ahead)
other Con 5.66 1,80 5.23 1.75 5.53 1.91
(Self concerned)
)
Enthusfastic S.84 1.80 5:51 X:95 6.00 1.83
(Unenthusiastic)
)
Practical 6.44 1,64 6.25 1.48 6.65 1.50
(Impractical)
Clear Think(ng 5.99  1.68 5.81 1.79 5.89 1.91
(Vague thioking)
.
FPersonally Warm 6,69 1.64 6.47 1.96 6.57 2.00
(Personally cold)
-
Anbitious 6,28 1.67 6.27 1.91 6.45 1.66
(Unanhitious)

SOUKCE: NLS Second Follow=Up: "The followling ftews give vou a chance to rate your=
eelf on the degree to which you posseas one of each patr of tratts, For rating on
thie scale, 1-4 refers to the traft on the far lelt side (parentheses) while 5-8
refers to the traft on the far right stde (underitoed tratt)™,

.
NOTE: Thewe response ratings have been reversed (rem the original survey, to pro-
vide uniformity, f.c., {10m positive to negative, (n this presontation,
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"active") traits, when compared with ratings where Army "More than 2 Yrs,"

entrants are overrepresentative of their civilian counterparts:

Enthusiastic, Practical, and Ambitious. The "2 Yrs. or Less" group

rates itself higher than both of the other groups on only one personal

trait: Thihk Ahead. With the éxception of Energetic, h0wever,‘the

"2 yrs. or Less" group is underrepresentative of the civilian popula-

tion--i.e., lower in self-rating--on all other personal traits.
Generally, all groups show positive tendencies. The greatest

differences on self-ratings appear to occur between the "More than 2

Yrs." and "2 Yrs. or less" groups of Army entrants. Overall, measures

of dispersion are also greater among the two groups of Army entrants

than the civilian group. An examination of the tabular results (Appendix

B) also shows that a greater proportion from the "More than 2 yrs.®

group select the most positive rating (8) than any other group; although

the proportion of the "2 Yrs. or Less" group selecting the most posi-

tive rating (8) is higher than its civilian counterpart, this croup

also has the greatest overall proportion selecting the most negative

response (1).

Quality of Life Perceptions and Important Goals in Life

If the "2 Yrs. or Less" group shows a general tendency toward
underrepresentation in self-ratings of personal traits, the exact opposite
is true regarding impcrtance placed on quality of life variables (cf.
Figure 4.3 and Table 4,3), 1In all cases but one, "having a chance for
education," the "2 Yrs. or less" group places the highest perceived im-
portance on quality of life factors.

The central tendencies of all groups are close, with the greatest
civilian/Army discrepancies being overrepresentation of stress on
"feeling free" and "having a chance for education" by the "2 Yrs. or
Less" and "More than 2 Yrs." groups, respectively. The single highest
percentage rating for each group is on "loving and being Toved."
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Fiqure 4,3 "Qualitv of

Having Enough Money 1

Having Healthful
Living Patterns

Protection of
Natural Resources

Having Leisure Time <+
Feeling Free +

Feeling Safe From
Violence

Chance to Choose
Work

e

Loving and Being
Loved

Having a Chance 3
for Education

Freedom to Read,
Discuss Questions

Living a Life of +
Moral Integrity

Life" Perception

(Mean Values) 1

2

Not Very Fairly
Well Well

Army Status:

Never
In and Out - not included

2 Yrs, OF 1055 s m—
More than 2 yrs. e e e
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3 4 5
Very Well Extremely Exactly
Well

SOURCE: NLS Second Follow-Up:
"How well does each of the
following statements express
what 'Quality of Life' means

Al

to you?




Figuie 4.4 Important Goals In Life

Personal Freedom

HWorking for a
Better Society

Doing Challenging

Work
Making a Lot of ’/
M
oney A\
\

Developing My
Potential

Having a Secure,
Steady Job

/
Adventure and /
Excitement (
-\
Respect of Friends '
and Community \
)i 2 3 4 5
Very : Neither Important Very
(Mean Values) Unimportant VAAHpAELEnt Important Important
Nor

Unimportant
Military Status:

Entered = e mm e ce a - -

Did Not Enter

SOURCE: Gilbert =USAREC Tape Merge (MARDAC): "How important is this
'Goal in Life' to you personally?"
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Table 4,3

Quality of Life Perceptions: Wefghted Mean Scores and Standard Deviations

Army Status
Never 2 Yrs or Less More than 2 Yrs
Mean J Sh Mean Sb Hean i 50
Having Encugh Money 3.7 1.22 3.9 oI5 3.9 1.00
Having Healthitul Living 3.8 1.10 3.8 1.22 3.8 1.22
Fatterns
Protection of Natural 3.9 1.08] 4.2 1.11 4.0 1.15
Resources
Having Lefsure Time 3.6 1.18 3.8 1.18 3.4 .33
Feeling Free 3.0 1.43 . 1.50 3.2 1.51
Feellng Safe from Violence 1.8 T.2z] 3.8 .16 [P35 1.3
Chance t;—zj'v.v Work 4,2 1.02 4.3 .12 4.1 1,22
Caring and Aing Loved 4.4 6] 4.5 .94 4.4 1.03
Having a Chance for Bducation | 3.9 1.15] 4.1 1.08 4.3 Le J_J
Living a Life of Moral 4.3 .97 4.2>>4 .98 4.3 .58
Integrity
Ftcodom‘go—Prad, Discuss -A.O 1.06 A.ZV 1.06 4.1 : G
Questions

SQURCE: KLS Secand Follow-Up: "How well does each of the following state-

ments express what "quality of life" means to vou?" 1. Not very well; 2.

Fairly well; 3, Very well; 4. Extremely well; 5 Fxactly.

NOTE: For purposes of conventfonal scoring (low to high) and uniformity,
response numbers have been reversed from that of the original survey.

Table 4,4

Important GCoals {n Life: Wefghted Mean Scores and Standard Deviations

Military Status

Entered Did Not Enter

"

Mean sh Mean S§D

Personal Freedom 474 .80 4.66 .63
Horktn{_i-r a better soctety 4,25 .83 4,19 90
Doing challenging work 4.26 .83 4,22 .87
Making a lot of money 4,905 .98 4.2) 1.02
‘_Devvlopll:g |v‘ll:~n(lnl 4,41 .82 4.41 .:)7
Having a sccure, steady fob 4,16 .89 4,49 .89
Adventure and excftement 3.95 96 4.21 94
Kespect of friends/community 4,16 .87 4,23 .87 J

SOURCE: Gilbert-USAREC tape merge (MABDAC): MHow {mportant {s this
"goal in 1ite" to you personally? 1. Very unfsportant; 2, Unimportant;
3, Nefther {mportant Hor unfmportant; &, Important; 5. Very tmportant,

NOTE: For purposes of conventfonal scortng (low to Ligh) and unfformity,
response numbery have been reversed from that of cthe orfginal survey,
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Standard deviations on responses are generally highest among the "More
than 2 Yrs." group of Army entrants.

The measures of central tendency on ratings of "Important Goals in
Life" (Figure 3.4 and Table 4.4) for nilitary entrants and non-entrants are
generally close. The greatest differences between these groups are
underrepresentative stress by military entrants on the importance of (in
order) "adventure and excitement," "making a lot of money," and "having
a secure, steady job." Measures of dispersion are relatively close
between groups on ratings of goals.

Political Attitudes and Participation

For all categories of attitudes toward the positive value of poli-
tical participation, the "More than 2 Yrs." group has the highest mean
scores (Fiqure 4.5 and Table 4,5). It is not surprising, therefore, that
for all but one area of actual participation (i.e.,"talking about public
problems with family members"), the "More than 2 Yrs." group rates it-
self highest (Figure 4.6 and Table 4.5). The "2 Yrs. or Less" group follows
a similar pattern for placing positive values on political activity. In
all but one activity ("voting when you are pretty sure your party won't
win"), the "2 Yrs. or Less" group attributes greater importance to
political participation than its civilian counterpart.

Generally, mean scores are relatively close between groups in both
areas of attitudes and actual participation. The greatest differences
from the civilian standard occur in the overrepresentative attitudes of
the "More than 2 Yrs." group. In almost all cases, the "2 Yrs. or Less"
group is the more "representative" of the two Army entrant groups. All
groups rate "voting" as the most worthwhile activity. And, all groups--
especially the Army entrants--have most frequently participated in dis-
cussions with friends, fellow-workers, and family members. Standard
deviations among groups are similar, but,in almost all cases, larger for
responses by Army entrants.
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Figure 4.5 Political Attitudes

Vote in lLocal
Elections

Write or Talk
to Government
Representatives

Vote When you
are Pretty sure
Your Party won't
Win

Attend City
Council Meetings

Sign Petitions
to Change Local,
State, National
Situations

Hork to Register
New Voters

Became an Active
Member of a
Political Party

1 1.5 2 2.5 3
(M Values) Not Somewhat Very
Call Taues Worthwhile Worthwhile Worthwhile

Army Status:

Never
In and Out - not included

2 Yrs, Or 1055 e ce——
Mere than 2 yrs, = me e e e =

SOURCE: NLS Second Follow-Up: "Generally speaking, how worthwhile
are the following activities?"
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Figure 4.6-Political Participation

When you talk with your friends,
do you ever talk about public
problems--that is, what's happen-
ing in the couytry or in your
community?

Do you ever talk about public prob-
lems with any of the following people?
Your family 4

People where you work 1

Community leaders, such as club
or church leaders +

Do you ever talk about public prob-
lems with elected government officials
or people in politics, such as
Democratic or Republican leaders? 1

Have you ever talked to people to try
to get them to vote for or against
any candidate? 1

Have you ever given any money or
bought tickets to help someone who
was trying to win an election?

Have you ever gone to any political
meetings, rallies, barbecues, fish
fries, or things like that in
connection with an election?

Have you ever done any work to help
a candidate in his campaign?

Have you ever held an office in a
political party or been elected to

a government job? jL.»
M 1 : : :
(Mean Values) Never Sometimes Frequently
Army Status:
Never ‘_
In and Out - not included SOURCE: NLS Second Follow-Up:

£ XTS, O LUy i a—

" . N
More than 2 yrs,s= e e o= The following questions ask

about your political participation."
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Table 4,5

Political Participation: Weighted Mean Scorcs and Standard Deviatfons

When you talk with vour friends,
do you ever talk ahout public
problems--that fs, what's happen-
ing in the country or in your

omm 2
community?

~.;rA:uy Status

T
Never 2 Yrs or Less | More Than 2 Yrs

Mean l S0

2.32 .58 2,42 .60 2,54

G you ever talk about public
problems with any of the follow-
ing people?

Your famf{ly

.26 .63 2,15 .67 2,2

73

People where vou work

16,69 | '2.36 .60

Community leaders, such as
cludb or church l¢

1.46 6% | 58 o0 .

Do you ever talk about public
problems with elected »rument
officials or people ftics,
such as Democratic or Republiean
leaders?

1.31 .58 1.43 .64 1.55

Have you ever talked to people to
try to get them to vote for or
sgalinst any candidate?

Have you ever given any money or
bought tickets to help someone who
vas trying to win an election’

Have you ever gone to any politica
meetings, rallics, barbecues, flsh
fties, or thinps like that in
connection with an election?

b S i i == SIS

11 i.31 «95 1.3 .51 1.50

Have you ever done anv work to hel

8 candidate {n his campaign?

b — S —

o] 527 .53 I2¢ 52 || 14k

Have you ever held an cffice in a
political party or been elected
to a government {ob?

1.02 ey 1.10

L6l

SOURCE: NLS Sccond Follow-Up: Tt

participation.” 1, Never; 2, Some

NOTE: For purposes of conventional scoring (low to high) and uniformity, response

times; 3. Frequently,

numbers have been reversed from that of the original survey,

oli*ical Attitudes: Weight

Table l{ . (

ed Mean Scores and Standard Deviat{ions

e following questions ask about your political

Never 2 Yrs. or Less | More Tt

Mean I S0

political party

Vote in Local Elect{ 2,41 .69 2,45 o713 2.50 .68

Write or talk to povernnent 1.95 .68 2.13 .76 2,24 <70
officials

Vote when you are pretty sure 2,24 .76 2,21 .81 2.27 15
your party won't win

Attend City Counct] meetings 1.90 73 2,01 72

Sign Fetftfons to cho local, 2.0 .10 2.36 A4 2,43 .70

state, national situattions

Work to register new voters 2.07 4 2.4 «7% 2.18 «73

Becove an active meuber of a T R N T

SOURCE: NLS Second Follow-Up: "Cenerally speaking, how worthwhile are the

following wctivities
worthuhtle,

ROYE: For purposes of conventional
response nunborn have been reveraed

b Not wvorthwiidle; 2, Somewhat gorthwhile; 3. Verv

scoring  (low to high) and uniformity,
from that of the orijinal surtvey,
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Summary

Army tendencies toward isolation or alienation from society do not
appear to be evident in these data. In fact, Army entrants profess
greater acceptance of community standards and political processes than
their civilian peers. Army entrants exhibit comparatively high levels
of participation in community-related affairs (Figure %.1; especiaily
"More Than 2 Yrs" group), place higher importance on participation in
political activities than non-entrants (Figure 4.b; both Army groups),
actually participate to a greater extent in political activities (Figure 4.0;
especially "More Than 2 Yrs." group), and place an equal or higher
value on quality of life factors than non-entrants (Figure 4.3;
especially "2 Yrs. or Less" group). Generally, there are no outstlanding
differences between Army entrants and their civilian counterparts.

Attitudinal data on the "mercenary" bent of Army entrants are incon-
clusive. The civilian group has a tendency to place areater importance
on "making a lot of money" (Figure 4.4), and 1ess emphasis on working
through the system (Figures 4.5, 4.6). Both groups of Army entrants, how-
ever, place higher importance on "having enough money" as a quality of
life factor, and are generally less concerned about "feeling safe from
violence"--but do place equal value on the quality of "moral integrity"
(Figure 4.3 and Table 4,3).

The computation of standard deviations was accomplished in order
to evaluate the degree of homogeneity in the responses of Army entrants.
If the hypothesis is made that Army entrants are more homogeneous as
a group (i.e., reflect a distinctive "military mentality") than non-
entrants, the assumption is made that the standard deviations on
responses by Army entrants will be smaller overall. An examination of the
results of these data shows that the standard deviations of Army qroups
are, in fact, usually greater than those of their civilian counterparts
(Tables 4.1 through 4.€). \here differences in the dispersion of responses
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are seen, it is the Army groups who are most frequently in wider variance.
Using a similar approach to preference and perception measures, Bachman
and Blair (1975b) also found little evidence of consistent differences

in homogeneity between civilians and non-career military men--but Jid
find a somewhat consistent pattern among military career-oriented men
toward greater homogencity than their civilian peers. A further compari-
son of Army aroups for these data shows that in all but one category--
Political Attitudes--the "More than 2 Yrs." group has a wider variance

of response than the "2 Yrs. or Less" group.

Bachman and Blair (1975b) note that several processes of homo-
genization occur among the professional military: self-selection,
screening procedures by the military, continuous selection and rejection
by the profession, norimal processes of professional socialization and
indoctrination (cf. also Abrahamsson, 1972). Their findings also suggest
that years of service experience are not required for first-term enlisted
men to develop the strongly "pro-military" attitudes of careerists--and,
that processes of socialization and self-selection work to homogenize the
attitudes of curcer-oriented personnel into the prevailing military be-
Tief system.

The conclusions of Bachman and Blair (1975a, 1975b) identify
career-orientation as the most important factor in determinina
homogeneity, as well as divergence from civilian attitudes. Although
career interest cannot be determined from the NLS data presented here, it
is known that the "More than 2 Yrs." group demonstrated early interest
in longer-term Army enlistment. It is not possible to define the "2 Yrs.
or Less" and "More than 2 Yrs." groups on the basis of career interest,
but it may be ascwn d (for the purpose of comparison) that: (1) a larger
percentage of career-oriented people can be found in the "More than 2
Yrs." group, and/or (2) the "More than 2 Yrs." group has experienced
the greater effects of homogenization processes.

A comparison of the two groups of NLS Army entrants shows the
"More than 2 Yrs." group to be closer overall to non-entrants in other
than political areas. The mean values of the "2 Yrs. or Less" group in
Political Participation (Table 4.5)and Political Attitudes (Tabled.6),
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however, are closer to the mean values of non-entrants i»n every case,
By combining the mean values in each category of r- ponses, according to
groups, an unusual pattern emerges. 7n only the category of Politiecal
Participation are the two Army groups clocer to each other than either
one ig to the civilian population., In one instance, Political Attitudes,
the "2 Yrs. or Less" group shows greatest convergence with the civilian
population (i.e., the Zeast difference between any group); and in all
other cases (Self-Rating, Voluntary Group Activities, and Quality of Life
Perceptions), it is the "More than 2 Yrs." group which shows greatest
convergence with the civilian population.

These data are scant measures of o¢itlitudes and related activities,
and are, at most, suggestive of relationships between groups.
In order to further examine the nature of attitudinal differences, indices
were constructed and changee in attitudes compared between the three
NLS groups.

Attitude Indicee and Changes Over Time

James A, Barber ("The Social Effects of Military Service" in Ambrose
and Barber, eds., 1972) writes that both supporters and detractors of the
Military Services see time spent in the Armed Forces as effecting changes
in social atfitudes:“The claims range from that of the Presidential Advisory
Commission [on Universal Training, 1947] ... that a period of time devoted
to military service 'would present additional opportunities for inculca-
ting spiritual and moral ideals in support of American democracy,' to
fears that military indoctrination results in large numbers of violent
men trained to be killers" (pp. 160-161). There is little question that
it is the expressed intention of the Army to inculcate certain values,
and instill attitudes, responses, and loyalties (especially during initial
training). The formal and informal processes of indoctrination are seen,
in fact, to raice (on average) self-esteem, personal adjustment, and
sacial maturity among recruits (7bid.). MNevertheless, as Barber observes,
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the evidence of the past thirty years shows that "military service does
not usually result in any very dramatic changes in social attitudes among
those who serve" (7bid, p. 163).

Most research on attitude changes over time has been con-
ducted during periods of conscription--when there was strong contact
between military and civilian domains, and the pressures of military
socialization were tempered by civilian community values. There has not
been a sufficient passage of time for the effects of service during the
Al11-Volunteer environment to be evaluated in any great depth. The
following analysis does not profess, therefore, to be anything more than
a formative treatment of the attitudinal variables from one longitudinal
instrument.

Attitude Indices

Attitude indices were constructed from the responses to guestions
contained in the NLS. The indices of "self-concept," "locus of control"
and "orientation" are similar to those constructed by the National
Center for Education Statistics (U.S., H.L.W., 1975a) to study changes
in attitudes one and one-half years after graduation. The following is
a description of the manner in which these attitude indices were derived:

Self-Concept was measured by the mean percentage of per-
sons who answered "agree strongly" or "agree" to the follow-
ing statements: "I take a positive attitude toward myself."/
"I feel I am a person of worth, on an equal plan with others."
/"1 am able to do things as well as most other people."/ "On
the whole, I'm satisfied with myself." Other possible res-
ponses to these statements were "disagree," "disagree stronagly,"
and "no opinion." Persons answering "no opinion" were excluded
from calculations.

Locus of Control was measured by the mean percentage of
persons who answered "disagree strongly" or "disagree" to the
following statements: "Good Tuck is more important than hard
work for success."/ "Every time I try to get ahead, something
or somebody stops me."/ "Planning only makes a person unhappy
since plans hardly ever work out anyway."/ "People who accept
their condition in life are happicr than those who try to change
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things." Other possible responses were "agree," "agree
strongly,”" and "no opinion." Persons answering "no opinion”
were excluded from the calculations.

Orientation Toward Envirommental Values was measured by
the mean percentage of persons who answered "very important”
to the question "How important is each of the following to
you in your life?"

Work Orientation: "Being successful in my line of
work"/ "Having lots of money"/ "Being able to find
steady work"

Community Orientation: "Having strona friendships"/
TBeing a Teader in my community"/ ,"Being able to

give my children better opportunities than I've had"/
"Working to correct social and economic inequalities"

Family Orientation: "Finding the right person to
marry and having a happy family 11fe“/ “Livina close
to parents and relatives"/ "Getting away from this
area of the country" (complement USLd)

Other possible responses were "someishat important" and "not im-
portant." The answer "not important" was used for the last
statement under family orientation because of the way in which
it was expressed.

Political Activenescs was measured by the mean percentage of
persons who answered "Frequently" to the following areas of
political participation:

Political Awareness: "Do you ever talk about public
probTens with any of the following people?"/ "Your
family"/ "People where you work"/ "“Community leaders
such as club or church leaders"/ "Government officials
or people in politics, such as Democratic or Republican
leaders"

Pelitical Participation: "Have you ever talked to
peeple to try to cet them to vote for or against any
candidate?"/ "Have you ever gone to any political
meetings, rallies, barbecues, fish fries, or things like
that in connection with an election?"/ "Have you ever
done any work to help a candidate in his campaiqn?"/
"Have you ever held an office in a political party or
been elected to a government job?"

Also, by the mean percentage of persons who answered "very worth-

while" to the following activities:
Political Attitudes: "Voting in local elections"/

"Writing or talking to representatives in government"/
"Signing petitions to change the way things are in
locality, state, nation"/ “Becoming an active member

of a political party"
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Other possible responses to these statements were "Hever"
and "Sometimes" for political participation/awareness,
and "Not Worthwhile" and "Somewhat Worthwhile" for poli-
tical attitudes.

*Self Concept and Locus of Control Over Time

For all groups, self concept has increased with time (Table 4,7),
It is interesting to note that during the Base Year Survey (Spring,1972),
both groups of Army entrants exhibited Zecss self-esteem than non-entrants.
A11 groups increased by the time of the First Follow-Up (Fall, 1973),
with the greatest increase (15%) occurring among the "2 Yrs. or Less"
group. Yith the administration cf the Second Follow-Up (Fall, 1974),
it is seen that both groups of Army entrants have swmaseced non-entrants
in this composite measure of seif-esteem. Although the two groups of
Army entrants increased in self-esteem at twice the rate of non-entrants,
it should be observed that these increases have worked to place Army

‘entrants at a level more representative of their civilian counterparts.

Table 4.7
Self Concept and Locus of Control Over Time
% Army Status B
Never 2 Yrs. or Less More Than 2 Yrs.
Base | 1 FU| 2 FU| Base|1FU, 2 FU Base| 17U | 2 Fu

sia ¥ | ] o

Self Concept 86.4 } 92.2 | 93.4 78,5} 90.4 | 93,9 81.6‘ 88.8 | 94.0

o ——————— T, g

Locus of
Control

79.4 | 83.8 |83.2 | 66.8] 76.9 | 82.4 72.4i 76.6 ; £0.8
l |

Source: NLS Base Year, First Follow-Up (1 FU) and Second
Follow-Up (2 FU).
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The measures for locus of control--or the sense of control over the
environment--show a similar pattern to that of self-concept. During the
senior year of high school, individuals who would later enlist in the Aruy
showed a lower sense of control over the environment than their class-
mates, However, increases in the sense of control among Army entrants
rose at a much higher rate than that of non-entrants--especially in the
case of the "2 Yrs or Lass" group where the rate of increase over 2% years
was approximately five times that of non-entrants. Again, it should be
noted that these increases amona Army entrants have only operated to
create increased representation--especially for the "2 Yrs. or Less"
group. In fact, the Second Follow-Up index for non-entrants is still
higher than either Army group. It is also interesting to note that the
sense of control among non-entrants seemed to level off between the
First and Second Follow-Ups, while the degree of increase for Army
groups continued (but at a much lower rate for the "2 Yrs or Less"
aroup).

Orientation Toward Environmental Values

- Composite measures of orientation toward envivonmental (i.c., work,
community, and family) values were computed for the three groups from
data provided in the NLS Second Follow-l'p (Table 4.8). In orientation
toward work values and community values, both Army groups are higher
than their civilian counterparts--with the greatest difference being
overrepresentation in orientaticn toward community values and work
values by the "More than 2 Yrs." group. Under family orientation,
however, the "More than 2 Yrs" group shows the closest alignment with the
non-entrant population, while the "2 Yrs., or Less" group is very under-
representative (also, the greatest variance of this groﬁp from the

civilian standard).

