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FOREWORD
‘

~~~his report describes research that was conducted in two phases .

The first was to analyze questionnaire data , collected by the Naval

Technical Training Command Staff from Recruit Training Centers (RTCs),

to measure the extent to which lengthening recruit training would affect

the recruit ’s attitudes toward the training , toward a Naval career , and

toward the Navy in general. The second phase was to integrate these

findings into the body of existing literature on attitudes toward the

service. Results of the first two administrations of the questionnaire

were published in an Interim Report dated October 1974. The present

report contains an extensive analysis of the data from all three administra—

tions, as well as an extensive discussion of the survey findings in relation

to the literature on enlistment motivation. It also recommends training

3 management iinprovemente . which might increase both motivation and performance

of duty following initial training .~~ ,,

— 
The work described herein was begun in June 1974 and completed in April

1975. It was conducted by personnel of the Columbus , Georgia Office of

HunRRO ’s Central Division. Dr. Joseph A. Olinstead is “trector of the

Columbus Office. From the beginning of the project until February 1975,

Dr. T. 0. Jacobs served as Project Director . Dr. Olmstead is presently

serving as Project Director.

Other members of the research staff were Mr. Steven R. Stewart and Mrs.

Marianna S. Harrison.

The work was performed for the Chief of Naval Technical Training under

Contract N61339—74--C—0164.

Mered ith P. Crawford
Presiden t

Human Resources Research Organizatj~~
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SUMMARY AND CONCLUSiONS

!NT RODUCTIO t~
[n 1973, as a result of numerous considerations , i t  was decided

to lengthen Naval Recruit Training in order to accomplish several

objectives. Among them were to increase the involvement of the

rec r u i t , so as to deepen h t s  interests in a Nava l Career and to

increase his motivation to serve well in his f i r s t  en l i s tment .

Leng thened Recruit Training was also intended to more effectively

serve the purpose of inculca ting traditional values among recrui ts ,

rel~iting not only to the quality of thei r duty performance but also

— to variables of appearance , mili tary cour tesy , and other esprit and

• discipline—related areas . The increased t ime allocated to the

initial training experience was designed , In large part , to increa se

contact between the  recrui t  and his seniors in order to create in-

creased respect for them and to allow their leadership to accomplish

more e f f e c tiv e l y  the task of inculcating the importan t values and

t rad i t ions  of the N aval Service.

in order to measure the extent to which the lengthened recrui t

training experience migh t have accomplished these objectives , a ques-

tionnaire was developed by Dr. Norman Kerr and his staff at the Naval

• Technical Tra in ing  Center. This questionnaire was administered to

very large samp les of recrui ts  tow ard the end of their initial train-

ing experience In la te 1973 , mid—1974 , and again tn late 1974. In
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addition to data pertaining to the personal history and background

of the recruit , the questionnaire contained items measuring four

maj or areas :

Attitudes toward Recruit Training Specifics —— such

as haircut , physical training, and the fairness of

his treatment —— and toward his superior officers

and the Navy in general. -

Attitudes pertaining to self—discipline —— such as

concern about good performance, promptness , and

observance of military standards of dress, personal

appearance, and conduct.

Attitudes relating to esprit de corps —— particularly

feelings of being a part of a team, confidence in

superiors , and good adjustment both to the Navy and

his peers.

Attitudes and knowledge about Navy life —— par-

ticularly opportunity for further development ,

especially of an educational or technical training

nature, and for obtaining both promotions and the kind

of work they really would like to do.

It was assumed that lengthening Recruit Training would improve

attitudes in each of these areas, and produce a sailor more competent

in the performance of duty. The present report contains the results

4
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of an extensive analysis of the data from the above three adminis—

ttations. Further , the report contains a review of literature

pertaining to motivation to enlist and an extensive discussion of

the survey findings in relation to the literature on enlistment

motivation. Finally , the report contains recommendations for train—

— ing management Improvements which migh t increase both motivation

and performance of duty following initial training.

MOTIVAT ION TO ENLIST

• 
* 

The literature concerning enlistment motivation and enlistment

• incentives is relevant to training management practices primarily

because a major objective of recruit training is to produce a sailor

who wan ts to please his superiors and to do a good job in the Navy .

Hopef ully , it would also produce a sailor who is proud to wear the

uniform of his service, and who wears it well.

A number of different motivational models could have been used

• 
— as vehicles for examining bow recruit training does or does not lead

to successful outcomes on these objectives. However , two were chosen.

The report draws heavily on thinking by Clickman, Good stad t et al .  (1973) and

Jacobs (1970). Glickman has done extensive work on Navy career moti—

• vation and Jacobs applied concepts of fair exchange and reciprocity

• to analysis of motivation and leadership. Both approaches lead to the

• conclusion that motivation to do well depends on a chain much like

the following:



The individual has certain expectations as to what