-

-122~ () (0,-




T

Table 4.8

Index of Orientation Toward Environmental Values

ARMY STATUS
Never 2 Yrs or lLess More Than 2 Yrs
Work Orientation 55.1 60.0 65.4
Community Orientation 39.0 45.8 ] 50.8
Family Orientation 54,8 47.4 56. 1
Environmental Values
Tndex 49.6 511 57.4

Source: NLS Second Follow-Up

Overall, it is also interesting to note that the "2 Yrs or Less"
group is closer to the non-entrant population in expressing ovientation
to environmental values than it is to the "More than 2 Yrs" group of
Army entrants. Longitudinal measures were not developed for the two
groups of Army entrants, but available data or the non-entrant popula-
tion (U.S., H.E.W., 1975a) show a terdency toward decreasing value
orientation over time. For example, the Base Year composites for work
orientation (60.0) and community orientation (46.0) amonag non-entrants
are almost identical to the Second Follow-Up composites of the "2 Yrs
or Less" group; and the civilian Base Year composite for family orienta-
tion (58.5) was also several percentage points higher than that of the
Second Follow-Up. An examination of the tabular results from a previous
related study (Purcell, et. al, 1976) shows that a similar pattern
occurred in the case of the "2 Yrs or Lless" group (i.e., decreasing
orientation)--but, that orientation toward each category of environmental
values increased for the "More than 2 Yrs" group of Army entrants.
Similar, also, in the earlier surveys was the higher orientation toward
work and community values by Army entrants, but a lower orientation
toward family values by both groups.




———

Political Activeness

The composite Index of Political Activeness combines measures of
attitudes toward the value of participation, the frequency of social
intercourse (and, thereby, "awareness" ‘hrough the interchange of
ideas and perceptions), and actual participation in political activities.
These data were taken from the NLS Second Follow-Up. There is no
longitudinal reference.

The results of this composite index (Table 4.9)are similar to the
results in the analysis of attitudes., The "More than 2 Yrs" group is
substantially higher than the civilian group in all categories of
political activeness--with the greatest relative differences occurring
in participation and awareness. The overall index of activeness for
the "More than 2 Yrs" group is over fifty percent greater than that
of the civilian standard.

Table 4.9
Index of Political Activeness

ARMY STATUS
Never 2 Yrs or Less More Than 2 Yrs
Political Attitudes 322 40.0 43,9
Political Awareness 227 27.8 37«2
Political Participation 5.7 3.1 ¥.95
Political Activeness
huﬂl: A0 23,5 30.4

Source: NLS Second Follow-Up.

The "2 Yrs or Less" group of Army entrants, though higher in the
catecories of attitudes and awareness, exhibits less propensity toward
actual participation than the non-entrant group. Nevertheless, the
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"2 Yrs or Less" group is actually closer to the civilian standard in
measures of political activeness than it is to the "More than 2 Yrs"
group of Army entrants.

Changes Over Timo

An intéresting aspect of "representation" is the understanding that
it may be expected to necessarily change over time. For example,
even if the Army was somehow perfectly representative by every reasure
of membership characteristics--and no one entered or left--the influences
of time and environment would independently operate to alter the con-
figuration of Army personnel. Amonc the many possible changes in repre-
sentation would be variance in the area of attitudes.

If perfect representation in Army attitudes was a policy goal,
probably the most that could be expected would be relatively proportion-
ate change or approximate convergence with the civilian population cver
time. Three areas of attitudes from the NLS--self-appraisal, important
factors in life's work, and job satisfaction--were compared in respect
to changes over the 2'; year period following graduation.

Attention was focused on the "More than 2 Yrs" group of Army
entrants since (1) the effects of service in the Army on attitudes
could be measured for both NLS follow-up surveys, and (2) a areater and
more reliable measure of time-in-gervice could be evaluated. The
three responses in each Base Year question receiving the most positive
total response by the civiiian standard were first selected for study.
The proportion with the most extremely positive responses (i.e., "very
important," "very satisfied," "agree strongly") were then compared over
the period of survey administration covered in the !LS, The results of
this comparison are presented in Figures 4,7 through 4.9,
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Figure 4,9 Self-Appraisal Over Time
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In all nine measures for non-entrants, there is a positive change.
The group of Army entrants also exhibits a positive shift in attitudes
for all but one measure--"Job as a whole." Nevertheless, with the one
exception of "Job as a whole," this group of Army entrants has a greater
upward slope than non-entrants in each selected response category. This
general observation concerning the greater shift of attitudes among
Army entrants is supported by the results of Table 4.11. 1In all cases,
for both groups of Army entrants--while self/environment appraisal
measures are lower than non-entrants during high school--there is a much
greater positive change over the 2'; year period following graduation.

A closer Took at the tabular results of these three questions shows
that: (1) Army entrants are relatively similar to non-entrants regarding
patterns of change in attitudes toward Important Factors in Life's
Work (Table 4,10)--with the "More Than 2 Yrs." group displaying a greater
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Table 4.10

Important Factors in Life's Work:

Attitudes Over Timoa

How {mportant is cach of the

Army Status

following r1actors in deter- ) ,
mining the kind of work you Hewer 2 Yrs. or Nore Than
plan to be dofug for most ; Lc§s 2 Yrs.
of your life? N 2nd 2nd . o
ase Base Base =
Yeor Follow- Vs Follow- Yorr Follow=-
Up Up Up
VERY » IMPORTANT
Frevious work experience 19,5 38.9 18.4 40,5 18.3 31.8
Relative/Friend in same fleld 13,2 T.7 18.5 7.8 k5.4 9.8
Available fob openings 29,2 50, 34,1 50,6 31.0 47,4
Work matches hobby interest 26.0 27.0 29,7 5 1 18.6 30.5
Good incowme start/few years 31.3 52.5 40,4 60,1 43,4 68.7
Job Security 40.8 &35 1.1 66.0 46,1 76.9
Important & interesting worl 79,1 84,4 74.€ 89.2 70.9 88.3
Freedom to make own decisions 42.9 ST &7 43 62.2 37.8 69.5
Opportunity for promotion in 41,2 o 58.7 68,5 S2.3 79.0
long run
Working with friendly people 57.6 68.0 47.1 73.6 51.1 69.8
SOMEWHAT JTMPORTANT
Previous work experience 34.5 33.6 34.3 37.3 22.6 51.8
Relative/Friend in same field 32,4 24,5 32,3 2253 34,0 25.8
Available job openings 43,7 38.9 37.9 40,8 41,7 42,2
Work matches hobby interest 32.5 37.7 39.8 35.0 36,1 32,2
Good incone start/few years 49,9 39.1 50.0 33:.7 43.7 27.5
Job Security 43,4 30.2 38.4 33.3 41,5 19.2
Important & interesting work 18,7 14.0 25.4 I | 22.4 117
Frecedom to male own decisions 46,3 39.0 42,1 32.5 o 29.9
Opportunity for promotion in 42,1 314 35.4 27.1 32.7 15.7
long run
Working with friendly people 34,6 "28.2 43,7 2242 315 27.0
NOT IMPORTANT
Previous work experience 46.0 21.6 47.3 22:2 59.0 16.5
Relative/Friend in same field 54.3 67.9 49.2 69.8 50,7 64,4
Available job openings 27.2 3.1 28.0 8.6 27.3 10.4
VWork matches hobby {nterest 415 35.3 30.5 27.4 45,3 37.4
Good income start/few years 18,7 8.4 9.6 6.1 12.9 3.9
Job Security 15.8 6.2 10.5 0.7 12.4 3.9
loportant & interesting work 252 15 - G 1 | Bl -
Freedom to make own decisions 10,8 3.3 10,8 5.3 11.0 0.6
Opporturity for prowotfon in 16,7 7.0 5.9 h.b 15.0 5.2
Jong run ;
Working with friendly people 7.9 3.8 9.2 4,2 11.3 3.2

® Source is NLS Base-Yecar and Second Follow-Up; questions not asked on First Follow-Up.
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Table 4,11

Job Satisfaction? Over Timcb

.
Army Status —__T
How saticfied were vou with Never 2 Yrs. or More Than
the following aspects of this Less 2 Yrs,
job? - —o
Iat 2nd Lt 2nd Tt 2nd
Fellow- | Follow- |Folle Follow~ | ollow=| Follow-
Up Up tp Up Up Up
VERY SATISF1ED

Pay and fringe benefits 20,4 22,6 9.3 13.6 20.1 34.6
Importance and challenge 19.0 21.2 17.6 18.9 14.9 17.7

Working conditions 23.2 25,5 10,3 3.6 7.4 19,2

Opportunity for advancement 18,2 19.0 10.3 20.4 9.0 24,3
& promotion with emploves

Opportunity for advancement 19.1 19.8 10.3 4.9 8.1 28,7
in field ’

Security and permanence 21.8 27.9 29.5 29.0 18.4 48,2

Opportunity for developing 23.0 25.2 32.1 8.8 16.8 29,1
new skille

Job e&s a whole 24,9 26.8 9.0 16.1 18,5 12.9

SATISFIED

Pay and fringe benefits 50.4 53.4 61,1 57.5 42.1 29.1
lmportance and challenge 50.8 50,5 46,7 55 0 42.9 49,5

Working conditions 58.8 56.6 38.7 42,4 53.4 42.8

Opportunity for advancement 2.8 43,6 49.8 31.3 38.3 48.3

promotion with employer

Opportunity for advancement 43.0 45,3 58.1 33.5 41,01 35.5
in ficld ’

Security and permanence 53.7 51.5 40,0 59.9 45,3 30.0

Opportunity for developing 43.3 45,0 30.3 46.6 32.5 36.7
new skills ;

Jo‘b as a vwhole 55.0 57.2 71.8 49,2 40,5 60,7

DISSATISFIE.

Pay and fringe benefits 21,0 18,2 19.9 21.4 23:3 293
Importance and challenge 22,3 21,0 35.6 25.8 16,6 17.9

Working conditions 131 13,9 36.9 502 23,7 24,5

Opportunity for advancement 27.6 26.5 28,3 40.6 38.0 19.5
end promotion with employer 3

Opportunity for advancement 27.1 25,4 21,3 20,3 29.4 15.7
in ficld

Security and permanence 175 14,5 22.7 11.1 24,17 7.8

Opportunity for developing 24,0 22,0 287 30.3 27.2 17.7
new £kills

Job as a whole 14,1 12,3 10.5 24,2 20.3 7.6

VERY DISSATISFIED

Pay and fringe benefits 8.3 5.8 9.7 7.5 lﬁ.ﬁ 7.0
Importance and challenge 7.8 7.3 - - 25.6 14,9

Working conditions 4.8 4,0 14,2 13.8 15.6 13.6

Opportunity for advancement 11.4 10.8 11.5 1.7 14.7 7.9
and promotion with e¢mployer

Opportunity for advanccment 10,7 9.5 10:3 21.3 21.3 20.1
in ficld

Security and permanence 6.9 6.1 - - 11.6 14,0
Opportunity for developing 9.7 7.8 12.9 14,3 23.8 16.5
new skills

Job as a whole 6.0 3.7 8.7 10,4 20,6 18.8

® Includes full-time jobs, part-time jobs, apprenticeships, on=the-job training,
military scervice, and so on,

Source 1o NLS First and Second Follow-Up; questfon did not appear on Base-year
Burvey,
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Table 4,12

Self Appraisal Attitude
Changes Over Tine d

Characteristic Response Never 2 Yrs or Less | More Than 2 Yrs
LY [IFU [ 2FU BY[1iu [2FU || BY| iU ]l.‘U
Self Appraisal . 1 take a positive attitude toward myself l l
Agree strongly 25.5)32.7134.5 | 28,2|37.8153.411 25.0|41,.8]48.9
Agrce 52015761600 1| 47.0100.5 126, 7)) £3.2)49.2143.2
Disagrec MLEE 5,001,171 18] 2 } 7.0l 6.31 4.0{ 6.9
Disagree strongly 1.6} 0,61 0,7 \ 0 O O 1.8y 1.8f 1.8
No opinion 9.70 a1l a1 ]| 13.5 5.1'3.31 13.71 3.1 1.0
Good Tuck is more it jwl‘u"xt than hard work for success '
Agree strongly Vil 1ol 2ail 1 2.8 = | 0.5 1.94 2,91 2.5
Agree 6.6 6.3} 7.2 || 2.9 4.8h1.6f 9.1 6.9} 7.1
Disagree 47.8|50.3|50.2 || 47.¢]5: gl 47.1149.3152.
Disagree strongly |3%.1{27.4155.71 | 36.2 b B.3137. 1
No opinion 4.8t 4.4) 5.5 l 9.6 it 3.41 3.8! 3.0
1 feel 1 am a person of worth, on an equal p othey
Agree strongly 30.0137.9;44.7 |1 29.4 | 34.7184.7
Ngree 57.6155,7149.7 | 57.6 52.4150.1
Disagree 5.2-3.2| 2.8 || 7.3 6.3 3.3/ 3
Disagree strongly 1.0] 0.4] 0.5}t 0.4 ! -1 0.4 -
No Opinion 6.2 2.9l 2.3| 5.3 9l €&.5{ 1.5] 3.1
1 am able to do thinus as »0\\ as
Agree strongly 25.413 9.3
Agree 61.6 45,0
Disaaree 7.2 2.7
Disagree strongly 0.6 0.5
tio opinion 4.9 245
Every time I try to get ahead, somethi od
Agree strongly 4.0] ¢ 2 ! J 7.8
Rgree 14.6 ! | oca| 1a.a17.¢! 84
Disagree 57.7158.9155.3 | 40.5 i‘i<.ﬁ;tﬁ LAl Z-’-.~ ¢6.5(58.5
Diseagree strongly |15.4/20.1(22.2 |1 12.5]17.3{15.9]] 15. 9,918,
No opinion g3l 7.6l 75 i asializial 6ol elsl sl o3
Plannii : only makes a person unhappy, since plans hardly every
work out anyway
Agree strongly 4,8] 3.1 3.3
Agree 13.3 10.3'1(1,'4 ] (l 1 (,H f
Disagree 49,1[51.5/49,6 ’ 44 L?Hz.‘;" 4
Disagree strongly |[27.3 ?ﬁ.QIRH.r | 28 . &l
No opinion 5.6 5.91 6.1 |l,.blﬂ ..n:
People who accept their condition in life arce heppier than those
who try to change things
Agree strongly 9.7] 6.8] 6.3] c.6] €. u!:;r” 9.1] 7.2110.2
Agree | H.J|l(.( | l.\ll J j 26,0{15 15.9
Dicaqrec 39,3144,0043.5 1 206 Il 2| .v.‘}w/.“. 2.6
Disagree strongly |21.7(20.2|23.4 U.;,Ah. 5]l 29.8]25.0123.4
No opinion s.2]10.700003 |1 1.7 holsl sl Tels) slel 7i9
On the whole, I'm satisfied with myself
Agree strongly 17.8120.8127.3 )] 18.5 126,9135.2 11 zo.7|25.01'31
Agrec 52.0197.6157.1 47,2 47,2 [h2.% 37.7 49.3 [61.1
Disaqree 19.3114.3110.5 || 22.4 N6.3| 6.94f 17.9 10.7’ 9.6
Disogree strongly 39 Za2) Vb 4.0 3.4 3.24 0.9 f,ll 1.0
No opinion 2.0] 508 3.7l 77160 2,20 12.716.71 4.6

®BY - NLS Base Year Survey
WU = First Follow-Up Survey
21U - Second Follow-Up Survey
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positive shift in attributing importance to job fac%ors; (2) Army

"More Than 2 Yrs." entrants display an extremely higher positive shift
in job satisfaction (Table 4,11) than non-entrants (though beginning at
a much lower level)--while Army "2 Yrs. or Less" entrants exhibit an
unrepresentative downmward shift in job satisfaction; and (3) the
self-esteem of Army entrants (Table 4.12) increases at a greater rate than
non-entrants,

These results in attitude changes are supported in part by
previous research., As Barber (in Ambrose and Barber, eds., 1972) observes,
on average the mi]itary.entrant develops improved self-esteem and
personal adjustment during basic training, but at the same time develops
negative opinions about the military job structure. The generally
unrepresentative change among the "2 Yrs. or Less" group toward job
dissatisfaction might be attributable, therefore, to the effects of
early training. Conversely, the highly unrepresentative increase in
satisfaction among the "More Than 2 Yrs." group might be an effect of
post-training reorientation to work values and/or a factor related to
career orientation. In any case, soie process or interaction of elements
is occurring to produce the unrepresentative nature of attitude change
among Army entrants.

Conclusion

A general conclusion regarding comparisons of attitudes and atti-
tude changes is difficult to formulate for several reasons. An evalua-
tion of the attitudinal data within this section might lead to the
following observations: (1) There are apparent differences between
Army and civilian groups, but these differences are not large; (2)
where differences in attitudes toward self, environment, and the political
system do occur, Army entrants are usually overrepresentative in
positive expression; and (3) an unrepresentative degree of attitude
change (usually from negative to positive) ‘s characteristic amonqg those
who enter the Army, with the greatest degree of change occurring in the
responses of those with longer periods of time in service.
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In order to translate these observations into ;tatements
regarding the objectives of representation, the relationship
between attitudes and bLehavior must first be defined--or, the relation-
ship between caprescions of attitudes and the personal motivations for
attributing importance to these attitudes must be at least explored.

For example, a first glance at the attributed importance of "quality

of life" factors (Figure 4.3, Table 4.3) by the "2 Yrs, or Less" group of
Army entrants might lead to the conclusion that, although unrepresentative
of the civilian standard, this group actually possesses a higher regard
for the well-being of personal and community life. Similarly, the
overrepresentative orientation of Army entrants toward work, community,
family, and political values could be interpreted as evidence that

service in the Army acts favorably on the development of positive social
attitudes.

When the connection is made between attitudes and motivation,
however, a different image may be created. These statements of attitudes,
for example, could be guided by the complex of an individual's value
system--i.e., the "enduring organization of beliefs concerning prefer-
able modes of conduct or end-states of existence along a continuum
of relative importance" (Rokeach, 1973, p. 5). As such, overrepresenta-
tive responses by Army entrants regarding orientation toward societal
values could be interpreted as desirable. It is also possible that re-
sponses could be related to an individual's hierarchy of needs or values,
in a way suaqested by Abraham Maslow (in Motivation and Perﬁggg1ity)

and Clare Graves. As such, highly positive responses to value-oriented
questions could be interpreted as evidence of highly unfulfilled needs,
and, therefore, undesirable. Or, statements by Army entrants may be
somehow affected by the processes of cognitive dissonance and be un-
reliable as measures, in themselves, of true feelings.

In any case, without a good deal more empirical study, these measurces
are only indications of attitudes. As indfcators, nevertheless, they

do not supnort fears that the Army attracts and breeds malcontents and
mercenaries--or that there is any particularly distinctive, isolated,
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or alienated dominance of opinion among Army entrants. It should also
be noted, however, that these individuals are similar with regard to
age and cducation--two often powerful predictors of individual attitudes
(cf. Bachman and Blair, 1975a, 1975b)--and that the total population of
Army entrants is not represented in this analysis.
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5. EVALUATION OF THE ARMED SERVICES VOCATIONAL APTITUDE BATTERY
'
i

Army Regulation 601-222: Armed Forces Vocational Testing Program

states that the purpose of the Armed Services Vocational Aptitude Battery
(ASVAB) is 4'to help determine the suitabiTity and eligibility of indi-
viduals for military service, and to assist in determining the military
and civilian vocational fields best suited to the current aptitudes of
the individual." The ASVAB High School Testinag Program, now referred

to as the DoD Institutional ASVAB Testing Program, is also a recruiting
tool which provides e service of prospective leads on over 500,000 high
school seniors who are considered qualified for enlistment. During FY1975,
a total of 1,297,458 students (Grades 9-12) were tested. (DoD goals for
FY75 were 1.6 million.) Fcr FY197€, The Department of Defcnse increased
its testing goals to 2 million students (but as of the third quartcr;

o' ly 56.3% of the objective had been tested).

With the advent of common Service-wide composites based on high
scheol ASVAB scores, it becomes apparent-that enlistments determined by
high school ASVAB scores should consequently increase--thereby providing
a possible scurce of new information on the representational relation-
ship between Army entrants and the age-eligible civilian population.
According to USAREC, the number of secondary schools in the United States
is approximately 20,299 (H.E.W. estimates of secondary schools range from
18,000 to 23,000)., And, The American Council on Junior and Community Colleges
estimates that there are between 900 to 1100 2-year colleges. These fiqures
vary because of school openings and closings, consolidations, and ex-
pansions; also, vo-tech, Job Corps, and parochial schools are not in-
cluded. During the first two quarters of FY1976, 12,993 schools were
tested, with a National average of 78.8 students per session. In a
memorandum specifying the AFELS manpower requirenents for the central-
ized management of ASVAD testing (Mcmorandum for the Assistant Secrctaries
of the Military Departments for Manpower and Reserve Affairs, 15 July
1975), the Assistant Secretary of Defense for Manpower and Reserve
Affairs indicated that a target of 20,575 schools (with a re-test
factor of 1.07) was set for the FY76-77 time frame. It becomes evident
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from these high school testing results and objectives that--in addition

to the stated objectives of the ASVAB testing program--there is emerging
a substantial data base and possibly representative sample on the mili-

tary-defined quality of the general age-eligible population and its

relation to demographic variables.

Results This evaluation of the ASVAB is focused on gaining a better
understanding of the nature of the ASVADB sample--and determining,through
the examination of its results,whether that samplt may be considered

a valid measure of the population. The ASVAB data used in this study
are those of the 1974-1975 (i.e., FY75) school year, the most recent
data available. During the 1974-1975 school year, approximately 575,000
high school seniors were tested, representing 13,600 high schools. The
primary parameters used for these data are: (1) distributions of the
tested high school seniors by future plans; (2) the extent of partici-
pation of high school seniors in the ASVAB program; and (3) the mean
equivalent AFQT percentile scores of high school seniors on the ASVARB,
A11 tabular data are based on specially-designed crosstabulations pro-
vided by the Manpower Research and Data Analysis Center (MARDAC) of

the Office of the Assistant Secretary of Defense for Manpower Reserve
Affairs (OASD[M&PA]).

Distribution by Future Plans

Six classifications by future plans were used: (1) 4-vears of
college; (2) 2-years of college; (3) Vocational or technical training;

s

(4) Military; (5) Working; and (6) Undecided. The numerical distributions

by future plans are presented by state, race, and sex in Tables 5.15
through 5.18. These distributions appear in condensed form--by geo-
graphic areas, race, and sex--in Tables 5.1 and 5.2. Percent distribu-
tions, as presented in Tables 5.1 and 5.2 appear for male high school
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seniors in Table 5.3 and for female high school seniors in Table 5.4,

There are several ways to determine whether the results of this
ASVAB tabulation give an accurate picture of high school seniors. One
way is to relate "fulure plans" to actual behavior (as measured by
military, educational, and work statistics on 1974-1975 high school
seniors). Since plans may be expected to change as a result of
exogenous factors (and "plans" are not limited by time), this does not
appear to be a reliable determinant of the accuracy of ASVAB data.
Another method would involve the comparison of these data with the
data of other surveys.

In comparing the military plans of the ASVAB sample of male high
school seniors with the results of the demographic evaluation (i.e.,
the actual patterns of enlistment by geographic region as presented in
Tables 3.12 through 3,15), it is seen that the military plans (by region)
of the ASVAB sample are not distributed in a relatively similar pattern
(between regions) as are actual non-prior service Army accessions.

Ghe distribution of plans for Black males, however, is not as dissimilar
from actual accession statistics.) Since "military" also includes all
the Services, this comparison may not give an accurate reflection of

the ASVAB.

A comparison of the ASVAB results on the future plans of high school
seniors (Class of 1975) with the NLS results (Department of H,E.W., NCES,
1976) on the future plans of high school seniors (Class of 1972) shows
the ASVAB sample to have a much higher propensity for enlistment in the
military than the NLS sample. Differences are seen in all of the totals
by sex, region, and race. However, the comparison of NLS and ASVAB dis-
tributions by all other future plans (except "work," which appears
substantially lower in the ASVAB than in the NLS) shows general similarity
in the South and the West. In the Northeast, where the greatest discre-
pancy in enlistment propensity occurs(i.e., greater than 10 percent dif-
ference), and the North Central region, ASVAB results by future plans do
not appear at all similar to NLS results,
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Table 5.1

Male High-School Seniors Tested with ASVAB (Armed Services Vocational Aptitude

Battery):

(School Year 1974-1975)3

by Future Plans, Geographic Area, and Race

Geographic

Distribution by future Plans

Area

Total

e i —
Number ] Percent

4-Years

of College lui Colivge | or Technical

e e e e

2-Years Vocational

Unfted States:
Northeast

New England
Middle Atlantic

North Central

East North Central
West North Central

South

South Atlantic
East South Central
West South Central

West

Mourntain
Pacific

Total

United States: Total
Nertheast

New Enqgland
Middle Atlantic

North Central

fast North Central
West North Central

South

Scuth Atlanti
East South L,:!ra\
West South Central

West

Mountain
Pacific

Unfted States:
Kortheast

New England
Middle Ationtic

North Central

East North Central
West Korth Central

South

South Atlantic
East South Central
West South Central

west

Mountain
Pacific

Total

Aperived fron Th!

Mampshire, Vervor '

Central--Ohys, 'n wn a4, f‘
Rebrasba, tancas, )t
Carolina, Georgia, Florida; T
Loutstana, Oklatioms, Texas; !

Californta, Vivari, Ore

n,

I Military [ Work

|

Undecided

Total

214,394 100.0 96,458 22,872 25,07 31,186 47,821 90,88
45,652 14.5 13,504 3,332 2,613 5,562 7,32 13,317
13,770 4.4 3,842 902 49 1,827 2,000 4,250
31,8e2 10.1 9,662 2,430 1,664 3,735 5,32 9,067
74,733 23.8 19,606 4,583 7,099 6,396 13,254 23,795
46,803 14.9 12,667 2,952 3,889 4,282 8,137 14,87
27,93¢C 8.9 6,939 1,631 3,210 2,114 5,117 8,913

153,798 48.9 51,271 9,703 12,580 14,700 22,590 42,554
60,631 19.3 19,126 4,127 5,250 7.404 7,624
43,483 13.8 14,315 2,360 3,715 3,445 7,088 0
493,634 15.8 17,760 5,216 3,555 3,851 &.,c/8 12,574
40,171 12.8 12,077 5,254 2,779 6,101 12,998 11,220
15,010 4.8 4,382 1,180 V558 3,915 7,903 4,381
25,761 8.0 7,695 4,074 1,228 2,126 5,095 6,639

Caucasian & Other (a-ton-Black)

275,21 100.C 85,835 .20,330 21,932 23,859 43,164 80,091
43,586 15.8 12,812 3,144 2,504 5,182 7,124 12,8
13,295 4.8 3,701 866 ~ 922 1,729 1,945 4,132
30,291 1.0 9,1 2,278 1,582 3,453 5,179 8,682
71,431 26.0 18,395 4,310 6,872 5.916 12,521 23,017
44,113 16.0 11,658 2,723 3,696 3,891 7,887 14,258
27,318 10.0 6,737 1,587 3,176 2,028 5,034 8,759

121,088 44.0 42,927 7,785 9,826 8,418 18,683 33,249
45,293 16.5 15,643 3,240 3,853 3,923 5,967 12,667
34,300 2.5 11,899 1,842 2,926 1,916 5,853 9,875
41,494 15.0 15,395 2,703 3,047 2,579 7.063 10,707
39,106 14.2 11,701 5,091 2,730 4,343 4,256 11,005
14,042 5.4 4,316 1,164 1,547 1,508 1,968 4,339
24,264 8.8 7,385 3,927 1,183 2,835 2,268 6,666

Black

39,143 100.0 10,623 2,542 3,139 7,327 4,717 10,799
2,066 8.3 692 188 109 380 200 457
474 Y.2 41 36 27 98 85 118
1,50 4. 951 152 32 282 145 ° 379
3,302 8.4 1,21 273 227 480 333 778
2,690 6.8 1,009 29 193 39 250 €18
612 1.6 20¢ 44 34 89 83 1€0
32,710 83.6 8,314 1,98 2,754 6,282 4,107 9,305
15,308 39.3 34553 887 1,397 3,481 1,657 4,413
9,182 23.5 2,476 518 £49 1,529 1,235 2,635
8,140 20.8 2,365 513 508 1,272 1,218 2,267
1,06 2.7 376 163 49 185 N 25
168 0.4 66 16 4 24 1¢ 4?2
897 2.3 310 147 45 161 6! 123

S )— 5 1 6 States within each aeoaraphic areg are as fn\low. Yow [nnl\n‘ Maine, New

" ks lsland, Connecticut; “1ddl> Atlantic-=liew York, New Jrv'(,, Tennsylvante: East fortd

i ."n‘ n, » nsing Woet fortr vt - nneeote, towa, Missouri, Nort® wvota, South o

ity casDelavare, Marylana, trict o alertiic, Virginta, wWest “n')r.n. worth Carolina, ath

tiat h frale=vintuchy, Tennosson, Alatinra, Mississippiy West South Central-<irbansas,
t Montana, lutto, Wvonng, Colorado, few Pexico, Arizora, Utah, Nevada; racifice-Alaska,
washington (Bureau 01 the (insus), ik
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Table 5.2

Female High-School Seniors Tested with ASVAR (Armed Services Vocational Fptitude
Battery): by Future Plans, Geographic Area, and Race

(School Year 1974-1975)°

Distribution by Future Plans
Geographic ‘ — o
Area Total 4-Years 2-Years Vocational | Military work Undeciced
8 — —~| of College [of College |or Technical I
Number | Percent {
Total
Unfted States: Total 262,341 100.0 80,293 32,088 16,976 12,565 41,611 78,808
Northeast 31,433 12,0 9,312 4,341 1,150 2,017 5,19 9,348
New England 9,832 3.8 3,028 1,519 392 - 628 1,376 2,809
Middle Atlantic 21,601 18.2 6,284 2,822 * 798 1,459 3,619 €,459
North Central §9,408 22.6 16,489 6,021 4,544 2,667 10,393 19,254
gast North Central 36,832 14,0 10,044 3,918 2,342 1,784 6,626 12,118
West North Central 22,576 8.6 6,445 2,103 2,202 883 3,767 7,176
South 138,902 $3.0 44,472 15,776 9,496 5,948 22,544 40,066
South Atlantic 54,415 10.8 16,586 6,382 4,718 2,923 £,095 15,710
gast South Central 41,018 15.6 12,910 4,369 2,483 1,568 7,082 12,601
West South Central 43,4€9 16.6 14,97¢ 4,825 2,230 1,357 7,366 12,555
West 32,998 12.4 10,020 6,150 1,786 1,863 3,479 9,300
Fourtain 12,328 4.7 3,817 1,722 913 618 1,519 3,738
Facific 20,270 1.7 6,203 4,428 &73 1,245 1,960 5,561
Caucasfan & Qther (~ Non-Black)
United States: Total 221,757 100.0° 67,906 . 27,397 13,560 8,508 36,795 67,591
Kortheast 29,787 13.4 8,751 4,125 1,098 1,804 5,033 8,956
New Englend 9,342 4.2 2,897 1,461 . 382 567 1,326 2,753
Kidgle Atlantic 20,375 9.2 5,854 2,664 716 1,237 3,707 6,197
North Central £6,119 853 15,231 5,598 4,364 2,360 10,024 18,542
East North Central 34,199 15.4 9,011 3,567 2,206 1,539 6,354 11,522
West North Central 21,920 3.9 6,220 2,031 2,158 €21 3,670 7,020
South 104,308 47.1 34,304 11,735 6,354 2,596 18,321 30,998
South Atlantic 38,252 17.3 12,283 4,542 2,981 1217 6,197 11,032
East South Central 30,5¢8 13.8 9,736 3,229 1,667 590 5,744 9,622
Kest South Central 35,408 16.0 12,285 3,964 1,706 789 6,380 10,344
West 31,5603 14.2 9,620 5,939 1,744 1,748 3,417 9,035
Fountain 12,182 8.5 3,765 1,703 906 601 1,504 3,703
Facific 19,381 8.7 §,855 4,236 838 1,147 1,913 $,392
Black
United States: Total 40,584 100.0 12,387 4,691 3,416 4,057 4,816 11,217
Northeast 1,666 4.1 561 216 52 283 162 392
New England 440 1.1 131 58 10 61 50 130
Kiddle Atlantic 1,226 3.0 430 158- 42 222 112 262
North Centrel 3,289 8.1 1,258 423 180 307 368 152
East North Central 2,633 6.5 1.033 351 136 245 272 596
West North Central 656 1.6 225 72 a4 62 s$7 196
South 34,594 85.2 10,168 3,64 3,142 3,352 4,223 9,868
South Atlantic 106,163 39.8 4,303 1,840 1,737 1,706 1,699 4,678
East South Central 10,430 5.7 3,174 1,140 821 978 1,338 2,979
West South (entral 8,001 19.7 2,691 861 584 668 986 2,211
Kest 1,035 2.6 400 211 42 19 62 205
Mountain 146 0.4 52 19 7 17 15 36
Pacific 889 2.2 348 192 . 35 98 LY 169

9 perived from Tables 5.15-5,18. See footnote to Table 5.1 for states by geographic
area.,




Table 5.3

Male High-School Seniors Tested with ASVAD (Armed Services Vocational Aptitude

Battery): by Future Plans, Geographic Area, and Race
(school Year 1974-1975)¢
Percent Distribution by Future Plans
Geographic T
Area 4-Years 2-Years Vocational Military Work Undecided
of College| of Collcue |[or Technical
Caucasian & Other (~~Non-Black)
United States: Total 31.2 7.4 8.0 ‘8.7 15.7 29.0
.Northeast 29.4 7.2 5.8 11.9 16.3 29.4
New England 27.9 6.5 6.9 13.0 14.6 31.1
Middle Atlantic 30.1 7.5 5.2 11.4 17.1 28,17
North Central 25.8 6.0 9.6 8.3 18.1 32,2
fast North Central 26.4 6.2 8.4 8.8 17.9 32.%
Kest North Centrel 24,7 5.8 11.6 7.4 18.4 32.1
South 35.5 6.4 8.1 7.0 15.6 27.4
South Atlantic 34.5 7.1 8.5 8.7 13.2 28.0
East South Central 34.6 5.4 8.5 5.6 17.1 28.8
West South Central 37,1 6.5 7.4 6.2 17.0 25.8
Kest 29.9 13.0 7.0 11.1 10.8 28.2
Meuntain 29.1 7.8 10.4 10.1 13.3 29.3
Pacific 30.4 16.2 4.9 11.7 9.3 27.5
Black
United States: Total 27.1 6.5 8.0 18.7 12.1 27.6
Northeast 3345 9.1 5e3 18.4 9.7 24.0
New England 29.7 7.6 5.7 20.6 11.6 24.8
Middle Atlantic 34.6 9.6 P 17.7 9.1 23.8
North Central 36.7 8.3 6.9 14.5 10.0 23.6
East North Central 37.5 8.5 7.2 14.5 9.3 23.0
West Korth Central 33.0 7.2 5.6 14.5 13.6 26.1
South 25.5 5.9 8.4 19.2 12.6 26.4
South Atlantic 23.1 5.8 9.1 22.6 10.8 28.¢
East South Centra) 26.4 5.6 9.2 16.7 13.5 28.6
West South Central 29%1 6.3 6.2 15.6 14.9 27.9
West 35,3 15.3 4.6 17.4 7.2 20.2
fountain 39.3 9.5 2.4 14.3 o 25.0
Pacific 34,6 16.4 5.0 17.9 6.8 19.3
Source: Derived from Table 5,1, Sum of each row = 100 percent,
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Table 5.4

Female Hiah-School Seniors Tested with ASVAB (Armed Services Vocational Aptitude

Battery):

(School Year 1074-1975)°

by Future Plans, Geographic Areca, and Race

Percent Distribution by Future Plans

Geographic Area 4-Years 2-Years Vocational Military Work Undecided
of College |of College | or TJechnical
Caucasian & Other (~~ Non-Black)
United States: Total 30.6 12.4 6.1 3.8 16.6 30.5
Northeast 29.4 13.8 3.7 6.1 16.9 30.1
New [ngland 30.8 15.6 4.1 6.0 14.1 29.4
Micdle Atlantic 28.7 13.1 3.5 6.1 18.2 30.4
North Central 27.1 10.0 7.8 4,2 17.9 33.0
East North Central 26.3 10.4 6:5 4.5 18.6 33.7
KWest North Central 28.4 9.3 9.9 Sl 16.7 32.0
South 32.9 11.2 6.1 2.5 17.6 29.7
South Atlantic 32.1 11.9 7.8 3.1 16.2 28.9
East South Central 31.8 10.6 5.4 1.9 18.8 31.5
West South Central 34.6 11.2 4.8 22 18.0 29.2
West 30.5 18.8 5.5 5.6 10.8 28.8
Mountain 30.9 14,0 7.4 4.9 12.4 30.4
Pacific 30.2 21.9 4.3 5.9 9.9 27.8
Black
United States: Total 30.5 11.6 8.4 10.0 11.9 27.6
Northeast 38.7 13.0 3.1 17.0 9.7 23.5
New England 29.8 13.1 2.3 13.9 1i.4 29.5
Middle Atlantic 35.1 12.9 3.4 18.1 9.1 21.4
North Central 38.2 12.9 5.5 9.3 11.2 22.9
East North Central 39.2 13.3 9.é 9.3 10.3 21
West North Centreal 34,3 11.0 6.7 9.4 14,8 23.8
South 29.4 111 L et 12.2 28.5
South Atlantic 26.6 11.4 10.7 10.6 1.7 29.0
East South Central 30.4 10.9 7.9 9.4 12.8 28.6
West South Central 33.6 10.8 13 8.4 12,3 27.6
West 38.6 20.4 4.1 11.1 6.0 19.8
Mountain 35.6 13.0 4.8 11.6 10.3 24.7
Pacific 39.2 21.6 3.9 11.0 e 19.0
Source: Derived from Table 5.3. Sum of each row = 100 percent.




A comparison of ASVAB results by future plans with the ‘results of
the Youth Attitude Tracking Study (Market Facts, Inc., 1976), Gilbert
Youth Surveys (MARDAC, 1975), and The Opinion Research Corpora}ion
(ORC) survey of attitudes (ORC, 1973) shows the degree of favorable
attitudes toward military enlistment among ASVAB participants to be
less divergent from the general population. Yet, on the basis of
actual futwre plans, it would appear that the ASVAB is disproportion-
ately represented by individuals who are seriously considering the
military as an alternate activity after graduatiop from high school.

Extent of Participation

As indicated in Tables 5.5 and 5.6, approximately 22 percent of
all male high school seniors took the ASVAB test--in itself, a reason-
ably high percentage. The corresponding percent for female high school
seniors was 18.1. The data reveal, however, exceptionally lLarge geo-
graphic differences in the extent of ASVAB participation by all high
school seniors. These differences are especially apparent in Table
5.5, in which the states are arrayed on a regressive scale by the per-
cent of high school seniors tested with ASVAB and by sex. These dif-
ferences by states range for male seniors from as high as 68.3 percent
in Mississippi to as Tow as 6.2 percent in the District of Columbia--
and from 65.0 percent to 3.6 percent for female seniors in the same
states.

From the results presented in Table 5.6, it can be seen that the
greatest participation occurred among states in the South, and the
least amount of participation among states in the Northeast. It is
interesting to observe that the traditional strongholds of military re-
cruitment are in rural areas and the South--while the military has his-
torically been most underrepresented by volunteer enlistments in large
cities and, especially, the Northeast. This might tend to suggest that
the voluntary testing program administered through ASVAB in the high
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Extent of Participation:

Table 5.5

percent of High-School Seniors Tested with ASVAB,

by State and Sex--Arrayed on a Regressive Scale
(School Year 1974-1975)

Percent
Tested Male

Female

79.0-65.1  Mississippi (63.3)

65.0-60.1 \labama (61.1) Mississippi (65.0)

6?.0~55.1 - Alabama (56.1)

55.0-50.1 - -

50.0-45.1 Louisiana (49.4); Arkansas (46.7) e

£5.0-60.1 South Dakota (45.0); Tennasseo Arkansas (41.3); South Dakota (41.1)
44.6); Georgia (43.7); Kentucky
40.6)

40,0-35.1 South Carolina (40.0); torth Tennessee (39.4); Georgia (37.4);
Dukota (37.1); ltorth Carolina Louisiana (35.6)
(35.5); Oklahoma (“5 4); Mest
Virginia (35.3); Montana (35.3)

35.0-30.1 New Mexico (33.8); Hawaii(31.9); tiorth Dakota (33.9); Ke tuc v {33.7);3
Texas (30.8) South Carolina (33. 5) klahoma (33.0);

New Mexico (32.6); torth Carolina (31.6)
30.0-25.1 Missouri (29.1); Uyaming (23.9), Mlest Virainia (22.9); Truas (?7 1Y

Nebraska (22.8); Virginia (28.5) Montana (27.6); Missouri (26
Idaho (26.9)

Florida {24.3); Pennsylvania
23.0); VYeine (22.0); Alaska
21.2); Indiana (20.2)

20.0-15.1 New Hampshire (19.9); Kannas

25.0-20.1 Yirginia (24.9); Idaho (22.7); !-braska
(21.8); Florida (20.8); MNew Haupshire

(20.5); Hyoming (20.3); Hawaii (20.1)

Alaska (18.3); Pennsvlvania (16.7);
(19.8); Verm onL (‘9 7); Phode Maine (16.7); Arizona (16.5); Delauare
1sland (18.8); Dolaw are (18.8); (16.2); Indiana (16.0)
Arizona (12. J) \t‘h1n1 on (18.2);
Wisconsin ()7.4); 1W¥inois (17.3)3
Connecticut (16.1); Massachusetts
(15.8); tevada (15.2)

Ohio (14.9); Towa (14.8); Maryland Vashington (14.5); Kansas (13.9);
14.6); Colorado (14.3); Orecon Wisconsin (13.5); Rhode Island (13.3);
14, l; Michigan (13.2); Utah llevada (13.1); Connecticut (12.9);
12.1); New Jersey (11.9); IMlinois (12.8); Vermont (12.6):
California (11.1); Minnesota ¥aryland (11.6); Ohio (11.2); Oregon (11.1);
(11.0) Michigan (10.6); Colorado (10.2)
10.0-5.1 New York (7.3); District of Massachusetts (9.3); lowa (9.1);
Columbia (6.2) California (8.9); Minnesota (8.5); Hew
dersey (8.1); Utah (7.8)

15.0-10.1

5.0-0.1 - Nevr York (4.2); District of Columbia
(3-(’)
Unfted States:
Total 22,2 18.1
Source: D‘rlv"d on the basis of a, ].hl(f b. lb—_),] v bo ASVAB Summary Data (1
July 1974-39 June 1975), prepared by Plan/Manzacment Analysis Uranch, Avmed forces

VYocational Testing Group, Randolph Air Force Base, 31 July 1975, and c. Digest of
Educational Statistics 1974 fdition, Table 67, U.S. Department of Hca\th, tducation,
and Welfare/ Education Division, 1975,
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Table 5.

Percent of High-School Seniors Tested with ASVAB, by

6

Geographic Area and Sex
(School Year 1974-1975)2

Geographic Area

Percent Tested with ASVAB, by Sex

Male Female

UNITED STATES: Total 22.2 18.1
Northeast 14.5 9.8
New England 17.1 12.0
Middle Atlantic 13.6 9.1
North Central 17.8 14.0
East North Central 16.1 12.4
West North Central 21.8 17.7
South 36.5 3.7
South Atlantic 30.2 25.8
East South Zentral 52.0 45.9
West South Central 36.3 31.3
West 15.3 12.1
Mountain 20.9 17.2
Pacific 13.1 10.3

@ See footnotes to Table 5.1--for states by geographic area, and Table 5.5-

for corresponding data by state.
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schools attracts the greater participation of those who are otherwise
favorably predisposed toward the military and/or representative of
regions in which there is greater acceptance of the military. This
hypothesis would be difficult to test without the inclusion of some
additional measures in the data base, since future plans (Tables 5.1,
5.2, 5.3)-~though indicative of a generally unrepresentative level of
favorable attitudes toward the military--also show participation by
many individuals interested in activities other than military service.

Nevertheless, when ‘these data are compared with the data in Tables
5.1, 5.2, and 5.3, the above hypothesis regarding the attitudes of par-
ticipants is supported. For example, although seniors in the Northeast
show the greatest propensity toward enlistment (and probably the greatest
differcnce from the propensity of the total population of high school
seniors in that area), their actual participation in ASVAB testing is
the lowest of all regions. The inference here is that, among seniors
in the Northeast who participate in ASVAB testing, there is a very
disproportionately favorable inclination toward the military. And,
while the distribution of individuals by future plans is probabiy most
similar in the South (although still discrepant), it is in the South
wheré ASVAB participation is highest--and, where many sociologists
believe attitudes toward the military in general are much more ap-
proving (cf. Janowitz, 1975a).

Mean Equivalent AFQT Scores

ASVAB form IT was used for these tests. Mean equivalent AFQT scores
were derived from the following ASVAD content areas: Word Knowledge,
Arithmetic Reasoning, and Space Perception. These mean equivalent AFQT
scores are presented in Tables 5.7 through 5.14, by state, geographic
area, selected future plans ("d-years of cél]egc" and "military"), and
sex. From a representational perspective, these data clearly indicate

mogt conspicuous race differences, and geographie differences within
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Table 5.

Male High-School Seniors Tested with ASVAD:

7

Mean Lquivaler't AFQT Percentile Scove,

by Future Plans, Geographic Area, and Race

(School Year 1974-1975)

Mean Equivalent AFQT Percentile Score by Future Plans

Geographic b . = ]
Aread . T e T o
Total 4-Years 2-Years Vocational Military Work Undecided
of College | of College [or Technical
Caucasian & Other (~ MNon-Black)
United States: Total 54.9 67.4 53.4 50.1 50.9 41.8 51.4
Northeast 57.8 70.3 56.8 53.3 53.3 45.9 54.8
New England 57.7 70.5 Sl 54.3 53.9 46.2 54.1
Middle Atlantic 57.8 70.2 56.6 52.7 53.0 45.8 55.7
North Central 57.3 71.2 56.7 L 3.1 45.2 54.8
East North Central 56.9 70.9 56.0 5.3 52.6 44.2 54.1
Nest North Central 58,1 71.6 5¢.0 56,2 54.0 46.6 559
South 51.5 64.3 49.1 44.6 47.5 37.2 46.8
South Atlantic 53.2 66.3 51.2 45.5 48.3 37.9 48,7
East South Central 48.9 62.1 46.3 42.6 45.9 35.2 44.2
West South Centeal 51.8 63.9 48,5 45.4 47.6 38.4 4a7.1
West 57.5 69.4 55,0 82.7 51.9 45.0 54.3
Mountzin 56.1 63.0 53.0 51.7 §2.2 45.0 63T
Pacific 58.3 70.1 55.6 53.9 $1.7 45.0 55.0
. Black

United States: Total 24.4 3.2 22,0 21.8 22.3 5.9 221
Northeast 2.9 40.0 28.9 i 231 24.4 3C.4
New England ».5 39.3 27.5 31.8 31.7 25,0 30.2
Middle Atlantic 32.8 40.2 29.3 30.7 28.2 24.2 30.5
North Central 32.3 37.4 27,9 .0 301 23.7 31.0
gast North Central N7 36.3 1.5 30.9 29.8 24.0 30.4
West North Central 34.9 43.4 30.2 314 383 23.0 33.5
South 22.8 31.6 2.2 20.4 ehee 14.8 20.7.
South Atlantic 23.5 33.2 22,0 20.4 21.0 159 21.8
East South Central Z21.8 29.2 19.7 20,0 20.7 14.0 201
West South Central 23.3 31.4 el.e 211 a2.2 14.5 21.0
West 34.7 42,6 29.9 28.0 29.3 22.4 &0
Mountain 37.9 44,7 26.5 - - 29.8 26.5 32,5
Pacific 3.1 42,2 30.3 28.0 29.2 21.3 3NS5

Source: Derived from tabulations by MARDAC. =-- signify no cases or less

than 25 cases reported.