he Is going to get out of his Navy enlistment .

These need to be the right expectations. According

to Clickman , typical expectations are that Navy work

is strongly masculine, that it is important and

purposeful , that the Navy operates with efficiency

and discipline , that Navy leaders are good leaders

who know what they are doing, and that the Navy is

• a place where valuable skills can be learned for

later life .

These expectations color how he sees his experience

In the Navy , including his initial training ex—

periences. Good expectations lead to favorable

“Iiimpressions to a major extent.

However, the extent to which these expectations are

met by his experience in the Navy will also in-

fluence his feelings as to whether he has gotten a

“good deal” and whether the Navy has come through on

its commitments to him, as it expects him to come

through on his commitments.

• To the extent that the Navy’s treatment of him has

been fair and has met his expectations , he feels a

personal commitment to be fair and meet the Navy’s

vi
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expectations of him, It is in this last step that

responsibility and self—disci pline emerge.

Accord ing to this logic , effective training management practices

must 5€ based on a deliberate attempt to satisfy the recru it ’s ex—

• pectations of the Navy, and his total enlistment experience should

• — be designed to help him achieve those meaningful and legitimate

goals that motivated him to enlist in the first place. Thus a

knowledge of these goals is an essential first step.

• 
• 

— 
A substantial nuther of studies was reviewed to identify these

goals. Further , the questionnaire administered in the present project

also obtained information concerning reasons for enlistment. There

was substantial agreement among the studies, and between them and the

- • results of the present study . The most dominant reason for enlist—

ment is to obtain technical training and/or educational benefits

after the first enlistment . While a substantial number of recruits

in this study honestly reported that they needed time to find out

what they want to do with their lives, on the order of one—fifth of

them said that , from the outset, they either wanted a Navy career

and/or felt they could get a better job in the Navy than in civilian

life. •

• These findings have clear implications for training management

practices . The recruit expects to find important and purposeful

• things to do. lie expects to work for someone he can respect and who

vii
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respects him for his efforts. Furthermore , he expects to value what ~ 
)

he learns because it will help him later.

Obv iously , not all recruits have these wholesome initial ex-

pectations. Recruits from inner sections of large cities may have

substantial problems, in fact. However, most recruits do have such

positive goals and expectations. The suggestion therefore is that

these expectations should be met , especially during early training

experiences when experience—based impressions of the Navy are just

forming. Data in the present report offer evidence as to how well

the Navy actually does on this score. As will be seen , it appears

to do remarkably well.

METHODOLOGY

The questionnaire by which the data of the present study were

obtained was developed at the Naval Technical Training center. In

part , items were drawn from already existing questionnaires ; the

remainder were developed solely for the purposes of the present

• study. In addition to questions concerning background and ex-

perience information, the questionnaire contained 90 items with

Likert response scales for the most part .  The questionnaire as a

whole, together with response distributions to the various questions

• asked , for each of the three administrations, is contained in

Appendix A.

This questionnaire was administered three times , to a total of

twer 15,000 recruIts nearing the end of their Recruit Training 

1•~
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Center (RTC) experience. The administrations were conduc ted by

. staff of the three RTCs at which the study was done , under the

general supervision of the Naval Technical Training Center. After

administration , the data were delivered to HumRRO for analysis.

The first administration provided a baseline of attitudes ,

derived from recruits under the 7.6 week program , against which

subsequent data could be assessed. The second administration pro—
— j

vided the basis for most of the complex statistical analysis

— procedures , together with an early indication of the probable ef—

• fectiveness of the extended training. However, it was feared that

this sample might be different in terms of background character-

istics from the first sample. (This fear was demonstrated by analysis

of the data to be well founded.) Consequently , a third sample was

• drawn at a time period roughly corresponding to the time period at

which the first one wa-i drawn. It was hoped thereby to obtain a

sample roughly the same on educational and socio—economic status

(SES) backgrounds as that of the first , baseline sample. (Data

analysis confirmed that this objective was generally achieved.)

Data analyses consisted of the following:

a. For each item, “t” tests were run between first and

second administrations , and between first and third ,

to detect item—by—item changes that might have

occurred .

I ix
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b. For ~ ich item , an;ilyses of variance were run across

RTCs, at each time of administration , to detect dif-

ferences between them.

c. An Automatic Interaction Detection (AID) (Sonquist and

Morgan, 1964; Sonquist , 1970) analysis was run on the

data from the first two administration s , to identif y

subsets of recruits for whom training m.~nagement prac—

tices might need to differ.