& see footnote to Table 5.1 for states by geographic area.
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Table 5.8

High-School Senfors Tested with ASVAB: Mean Equivalent AFOT Percentila Score
by State, Race, Sex, and Future Plans--Arrayed on a deqressive Scale

(School Year 1974-1975)"

Sex: Male Future Plans: Total
Mean AFQT ’
Percentile Caucasian & Other ( ~ Non-Black) Black
Score

65.0-60.1 ° Montana (62.8); Washinaton (61.8);
Towa (61.5); Wisconsin (61.4);
Alaska (61.4); Wyoming (61.1); Rhode
Island (60.6): Ovegon (50.5) 1

60.0-55.1 . Idaho (60.0); Minnesota (59.8);
Nebraska (59.8); Mow Hempshire
59.6); Utah (58.9); Maryland
58.6); Kansas (58.3): South Dakota
58.5); Connecticut (%2.1); Michi-
gan (57.8%; New York (57.8);
Pennsylvania (57.8); lew Jersey
(57.7); Florida (57.4); Massa-
chusetts 557.2); California (57.0);
Colorado (56.7); torth Dakota (56.4);
Hevada (56.3); Delawaere (56.3);
Maine (56.2); Inaiara (56.2); I11i-
nois (56.0); Hawaii (55.0); Missouri
65.6); Virginia {55.9%); Vermont
55.1)

55.0-50.1 Ohio (55.0); Arizona (54.1); Texas
52.6;; Georgia (52.1); Louisiana
52.0); South Carolina (51.4);
Arkansas 253.3); Tannessee (50.5);
Oklahoma (50.3); Mississippi (50.2);
North Carolira (50.1)

50.0-45.1 West Virginia (48.1); tiew Mexico (47.9); |
Kentucky (47.8); Alabema (47.4) :

65.0-40.1  District of Columbia (42.1)

40.0-35.1 Washington (38.4); Arizona (37.9);
Wisconsin (37.0); Pennsylvania
(36.2); Kansas (36.0)

35.0-30.1 Missouri (33.5); California (33.4);
Massachusetts (32.9);New Jorsey
32.8;; I11inois (32.3); Onio
31.6); Indiana (31.7); Connecti-
cut (30.5); New York (30.9);
District of Columbia (30.3)

30.0-25.1 Michigan (30.0): Maryland (29.7);
Mest Virginia (28.8); Virginia
28.8}; Yentucky (27.4); Tenressee
26.5

5.0-20.1 Texas (25.0);: Delaware (24.9);
Oklahoma (24.4); Florida (22.5):
Louisiana (23.1); forth Carolina
(22.9); Georgia (21.5); South
Carolina (21.1); Mississipg
20.9;; Atabama (20.4); Arkansas
20.3

i Unfted States:
Total . 54.9 24.4

| T
| States with less than 25 cases vere omitted,
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Table 5.9

High-School Senifors Tested with ASVAB: Mean Equivalent AFQT Percentile Score,
by State, Race, Sex, and Future Plans--Arrayed on a Regressive Scale

(School Year 1974-1975)2

Sex: Male Future Plans: 4 Years of College
Mean AFQT ; .
Percentite Caucasian & Other ( A Non-Black) - Black
Score

80,0-75.1 lowa (76.1); Minnesota (75.8)

75.0-70.1 Wisconsin (75.0); Washinaton (74.8);
Montana (73.8); Wyoming (73.6); Maine
(73.6); Rhode Island (72.8); South
Dakota (72.8); Nebraska (72.7); New
Hampshire (72.5); ldaho (72.3);
Pennsylvania (71.4); Alaska (71.2);
Indiana (70.9); Michigan (70.8);
Kansas (70.8); Oregon (70.7); Hawaii
(70.6); Maryland (70.6); Delaware (70,3);
Ohio (70.2); Connecticut (70.2)

70.0-65.1  North Dakota (65.9); Utah (69.7);
IMinois (69.7); Missouri (69.6);
Vermont (69.4); Massachusetts (63.4);
Virginia (69.2); New York (63.8);
Colorado (68.7); California (62.6);
Florida (68.4); New Jersey (68.1);
Nevada (67.6); Arizona (67.0)

65.0-60.1  Texas {64,7,; Tennessee (C4,6);
weorgia (64.5); licrth Carolina (24.3);
West Virginia (63.9); South Carolina
63.9); Arkansas (63.5); Kentucky
63.1); Oklahoma (63.1); Louisiana
62.7); New Mexico (60.9); Alabama

60.2)
60.0-55.1 Mississippi (60.0)
55.0-50.1 —----
50.0-45.1 District of Columbia (48.3) Pennsylvania (45.4)
45,0-40.1 Maryland (42.7); Arizona (42.2);

Indiana (42.0); Massachusetts
(41.9); California (41.9); HNew
Jersey (41.8); Missouri (41.6);
Wisconsin (41.4)

40,0-35.1 Virginia (38.5); Ohio (37.5);
INlinois (36.6); District of
Columbia (36.1); West Virginia
(26.0); Connecticut (35.8);
Kentucky (35.6); New York (35.5);
Tennessee (35.4)

35.0-30.1 Texas (34.2); Michigan (32.9);
North Carolina (32.8); Georgira
(32.4); South Carolina (31.9);
Oklahoma (31.8); Louisiana (30.1)

30,0-25.1 y Florida (29.0); Arkansas (29.0):
Alabama (28.8); Mississippi (26.5)

United States:
Total: §7.4 33.2

8 states with less than 25 cases were omitted.
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Table 5.10

High-School Seniors Tested with ASVAR: Mean Eq

uivalent AFQT Percentile Score,

by State, Race, Sex, and Future Plans--Arrayed on a Pegressive Scale
(School Year 1974-1975)°
Sex: Male Future Plans: Military
Mean AFQT '
PercentiTe
Score Caucasian & Other (A Non-Black) Black
65.0-60.1 Alaska (61.3)
60.0-55.1 Wisconsin (59 6); Montana (58.6);
Idaho (57.9); Oregon (57.8); South
Dakota (57. 5) Minnesota (57.4);
Washington (57.1); tiebraska
(56.9); Wyoming (56.7); Rhode Island
55.8); Iowa (55.7); Connecticut
55.7); New Hampshire (55.7)
55.0-50.1 Utah (54.9); Colorado (54.3); North
Dakota (54.1\; Michigan (54.@);
Maine (53.5); Kansas (53.3);
Pennsylvania (53.2); New York (53.2);
Massachusetts (52.7); Nevada (52.5);
Vermont (51.9); Arizona (51.9);
Florida (51.9); New Jersey (51.4)
Indiana (51.1); Chio (50.5);
Virginia (50.4); California (50.2)
50.0-45.1 1Illinois (49.8); Maryland (49.8);
Missouri (49.4); Arkansas (49.3);
Delavare (48.9); Louisiana (48.4);
Texas (47.6); Georgia (47.5);
Mississippi (46.9); Alabama (46.4);
Tennessee (46,2); Oklehema (45.7);
West Virginia (45.3)
45,0-40.1 North Carolina (44.9); South Carolina
244.7); New Mexico (44.4); Kentucky
44.2)
40.0-35.1 Hawaii (39.3)
35.0-30,1 Massachusetts (33.2); I1linois (31.9);
Missouri (31.4); Pennsylvania (30.5)
30.0-25.1 Connecticut (29.5); Nhio (20.0);
California (28.8); Michican (28.6);
New York (28.3); West Virginia (26.9);
New Jersey (26. 6) )
25.,0-20.1 Indiana (25.0); Maryland (24.2);
Virginia (24. “). Oklahoma (23.8);
Tennessee (L: 6); Texas (23. »);
Louisiana (22.5); Delaware (2:
Kentucky (22 )), Florida (21. Z).
South \amhlm (20.6); Alabama (20.4);
Georgia (20.1); North Carolina (20.1)
20,0415,1 Mississippi (19.9); Arkancas (12,9)

United States:
Total 50.9

22.3

8 ctates with less than 25 cases vere omitted,
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Table 5.11

Female High-School Seniors Tested with ASVAB: Mean Equivalent AFQT Percentile
Score, by Future Plans, Geoaraphic Area, and Race

(School Year 1974-1975)

’ Mean Equivalent AFQT Percentile Score by Future Plans
Gecgraphic
Area @ Tatal 4-Years 2-Years Vocaticnal Military Work Undecided
of College | of College | or Technical
=4 = i I
Caucasian & Other ( ~ Non-Black)
Unfted States: Total 48.6 €0.9 47.7 44,1 44.4 38.7 43.4
Northeast 52.0 65.1 50.7 49.0 47.6 41.6 47.0
New Englend 52.1 65.5 49,7 48.9 47.9 40.9 46.0
Middle Atlantic 52.0 64.53 51, 45.0 47.5 41.8 47.5
North Central 52.2 65.1 52.3 50.4 47.6 42.5 47.8
Fast North Central 51.3 64.8 51.3 49.3 46.6 42.3 47.0
West North Central 53.5 65.6 54.1 51.5 49.5 42.9 49.1
South 44.9 573 43.9 39.0 38.7 35.3 331
South Atlantic 46.2 59.6 45.2 39.7 39.7 35.7 40.2
East Soutn Central 42.2 54,1 42.0 36.5 38.2 33,6 37.1
West South Central 45.6 572 43.9 40.2 37.5 36.5 39.7
Kest 51.0 62.9 48,6 45.7 45.0 41.2 45.9
ﬁountﬂn 49.8 61.1 48.5 42.9 43.6 41.1 45.0
Pacific 51.8 63.9 48.6 45,7 45.0 41,2 45.9
Black
Unfted States: Total 20.7 27.9 19.1 17.3 19.1 14.1 17.7
Northeast 27.5 34,0 251 i} 26.5 17.4 24.7
New Englard 25,1 311 23.5 - 26.0 1579 2
Middle Atlantic 26.4 34.9 25.6 25.0 26.7 18.2 2.
North Central 26.0 31.4 21.4 2esl 24,7 19.6 €39
East North Central €5¢5 30.1 20.8 216 25.1 19.1
, g . . . . 24.3
West Korth Central 2747 37.3 24.4 23.9 23,1 el 22.3
South 19.6 26.9 18.2 16.8 17.7 13.4 16.9
South Atlantic 20,1 28.5 19.1 17
East South Central 16.6 25.1 16.5 16:3 i?:? 126 163
West South Central 20.1 26.8 ©18.4 16.9 17.7 13.9 17.0
West 28.0 34.4 23.6 22.0 27.2 20.8 24.1
Mountain 26.9 32.1 -- - .- - 24.3
Pacific 28.2 34.8 23.0 22,7 28.1 20.0 24.0

Source: Derived from tabulations by MARDAC. --signify no cases or less than 25
cases reported,

@ see footnote to Table 5.1 for states by geographic area.
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Table 5. 12

High-School Seniors Tested with ASVAB:

Mean fquivalent AFOT Percentile Score,

by State, Race, Sex, and Future Plans--Arrayed on a Regressive Scale
(School Year 1974-1975)°

Sex: Female

Future Plans: Total

Mean AFQT
Percentile
Score

GO-SS:I_Ah IOEE‘ISi.S)zaﬁontdnaV(;/.G); MyumingA-Am

(56.4); Nebraska (56.2); Wisconsin
(56.2); Oregon (56.0); ldaho (55.5)

55.0-50.1
Rhode Island (54.1); Alaska (53.6);
"Kansas (53.3); Hawaii (53.2);
Massachusetts (52,7); tlew Hampshire
(52.6); Hew York (52.4); Michigan
(52.3); Maine (52.2); Vermont (52.1);
Pennsylvania (52.0); Utah (51.8);
Missouri (51.6); Minnesota (51.6);
North Dakota (51.6); N
Colorado (51.2); nevada (51.1);
Maryland (50.6); Florida (50.3);
Connecticut (50.2); California (50.1)
I11inois (50.0); Indiana (49.9); Ohio
$49.7); Virainia (48.3); Arizona

46.9); Delaware (46.8); Texas (46.2);
Arkansas (45.5); Oklahoma (45.4);
Georgia (45 3)

50.0-45.1

45.0-40.1 North Carolina (44.1); Louisiana
(44.1); Mississippi (43.9); South
Carolina (43.1); Tennessee (43,0);
West Virginia (42.1); Alabama (41.8);
New Mexico (41.6); Kentucky (40.9)
40.0-35.1 -

35.0-30.1 District of Columbia (34.6)

25,0-20.1

20,0-15.1

Caucasian & Other ( a Non-Black)

South Dakota (54.3); VWashinaton (54,2);

¢ Jersey (51.3);

Black

Wisconsin (33.6), Kansas (30.9);
New York (30,7); Arizona (30.4);
Pennsylvania (29.4); California
26.0); Indiana (27.8); Missouri
26.6); Washington (26.5); MNew
Mexico (26.4); New Jersey (26.4);
West Virginia (26.0): District of
Columbia (25.9); Massachusetts
225.9); I1linois (25.5); Ohio
25.2) ;

Connecticut (24.8); Michiaan (24.7);
Virginia (23.5); Maryland (23.2
Tennessece (22.b); Oklahoma
KCI!LUCk}' (::’.]); Texas (tl.é‘;;
Delaware (20.8)

Nevada (19.9); Florida (19.7):
North Carolina (19.2); Louisiena
(19.1); Georgia (18.9); South
Carolina (18.5); Arkansas (18.2);
Alabama (18.0); Mississippi (17.5)

7n .
\c&.c )y

United States:

Total: 48,6 20.7
States with less than 25 cases were omitted,
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Table 5.13

bigh-School Seniors Tested with ASVAB: Mean Equivalent AFOT Percentile Score
by State, Race, Sex, and Futureians-=Arrayed on a Fegressive Scale

(School Year 1974-1975)% ™ s

L
Sex: Female Future Plans: 4 Years of College -
Mean AFQT
Percentile Caucasian & Other ( A Non-Glack) Black
Score
75.0-70.1  Vermont (72.1); lowa (71.8)
70.0-65.1 Wisconsin (69.5); Minnesota (68,9);
Washington (€3.6): Montana (68.0);
Rhode Island (67.8); lebraska (67.7);
Oregon (67.4); Maine (67.4); Wyoming
(67.3); Hawaii (66.6); South Uanota
66.5); Pennsylvania (66.1); Michigan
65.9); Idaho (65.8); Connecticut
65.2)
65.0-60,1 Kansas (64.9); Mew York (64.7);
Massachusetts (0d.6); Indiana (64.6);
Ohio (64.3); New Hampshire (54.1);
Maryland (63.8); Missouri (63.8);
Colorado (63.7); Virginia (62.6);
Alaska (62.6); Utah (62.5); Delaware
(62.4); Nevada (62.4); Illinois
(62.3); New Jersey (61.8); Califernia
61.6); Florida (61.5); North Dakota
61.1)
60.0-55.1 CGeorgia (58.4); Arizona (58.3);
Texas (58.0); North Carolina (57.6);
West Virginia (57.4); Arkansas (57.1);
Oklahoma (56.7); Tennessee (56.5);
South Carolina (56.3); Louisiana
(55.2)
55.0-50.1 New Mexico (54.5); Kentucky (54.2);
Mississippi (53.3); Alabama (52.2)
50.0-45,1 --
45,0-40.1  District of Columbia (40.8)
40.0-35.1 New York (38.6); Pennsylvania (37.7);
. West Virginia (36.4); Missouri (35.7)
35.0-30.1 Indiana (34.9); California (34.2);
Massachusetts (32.9); Maryland (32.2);
Virginia (32.3); New Jersey (31.2);
Tennessee (30.8); Ohio (30.5);
Oklahoma (30.5); Connecticut (30.1)
30.0-25,1 IMlinois (29.9); Kentucky (29.7);
Texas (29.4); Michigan (23.2); Georgia
(28.4); tiorth Carolina (27.8);
Delaware (27.1); South Carolina (26.1);
Florida (25.8); Louisiana (25.4);
Atabama (25.3)
25.0-20.1 Arkansas (24.6); Mississippi (22.7)

United Statcs:

Total: 60.9

er.9

3 States with less than 25 cases were omitted,
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Table 5,14

High-School Seniors Tested with ASVAB: Mean Equ
by State, Race, Sex, and tuture Plans--Arra

ivalent AFQT Percentile Score,
yed on a Regressive Scale

(School Year 1974-1975)°
Sex: Female . Future Plans: Military
Mean AFQT
Percentile Caucasian & Other ( ~ Non-Black) Black
Score
§5.0-50.1 Idaho (54.6); Minnesota (54.2);
Nebraska (53.5); Wisconsin (51.7);
Oregon (51.4); North Dakota (51.3);
South Dakota (51.1); Montana (51.1);
Maine (50.1)
50.0-45.1 Iowa (48.7); Pennsylvania (48.6);
Mevada (48.3); Massachusetts (48.1);
Washington (47.5); New York (47.4);
Indiana (47.2); New Hampshire (46.8);
Connecticut (4€.7); Michigan (46.7);
Vermont (46.2); I1linois (46.2);
Missouri (45.4)
45.0-40.1 California (45.0); Del aware (44.9);
Kansas (44.7); Florida (44.5);
Maryland (43. 6), few Jcrsov (43.5);
Mississippi (43.4); Colorado (43.2);
Ohio (42.7)
40,0-35.1 Arizona (39.9); Virginia (?“ 6);
Arkansas (28.9); Georgia (38 %),
Alabama (37.8); Louisiana ( .6);
Kentucky (37.5); Texas (37. 4); viest
Virginia (37.0);0klahoma (36.6); 'ew
Mexico (36.4); Tennessee (36.4)
35.0-30.1 North Carolina (34.6); South Carolina
(31.4)
30.0-25.1 Hawaii (28.3) Pennsylvania (29.1); California (28.2);
Indiana (26.7); Connecticut (26.1);
New York (25.8); I1linois (25.2)
25.0-20.1 New Jersey (24.8); Michiqan (24.7);
Ohio (24.3); Missouri (24.3);
Delaware (23.4); Kentucky (22.1);
Maryland (21.6); Texas (21.0);
Virginia (21.0); Tennessee (20.€)
20,0-15,1 Arkansas (19.2); Oklahoma (17.8);
South Carolina (17.5); North Carolina
(17.4); Florida (17.2); Alabama
(17.0); Georgia (16.7); Mississippi
(16.2); Louisiana (15.7)
United States:

Total 44 .4

19.1

8 States with less than 25 cases were omitted.
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the ractial claseification., Further, based on future plans, the mean
AFQT scores of military-directed individuals are noticeably lower than
those who plan to enter college, and lower as a qgroup than the overall
population. Sex differences in the scores of those who plan to enter the
military art also apparent--with females éhowinq lower mean AFQT scores.
A comprehensive statistical analysis of the relationship between
the ASVAB distribution of AFQT scores and the distribution of the
general population (derived from the mobilization plan) would be neces-
sary to evaluate AFOT representativeness in the ASVAB sample., How-
ever, from available evidence it would appear that the distribution of
equivalent AFQT percentile scores among ASVAB seniors is generally lower
than the distribution among high school seniors in the total popula-
tion (especially for Blacks)., And, the AFQT distribution among ASVAB
participants who indicate "4-years of college" as a future plan is
closest to the distribution of high school seniors in the United States.
This would suggest that the distribution of those who plan "4d-years
of college" could possibly be weighted to reflect the distribution
of seniors in the general population.

Discussion If one overriding conclusion could be drawn from the
present evaluation of ASVAB information, it would be that the sample is
probably biased by the disproportionate representation of individuals
favorably predisposed toward the military. Many ASVAB officials (from
conversations with ASVAB program administrators and data analysts) feel
that representation of the ASVAB by high schools is "adequate," with
the exception of large cities. Yet, they do feel that the studente

who take the ASVAB are not representative of the populations within
their high schools--i.e., that the distribution is skewed. Guidance
counselors do urge certain students to take the test, but participation
is on a completely voluntary basis--and, consequently, very likely to
be biased.
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This evaluation of the ASVAB is, neverthecless, exploratory, and
the interpretations of results offered above are suggestive rather than
conclusive., In addition, it is focused on only ASVAB participants who
had completed the eleventh grade at the time of testing. A great deal of
further research would be necessary to determine whether the ASVAB is
a valid source of information on the total military-available population,
and if not, whether procedures (statistical, or even in the system of
actual test administration) could be implemented to create a represent-
ative sample. Data are available which would provide further detailed
information on the distribution of the equivalent AFQT percentile scores
(and those in condensed form by mental categories). Data are also
available with respect to aptitude area tests, which should prove of
major importance in relating these tests to the equivalent AFQT mental
categories. Also, ASVAB testing is a continuous program which includes
students in grades 9 through 12. As the Dol Institutional ASVAB pro-
gram continues to expand--and the ASVAB becomes more widely accepted
in the high scheools as an indicator and reference of aptitude--it is
expected that new data will more clearly reflect the distribution of the
military-available population at-large. The ASVAB has also been esta-
blished for mental testing, beginning with calendar year 1976, at the
Armed Forces Examining and Entrance Stations (AFEES)--making possible
analysis of ASVAB results based on the additional parameters of exami-
nation, rejection, and enlistment for military service.

From the perspective of Army representation, as evidenced through
comparisons by future plans, it is interesting to observe that the mean
AFQT scores are much Tower for those who plan to enter the military
than those who plan to enter college--and, lower overall for military-
directed individuals than the total group of high schodl senior parti-
cipants. However, the scores of those who plan to enter the military
are also noticeably higher than the scores- of those wino plan to enter
the civilian working force. In addition, these data confirm accession
statistics, in demonstrating the generally higher appeal of military
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service among Blacks (as a group) than Whites. Further inference of
representational relationships from the ASVAB will be available when
accession data tapes are matched with the ASVAB II and V. Qualitative
information on mental category and educational level, and information
on the geogtaphic areas (states) where tested and enlisted will be
included. This merge is expected to be completed in the near future.
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Table 5.

15

High-Schonl Seniors Tested with ASVAB (Arimed Services Vocational Aptitude
Battery): Numerical Distribution by Future Plans, State, Race, and Sex

(School Year 1974-1975)

0

. +  Mal
Race: Caucasian & Other (~ Non-Black) Sex ale
Numerical Distribtution by Future ans
State Total d-Years 2-fears Yocetionsl “iiitary work uUndecided
of Colleqe of College or Tecrnical

Unfted %tates: Total 275,211 85,805 20,330 21,932 T23,629 43,14 83,091
Alabara 9,569 3,376 545 828 593 1,820 2,807
Alaska 6 156 25 @ 29 8 126
Arizona 2,59% 742 352 176 374 06 €45
Arkensas 5,184 1,723 179 520 282 924 1,5%
California 14,636 4,468 2,510 560 1,726 1,261 3.1
tolorado 2,534 735 194 194 240 386 785
Connecticut 2,931 €29 235 235 367 23 892
Delaware 685 200 Y] s 78 120 195
District of Columhia 67 pL} 3 .- 7 3 20
Florida 8,114 2,983 as? 344 1,092 699 2,139
Georgle €,672 2,907 555 985 571 1,043 2,611
Havatd 1,666 746 172 7 215 102 557
Ieho 1,806 &2 163 252 117 226 576
tnets 10,902 3,101 1,161 840 786 1,993 3,019
Irdians 7,554 2,316 297 586 626 1.3¢c4 2,385

Tows 3,351 629 171 413 330 627 1,161
Kansas 3.232 865 290 359 212 537 969
Kentucky §,054 2,463 Ty E03) ) 1.718 2,426
Loufsfzna 7,755 3,439 259 511 439 1,315 1,792
Maine 1,677 i 84, 221 266 234 549
Maryland 3,250 1,158 285 110 328 439 930
Massachosetts 5,931 1,750 353 252 711 20 1,825
Fichigen 8,295 2,13 681 4c8 81 1,240 2,877
Minnesota 3,575 597 149 779 I 91 1,268
Miectesipt 5,856 2,394 632 340 266 721 1,503
Missourt 9,121 2,748 s [13] 618 2,114 2,467
Montana 2,132 538 92 297 224 ‘269 112
Kebraska: 3,204 838 131 01 201 651 1,062
Nevada 562 192 3% Q 74 78 141
New Hampshire 1,084 280 61 112 168 108 355

New Jersey 4,926 1,660 345 317 485 (17 25
New Mexico 3,106 971 148 316 368 32 l'93}
New York 7,157 1,787 875 166 1,758 786 2,265
North Carglira 9,124 2,948 5€6 1,176 157 1,183 2,510
Karth Uskots 1,993 438 247 15 104 255 797

Ohfo 10,961 2,677 463 798 1,041 2,261 3,721
Ok ahoms 6,856 2,427 45 601 384 1,267 1,232
Oregon 2,351 770 205 108 %1 304 673
Penasylvania 16,208 5,464 1,068 1,079 1,710 3,72 5,172
Rhode [slend 1,067 401 82 50 95 133 3c6
South Carolina 4,189 1,694 194 558 N3 362 1,078
South Dakots 2,112 622 83 189 189 az 1,035
Tennessee 10,422 3,656 373 1,055 606 1,593 3,139
Texes 21,699 7,896 1,840 1,415 1,474 3,537 5,607

Utah 1,241 401 103 193 52 203 26
Vermont €55 90 51 52 120 nz 225

| Virgints 6,769 2,4 5652 325 a1 1,089 1.911
i Washington 4,95 1,245 615 359 574 543 1,599
| Nest Virginie 4,09 1,27 161 310 326 1,091 1,273
! Wiscons fn 6,358 1,431 121 964 557 1,009 2,256
Wyoming 73 255 8 76 59 128 260

3 b . < , ’ ;_ : ‘€3 . ~ -~
Source: Derived from tabulations by MARDAC. signify no cases reported
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Table 5.16

High-School Seniors Tested with ASVAB (Armed Services Vocational Aptitude
Battery): Numerical Distribution by Future Plans, State, Race, and Sex

(School Year 1974-1975)

Race: Black Sex: Male
—Nt;f\ﬂ"cll Distribution by Future Plans
State Total d-Years | 2-Years | Vocational Military Work Undecided
of Collequ of College l or Technical

United Stetes: Total 35,143 10.6_23 _2.542 3,129 7,327 4,717 -XO_.—;S‘J
Alabama 4,181 952 173 435 829 $79 1,213
Aaska 2 2 - - - - -
Arizona 56 24 11 1 10 2 8
Arkansas 1,501 329 1" 165 183 270 477
California 816 282 138 38 144 56 158
Colorado 39 17 1 - 9 5 7
Connecticut 244 ] 17 19 “ 24 $1
Delaware 104 16 ] s 36 16 26
District of Columbia 83 13 4 4 L) 8 25
Florida 2,382 689 225 116 §53 196 603
Georgfa 3,864 810 153 507 809 441 1,144
Yawatd 0 5 i 1 - 1 L4
1daho 3 2 - o - -- 1
Mirols 1,113 450 105 12 151 105 230
Indiana 239 60 13 20 [ 25 79
Towa 15 7 2 - - 3 3
Kansas 13 24 H 1 12 9 22
Kentucky a 120 20 13 13 54 129
Loufsiana 3,461 1,13 138 149 693 468 382
Maine ? 1 P 2 i P
Yaryland 505 12¢ 25 26 126 €9 135
Massarhusetts 210 48 1e 13 49 30 57
Michigen €50 265 69 51 75 54 136
Kinnesota 18 8 1 1 1 1 6
Mississippl 3,270 984 260 240 467 437 877
Missour{ 476 155 36 30 n €8 116
Mortana . 3 1 - - - oo 2
Nebreska 20 4 .- 2 4 2 8
Nevada 32 10 1 - 3 4 14
New Haspshire 3 1 .- - P 1 1
Kew Jersey 585 158 “ 48 110 $3 v e
New Mexico 29 11 2 3 2 4 7
New York 598 216 77 17 102 43 143
Korth Cerolina 3,324 mnm 180 275 860 57 935
North Dakota 1 .- - - «a 1
Ohto 628 208 4 a5 113 (-1} 157
Oxlatora 393 109 34 n Q@ 64 110
Oregon 17 4 - ‘) 3 2 2
Pennsyivenia 408 137 n 17 70 49 104
Rhode [slend 12 1 - o 3 oo 8
South Caroling 2,849 526 132 350 716 252 873
South Dakota [ 3 - - 1 - 4
Tennessee 1,318 370 65 150 182 165 386
Texas 2,785 796 264 160 354 413 798
Utah b ] - 1 i - oa 2
Yervont .- - .- .- . 1
Yirginia 2,135 v98 155 105 354 292 611
Weshington s2 17 e 3 11 2 1
Sest varginia 171 40 e 9 13 206 L2
Wisconsin 60 26 1 ] 10 2 16
Wyoming 3 .- 1 . - 1 1
. . . . 3 3 -~ ~4 ¢

Source: Derived from tabulations bv MARDAC. . --signify no cases reported,
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Table 5,17
High-School Seniors Tested with ASVAB (Armed Services Vocational Aptitude
Battery): Numerical Distribution by Future Plans, State, Race, and Sex
(School Year 1974-1975)

Race: Caucasian and Otier (~ Non-Clack) Sex: Female

Numerfcal Distribution by Future Plans

State Tota) A.years 24Years | vocattonal | Milftary work Un:c;:mgd
of College of College | or Technical J
A —— TR, SRTEE e e i -

United States: Tota) 221,157 67,506 21,391 13,560 8,508 36,735 67,591
Alatama 9,263 3,019 879 492 169 2,015 2,709
Aleska 377 130 31 17 20 46 133
Arizora 2,258 €50 %6 104 139 263 626
Arkansas 4,523 1,405 327 350 74 794 1,573
Caltfornta 11,898 3,537 3,072 390 663 1,160 3,076
toloredo 1,886 562 218 85 B4 304 633
Connecticut 2,416 691 375 92 1 345 762
Delevere 576 116 85 2 30 132 181
District of Colunbia 49 2% 2 - ) 2 7
Florida 6,531 2,154 1,207 204 356 72 1,838
Georgla 7,449 2,351 748 750 128 1,194 2,268
Wewaid 1,151 516 210 25 62 63 s N
1d:h0 1,513 394 267 162 6 166 43
Mitnols 8,312 2,364 1,211 325 304 1,620 2,423
Indiana 5,522 1,621 4c3 332 193 1,164 2,118
Tova 2,019 $02 168 301 144 235 629
Kanceas 2,236 761 152 160 n 3l 161
Kentuchy 6,715 1,766 704 348 147 1,349 2,401
Loutsiena 5,402 2,013 a4 382 130 1,040 1,451
Katne 1,236 254 165 82 S0 s w0
Maryland 2,018 en3 258 . 37 118 LEL] 73
¥issechusetts 3,501 1,285 56 99 173 452 $06
Kichigan 6,750 1,751 976 164 363 1,065 2,621
Minnesota 2,791 504 211 612 171 303 950
Mississippt 5.367 2,073 509 129 98 701 1,497
Migcaurt 1.9% 2,858 743 31 224 6 s
Montane 1,69 ‘636 161 205 99 1.888 2
Kebreska 2,587 630 259 330 76 €35 657
Fevaca 481 153 @ 2 28 65 147
Kew Hampshire 1,045 293 134 89 7 124 334
New Jersey 3,360 1,501 73 165 1€0 e
New Mexico 21365 1,098 249 239 153 i ?;
Kew York 4,333 1,145 765 97 407 506 1,133
North Caroling 8,117 2,543 909 1,103 214 1,000 2,278
North Uekota 1,817 490 234 97 35 129 22
Ohio 8,190 1,982 n 498 n 1,759 857
Ok18homa 6,143 21063 726 262 105 1,083 ?: 5
Qregon 1,879 596 269 75 140 217 (%3
Pennsylvanta 12,674 3,408 1,576 453 670 2,624 3,901
Rhode Island m 253 15§ 9 9 134 207
South Carolins 3,519 1,21 310 459 91 404 o
South Cskota 2,518 ‘677 203 297 100 267 3 s
Tennessee 9,223 2,878 737 696 176 1,679 3,055
Texas 19,340 6,774 2,498 n2 480 3,403 5,413
Uteh 91 233 152 64 21 131 150
Vermont (73] 81 @ 1 83 €6 170
Yirginta 6,045 2,007 €4 202 162 1,33 1,645
Keshington 4,076 1,006 64 kXD 262 Q) 1432
West Virginta 3,557 94 359 154 103 (30 1,158
Wisconsin 5,025 1,253 165 857 296 126 1,698
Kyoming §92 193 127 2 21 60 169

Source: Derived from tabulations by MARDAC. --signify no cases reported.
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Table 5.18

High-School Seniors Tested with ASVAB (Arwed Services Vocational Aptitude
Battery): Numerical Distribution by Future Plans, State, Race, and Sex

(School Year 1974-1975)

. 1
Race: Black Sex: Fenale
g - b Nurrwr{c-a-)m{:('.(r!but!nn by f.uh,'e Plans =5
State P ———————— —————————— e ——
Total A-Years 2-Years Yocational ] Military Wark Undecided
of College of College or Technical

Unfted States: Total 40,584 12,387 - 4690 3416 4,051 4,66 1,217
Alabama 4,602 1,347 448 485 471 637 1,294
Alaska 6 2 -- 1 1 2 -
Arizona 50 19 9 .- 8 2 12
Arkansas 1,383 386 99 y 170 109 191 433
California 236 327 189 32 93 41 154
Colorado 6 1 1 1 1 1 1
Connecticut 285 81 39 8 41 R» 84
Delaware 114 25 17 (5 28 16 23
District of Columbia 76 16 6 4 5 16 29
Florica 2,462 786 390 148 330 211 597
Georgla 3,894 : 966 329 720 356 41 1,112
Hawaii 12 7 - 1 .- 1 3
Idaho 2 -- -- -- - - 2
Illinots 1,130 459 13 64 101 i 218
indiana 202 64 . e 6 o 23 . 57
lowa 21 10 2 - 3 - €
Xansas 68 23 8 S 4 e 20
Kentucky 414 94 59 31 27 56 147
Lovisiana 3,427 1,321 275 230 62 359 820
Maine 5 1 2 - - e 2
Maryland 786 203 94 22 72 210 185
Fassachusetts 140 42 17 C 14 18 41
Michigzn €36 269 103 21 52 s1 140
Minnesnta 17 7 2 o 3 - 5
Mississippl 3,854 1,291 _‘73 143 351 481 1.115
Missourt §41 181 58 38 51 89 124
Montera 1 - - - - -~ 1
Nebraska 8 4 2 1 1 - ==
Kevade 27 9 4 2 3 2 S
New Harpshire 2 1 - - - - 1
Kew Jersey 536 203 67 28 79 41 118
Kew Hexico 54 20 4 4 4 7 16
Kew York 319 118 50 6 63 22 60
North Carolins 3,387 811 350 342 400 411 1,073
North Dakota 1 - -~ - .- .- 1
Ohlo 637 187 87 44 60 87 172
Oklahoma 373 100 49 27 29 50 118
Oregon 7 4 - .- - 2 1
Penncylvania m 109 41 8 e0 49 B4
Rhoco Islend 8 .- - .- 6 -~ 2
South Carolina 2,781 670 268 366 308 225 93¢
South Dekota .- - - .- -~ .- o
Tennessee 1,480 442 160 162 129 164 423
Texes 2,813 884 438 157 168 86 780
Uteh vy 2 1 .- 1 1 -
Yermont - .- - - P .- o
Virginfa 2,515 776 368 129 196 kPR 72
Washington 8 8 3 1 4 1 1n
West Virginia 148 42 18 1 1 26 S0
Wisconsin 28 14 2 2 1 .- 9
¥yoming 1 1 .- e oa e e
Source: Derived from tabulations by MARDAC. --signify no cases reported.
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6. RESULTS AND IMPLICATIONS

The present evaluation of Army representation involved the con-
struction and consolidation of an expansive information base from exist-
ing sources. A comprehensive portrayal of Army entrants in the volunteer
environment<has emerged from statistical aﬁa]yses of this data. The
following discussion further synthesizes analytical results into an
overall assessment of voluntecr accessions (Section 6.1) and highlights
major conclusions regarding the convergence/divergence of Army entrants.
Two cenzral observations which have emanéted from the present research
concern the inherent problems encountered in policy-directed evaluations
of representation and the interrelation of conflicting policy objectives.
These issues are explored (Section 6.2) and then reiated to
alternate approaches for continued research (Section 6.3).

6.1 Overview of Volunteer Accessions

Statistically, the Army never achieved proportional representation
under the draft--with the possible exception of geographical represen-
tation, which was controlled by Selective Service district quotas. During
the closing months of World War II the military approached "representation"
of the age-eliaible civilian population. Yet, even durina this period of
massive conscription, one in every four young adult males (19-25 years)
was either disqualified or excused from service. An array of draft defer-
ments, disqualifications, unrepresentative manpower quotas, and discrim-
inatory practices has over the years limited the representational nature
of Army membership (Section 1.1).

Perfect representation under the all-volunteer format is an
unrealistic concept (Section 1.3) which, from the perspective of orjan-
imational goals, is probably not advantageous (Section 1.2). By defining
the basic national policy objectives of military effectiveness, social
equity, and political legitimacy--and correlating the scope of represen-
tational concerns with these policy quidelines--bounds of approximate
representation can be established as the best standard of comparison
(Section 2).
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Using the conceptual model developed in Section 2 as a framework
for analysis, it may be concluded that, generally, Army entrants are
not exceptionally divergent from their civilian counterparts. Where
divergence (i.e., by separate characteristics and subgroups) does ex-
tend beyond the zone of approximate representation, the Army still
maintains a balance of national policy objectives. That is, by present
definitions of effectiveness, equity, and legitimacy, the represen-
tational characteristics of Army accessions are not a cause for concern.

It should be noted that changes in national priorities--and conse-
quent changes in the expressions and interpretations of national needs--
alter the bounds of approximate representation. For example, although
the benefits oi military service (i.e., social mobility, education,
training, etc.) which racial minorities now receive counteract certain
equity requirements, present levels of minority overrepresentation
during a time of war could not be so justified on the basis of similar
criteria. Assessments of Army representation are dependent rnot only
on the manner in which "representation” is delimited and statistically
calculated, but also on contemporary definitions of national policy
objectives-~which, in turn, are influenced by the social and political
forces of the immediate environment. While the present study purports
to find a reasonable balance of civilian representation in the Army,
this conclusion is based on interpretations of current requirements
for proportioral representation.

In summary, extant data reveal the following information on the
representational characteristics of Army entrants:

Quality  There is a strong tendency for Army entrants to be underrepre-
sentative in the above-average and below-average categories of intelli-
gence. However, Army entrants are also very overrepresentative in the
average levels of intelligence (Figure 3.22; Figure 3.2; Figure 3.3).
Trend data verify that a "tightening effect" on mental aptitude is
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occurring in the middle ranges: that is, percentages of entrants in the
above-average and below-average groups have decreascd--while the percen-
tage of Group III enlistees has increased considerably.

High school graduates are overrepresented in every age-cateqory
among newly enlisted accessions (Table 3.7; Fiqure 3.17)--and trend data
show that increased numbers of high school graduates are enlisting,
while non-high school graduate accessions are decreasing in similar pro-
portion (Table 3.8). There has been a decrease in the number of college-
trained accessions since the termination of the diraft--and representation
of individuals with some college training appears to have stabilized
at a level below that of the age-similar civilian population (Table 3.7).
Enlisted accessions also compare more "favorahly"--where “favorably" eauals
either representation or overrepresentation of high school graduates
and above--with the age-similar civilian labor force.

Face  Blacks continue to be overrepresented, regardless of the civilian

standard used for comparison. "Other" races are also disproportionately

represented in the Army. However, differences in racial proportions are

influenced by the selection and aggregation of groups. There is a trend
toward increased representation of racial minorities (Table 3.3),
though intra-group statistical comparisons continue to highlight sub-
stantial divergence (Figure 3.19).

Soeioeconomic Status Individuals from the lower economic strata are

overrepresented and individuals from the higher economic strata are under-
represented in the Army--but in neither case are differences inordinately
large (Table 3.10; Figure 3.20; Figure 3.8; Figure 3.15). NLS data on
composite measures of socioeconomic status also indicate that greatest
divergence occurs at the extreme ends of the scale (Figure 3.5). The

bulk of accessions come from the middle-incone strata of societv--where
the Army appears very similar to the civilian standard (Figure 3.20). A
comparison of accession data over time shows a trend toward increased
representation at the extreme ends of economic status--i.e., a decrease
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in the representccion of enlistees from families with incomes of under
$10,000 and a sizeable increase in accessions from families with incomes
of $15,000 and above (Table 3.11; Figure 3.20).

A comparison of the marital status of enlisted personnel with that
of age-simifar civilians indicates substantial divergence at the entry
level (Table 3.5). Newly enlisted accessions are conspicuously over-
representative of married personnel.

NLS data also show significant differences in "father's occupation”
among civilian and Army groups. The greatest discrepancies occur in the
overrepresentation of military occupations, followed by the underrepre-
sentation of Professional/Managerial/Technical occupations (Figure 3.7).

Region  Army accessions continue to be overrepresentative of the South

and underrepresentative of the North (lable 3.13; Figure 3.6; Figure 3.21).
However, percentages of new enlistees correspond well to percentages of
the youth population in each state (Table 3.12). Regional representa-

tion 21so appears to be improving (Table 3.13)--though large cities

are underrepresented and rural areas are overrepresented.

Attiiudee  HLS Army entrants (1) profess greater acceptance of community
standards and political processes than their civilian peers (Table 4,1;
Table 4.3; Table 4.6; Table 4.8; Table 4.9); (2) exhibit comparatively
high levels of participation in community-related affairs and political
activities (Table 4.1; Table 4.6; Table 4.9); (3) show a lower composite
measure of self-esteem during high school, but incrcase after 2! vears
to levels even hiaher than civilian counterparts (Fiaqure 3.14; Table
4.7); (4) profess a lower sense of control over their environment but
express increased control over time--at a rate conspicuously qreater
than non-entrants (Table 4.7); (5) show greater orientation toward
environmental values (Table 4.8); (6) express a much greater change of
attitudes over the 2!, year period following graduaticon than their peers
(Table 4.7; Figure 4,7, Figure 4.8; Figure 4.9; Table 4,10; Table 4.11;
Table 4.12); (7) express an overall higher regard for the well-being

of personal and community life (Figure 3.10; Figure 3.11; Figure 3.12;
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Figure 4.1; Figure 4.3; Figure 4.4; Figure 4.5; Fiqure 4.6; Table 4.8);
(8) appear to be more achievement-oriented (Figure 3.10; Figure 3.11;
Figure 3.12; Table 4.10); and (9) evidence a somewhat lover homogeneity
of thought than their civilian counterparts (Table 4.1; Table 4.2;
Table 4.3; Table 4.4; Table 4.5; Table 4.6).

6.2 The Dynamics of Representation

The data of this evaluation support the hypothesis that the Al11-
Volunteer system somehow favors the enlistment of "average" young men and
women--that is, those individuals from the middle-ranges of socioeconomic
achievement, those from the rural "heartlands" of America, those whose
fathers are employed in "average" working-class jobs, and tnose who ap-
pear to possess attitudes and feelings which are sometimes categorized
as "middle-American." The corollary to this observation might be that
the system also somehow acts in opposition to the enlistment of indivi-
duals at the extreme ends of representational scales--that is, those who
are either rich or poor, those who are above or below average intelli-
gence, those who never finish high school or those who finish college,
those whose fathers are unemployable or those whose fathers are company
executives, and so forth. It may also be that any volunteer system
will favor the enlistment of some--and counteract the enlistment
of others--at all times and under all circumstances.

Patterns of Army representation may be expected to change over time--

if only for the fact that the manpower procurement "system" is not
always in balance with the envircnment, and, consequently, not always
enhancing the enlistment of any particular segment of society. The
results of this evaluation, for example, show that very noticeable
differences do exist among Army entrants from the same high school
graduating class, based on their time-of-entry into the Army; also, that
itterns of enlistment have changed for practically all demoqraphic
jr0t-= whether the result of natural "free-flow" changes in Army

r Defense recruitment policy--in favor of inereased convergence

~164-




With civilian society.

When "representation" is extended to include attitudes, it becomes
apparent that some comparison measures may even be expected to change
independent of the system or any controls which may be imposed to "insure"
the achievement of national policy objectives. Attitude changes appear
to occur in a conspicuously greater degree among Army entrants than
among non-entrants. These changes, attributable to a complex of reasons,
cannot be regulated by procurement policy and/or planning based on
representational goals. S

Policy which is actually directed toward the recruitment of some
proportional configuration of the civilian population must also take
into account the interrelation of representational measures. For example,
policy aimed at achieving educational or regional representation may
counteract the achievement of racial/ethnic or socioeconomic representation
and vice-versa. The interraction of representational features will
oppose policy which does not compensate for these trade-offs of popuia-

tion characteristics., In addition, consideration must be given to

those changes in Army representation which occur as a result of re-
enlistment or voluntary exit--with the understanding that those who re-
main in the Army may become so divergent from civilian society as to
require the recruitment (e.g., "affirmative action") of an opposite

but equally divergent configuration of enlistees.

An understanding of the dynamice of representation is critical to
long-range planning for the achievement of Army representation. To the
extent that exogenous factors may at some time require the partial
abandonment of “free-flow" policy, any program designed to attract the
voluntary enlistment of a targeted seament of society must also take
into account the full effect of that program on the total system.

6.3 Implications for Research

An analytical methodology which appears particularly suited for
use in gaining insights into the relationship between structure and
behavior is System Dynamics (cf. Forester, 1968). This methodology has
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a theoretical base in cybernetics and control theof}, and uses the
"feedback loop"--i.e.,"...a closed path connecting in sequence a deci-
sion that controls action, the state of the system, and information

about the state of the system; with the latter returning to the decision-
making point" (Forester, 1968, p.8)--as the principal element in its
model-building efforts,

There are obvious advantages in proceeding from implicit structures
(i.e., conceptual models of representation) to their explicit counterparts.
An explicit model of the behavior of the system (1) increases communica-
bility, (2) bares underiying éssumptions of the representational behavior
of the system for policy evaluation and (3) exposes the representational
consequences which implementation of a given policy alternative might
bring about. System Dynamics is designed to facilitate the development
of an explicit model of the feedback structure inherent in the system.
The structure is subsequently translated into computer code (DYNAMO)
vhich allows the structure to be tested--for example, by comparing
mcdel-generated behavior with that produced by the real system.

A model capable of replicating the essential behavioral character-
istics of the system will help to obviate the underlying reasons for
changes in the patterns of Army representation over time. Management
will then be able to test various policies (using the simulation model)
in order to determine which policies--among the available alternatives
and within the guidelines of national objectives--are most Tikely to
correct undesirable tendencies toward disproportionate representation.

The development of a dynamic mathematical model of Army represen-
tation is, however, an analytical goal which appears to be far-removed
from immediate research needs. The present evaluation of Army represen-
tation established a set of criteria by which representational measures
could be judged. The most basic flaw in this approach is the fact that
no elear consensus of national policy objectives now exists. The con-
clusions of this study are based on interpretations of written expressions
regarding the requirements of Army representation--and are themselves,

therefore, only reinterpretations of available evidence.
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The objectives of representation must be better defined. This is
contingent upon some type of consensus concerning "acceptable" levels
of representation. In addition to providing an objective function for
long-range planning, a "consensus" of representational goals would
facilitate the development of "acceptable" wethods for analysis of Army
representation--that is, a set of standards to delimit comparison
groups (e.g., Army vs. total civilian population and/or the civilian
working force) and levels of éggregation,

An approach which has proved effective in developing collective
opinion on issues of national import is the cymposiwn. This would
involve the formal convening of recognized spokesmen from various sectors
of society--i.e., political, bureaucratic, academic, etc.--in order to
unfold the issues of Army representation and cultivate a unified under-
standing of nrational needs. A related method for organizing collective
thought is the Delphi technique--broadly defined as "a method for
structuring a group communicaticn process so that the process is effec-
tive in allowing a group of individuals, as a whole, to deal with a
complex problem" involving (1) feedback of individual contributions of
information and knowledge, (2) some assessment of the aroup judgment
or view, (3) some opportunity for individuals to revise views, and
(4) a degree of anonymity for individual response (Linstone and
Turoff, eds., 1975, p.3).

Once Army "representation" is better defined and the dynamics of
the system exposed, policy-directed research of representation may be
developed in several new areas. The present evaluation provides
insight into the possible directions such research might take. In
addition to the above recommendations, future analyses should concentrate
on the following issues of Army representation:
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Attitudes  The attitudes of'Army entrants should be further explored

and compared with civilian attitudes. Special attention should be

placed on the study of attitude changes among Army and civilian ‘
comparison groups--and the differences in attitudes at time-of-entry

and rate-of-change between various Army cohorts. This research would

necessitaté the development of a longitudinal survey,

Conéegucnggg_ Examine the consequences of representation. The basic
reason for examining Army representation concerns the perceived effeccts

of various configurations of Army membership on effectiveness, equity,

and legitimacy. Many assumptions regarding the impact of representational
levels on the military and society are not supported by empirical evidence.
Efforts should be made to (1) further examine the consequences of various
types and Tevels of representation--especially in the area of military
effectiveness, where disagreement is strong and evidence is inconclusive;
(2) further develop the interrelation of consequences with policy
objeciives--and evaluate the trade-offs which occur as a result of
conflicting policy objectives (e.g.,.mi]ﬁtary effectiveness vs. the

social opportunities of Arny serviée); and (3) evaluate, from the

above data, the marginal utility of achieving increased "representation®--
including the social consequences of restrictions on "free-flow"
enlistment policy.