~~~. A principal components factor analysis t,Ith varlmax

rotation was also accomplished on the questionnaire

itenm .

e. The same type of factor analysis was run on the data

• from the third adminiarration alone.

Other analyses than these were done , but were subordinate to the

above in significance. The main findings of the study were derived

f rom the outcomes of these analyses .

R ESULTS

Demographic Data

in tin ’ ques t ionna i re , several items requested background infer—

mation from the recruit , particularly about his educational status .

age, reason for enlistmen t , and geographical region of origin . In

order for confident statements to be made concerning possible dif—

ferences between administrations , and between Recruit Training

(‘enters , it would have been necessary to find that the samples from

x

-

~

- -

~

‘• —

~ 

• — ~~
---

~~~=~~
-• - -  

~- - •  -— -- —~~ - ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~



~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
- 

~~~~~
- -

-

. one administration to the next were roughly equivalent. Examination

of the demographic data revealed that the samples differed from ad-

ministration to administration , and also from RTC to RTC from one

administration to the next. Major differences were found to be the

following:

a. There were major education and age differences between

the first and second administration samples, and between the second

and third . The firs t and third were substantially more similar than

either was to the second . In general , the second sample was older ,

and with a different distribution of ages then either the first or

* third . (The Results section of the body of the report goes into

• more detail on this and other topics.) In addition , the educational

quality of the second administration sample was lower than that of

the other two samples , and the educational quality of the third

administration sample was lower than that of the first but higher

— than the second.

h. There were major geographic region—of—origin dif—
— 

ferences between the samp les. The comparison between education and

age suggested that the second administration sample probably should

not be used as the primary basis of comparison with the first con—

• cerning the impact of extending Recruit Training . So the comparison

on point of origin focused on the eomparability of the first and third

—
- 

administration samples. In general , the third sample had more Pacific

States origins, fewer Middle Atlantic States origin~;, and fewer North

z xi
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Central States origins . However, there were also major shifts in

the flow of recruits from the various regions to the various RTCs.

The differences in total samples were judged to be potentially a

problem , and the location of origin variable was tested in several

of the analyses without effect. Further , in the AID analyses , RTC

location did not have a significant effect. However , location of

origin and RTC did emerge combined in one of the factors identified

in the factor analysis. The conclusion, therefore, was reached that

overall sample comparisons (first vs. third) were legitimate for

assessing the impact of extending RTC, but that RTC—to—RTC com-

parisons would not be legitimate. That is, any RTC—to—RTC

differences that migh t be found could probably be attributed to

• sample composition changes caused by differences in flow patterns

of recruits into RTCs.

c. There was a substantial shift in the racial composi-

tion of the samples obtained on the first and third administrations .

A considerably larger percentage of blacks were found in the third

administration sample. However, this was not thought to pose a major

problem because the variable of race did not emerge in the AID

analysis. Further , in the only study found which explicitly tested

the issue , Stender (1972) found that blacks are slightly more favorable,

• overall , toward mil i tary  service than whites . However , the e f f ec t  was

slight.

xii
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ci. Reasons for enlistment have held remarkably con—

sistent from sample one to sample three, with technical training,

need for time, educational benefits , desire for Navy career , and

— feeling that a Navy job is better than a civilian job leading in

that order.

Conclusions reached from study of the demographic informat ion

were that the second administration sample should not be used for

the major comparisons by which the effectiveness of extending RTC

— would be assessed , although the first and third administration

data were suitable for  this purpose. However , differences in the
— 

flow of recruits from geographical regions to RTCs were sufficient

that it was judged inappropriate to make comparisons among the RTCs.