New Areas Expand current areas of study. An examination of the
consequences of demographic and attitudinal representation requives that
certain new areas be explored--areas which may themselves be compared
between Army and civilian groups, and then correlated with demographic
characteristics and/or organizational influences. New areas may
include: (1) perceptions regarding the "Quality of Life;" (2) political
inclinations; (3) values and value systems; (4) antisocial behavior;

(5) more detailed study of job satisfaction, self-esteem, locus of
control, and orientation toward environmental values; and so forth.
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ASVAB Continue to evaluate the utility of the ASVAB data base with
respect to (1) possible future use as a representative sample of the
age-eligible, military-available mobilization population, and

(2) possible future use as an information base on the military-defined
quality of the general age-eligible population and its relation to
demographic variables. Continued evaluation should also seek to develop

procedures (statistical and/or actual administrative) whereby the

utility of ASVAB data may be enhanced. In regard to quality measurement,

special attention should be given to the development of new aptitude
measures of representation (e.g., vocational, meckanical, etc.) which
are particularly useful to the Army.

Continving Fuvoluation Continue to monitor, on a yearly basis,

patterns of Army representation. The present evaluation has shown that
Army representation is dynamic and subject to the influence of exogenous

factors. Further, changes in national posture affect the expressions and

interpretations of naticnal needs--and consequently modify thc bounds of
approximate representation. A continuing evaluation of Army representa-
tion which relates measures of representation to national policy objec-
tives would benefit the planning and management of civilian-military
convergence.
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APPENDIX A

Data 50urce§

Several data sources were used in this study of Army representa-
tion. Primary sources included the Army Quarterly Survey, Current
Population Reports from the U.S. Bureau of the Census, the National
Longitudinal Study of the High School Class of 1272, the Giibert Youth
Survey - USAREC tape merge, and the Armed Services Vocational Aptitude
Battery (ASVAB). In addition, the 1972-73 Quality of Employment
Survey, the National Longitudinal Survey (Chio State University), and
the Department of Defense in-service personael survey files (MARDAC
Survey Data Bank) were explored for possible future relevance to
studies of Army representation.

The following is a capsule description of the primary data sources
used in this analysis and a statement on the results of the data search.

The National Longitudinal Study - In the spring of 1972,.the original
Base Year NLS Questionnaire was given to 18,143 high school seniors
throughout the U.,S. It had been under planning since 1969 by the
National Center for Educational Statistics (NCES) of the Office of
Education. The sample was designed to provide a stratified random cross-
section of the entire high school senior class of 1972, Measurements
vere taken from the students and from their schools as to demographics,
achievements, attitudes, and motivations.

In October of 1973, 86% of the original respondents were recon-
tacted (as well as some new respondents) and asked to fill out a new
questionnaire asking them about their current activities, whether and
how their plans had changed, and so forth. 1In the fall of 1974, a
Second Follow-Up survey was administered, also with a response rate of
approximately 867,
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The treatment of activities and plans in the base-year and follow-
up operations facilitated the construction of the four groups compared

in this analysis: i.e., "never," "in and out," 2 yrs. or less "(or
"late arrivals") and "more than 2 yrs." An explanation of the time
periods for these groups is presented in Section 3.2 of the report.

Other measures were derived in the following manner:

Race-Ethnicity was determined by the subject's reponse to
to the question, "How do you describe yourself?" The category
"other" inciudes American Indian, Mexican-Aserican or Chicano,
Puerto Rican, other Latin American origins, Oriental and Asian-
American.

Soctioeconomic Status, computed by Research Triangle
Institute (RTI) (Research Triangle Park, N.C.), is a composite
of five components: father's occupation, parents' income,
father's education, mother's education, and household items.
Each component variable was standardized and given equal weight
in calculating the composite. The terms high, medium, and Tlow
SES refer to subjects in the upper, middle two,and lower
quartiles, respectively, of the composite score freguency
distribution.

Aptitude was determined (by RTI) from the composite value
of a series of tests designed by Educational Testing Service
(Princeton, N.J.). Four test areas were included: vocabulary,
reading, letter groups, and mathematics. The mean of the four
standardized scores served as a general index. The terms high,
medium, and low refer to subjects in the upper, middle two,
and Tower quartiles, respectively.

kegions were divided according to the four Bureau of the
Census aggregations as follows:

Northeast (Maine, New Hampshire, Vermont, Massachusetts,

Rhode Island, Connecticut, New York, New Jersey, and Pennsylvania).

North Central ( Ohio, Indiana, I1linois, Michigan, Wisconsin,
Minnesota, Iowa, Missouri, North Dakota, South Dakota, Nebraska,
and Kansas).
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Gilbert Youth Survey - USAREC Tape Merge

Manpower Research and Data Analysis Center (MARDAC) in order to determine

South (Delavare, Maryland, District of Columbia, Virginia,
West Virginia, North Carolina, South Carolina, Georgia, Florida,
Kentucky, Tennessee, Alabama, Mississippi, Arkansas, Louisiana,
Oklahoma, and Texas).

West ( Montana, Idaho, Wyoming, Colorado, New Mexico,
Arizona, Utah, Nevada, Washington, Oregon, California, Alaska,
and Hawaii). .

Literacy Level was developed in response to a request from
ARI. This index is a composite of three tests from the NLS:
Vocabulary (V), Spatial (S), and Reading (R). The formula used
to compute the composite is: LITLEV =V + S + R + 13, The
factor of 13 was included to insure a positive value, since V,
S, and R could assume negative values.

Sealed Items in the "snowflake" presentations of Section
were ordered in the following manner: In questions giving the
choices (1) Not Important, (2) Somewhat Important, and (3) Very
Important, the group of people examined is those who answered
(3). Onquestions whose choices were (1) Agree Strongly, (2)

Agree, (3) Disagree, (4) Disagree Strongly, and (5) No Opinion,

" the people who answered (1) and (2) were combined as were those

who answered (3) and (4). The (5) answers were eliminated. On
questions containing (1) Very Satisfied, (2) Satisfied, (3)
Dissatisfied, (4) Very Dissatisfied, answers were grouped (1)
with (2), and (3) with (4).

the predictive validity and reliability of the independent variable

"enlistment intent." Data were combined from two sources to accomplish

this objective: (1) the May 1974 Gilbert Youth Survey in which social

security numbers (SSNs) were obtained and (2) USAREC accession data

up to and including those enlisting as of June 1975,
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The percent of the original May 1974 survey who gave SSNs to the
interviewer was 767, thus decreasing the sample size and also creating
a possible bias (i.e., analysis of only those respondents providing
SSNs). The age group of the respondents was 17 to 29 years old. Of a
total of 3610 respondents providing SSNs, 201 were located on the
accession tapes as having enlisted in the military service--or 5.6%.
The weight used was V-2, the same weight used by Gilbert to rescale the
sample to the total population. The total number of respondents
entering the military service was used in this analysis rather than
Army enlistees, due to the small size of the accession sample. The
questions examined in this analysis were drawn from the Gilbert Survey
of Youth, using the non-entry sample as the civilian age-similar
standard for comparison.

November 1975 Army Quarterly Survey - The Army Sample Survey is a
multipurpose instrument, edministered worldwide on a quarterly basis.
The sample population for the November 1975 Quarterly Survey consisted
- of a randomly selected group of officer and enlisted personnel, both
male and female. (Only the enlisted personnel data were used in this
report.) A five-percent sample of the enlisted personnel was chosen
using the terminal digits of their social security numbers. The data
extracted from this survey have a reported reliability level between
95% * 6% and 95% * 9%,

Census Information was obtained from the U.S. Department of Commerce,
Bureau of the Census, Series P-20, P-25, and P-69., In addition, infor-
mation was obtained from the U.S. Department of Health, Education and
Welfare and the U.S. Department of Labor--on educational statistics

and age-similar labor force characteristics, respectively. (References
to specific documents are contained in the body of the report and selec-
ted bibliography.) A description of the AsvaB forms a part of the report.
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Notes on the Search of Data Sources Several additional sources were
explored and found to be inadequate for use in the present analysis.
The 1972-1973 (Longitudinal) Quality of Employment Survey (cf. Quinn
and Shepard, 1974), sponsored by the U.S. Department of Labor, might
have some future relevance to studies of representation which concentrate
on job attitudes and employee perceptions of the working environment,
Since the military population cannot be identified within the broad
category of "government" employees, however, this survey sample can
only be used as a standard for comparison with some 6ther similar
survey.

The National Longitudinal Surveys, administered by the Center for
Human Resource Research (1975) of the Ohio State University (also
sponsored by the U.S. Department of Labor), does not appear to be of
any major relevance to studies of Army representation. This NLS, at
present, only covers the years 1966-1970 for boys and 1968-1971 for
girls. {Data through 1871 for boys and 1972 for girls are expected to
be released during 1976.) Surveys conducted during years prior to
 the AVF are of limited value, since such data are probably contaminated
with draft-motivated enlistees., The Survey, as it is currently
structured, also carries only military information on individuals who
have been discharged--since no attempt is made to survey members of
the sample during periods of military service. It is possible, there-
fore, to identify only those Army enlistees who choose to pursue short-
term enlistments; careerists are lost entirely. Although there are
some excellent question areas on the Survey, data which may be relevant

to the study of Army representation are limited in scope--and several years
from being available tou analysts.

Department of Defense surveys are probably better sources of in-
formation. The MARDAC Survey Data Bank (1975), for example, has at
this writing information from the AFEES surveys, the Gilbert Youth
Surveys, Youth Tracking Surveys, DoD Personnel Surveys, Voting Surveys,
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Drug Use Surveys, and 28 Army Sample Surveys of Military Personnel
from February 1973 through November 1975. These surveys are a
valuable source of information in their own right--and could be
especially ysefu] in studies of Army representation when similar in-
formation is available on civilian-administered surveys (for purposes
of comparison) and/or when merges are possible through the use of 1
SSNs (as in the case of the Gilbert Youth Survey-USAREC tape merge).
A telephone survey of major data archives in the United States indi-
cates that related surveys are available for comparison with DoD in-
Service data, and that matches (under Privacy Act guidelines) are
possible in some instances.
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APPENDIX B
Table B.1
.
NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC: ENTERED ARMY VS. DID NOT

Fharastaristic Responses Did Not Enter Did Enter
Literacy Level Low 32,2 40,7
Medium 24,5 26.3
High 43,3 33.0
Aptitude Low 26,1 35.4
Medium 45,8 44,5
High 28.0 20.1
Race White 85.1 75.6
Black 9.0 18.0
Other 5.9 6.4
Socio-Economic Status Low 25.1 40.0
Medium 49.8 41,2
High 25.0 18.9
Region North Fast 2542 15,7
North Central 30.6 29.9
South 26,7 33.7
West ek 20,7
Father's Occupation Professional, Managerial, 38.0 29.2

Technical
; Clerical, Sales 8.7 8.4
Service 50.6 56.7
Military 2,7 Sie?
Parcnt's Income <9 Thousand 37.3 51.8
9-13,5 Thousand 31.8 2.1
13,5-18 Thousand 16.2 12,8
18 Thousand + 14,7 8.4
High School Activities Athlctics 44,4 58.6
Cheerleading, etc. 17.4 9.6
Debating, Music, Drama 32.8 29.5
Hobby Clubs 18.8 23.2
-Honorary Clubs 14,7 5.0
Yearbook, Newspaper 20.4 |
Subject Matter Clubs 25.8 17.6
Student Government 19.6 19,2
Vocational Education 23,0 23.1
l Important Goals in Life Success 7.0 80.5
Good Marriage 84.8 88.5
Moncy 13.1 20.4
Fricnds 15.3 79,2
! Steady VWork 66.6 78.6
| Cormunity Leader 6.1 11,6
Better Opportunity for 59.2 ) 1St
Children

Living Close to Relatives 10,0 8.2
Getting Away from this Area 7.5 17.5
Correcting Social Injustices 159 27.2
{ Leisure Time ; 57.9 57.8
! Good Education 57.1 71.5
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NLS PERCENTACE DISTRIBUTIONS BY CHARACTERISTIC:

Table B.1 (Con't)

ENTERED ARMY VS.

DID NOT

fharacteristic Responses Did Not Enter Did Enter
Important Factors in Money 217 29.6
Selecting a Job or Career Opportunity for Creativity 38.8 35.8
Useful in Socfety 53.2 45.6
Avoid High Pressure 30.9 28.4
VWorking in World of Ideas 34,4 31.8
Freedom from Supervision 2351 25.5
Opportunity for Steady 33.9 32,2
Progress
Chance to be a Leader 1545 26.6
Working with People 48,8 43.9
Position Looked Up To 24,7 35.0
Important Factors in Previous Experience 39.0 36.1
Selecting Life's Work Relative/Friend in Same Line 27 9.0
Available Openings 50.0 47.3
Work Matches Hobby 26.9 33.1
Good Incowme 52,7 65.6
Job Security 63.6 71.0
Interesting Inportant Work 84,4 87.8
Freedom to Make Decisions 5727 65.7
Opportunity for Promotion 61.5 73.0
Working with Friendly Peopl 68,1 71.3
Job Satisfaction Pay and Fringe Benefits 74.1 70.3
Jmportance and Interest of 710.8 68.0
VWork
Working Conditions 81.3 54,2
Opportunity of promotion with 61,5 66.5
This Employer
Opportunity for Advancement 63,6 64.9
in This Line of Vork
Opportunity to Use Past 63.2 56.1
Training
Supervisor 81.” 68.8
Opportunity for Development 69.3 62.7
of New Skills
Vork as a Whole 82.8 72.0
Respect Received from Others 85,8 82.2
Self Appraisal I take a positive attitude 93.5 93.4
toward myself
Good luck is more important 9.9 11.0
than hard work
I feel I am a person of worth 96,6 96.1
I am able to do things as 96,0 96.8
well as others
Everytime ] try to get ahead 16,7 17.0
something stops me
Planning only makes one un- 14,7 18,7
happy, plans never work out
People who accept their con 257 26.9
dition in life are happicr
On the whole 1 am satisficed 87.6 88.8

with myself




Tavie n.2

NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC: ALL GROUPS

Characteristic Responses Never In & Out = Y4, [More Than
or Less 2 Xrs.,
Literacy Level Low 32.2 33.6 39.9 41.9
Med{um 24,5 23.2 28.5 24,4
High 43.3 43,2 31.6 33.7
Aptitude Low 26.1 33.6 35.6 35.3
Medium 45.8 23.3 47.4 42.9
- High 28.0 43,2 16.9 21.8
Race White vi.1 66.4 719 73.9
Black 9.0 33.6 17.0 18.1
Other 5.9 0.0 5.0 8.
Socfo-Econouic Low 25.1 48,9 47.5 32.4
Status Medium ©49.8 23.3 34.4 48,5
High 25.0 27.8 18.2 19.0
Region North East 25,2 23.3 12,1 18.6
North Central 30.6 0.0 34.3 27.4
South 26.7 76,7 33.6 31.5
West 17.5 0.0 20.0 22,5
Father's Professional, Managerial, 38,0 59.6 27.0 29,1
Occupation Technical
Clerical, Sales 8.7 0.0 9.5 8.0
Service 50.6 40,4 57.3 St.3
Military 2,7 0.0 6.3 5.6
Parents' Income <9 Thousand T 56.8 56,5 46,9
9-13.5 Thousand 31.8 15.3 26.6 28.3
13.5-18 Thousand 16.2 27.8 11.2 13.4
18 Thousand + 14,7 0.0 ol 11.4
High School Athletics
Activities Yes 44,4 100.0 60.1 5343
No 55.6 0.0 39, 44,7
Zheerleading, etc
Yes 17.4 26.8 6.9 115
No 82.6 73.2 93.1 88.
Debating, Music, Drama
Yes 32,8 100.0 26.6 29.0
No 67.2 0.0 73.4 71.0
Hobby Clubs
Yes 18.8 0.0 24,2 23.4
No 81, 100.0 5.7 76.6
Honorary Clul's
Yes 14,7 19.3 33 Sl
No 85.3 7 96.8 94.3
Yearbook, Newspaper ;
Yes 20.4 19.1 14,4 19.5
No 79.6 80.9 85.6 80.5
Subject Matter Clubs
Yes 25.8 19.1 16.0 19.1
No 74,2 §0.9 84.0 80.9
Student Government
Yes 19.6 63.4 18.9 17.4
No 80,4 36.6 8l.1 82.6
Vocational Education
Yes 23.0 0.0 25.4 22,0
No 77.0 100.0 74,6 78.0
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Table B.2

NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC: ALL GROUPS (Con't)

Characteristic Responses Never In & Out 2 Yrs. | More Than
or Less 2 Yrs.
Important Goals in Success
Life Very Important 77.0 100.0 76.1 84,1
Somewhat Inportant 21,4 0.0 23.9 15.9
Not Important 1.6 0.0 0.0 0.0
o Good Marriage ' :
Very Important 84,8 100.0 82.6 94,0
Somewhat Important 10.9 0.0 ) 8 5 3.8
Not Important 4.4 0.0 5.8 2,2
Money
Very Important 13.1 0.0 24,0 17.4
Somewhat Juportant 59.6 100.0 59.4 61,7
Not Importaut 27.2 0.0 16.7 20.9
Friends
Very Important 5.3 100.0 76,0 81.8
Somewhat Important 22.9 0.0 23,2 17.7
Not Tmportant 1.8 0.0 0.9 oS
Steady Work
Very Important 66.6 41,0 80.9 77.4
Somewhat Tuwportant 28.4 59.0 173 20.8
Not Important 5.0 0.0 1.7 1.8
Community Leader
Very Important 6.1 0.0 6.5 16.8
Somewhat Important 39.2 59.0 57.1 375
Wot lmportant 54,8 41,0 36.4 45,7
Better Opportunitics for
Children
Very Importeant 3432 59.0 74.6 #1.1
Somewhat Important 32.4 0.0 22,6 14,4
Not Tmportant 8.5 41,0 2,8 8.5
Living Close to Relatives
Very Important 10.0 41,0 5.8 9.6
Somewhat Important 48.6 59.0 46,6 42,1
Not Important 41,4 0.0 47.7 48,2
Getting Away from this
Area
Very Important 163 0.0 20.8 14,8
Somewhat lmportant 22.8 0.0 253 20.4
Not Important 69.7 100.0 54.0 64,7
Correcting Social Injustices
Very Jmportant 15.5 41,0 26,2 27.8
Somewhat lmportant 58.8 59.0 53.5 45.8
Not Important 25.8 0.0 20.4 26,4
Lefsure Time
Very Important 579 59.0 62,4 53.4
Somevhat Important 40.0 41,0 37.0 39.4
Not Jmportant 2,0 0.0 0.6 7.2
Good Education
Very lmportant S57.1 100.0 72.4 69.9
Somewhat Important 38.4 0.0 24,5 30.1
Not Important 4.5 0.0 3.1 0.0
Important Factors Money
in Selecting a Very Important 21.7 47,2 23.0 34,8
Job or Career Sowewhat Important 64,4 52.8 69.5 51.1
Not Important 13.9 0.0 1.4 14,1
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Table B.2

NLS PERCENTAGE DISTRIBUTIONS

B

Y CHARACTERISTIC:

ALL GROUPS (Con't)

! in Selecting

Characteristic Responses Never In & Out 2 Yrs, |More Than
or Less 2 Yrs.
Important Factors Opportunity for Creativity
in Selecting a Very Important 38.8 66,4 36.0 33.8
Job or Career Somewhat JTmportant 47.8 33.6 44,7 54,7
(con't) Not Important 13.4 0.0 19.3 11.5
Uscful in Society -
- Very Important 53.2 58.0 39,8 50.3
Somewhat Twmportant 40,2 27,9 47.8 40,2
Not lwmportant 6.6 14,2 12.5 9.6
Avoid Kigh Pressure
Very Tmportant 30.9 0.0 35.4 23.5
Somewhat Important 47.3 511 39.9 49,2
Not Important 21.8 48.9 24,8 273
Working in World of Ideas
Very Important 34,4 Skl 3.9 30.7
Somewhat Important 50.5 15.4 43,1 1.1
Not Important 15.1 33.6 254 12,1
Freedom from Supervision
Very Important 23,1 42.0 30.6 19.7
Somewhat Important 47.9 38.6 44,3 54.5
Not Important 29.0 19.3 25.1 25.8
Opportunity for Steady
Progress
Very lmportant 33.9 23,2 27.6 37.0
Somewhat Important 52.3 7.2 58.1 43,6
Not Important 13.8 295 14,2 19.4
Chance to be a Leader
Very Important 15.5 21,9 26.5 26,7
Somewhat Important 41,1 58.0 31.5 32.4
Not Important 43,4 14,2 36.0 40,9
Working with People
Very Important 48.8 52.8 35.8 51.0
Somewhat Important 36.6 47.2 41,2 31.0
Not Important 14,6 0.0 23,0 18.0
Position Looked Up To
Very lmportant 24,7 51,1 31.9 37s1
Somewhat Tmportant 48,0 19.3 45,6 44,9
Not Important 27.3 29,5 22,6 18,0
Important Yactors Previous Experience
Very Important 39.0 0.0 41,4 32,1
Life's Woik Somewhat Important 39.5 59.0 36.4 51.6
Not lmportant 21,6 41,0 222 16.4
Relative/Friend in Same Line
Very Important 1.7 0.0 8.4 9.7
Somewhat lumportant 24,5 59.0 22.8 25,7
Not Important 67.7 41,0 68.8 64,6
Avaflable Openings
Very Important 50.0 0.0 48.7 47.2
Somewhat lmportant 38.8 100.0 42.5 42,4
Not Important 11.2 0.0 8.9 10.3
Work Matches Hobby
Very lmportant 26.9 0.0 36.7 30.6
Somewhat Important 37.7 0.0 36.0 31.9
Not Important 35.4 100.0 27.3 37.

e

p

4
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Table B.2

NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC:

QLL GROUPS (Con't)
Characteristic Responses Never In & Out 2 Yrs [More Than
or Less 2 Yrs
Important Factors Good Income
in Selecting Very Important 5207 100,0 61.0 69,
Life's Work Somewhat Important 38.9 0.0 33.0 27.1
(con't) Not Important 8.4 0.0 5.9 3.8
Job Security
Very lmportant .6 41,0 65.6 77.0
Somewhat Important 30.1 59.0 33,8 19.1
Not Important 3 0.0 0.6 3.
Interesting Important Work
Very lmportant A 41,0 88.6 88.3
Somewhat. Important 14.1 59.0 8.4 1 & I
Not Important 1.6 0.0 3.0 0.0
Freedom to lake Decisions
Very Juportant St 0.0 63.2 69.9
Somewhat lmportant 38.9 100.0 31.7 29.6
Not Important 3.4 0.0 5.2 0.6
Opportunity for Promotion
Very Important > 41.0 69.0 77,
Somewhat Important . 59.0 26.7 17.1
Not Important 0.0 4.3 Sl
Working with Friendly People
Very Juportant 68, 41,0 74,1 69.5
Somewhat Important 28.1 59.0 21.8 27.3
Not lmportant 3.8 0.0 4.1 3.2
Job Satisfaction Pay and Fringe Benefits
Very Satisfied 21.6 0.0 15.6 28.4
Satisfied 52.5 0.0 -58.8 38.6
Dissatisfied 19.1 100.0 18.3 2555
Very Dissatisfied 6.7 0.0 7.3 7.6
.mportance and Interest of Work
Very Satisfied 21.0 0.0 16.0 20.8
Satisficd 49.8 0.0 56.5 43.2
Dissatisfied 213 100.0 19.2 19.5
Very Dissatisfied 799 0.0 8.3 16,5
Working Conditions
Very Satisfied 24.8 0.0 15.0 16.3
Satfsficd 56.5 0.0 37,2 40,6
Dissatisfied 14.3 100,0 35.8 30,2
Very Dissatisfied 4.4 0.0 11.9 12,9
Opportunity for Promotion with This Employer
Very Satisfied 17.9 0.0 20.1 17.4
Satisficd 43,6 0.0 L4 92,2
Dissatisfied LS 0.0 25,2 19.8
Very Dissatisfied 11.0 100.0 . 10.3 10.5
Opportunity for Advancement in This Line of Work
Very Satisficd 18.9 0.0 16,2 2Ve3
Satiaficd 44,7 0.0 48,5 44,8
Dissatisfied 26.2 0.0 22,8 18,2
Very Dissatisfied 10.2 100.0 12,5 15.6
Opportunity to Use Past Training
Very Satisfied 17.6 0.0 8.4 21.8
Satisficd 45.6 0.0 47,3 355
Dissatisfied 24,4 0.0 25,4 27.3
Very Dissatisfied 12.4 100,0 18,9 155
Supcervisor
Very Satisfied 31,3 0.0 15.9 17.1
Satisfied 50,5 100,0 55.4 48,4
Dissatisfied 12,2 0.0 11,1 16,4
Very Dissatisfied 6.1 0.0 17.5% 18,2
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NLS PLERCENTAGE UlSTRlBUflONS BY CHARACTERISTIC:

Table B.2

ALL GROUPS (Con't)

Characteristic Responses Never In & Out 2 Yrs More Than
or Less 2 Yrs.
Job Satisfaction Opportunity for Development of New Skills
(con't) Very Satisfied 25.1 0.0 20.8 25.8
Satisfied ! 44..2 0.0 39.4 40,4
- Dissatisfied 22.1 0.0 29.3 20.0
Very Dissatisfied 8,6 100.0 10.5 13.7
Work as a Whole
Very Satisfied 26.4 0.0 18,2 13.1
Satisfied 56.4 0.0 51.2 62.7
Dissatisfied 12.9 0.0 15.7 8.8
Very Dissatisfied 4.3 100.0 14,9 15.4
Respect Received from Others
Very Satisfied 28,7 0.0 23,1 38.4
Satisfied 57.1 0.0 58,5 45,6
Dissatisfied 10.4 0.0 9.8 9.6
Very Dissatisfied 3.8 100.0 8,7 6.4
Self Appraisal 1 Take a Positive Attitude Toward Myself
Strongly Agrec 36.1 100.0 53.5 49,1
Agree 57.4 0.0 39.9 4401
Disagree 5.7 0.0 6.6 6.8
Strongly Disagree 0.8 0.0 0.0 0.0
Good Luck is More Important Than Hard Work
Strongly Agrec 2.2 0.0 0.5 3.4
Agree 1.7 0.0 11,2 1.2
Disagree s T 59.0 46,9 $3.1
Strongly Disagree 37.0 41,0 41,5 36.2
I Feel 1 Am a Person of Worth
Strongly Agree 45,6 100.0 93,8 33.9
Agree 51.0 0.0 41,7 42,7
Disagree 2.9 0.0 6.5 3.4
Strongly Disagrec 0.5 00 0.0 0.0
1 Am Able to Do Things as Well as Others
Strongly Agree 39,1 100.0 52.0 50.9
Agree 56.9 0.0 44,8 45,9
Disagree 3.6 0.0 3.2 2.7
Strongly Disagree 0.4 0.0 0.0 0.5
Everytime 1 Try to Get Ahead Something Stops Me
Strongly Agree 4.1 41,0 5.9 9.0
Agree 12,6 0.0 97 8.7
Disagree 59.6 59.0 68.3 62.1
Strongly Disagree 23.8 0.0 16.1 20,2
Planning Only Makes One Unhappy, Plans Never Work Out
Strongly Agree 3.6 41,0 - ) 7.0
Agtec 11.1 0.0 12.2 Ye.d
Disagree 52,7 59.0 49,0 4E.4
Strongly Disagree 32.6 0.0 33.0 32.9
People Who Accept Their Condition {n Life Are Happier
Strongly Agree 7.0 0.0 8.7 10.6
Agree 18,7 0.0 16.5 18.7
Disagree 48,4 100.0 43,8 44,1
Strongly Disagree 25.8 0.0 31.0 26.1
On the Whole 1 Am Satisfied with Myself
Strongly Agree 28.4 41,0 34,7 24,4
Agree 59.2 0.0 35.2 64,7
Disagree 10.8 59.0 7.0 9.9
Strongly Disagree 1.6 0.0 3.1 1.0
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NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC: ALL GROUPS (Con't)

Table B.2

Characteristic Responses Never 4 yra [.m”r“ i ﬂ]
or less 2 yrs.
Political Attitudes Voting in Local Elections
Very Worthwhile 50.8 57.8 58.5
Somewhat Worthwhile 39.1 29,3 32,9
Not Worthwhile 10.1 12,9 8.6
Writing or Talking to Repre-
sentative in Covernment
Very VWorthwhile 20,2 35.0 38.7
Somcwhat Worthwhile 54,8 42.8 &6.2
Not Worthwhile 25.0 22,2 15.1
Voting When You are Pretty
Sure your Party Won't Win
Very Worthwhile 43,2 45,3 44,1
Somewhat Worthwhile 37.9 30.6 38.3
Not Worthwhile 18.9 24,1 17.6
Attending City Council or
County Commission meetings
Vory Vorthwhile 15.1 21,6 26.2
Somewhat Worthwhile 52.6 47.0 48,6
Not Worthwhile 32.2 31,4 25,2
Signing Petitions to Change
the Way Things are in
Locality, State, Nation
Very Worthwhile 43,0 50.6 53.7
Somewhat Worthwhile 43.8 3552 35.1
Not Worthwhile 13.1 14,3 11.2
Working to Register New Voters
Very Worthwhile 30.3 35.9 36.8
Somewhat Worthwhile 46,0 42,2 44,6
Not Worthwhile 23.7 21,9 18.6
Becoming an Active Member of
a Political Party
Very Worthwhile 14,8 lo.8 24,6
Somewhat Worthwhile 452 42,2 43,2
Not Worthwhile 40,0 40,9 32,2
Self-Rating of Trait
Personal Tralts
1. Inactive 2.9 - 3.8 1.8
2. 3.6 6.7 6.6
3. 5.1 7.1 6.5
4, 1.2 7.8 1.7
5. 17.4 15.5 15.2
6. 24,6 18.6 22.8
7. 22.8 18.6 23.6
8., Energetic 12,5 21.9 15.8
1. Not Understanding 0.7 0. 1.9
2. 1.1 29 3.6
3. T2 0. 2.7
4, 3.8 4.9 8.4
5. 9.8 12,7 10.3
6. 18.5 19.0 17.8
7. 33:1 30.5 20.9
8. Understanding 30.9 30,0 34,5
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Table B.2

NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC: ALL GROUPS (Con't)

Chnrnctcr!ntlc~I Responses Never 2 ¥re More Ehay
or less 2 yrs.

Self-Rating of 1. Do Not Think Far Ahcad 4.0 4,5 2:2
Personal Tralts e h.oh 4.1 7.4
Ve 5.9 1.1 8.3
4, 8.6 16.4 11.1
5. 13.6 14,2 8.6
6. 17.3 13,2 7.1
7. 2.8 19.3 28.1
8. Think Ahcad 21,3 27.0 17.3
1. Self Concerned 2.8 5.9 2.7
2, 3.0 2.1 6.9
3. 5.1 2.6 7.3
4, 11,0 16.2 9.1
5. 19.0 29.8 Bl
6. 22.3 18.8 271
7. 24,8 18.2 26.1
8. Other Concerned 11.9 6.4 9.6
1. Unenthusiastic 1.8 1.5 0.9
2 3.5 7.3 1.8
3. 5.9 10.8 6.5
4, 10.5 6.1 8.6
5. 16.1 23.3 24,1
" 6. 19.5 13,2 13.0
i 23.2 19:3 18.1
8. Enthusiastic 19.5 18.4 27.1
1. Impractical 0.7 0. 0.5

2 1.2 2.6 0.
3. 2.3 2.9 3.6
4, 5.0 5.8 3.0
S. 13.4 1540 8.8
6. 19.2 25.8 19.0
7. 34,5 25.0 37.8
8. Practical 23.8 22,8 273
1. Vague Thinking 1.8 1.6 5.1
2, 2,6 1.9 s
3. 3.7 8.5 2.0
4, 6.8 12.6 9.5
5. 15.9 13,4 12.9
6. 24,2 19:5 18.7
7. 31.0 24,2 32.6
8, Clear Thinking 14,1 18.1 16,1
1. Personally Cold 0.9 3.0 2.5
2. 1.3 2.8 2.7
3. 2.3 2,7 4.0
4, bk 5.4 4,5
5. 9.3 7.4 ke
6. 14,6 15.6 6.5
7. 30.8 26,7 27.9
8, Personally Warm 36.4 36,3 40,4
1. Unambftious 1.1 4.9 1.4
2, 1.7 1.3 0.4
3. 3.0 0.9 1.6
4, 6.9 5.2 Sel
5. 14,0 14,6 17.7
6. 21,2 14,2 18.8
7. 27.5 33.4 24,1
8, Ambitious 24,6 25.5 30.9
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Table B.2

NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC: ALL GROUPS (Con't)

Characteristic Responses Hever | 2 Yrs or | More Than
; Less 2 Yrs
Political Activities  Talk with friends about public preblems
and Participation Frequently 38.0 46,9 60,2
Sometimes 56.4 48.7 33.8
Never 5.6 4.5 6.0
Talk about public problems with:
a. Your family
Frequently 34.9 30.6 39.9
Sometines 55.9 8§37 42.9
Never 9.2 18.7 12.2
b. People where you vork g
Frequently 27.9 42.1 52.6
Sometimes 53.8 52.0 30.7
Never 18.3 5.8 9.7
c. Community, club,or church leaders
Frequently 7.2 11.4 13.0
Somelimes 31.7 363 34.5
lever 61.1 53,23 52.5

d. Elected government officials, pecple

Democrat or Republican leaders

in politics,

frequently S0 8.2 13,5
Sometimes 20,3 26.1 22,1
Never 74.4 65.7 58.4
Talked Lo people in order to influence their vote
Frequently 7 5.6 14.5
Sometimes 32.8 26.5 34.7
Never 60.0 67.9 50.8
Given any moncy or bought tickets in election support
Frequently &yl Va3 6.6
Sometimes L7 &% 16.9 254
Never 80.1 81.8 68.3

Gone to political weetings, rallies, barbecues, fish
fries in connection with an election

Frequently 3.7 19 9.6
Sometimes 23.6 26.1 30.9
Rever 72.7 72.0 59.6
Done any work to help a candidate in his campaign
Frequently Jud 2.9 9.9
Sometimes 19.8 18.1 24,6
Never 76.5 79,0 65.0

Held an office in a political party
a government job

Frequently 0.5
Sonetines 1.4
Never 98.0
Voluntary Group Youth organizations, Little League,
Participation Active Participant 6.7
Member Only 2.1
Not at all 91.2
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or been elected to

0 2.3

2.3 4.9

7.1 2.8
scouting, etc,

7.6 9.6

3.5 Jut

88.9 87.1




Table B.2

NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC: ALL GROUPS (Con't)

Characteristic

2 Yrs or

pesponses Hever Less 2 Yrs

Voluntary Group
Participation
(con't)

o —— —— .+ e ——— - e e ————

T — T A i

Union, farm, trade; or professional association

Active Participant 4.6 0 3.7
Member only 10.7 4.6 3.2
Not at all 84.8 95.4 93.1
Political clubs or organizations
Active [‘("il’l‘}u nt 3.3 0.7 1.8
fember only 4.7 J-3 4.0
Not «t all 92.0 9¢.0 94.1
Church groups or church-related activities
Active Participant 15.8 16.4 15.8
Meimber only 15.5 7.9 16.6
Not at all 66.7 75,7 67.6
Comnunity centers, neigliborhood improvement, or
social-action groups
Active Participant 5.2 5.5 8.9
Member only i 4.5 4.3
Not at all Gl 90.0 86.6
Organized volunteer work, such as in a hospital
Active Perticipant 4.9 0.5 5.2
Member only 1.4 1.9 3.l
Not at all 93,7 97.6 91.2
A social, hobby, carden or card-playing aroup
Active Participant 17.6 14.8 0.0
Member only 4.5 1.9 6.8
Not at ail 71.9 63.4 73.2
Sport teams or sppr{ clubs
Active Participant 8.7 28,7 34.5
Member only 4.2 5.8 6.0
Not at all 1.2 65.5 59.6
A literary, art, discussion, music, or study croup
Active Participont 8.8 7.2 4.3
Member only 2.8 2.0 3.6
Not at all 88.4 90.8 92.1
Educational organizations, PTA, or ecademic grouvp
Active Participant 2.6 0 2.0
fember only 1.8 Ve ) 0.0
Not at all 95.7 98.9 98.0
Service organizations, Rotary, Jr. Chamber of Commerce,
Veterans, etc,
Active Participent Yo 5.4 1.5
Member Only N 6.4 3.9
Not at all 97.2 68,2 94.60
Student government, newspaper, journal or Annual staff
Active Participont 4.5 1.6 37
Member only 1.6 0.7 0.9
Not at all 93.9 97.8 95.4
Another voluntary group
Active Participant 101 6.9 101
Member only - 0.7 1.9
Not at all 87.2 92.4 88.0
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NLS PERCENTAGE DISTRIBUTIONS BY CHARACTERISTIC:

Table B.2

ALL GROUPS (Con't)

Characteristic Responses Never ey ”“}v Ehia
or less 2 yrs,
Attitude toward the Having Enough Money
"Quality of Lifce" Exactly 33.3 3155 29,7
Extremely Vell 22,7 20,4 25,7
Very Well 23,3 25.6 24,0
Fairly Well 16.7 19.4 16.5
Not Very Well 3.9 3.1 4,1
Having Healthful Living
Patterns
Exactly 34,8 37.0 37.6
Extremely Well 28.4 21,7 24,0
Very Well 22.9 25.7 20.5
Fairly Well 11.6 15.1 13.1
Not Very Well 2.2 0.5 4.9
Protection of Air, Water,
Natural Resources
Exactly 39.1 51.8 42.0
Extremely Well 29,3 24,6 31.2
Very Well 19.7 16.1 14.0
Fairly Vell 9.9 4,8 9.1
Not Very Vell 2,0 2.6 3.7
Having Leisure Time and
Money
Exactly 29.7 42,6 297
Extremely Well 27.7 L.l 20.0
Very Well 24.0 24,1 21.4
Fairly Vell 14.8 14.4 20,2
Not Very Well 3.9 1.8 8.7
Feeling Free
Exactly 20,6 36.5 30,1
Extremely Well 19.0 18.9 16,4
Very lell 19.2 155 12,4
Fairly Vell 21,2 13.5 25.1
Not Very Well 20,0 15.6 16,0
Feeling Safe From Violence
Exactly 35.0 40,7 32,9
Extremely Well 28,0 28,2 19.6
Very Well 20,6 17.9 22,8
Fairly Well 11.8 10.4 16.5
Not Very Well 4.5 2.9 8.2
Having a Chance to Choose
Life's Work
Exactly 50, 60.2 53.5
Extremely Vell 28, 20.9 23.4
Very Well 13. 10.2 11.2
Fairly Well 5.6 4.8 6.7
Not Very Well 2,2 3.9 53
Loving and Being Loved
Exactly 59.6 66.6 62,0
Extremely Well 25.6 22,1 19.2
Very Well 10.3 7.1 11.8
Fatrly Well 3.4 3.5 6.1
Not Very Well 1.0 0.8 0.9

T T R - T

-200~

L o




NLS PERCENTAGE

Table B.

DISTRLBUTIONS

BY CHARACTERISTIC:

2
L

ALL GROUPS (Con't)

Characteristic Responses Never 2 yrs, More than
or less 2 yrs,
Axl!tudo toward lk“ Living a Life of lonest
Quality of Life and Integrity

Exactly 53.0 62,1 56.8
Extremely Well 29,5 22,0 24,2
Very VWell 12.8 12,2 12.6
Fairly VWell 3.9 3.2 4.3
Not Very Well 0.8 0.5 2.0

Freedom to Read, Discuss

Important Questions
Exactly 40.0 57.3 53.3
Extremely Vell 29.6 16.9 20,7
Very Well 19.5 16.5 15.0
Fairly Well 8.8 5.3 7.2
Not Very Well 2.2 2,0 3.8

Having a Chance for a :

Good Education
Exactly 39.5 48,2 58.6
Extremely Well 28.8 24,0 19.0
Very VWell 19.1 19,1 Lled
Fairly Well 9.9 8.1 3.7
Not Very Well 2.8 0.6 0.9

- - - P
N — ——
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APPENDIX C

National Longitudinal Study Questions Used in This Evaluation

The following NLS questions were used in this analysis of
Army representativeness. A complete set of questionnaire items
may be obtained through The National Center for Educational
Statistics, Cducation Division, Department of Health, Education,
and Welfare, Washington, D.C.

A. BASE-YEAR QUESTIONNAIRE

10. Have you participated in any of the following types of activities, either in ot out of school this year?
(Circle one number on each line.)
Have
Have participaled
Have not  participated as aleader
participated actively or oificer
Athletic teams, iatramurels, letterman’s club, sports club. e PR AT e W Ly o 3
Cheerleaders, pep club, majorettes. ............................ S b SR T [ SR s
Debating, drama, band, chorus......... ... ... T i e e i R O 2. 3
Hobby clubs such as photography, model building, hot rod,

electronics, Crafta. ... .. ..coucic v i comnmin o B el oo g il e L T,
Honorary clubs such as Beta Club or National Honor Society ... .. 1 <&, 3
School newspaper, magazine, yesrbook, znnual. . .. .. e o e 5 | RS T r S 3
School subject matter clubs such as science, history, language,

DUSIOERE. 8T8 i v s i s il e ¥ A GRS e B RS e 1 3
Student council, student government, political club e et A 3
‘Vocational education clubs such as Future Homemakers, Teachers,

Farmers of America, DECA, O€A, FBLA, Ot VICA. . ... ... ..... 55 | 2 3

20. How important is each of the following to you in your life?
(Circle one number on each line.)
Not Somewhat Very
important important important

Being successful in my line of work o ko 3
Finding the right person to marry and having a happy family life ) (8 ool 3
Having lots of MOney. . ... .ouveveietiaeson inrerotnmmonns I s 3
Having strong friendships. . ..... ... ot e e i % . 3
Being able to find steady work v AR A KRR R EEAE B o Ay 6 2 3
Being a leader in my community R T L YL UL S s ¢ 2 3
Being able (o give my children better opportunities than I've had 1 &2 .3
Living close to parents and relatives R ROPEs R Ay S gt & . ol 3
Getting away from this aren of the country 1 « s & 3
Working o correct social and economic inequalities. ... e | 2.. 3
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21. How do you feel about each of the following statements?
i (Circle one number on each line.)

Agree Disagree No
strongly Agreo Disagree strongly opinion
I take a positive attitude toward myself 1 2 3 ... 4 U
Good luck is more important than hard
work for success ) 5 - 2. } 3 A I8 . 6
I feel I aun a person of worth, on an equal
plane with others xatie e & LG EATER L OE - ekt o 4. .. L
I am able to do things as well as moast
other people o 2 .3 IR - S CUNS 5
Every time [ try to get ahead, something
or somebody stops me it o ¢ UN 2. ; s cosiins s A e 5
Planning only makes a person unhappy
since plans hardly ever work out
anyway R, | S Licssies 3.. L g e 5
People who accept their condition in life -~
are happier than those who try to
change things . : ) CNEE A BRI, o L, N ceilide X .5
On the whole, I'm satisfied with myself 1 2. i S R (R s D

25. In the column under YOU, circle the one number that goes with the best dascription of the kind of work
you would like to do. Under FATHER, circle the one numbear that best describes the work done by your
father (or male guardian). Under MOTHER, circle the one number that bexi dascribes tha wark done by
your mother (or female guardian). The exact job may rot be listed but circis the one that comes closest.
If either of your parents is out of work, disabled, retired, or deceased, mark the kind of work that he or
she used to do.

(Circle ona nurnher in each column )

You Fathes Molher

CLERICAL such as bank teller, bookkeeper, secretary, typist, mail

carrier, ticket agent. ... .. .o measiena b W it 01. . R sy SO
CRAFTSMAN such as baker, autormnobile mechanic, machinist,

painter, plumber, telephone installer, carpenter. . - 02 " B - SRR 02
FARMER, FARM MANAGER . . . ... ... ...................... PR - RN e 03
HOMEMAKER OR HOUSEWIFE . SMIR S S A e SEe s S N Y A 5 04 . Sy, PR 5 s 4
LABOKER such as construction worker, car washer, sanitary

worker, farm laborer i Pl & A SR o 05 TR T SRRMPRRE. ; -
MANAGER, ADMINISTRATOR such as sales manager, office manager,

school administrator, buyer, restaurant manager, government

(110017 (T e R S DL SO 21 ML 5 s e o PR o i by e i e s v s O
MILITARY such as career ofticer, enlisted man or woman in the 3

BEIOC TORUOH, ; /s o cerph v v aps mrsts 75 S, ol S R RS SRR ) i e s .07
OPERATIVE such as meat cutter; assembler; machine operator; .

welder; taxicab, bus, or truck driver; gas station attendant. . . . . 08 . 08.... ... ..08
PROFFSSIONAL such as accountant, artist, clergyman, dentist,

physician, registeced nurse, engineer, lawyer, ibranan, teacher,

writer, scientist, social worker, actor, actreas 4 ARG 1 | SRR ;SO 09
PROPRIETOR OR OWNER such as owner of a small business,

contractor, restaurant owner S e : R, 1 1 Ay | SR

-

PROTECTIVE SERVICE such asg detective, policeman or guard,

BUPEITECIECIRRIE & L . s i v b seiatihioeb v ot o e s B ek s 816 e 11 ALY | ISOISROTE |
SALES such a9 salesman, sales clerk, advertising or insurance agent,

POREIREREN DPORET. Ve o 77 vis vt me odarenie s o3 §oais s e 65 4wy ) b SRR | (I 12
SERVICE such as barber, beautician, practical nurse, private

household worker, janitor, waiter SIS e SO A GO SECCPRN, iy ¢ R R e e
TECUNICAL such as draftsman, medical or dental technician,

COTPULEY PYORPRINIIEL. - ¢ iisvn o b o v ook in v s ek v v v 43 vos R s o [ AP .14
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24.

26.

23.

a4,

How important is each of the following to you in selecting a job or career?

(Circle one numberon each linc.)

Not Somewhat Very
important important important

Naking allol Ol OMEY .. /s e 2 = o 5 saiin siale i § & 5 5 5 & s A5 & 5 o s TR RS (S |
Opportunities to be original and creative .. ... .. ... .. j e 2 o
Opportunitics to be helpful to others or useful to society ... ... .. 1 2 ..3
Avoiding a high-pressure job that takes too much outof you........ .. 1. -2 ..3
Living and working in the world of ideas . el s 2.5 2o
Freedom from supervision in my work . . L o oo k.. v B » . B
Opportunities for moderate but steady progress rather than the

chance of extreme success or failure. . . .. . ... ... .. L. L. 1 = ST 3
TBlie chiance (o Be s Teader . s v fe a2 s e o aiaaroaovin oo a0 e i v s & 1 (B o PO ). 3
Opportunities to work with people rather than things. S s oL S e Do ..3
Having a position that is looked up to by others . . ... .. ... ... .. 1 .-3

How ln'xportnnc was each of the following factors in determining the kind of work you plan to be deiri¢ tur
most of your life?
(Circle one number on each line.)

Not Somewhat Very
Important important imporiant
Previous work experience in the ar€a. ... ey Sl 2 3
Relative or friend in the same line of work....................... S B R e 3
Job openings available in the occupation. . .. ... ... ... o ... j S S e 20, e s s 3
Work matches a hobby interestof mine. . .......................... | (R N 3
Good income o start or withina few years. ... ...................... s L s 3
Job security and permanence . . ... ) JEESAS AL L A 3
Work that seems important and interestingtome. .. ................. ) 25 S 2 L 3
Freedom to make my owndecisions...................c.oiiiieinn... ) R Do s v 3
Opportunity for promotion and advancement in the longrun . ... ... 1. .. .. ... .. v A .3
Meeting and working with sociable, friendly people ... ... ... ... ... ) LI T R 2 3

To answer this question, circle ons number for the highest level of education you would like o attain, and
also circle one for the highest level you plan to attain.
(Circle one number in each column.)