AID Analyses

Z- The AID analysis technique is designed to identify subgroup ings

of individuals within a total sample, on the basis of their patterns

— of response to questions on a questionnaire, or on the basis of other

possible types of measures. One of the objectives of the present

study was to identify a smaller and simpler (than the whole question—

— naire) basis for comparing samples. The AID technique was used for

this purpose, and to test several hypotheses about RTC, especially

extending the RTC experience.

a. In several preliminary AID analyses, prior to the final

one to be described below , demographic variables were tested to

- 
determine the extent to which they might be influencing reactions

S xiii
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to the Navy . In this and the major analysis reported below , Q ues—

tionnaire Item 59 , asking how well the recrui t likes the Navy thus

fa r , was selected as the criterion variable.

(1) Though several AID analyses were conducted to

“force” time of administration , no AID analysis

identified time as a key variable.

(2) Similarly , RTC was “forced ” It emerged as a

var iable only to separa te Orlando females f r om

all males from all locations. Thus, the dif-

fer ence emerg ing was a sex d if f e rence and not a

training management difference.

(3) Reason for joinins was always included in the

above analyses and always emerged as the con-

trolling variable, sugges ting tha t demographic

variables are associated with attitudinal

variables only through association with reason

for joining.

b. Thus , conclusions from the preliminary analyses were that

demographic variables were essentially unrelated to at t i tudes toward the

Navy but that the reason for joining was strongly related to such at—

t i tudes . A f inal  AID analysis was then run on combined data front the

first and second administrations to isolate key set.s of items on which

first and third administration data could be compared . This AID analysis

xiv - •
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identified nine discrete groups of Navymen . (A more complete

detailed description of these groups is provided in the main body

1 
~
. of the report, Pages 32— 86.)

(1) Intrinsically motivated , career minded . This group

constituted 26’~ of the total group in the analysis.

— 
They regarded the Navy as a good end in itself ,

were career minded in their reason for joining,

• and were highly favorable toward the Navy.

(2) Instrumentall y motivated and happy about their next

assignments. Fourteen percent fell into this

— group——men see the Navy as a means to an end (reason

for joining — technical training or education after

‘ 
service , etc.), and are happy about their next

- assignment and the contribution their boot training

w i l l  make to it.

(3) Instrumental/fair. Twenty—one percent fell into

t h i s  group , ~o tn i n g b r  the same reasons as group

(2). However , this group is less satisfied with

n oxt  assignment , though they view the Navy as f a i r .

• (4) Fairness motivated. EIght percent fell into this

group , which is not defined by reason for joining

(intrinsic/instrumental), but who consider the Navy

fair. (Thus , fair treatment is probnb~y highly

importan t to them.)

xv
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(5) Ins t rumenta l ly  mot iva ted , but RTC has been wasted .

Only three percent fe l l  in to  th i s  group. These men

see the Navy as a means to an end and like their

next assignment , but feel that boot training will

not help there. Considering the small size of the

group , these men may be technical specialty bound .

(6) Instrumental and disappointed . Eigh t percent fell

into this group who joined for instrumental reasons

but are disappointed with the Navy , both the next

assignment and the Navy ’s fairness. (It is possible

that these recruits have experienced a major upset

in their expectations , perhaps being unable to get

into the school of their choice.)

(7) (8) (9) Civilian better. These three groups are

described together , because of their similarity.

Together , they constitute 21% of the total. All

felt that the kind of work they really wanted to do

was in civilian life. It consequently may be inferred

that they either joined because they had no economic

choice , or felt they had made a mistake. Group 7

attitudes were more favorable (responding also that

the Navy has treated them al l right), while Group 8

attitudes were worse (responding tha t the Navy has not

xvi
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treated them all right). Finally, G roup 9, with

— the worst attitudes , frankly admit that for them

• taking orders is difficult.

c. Conclusions from this AID analysis will be dealt with at

more length shortly. For now , it is sufficient to note that the AID
— 

analysis has identified probable groupings of items which will provide

the basis for meaningful comparisons between Samples One and Three.

Further , the groups of recruits identified in this analysis seem

- remarkably different from one another. The strong suggestion is that

RTC fills consist of “streams” of recruits who may differ in major

ways from one another. The conventional view of enlistment motivation

is that most recruits share most attitudes at least to some extent.

That is, i t  is conmonly assumed that one man may give one reason for

- joining while another gives another reason , but that they really sh are

reasons. They both have both reasons, simply feeling these reasons
-- 

to different degrees. The present find ings suggest this may not be a

correct picture . For at least some reasons (enlistment motives), the

recruit probab ly gives near zero value to some other possible reasons.

For example , a recruit who joins for instrumental reasons may not be

patriotic at all. And a recruit who joins for intrinsic reasons, e.g.,

- for patriotic reasons, may not see the Navy as a means to an end at

al l , but ra ther  as an end in itse]f. The results of the l i t e r a t u r e

review support this view quite well , and this view consequent ly  w i l l

be a basis for making training recommendations later.

• 
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Factor Analys is

Factor analyses were also run on the cothined data from Ad-

ministrations One and Two. Seven factors were identified , which

essentially confirm the item sets identified in the AID analyses

as crucial and as suitable for comparisons of data from Administra-

tions One and Three. The seven factors were :

a. Career positive orientation . Contributors were items

concerning reason for  joining , liking for next duty assignment ,

• abi l i ty  to take orders , liking for Navy thus far , and at t i tude

toward a Nava l career.

b. Demographic cluster , consisting of age and education.

c. Demographic cluster, consisting of race , geographical

• point of origin , and RTC location.

d. Attitudes toward rec ruit training. Contributors were

items concerning whether boot t raining would help in next duty

assignment, whether the recruit felt a part of the company in boot ,

whether he could talk with his superiors, and whether trainers set

a good example.

e. At t i tudes  toward discipline items , contributors being

• l iking for  boot haircut , running during boot training, and weekly

testing.

f .  Navy/civilian comparisons . Contributors were several

• items with highly similar forma t , asking for comparisons between the

j
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Navy and c iv i l ian  l i f e  on where technical  t r a in ing , work one likes

to do bes t , and fair t reatment can bet te r  be obtained.

g. Time and treatment. This is a small cluster composed

of time of administration , and one item reflec ting how the recrui t

was treated during his first few days in boot.

I d e n t i f i ca t i o n  of Clusters

• These factors , together with the results of the AID analysis,

led to identification of six clusters of items on which it was felt

--  that  compa r isons between Sa mples One and Three should be based .

These clusters , and the items comprising them, were as follows.

- (Detailed presentation of items and administration differences in

• responses to them are presented in the body of the report , Pages

$ 46—61.)

a. Positive Orientation Toward Navy Career . (Reason

fo r j o i n i n g ,  l i k ing  for next duty assignment , d i f f i c u l t y  in taking

orders , how like Navy thus  f a r , and career or ienta t ion toward Navy.)

• h .  Favorable Roo t Impression . (Will Boot help in next

• 
~ • assignment , felt part of Boot company , could talk with superiors ,

trainers set good example.)

• c. Reaction to Discipline. (Liking for haircut , running,

• weekly tes t ing ,  how treated f i rs t  few days.)

4. ‘• • d. Instrumental Attitudes. (Items of common format asking

where bes t can get technical training, work one likos best , fair

t r ea tmen t , and more important  jobs . )

xxix
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e. Adjustment in Boot. (Challenge of boot training,

dif f icul ty of class work , and adjustment to other recruits.)

f. Help in Boot Training. (Help from counsel ing, hel p

with training problems, information from superiors , help from other

recrui ts .)

Analysis of Clus ters

In the body of the report , comparisons were made from first to —

third administrations for all the items shown above , c luster  by

cluster. The following conclusions were drawn.

a. Positive Orientation Toward Navy Career. Generally ,

attitudes expressed by this cluster of items were very highly

favorable toward the Navy for both times and improved f rom Time 1

to Time 3. At Orlando , where interest in technical training was also

unusually high , career intentions were also unusually favorable.

• b. Favorable Boot Impressions . There was no consistent

pattern of change on these items , except that Orlando males show a

consistent improvement.

c. Reaction to Discipline. Again, there was no consistent

pattern over time , except trend for Orlando males to improve and Waves

to worsen.

• d. Instrumental Attitudes. Overall, these items strongly

support the “Reasons for joining” analysis, showing the importance of

technical training and the content of the job as important factors for

• Jxx 
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S
the recrui t and expectat ions be has of the Navy . However , cha n ges

over time appear inconsistent .

e. Adjustment in Boot. There is a trend for challenge

— to have Increased , although classwork is not the source. Adjustment

• to other recruits has become harder at Great Lakes with a similar
—- 

trend at San Diego.

f. Help in Boot . No consistent changes over time.

g. Suninary . It therefore seems appropriate to conclude

that lengthening of RTC has not had any noticeable impact on recruits

near the end of their RTC experience, as measured by attitudes on the

above clusters of items . There have been generally positive trends

in attitudes toward the Naval service , but the pattern of these

2 changes suggests that the reason is not lengthening of RTC in itself.