Would like Plan to

{o attain attain

Less than high school graduation R = S ) (ARSI 1
Graduate from high school but not go beyond that. . . ... ... ... TR TR o T 2
QGraduate from high echool and then go to a vocational, technical,

DUBINeSs, OF Erade OlO0] v cn v s i v o n e Sl s a5 e o oo b L O Do) 3
QPO B B JUETIOT COTIEHE . . . . o viiiein oo i e an mimsiie 4 e s & becaste & 3 & v o L R R 4
Go to a four-yeur college or university . ... &iions 5
Go to a graduate or professionsl school after college . ... ... .. ... .. 00 a e 6

Which service will you most likely enter (including Reserve or National Guard within appropriate service)?

(Circle ono.) -
Army . il A S Y - I SN U U, e s, 1
Air Foree A e Y LN v e el
Lot 3o domi IRV S LR (XSO0 A THORL EE L LR 3

Marine Corps
Conast Guard

........ iR sy G el s ,g
1 don't know Y o 6 7




84. How do you describe yourself?
(Circle one.)

American Indian s 1
Black or Afro-American or Negro 2
Mexican-American or Chicano 3
Puerto Rican ]
Other Latin-American origin 5
Oriental or Acian-American 6
White or Caucasian 7
Other 8

90. What was the highest educational level each of the following persons completed? If you are not sure,
please give your best guess.
(Circle one number in each colunmin.)

Father or Mother or Oldest
male female brother or
glaidian guszrdiza sister
Doesn't apply o ’ L sy sie . N i el 1 1
Did not complete high (secondary) school . ... ... ... . 2 2
Finished high school or equivalent 3 3 3
Adult education program .4 4 4
Business or trade school . ... 5 5 5
Some college 6 6 6
Finished college (four years) ki 7 9
Attended graduate or professional school (for example, law or
medical school), but did not attain a graduate or professional
degree. .. ... ) . Y s . 8 crral 8
Obtuined a graduate or professional degree (for example, M.A .,
Ph.D, or M.D.) . = . 9 9 9

93. 'What is the approxamate income defore taxes of your parents (or quardian)? Include taxable and non-
taxable income from all sources.
(Circle one.)

Less than $3,000 a year (about $60 a week or less 01

Between $3.000 and $5,999 a year (from $60 to

$119 a week) 02
Between $6.000 and $7,499 a year (from $120 to
$149 a weok) N .
Between $7,500 and $8,999 a year (from $150 to
$179 a week) o5 .04
Between £9,000 and $10,499 a year (from $180 to
s $209 a week) d 05

Between $10,500 and $11,999 a year (from $210 to
$239 a week) : 06

Between $12,000 and $13,499 a year (from $240 to

$269 a week) : 07
Between $13,500 and $14,999 a year (from $270 to
$299 a \Vm'k) ' . . 08
Between $15,000 and $18,000 a year (from $300 to
$359 a week) o 09
Over $18,000 a year (about $360 a week or more) 10
= R i e "'» PR - e L e e - g DA —




31. What is the one thing that most likely will take the largest share of your time in the year after you leave
high school?
A (Circle only one number and then follow the directions beside that number.)

(Circle one.) Directions

Working full-time ..01. -»Gotoquestion 32 and

complete Section D).

Entering an apprenticeship or on-the-job training progeam .....02 . »Skip to page 15 and
complete Section F.

Going into regular military service (or service academy) ...03 . ~»Skip to page 17 and
complete Section F.

Being a full-time homemaker o e . 04. —»Skip to page 20 and

complete Section G.

Taking vocational or technical courses at a trade or business

school full-tirme o Part Cime . .- . oo o o et e e e e e s 05 . .- Skip to pege 22 and

* . complete Section H.
Taking academic courses at a junior or community college full-time
o] 81 i 111 (e R e S o e (R e IR ..06
Taking technical or vocational subjects at a junior or community »Skip to page 25 and
college fuli-time or part-time .. .. ... .. .. ... ... . .. .. .. ... 07 complete Section 1.
- o - . .
Attending a four-year college or university full-time or part-time .. .. .08

Working part-time, but not attending schoo! or college. .. ... .. 09. -»Skip to page 29 and

complete Section .1,

Other (travel, take a break, no plans). . ve....10. .-»Skip to page 31 and

complete Section K.

B FIRST FOLLOW--UP QUESTIONNAIRE

1. What are you doing now?

(Circle one number on each line.)

Applies Docs not
fa me .::.5'.?: fa ma
Working for pay at a full-time or part-time job ... .. ... | (SR,
Taking vocational or technical courses at any kind of school or college
(for example, vocational, trade, business, or other careers traming
g e R e s T R e R SN SR e cara s s |
Taking academic courses at a two- or four-year college ... | R 2
On active duty in the Armed Forcees (or service academy) ................. Bisfeinnin s ummin 2
-
RETERE YRR ¢ Ot o st s oy w6 e R e e A e A e 6 e G N e AT S Bosvinswtusns 2
Temporary lay-off from work, looking for work, or waiting to report to
DD o & Wt s PR S T SOk S eV s b E Vh et b o i Do B A lend GRRe | 2
Other (please deseribe: > = 1 e -

{
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15.

How do you feel abaut each of the following statements?

(Circle one number on each line.)

Agree Disagree No
Strongly Agree Disagree Strongly Opinion
I take a positive attitude toward myself ........ .. | T o R il - I AR AL e e R 5
Good luck i1s more important than hard work
FORSUEOEEE ~ v uis i wrmsios wraimm it aim sovimmacwr oo alny wa s | (AR APes am ¢ R, - [T el ) e )
I feel T am a person of worth, on an equal
plane it OtRBTS.  «.ovvisis oo be sommampumis it o | e el (A Bl e i A P S 5
I am able to 8o things as well as most other : '
0.2071) (o BRI R S S | e G Bl e o el 2 e AR e 5
Every time I try to get ahead, something or
SOMebody SLOPS ME  .ucivivassssiteeinnamisime s | R Dhciae o iR S v = S A S T Bl b e 5
Planning only makes a person unhappy since
plans hardly ever work out anyway ............ | T e v P S Bhain i oon TR S R 5
People who accept their condition in life are
happier than those who try to change 3
U107 R R A S R oot = e S R e Wbkl oon actind - PR PR B e e LA 5
On the whole, I'm satisfied with myself .......... | T O b ek 5 A R S G e b 5

In this section we would like to obtain information about the jobs you have held in October 1973 and October 1972,
including full-time jobs. part-time jobs, gpprenticeships, and on-the-job traming (but do not melude nulitary serviee)

51

73.

How satisfied were you with the following aspects of this job?

(Circle one number c:: each line.)

Very Very
satisfied Satisfied Dissatisfied  dissatisiied

Pay and fringe benefits ............. e A« Ll || P e R L ia il 4
Importance and eHRANENEE .. i virvncnsnsvnsrimmmionis sesims B i, e Bt el 4
Working €onditions ... ..o iiivirimmmmacase b o summnsss < viius | T R Pl B s b ennns 4
Opportunity for promotion and advancement with this

00 03) (1 AR AT 1 e ey s Sl e ) B it aars " SR T 4
Opportunity for promotion and advancement in this line of

WOk 2110910 1 T A € A Y e A Pl (Bytas i am b ans vl vl ls e s o a & K Sl D
Security and PErMAmENCE  ......covumaioms s sssvanrmrnenssosns Mok ompns o et s B e, et 3. 4
Opportunity for developing new skills T TR ¢ sl Bt s AT P iy 2. ol s 5 5 0 4
Job as a whole PR b B e A s i <[ n G s sk SRR o " SRS R

Hew sansfied are (were) you with the following aspects of your work in the Armed Forces?

(Circle one number on each line.)

Very Very
satisfied Satisfied Dissatisfied  dissatisfied

Pay and fringe benefits ... Bohninunsinis | " 94
Importance and interest of work ... ... o i )| RS- S 5. ks N 4
WORRINE COMRMUDTID UL 4 i nmic somvinmiam s o et v sceisibie s aiecsisi L5 asisnsmvias G n e s e e b 4
Opportunity for promotion and advancement in the Armed ‘

RUEEEN S Suenivnsic wu it v bobag e a e vt e bR e ookl Tk i | [ - T . PENUR TE R 4
Opportunity for promotion and advancement in - my

BPECIBILY s ooviivurnrninsiisonnceiiiieiiinninnsvaieiaion sirons ) EESPR Y T T R R 4
SECUPILY BIUIPEEIMBICIION ..o 1 cunsnirnrnsssssssrsaossssssyevss (S e- ~ PRI Bh s Loy i b 4
Ovportunity for developing new skills . ... ..., R e S ets - SRR RS B i s 4 ,
WOLK Q8 B WIONE .. 0o00s50ussririsnvempinoumsnby iy soinesasives R - O Bls v sievenn W
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75. How long do you expect to be on active duty in the Armed Forces?

(Circle onc.)
For a two-year tour of duty only ... .. ... ... ... 1

For a three- or four-ycar tour of duty ... ... ........
For more than one enlistment, but less than a full carecer
For a full career (20 years minimum)

Have not decided ..........cccoviinneans. .

@ e w N

76. What do you plan to do when you get out of the Armed Foices?

(Circle one number on each line.)

Applies Does not
fo me apply to me
Fiil)= OF DArt-tIme WORK " cocose s o nsaisssussomin ey spsmsseneagesss s sss 1. ¥ |
College, either full-time or part-time .................. ... ot W ol it il
Technical, vocational, or business or career training school, ,either
FUIEN IS GU PARIIIING: . i s oemsins s wie o Wi s on S sk R R i s -

Registered apprenticeship or on-the-job training program ... ............. | A,

| e e R e R e e e R o 2
e G e L et N W e e Lt b i skonrsob AT J i
Other (please specify: L e et e WOV 1 :

C. SECOND FOLLOW-UP QUESTIONNAIRE

What were you doing the first week of Octoher 19742

(Circle as many as apply.)

Working for pay at a full-tirme or part ime job - 1
Taking academic courses at a two- or four-year college 2

Taking vocational or technical courses at anv kind of school
or college (for exampie, vocational, trade. business, or

other career training school) 3
On active duty in the Armed Forces (or service academy) e il
Homemaker ............. TR ; 5
Temporary lay-off from work, looking for work. or waiting to

report to work ... Thes 2y AR 6
Other (describe: ) J

121. Since October 1973, have you served in the Armed Forces, or a Reserve or National Guard Unit?

(Circle onc.)

N N [ S R S 1

: SKIP 1O SECTION |
Yes, National Guard or Reserves but not active duty 2 ‘
Yes, active duty . e Wt e s ks B GO 10 Q. 10?

122.  n which branch of the Armed Forces did you serve? (Write in):
123.  When did you begin aclive duty? LA il tmonthy ~ (ycar)

129. How long do you expect to be on active duty in the Armed Forces?
(Circle onc.)

For a two-year tour of duty only .. A S RN S S A 1
For a three- or four-year tour of duty . . .0 ..o 2
For more than one enhistment, but less than a full career e |
- 208- For a full career (20 years WHIIMMIYY .. ... coiisoommveves ovsvuas 4
. Have not decided ... . ... Y- e TANERER oo 5
e g G e I Y W 3 s -y - — -
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8. How doryou describe yourself?
{Circle one.)
American Inchan ... L. b S s ]
Black or Afro-American or Negro .. ........... .. ... ... ....... 2
Mexican-American or Chicano ... .. ... .. ... ... ... 3
T CT M e T T e e o O T a8 A S M S 4
Other Latin-Americanongin .. ........................... 5
Oriental or ASian-AMerican ................ooverneuneireeeannnnn.. 6
White or Caucasian .. . ... ... ... ... ... 3
T e e e ol 8

In this section, we would hike to find out about the jobs you may have held from October 1973 through October 1974

Include full ime jobs, part-ume jobs, apprenticeships. on-the job training. mihitary service and so on

79. How satisfied were you with the following aspects of this job?
(Circle one number on each line.)

Very Very
Salishied  Satistied  Dissatisiied  Dissatsiied

a. [Pay and fnnge benefits ... ; ey 1 2 3 )
b Importance and chailenge ... ... . .. ... ’ 3 1 2 4
c.  Working conditions e L R o AR 2 4 :
d. Opportunity for promotion :md advancement mlh this

employer : A 1 2 S 4
e.  Opportunity for promaotion And advancement in this line

of work ... . TP e S e s 1 2. 153 -4
f. - Opportunity to use past training and education t . 3 4
g. Security and perrnanence ... ... ... ... 1 2. i .4
B SUPEEVISODTIRY oo oo cnnanvsb vimsmninsmns : i 3 .4
i.  Opportunity for developing newskills .............. .. .. ... ¥.. .l B -4
j.  Jobas awhole ... R R AT L A s ! A s 3. 3 .4
k. .The pride and respect 1 receive from my f nml\ and

frieads by being in ts line of work ... .. S IR e B R G e DRRSIRR.

14). How important is each of the following factors in determining the kind of work you plan to be doing for most of

your life?
(Circle one number on each line,)
Very Somewhat Not

Important Imporiant Important

a.  Previous work experience inthe area . S 9 b ik SRSy KRS e e R > 3

b.  Relative or friend mn the same fine of work ... T A T RN o e dui s s 2. 3

c.  Jobopenings available in the occupation ... .. b R BT e o e S O | SRR IR s 3

d  Work matches a hobby interest of mine . A ST M a8 e R | SR 2 3

e. Good income to start or within a few years ............. N A S R Y cvsvmnnaslas - SR i =S

f. Jobsecurity and permanence .......c..cooiviiiiiiiiiiiinon reiess s Eos din B an by R .3

g Work that scems important and interesting to me Ve B e e e e (SR - 8

i - Frocdom to make my owndeeiSIONS «....coviviivnarmseinsossssnosasmssss R S ; sl 3

i.  Opportunity for promotion and advancement in the Jong run .. ........... B staimen i any - SRR .3

). Meeting and working with sociable, friendly people ... ................... ¥ Cscnmmanvis B curcuinin 3

-209- - 3
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132.

134,

To what extent have you voluntarily participated in the following groups during the year October 1973 through
October 19742 (By voluntarily, we mean you are not an employee of the group; by active participant, we mean
that you ) attend the meetings ar events; by member only, we mean that you are on a mailing or telephone list so
that you are kept informed of meetings and events.)

Active Member Not
Participant Only At All
a  Youth orpanizations—such as Little Leajue coach, scouting, ete sl S B T, B s 3
b Union, farm. trade or professional association S R A S e e 4 .3
¢. Political clubs or OFZamIZALIONS i coii s i xe s s omsinminiss s oo sesmemhsasnssesnnn | R AR TR R 3
d. Church or church-related activities (not counting worship services) .. ... ... RS e o S Vit e S 3
Community centers, neighborhood improvement, or social-action
ASSOCLALIORS OF BROUTI. - c v =mnin e wm 5 o e s g a0 5 s . ook i s | R s s 3
Organized volunteer work—such as ina hospital .......................... |G et e 3

g A social, hobby. parden, or card playing group ... ... ... Reech et d 2. - .
h. Sport teams or sport clubs SR ot g A oA s W GO R 2 -
1. Aliterary, art, discussion, music, or study group ... ..o ¥ ian 7. ORT 3
). Educational organizations—such as PTA or an academic group . ... ...... e s i LT B Sl .3
k. Service organizations—such as Rotary, Jumor Chamber of

Commerce. Veterans, €10, ... .- cxxtcueueuarenannncnassonnnsnnnenss e e - ST 3
1. A student government, newspaper. journal, or annual staff .. .. ... .. .. 1 st 3
m. Another voluntary group in which I participate .. ... ... ... ... T T AU NP AR 3

. ‘3
How do you feel about each of the following staterenis?
{Circle one numiber on cach line.)
Agree Disagree No
g L . o

a. Itake a positive attitude toward myseif ........ 1. ... .. A P Gl Wi v Fes . . ..o
b.  Good hick 1s more important than hard

WOTK [OF SHECOIS v iis o v omins vismma vy 1 RS R et o etk e e . Ty )
c¢. Ifeel I am a person of worth, on an equal

plage with others e P TP e e bt s efoed i O A B e eiaents 9
d. Iam able to do things as well as most

OLDCIN PRI o5t e sous o B B TS Sl | S 2 B e 2o e . SR o o
e Everytime I try to get ahead, xumelhln(,,

OF SOMEbOAY SIOPSITIE: ., .. . cubepensmenions soob e vvsvusimns it AR S B e e e Ly i s 5
f. Planning only makes a person unhappy

since plans hardly ever work out anyway | S 2 T R . SR .9
g People whoaccept their conditionin life are

happier thanthose whotry tochange things 1 : Ba s s Fuversnncwss 4 .5
h.  Onthe whole, I'in satisfied with myself ... .. (R 2 - R T et w 5

Generally speaking, how worthwhile are the following activities?

s anod

—

..

(Circle one number on each line.)

Very Somewhat Not
Worthwhile  Worthwhile  Worthwhile

NOUNE IR IOSBLCIEEHIONG . oo s i sieies s wmptaam b b s s o s o9 3 TS s b T - SR 3
Writing or talking to your representatives in the government ......... ... i S O - (e el T -
Voting when you are pretty sure your party won't win ... L cvaamansnnss & s somaneness 3
Attending city council or county commission meetings ... B s amnes - RPN .
Signing petitions to change the way things are in your locality, state,

O REREWITOTE TRERIOM: ¢ iz v bt o 0o e w00 s T e AT e+ B R Rk ol SIS . MW (5 3
WOERIIL 1O PORISUOT THEW VOUBISR o o o« v o ¢ v o rmupiammin voiom wiases svav e ens sy sy sy [ & coanniinsiy 3
Becoming an active member of & political nl\ SR R RN A S S A G Bl e e Tt 3

-210-
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135. People often use the term “‘quality of life’’ to mean different things. How well does each of the following state-

ments express what ‘‘quality of hfe’” means to YOU?

{Circle one number on each line.)

Extremely Very Fairly Not Very
Exactly Well Well WeAl!_ Well

a. Having enough money--to buy sufficient

food, to dress as needed, and to have

adequate shelter ... ... EA ML WO PR S e S S « I - A 5
b. Having healthful living patterns—eating a

balanced dict, petting plenty of exe cise

and repular sleep ... | [ e s 5 i i 5
c. Living where the air 1s clean, the water is

fresh, and where people really try to

protect their natural resources .............. e 2L e e (RS T Rz, oLl s 5
d. Having time and money for some of the

“extras’ of hfe—vacations, hobby time

and equipment. enlcndlnnu nt oppor-

CUDMIES Gocinionvs s tradammminicn s Lie s iRies ARl el ) e N < N B e i 5
e. Feeling free—not tied down by many

personal or work responsibilities ............ | [ DA A O T e 1w i o ST S
f. Feeling personally safe from violence, in-

justice, orfrand .......ccccvoiovenayasice | SRR RS, e e e B e L ST .5
g. Having a chance to do the kind of work I

really wanttodoinlife...................... e ot o &l e e s R e 4 o9
h. Having sustained personal relationships—

loving and being loved ...................... | S s a s B e ke e RO L
i.  Living a hfe of honesty and moral integ-

rity—doing what I thinkis righttodo ... ..... L e Ui Bl s aeny - | o 5
j.  Having the opportunity to read, think and

discuss important questions about life

ValUes, elC. . . cosiuuimnnaainases VA% o e e R e B e s s v B s 5
k. Having the chance (o pet @ pood education 1 AR AT v et 3 4

136. The following questions ask about your political pariticipation.

(Circle ona number on zach line.)

Frequently Sometimes Mever
a  When you talk with your friends, do vou ever talk about public
problems—that is, what's happening in the munlrj.' or i your
COMMURIY Y .. ccocimvisisonrmaess . ol il 2 3
b Do you ever talk about public problems with any of the fullumm
people”?
Your famly S0 T e e e SAUER M S o SR 0 e 1 ol 3
People where you work _ B o AL 3
Community leaders. such as ¢ lub or (hun Y le: ulvrs A ke sl 3
¢ Do you ever talk about public problems with elected government
officials or people in politics, such as Democratic or vaubhr;m
BEROURE T . = < 1 516 o rwm sbn 3 800, et im0 o b S IO, A - PR 3
d. Have you ever talked to people to try to get them to vote fur or
against any candidate? R R e e SN e . s 0 | R Eivsnd vanpsaes 3
e. Have you ever given any money or bought tickets to help someone
who was trying to win an election? A AL e A R o e 2 e .
f.  Have you ever gone to any poliical meetings. rallies. barbecues, fish
fries, or things like that in connection with an election” ... o1 | TS A BAR s 3
g Have you ever done any work to help a candidate in his campaign? el vk ey " SRR .3
h. Have you ever held an oftice in a politie nl party or been elected to a
Do b o o T R e N N NGO | PP & AV s aacme 3
-211- £\
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d.

oo vnpartant is each of the foTlowing 1o you in your (ife?

a  Bemng successful in my Line of work

b Finding the vight peron to marey and having a happy famly Wfe

e Moy Jots of money
d  Mavang strong foendships
¢ Beiyg able to tind steady work

f Bewng o Jeader imomy commumity

£ Beng abie to give oy children better opportunities than 've had ,

h o Laviy close to parents and relatives

] Gething away from Hus ares of the country
) MWork:
k  Having

1 Naving a good education

o correct ool amd eennomie mneg

1sure time to enjoy my own interests

(Circle one number on each line.)

Very Samewhat Nct

Important portant Impartant

1 2 T

1 2 3

1 2 3

1 2 3

1 2 3

) 2 3

1 2 3

1 2 3

1 2 3

1 2 3

1 2 3

1 2 3

The fo'lcwing 1items give you a chance to rate yours:li on the degree to which you possess one of each pair of
frads o ratings on this scals, 14 refers 1o the trat an the far laft sicde wihile § B reters to the trat on the far
night side. Let's fake an exaim e 10 show what you are saying whon you circle a number from 1.8,

Cheerful Sad
234506738

CIRCI E the ONEF NUMBICR that comes
closest to sayiny, how you would rate

yourself

(P cheerful just about all the time
cheerfi® ot of the tme
3 often cheerful
4 maore often cheerful than sad
$ mare often sad than checrful
6 ... often sad
7 sad most of the titnd
8 sad just about all the tune

(Circle one number on each line.)

Inactive

I lack drive, energy, vitzlity; 1 tend to be
passive, and am without strong interests

Unglerzt

1 am syu

g of Othrrs
mthetic about the feclings and

problems of other persons: people come to

me for advice when in trouble

Do Hot Think Far Ahead

I act vnpulavely without thinking of the
consequences and frequently | oam caught
short because 1 have not forescen  the
outcormes

Self Concerned

f tafk a lot about myself. think more about
mysell and what 1 want than about other
people | frequently  am unawiare of the
rights and needs of other people

Enthusiastic

I oam nterested and exeitod abont new
events, pot mrolved e achivities casily and
have strong intcrests

Practical

1h pood qudpment and common sense;
I make practical and  appropriate
comments and decisions

Vaque Thinking
My thinking s vague, ilogical indefinite

Perconatly Warm

I tend 1o be sincere, frendly, cmotionally
respon,ive sympathetic to  others,
alfectionate, and enjoy othor people

Ambitious

I oset bygh opoals for mveell and o
dissatiabnd n b do net aecompbaty ali of
them When finih one thing, 1 begim
another peht away

2 3 4
2 3 4
2 3 14
2 3 4
2 3 4
2 3 4
Z 3 4
2 3 4

$ 6 7 8 witahty, I need to be const

5 6 7 8 try to consuler other

§ .7 8 su

S 6 7 8 undemonddrative with others

Energetic
I have unlimmited encrey, hich drve,
mtly active
and interested i many activities

Mot Understandis~ of Others

I am unaware of sod wunterested n
’

6 7 8 the feelimus and prabicms of others
other persons da not come o e for
advice

Think Ahead

1 consider future possibhiies  and

6 7 8 outcomes of my decisions  tefore
acting

Other Concerned

I think of others angd what they want,

Soponts of view
can compromise or adjust o dema s
of others

Unenthusiastic

1 do not get decply involved or exeited,

5 6 7 8 lammild, not muck excites me

Impractical
I make ampractical.  napprog nate
stions  that  don’t consider — all
aspects of a problem

Clear Thinking

6 7 B My thioking s clear, precise, and
logical

Personally Cold

I tend to be distant, aloof, austere, and
I do not
BKe o express atfection or feelings and
am wwore comfortable e mnpeconal
siuatons

Unambitiovs

I am unambitions and e ey

5 6 7 8 sattiled vth whit | can accomplish

Ay - - ——