- Rather , it seems more likely that it is a result of generally

improving attitudes toward the military service in the populat ion at

large and an increase in the extent to which recruits see the Navy as

instrumental in the achieving of personal goals (for technical train—

• ing or education) or as an important end in itself. As the discussion

‘~~low will suggest, increased favorability of reaction to the Navy is

• probab ly a reaction to the view that the Navy is meeting their expecta-

tions of It fairly and well. It was further concluded that the

• differences betwc~’i: RTCs are probably not interpretable as a result

of the changes in fill patterns among the RTCs, which produced sample

composition changes . Thus , while differences between RTCs are

xxi



generally si g n i f i c a n t , they have no necessarily logical meaning, and -. i
other changes in the flow of recruits into the RTCs could change the

pattern of differences noted .

DISCUSSION

This study produced three major findings. First , comparison of

data from the f i r s t  and third administrations on key items did not

reveal major systematic changes from one time to another. Second,

important changes in the flow of recruits into Recruit Training

Centers preclude comparisons among RTCs. Third , the combination of

findings from the present data and the review of find ings in the

literature on enlistment incentives and Navy climate has extremely

Importan t implications for training management. Each of these three

areas will be discussed in turn.

First and Third Administrati on Comparisons

While there were changes from one administration to the other ,

these changes were not consistent among all training centers. If the

lengthening of RTC had had favorable effects of the attitudinal nature

intended , the pattern of cuanges should have been consistent , for at

least some of the items in the key clusters shown in the Results

section. That such consistent differences were not found suggests

• that this kind of impact was not produced by lengthening RTC ex—

perience. That it did not is no great surprise. As other parts of

this discussion will point out , the favorableness o a recruit ’s

impression of his training experiences comes primarily from the extent 
•
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to which he sees It as meaningful , fair , and a vehicle by which he

can increase his own self—respec t and the respect of others for him

by doing well. Admiral Bergaer (1968), in a reference discussed in

• • considerably greater length in the main body of the report , dis—

• • cusses his own experiences while coninanding the San Diego RTC and
— 

work he did to make the experience more meaningful for recruits.

Through what appears to have been an excellent program for the

cadre, he attempted to develop their skills at coninunicating a feel-

ing of concern for trainees while at the same time challenging them

through their training.

The point is that unless similar changes occurred in training

management practices when recruit training was lengthened , there is

• 
$ 

no reason to believe that attitudes would improve as the result of

simply providing more training of the same type. There is reason to

expect that the military manner and bearing of the product of Recruit

Training would be better as a result of the increased training in

customs and courtesies of the service, of course. However, the

• measure of an impact of this nature would consist of the reactions

of coninanders under whom these men subsequently serve.

One point should he emphasized , however. The fact that overall

attitudes have not improved during the time marked by lengthening of

• Recruit Training is not a criticism of Naval Recruit Training. First ,

attitudes toward the Navy (impressions of the Navy thus far and the

Navy as a potential for career service) were highly favorable at both

S
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administrations and show t rend improvements from the  f i r s t  to the

third adminis t ra t ions . indeed , in the th i rd  adm ini~ t r at i o~~, 57%

of all recruits  surveyed chose one of the two most t avorable

responses when asked how they like the Navy thus far and only

slightly more than 10% chose the two least favorable responses.

These are extremely positive responses , suggesting that the various

Recruit Training Centers have been and continue to reinforce the

development of favorable a t t i t u d e s  toward the Navy . Implications

for fu r the r  ‘f i n e t un ing” are presented la ter .  The extent  to which

the RT Cs develop mil it ary skil ls is not add r essed in th is  r epor t ;

however , insofar  as ~tt~ tude s ar e conce rned , i t  can onl y be con-

cluded that  the RTCs have been doing very well indeed .

Comparisons Among RTCs

in the interim report of early analyses of data from the f i r s t

two administrat ions , and before  data were even collected for the third

administration , substant ia l  d i f fe rences  between the RTCs were pre-

sented. While the caution was urged that sample composition

• d i f f e r e n c e s  might have been responsible , the b etween—RTC di f ferences

were st ill discussed . The much more intensive analysis of data

presented in the present report included examination of key demographic

data, including differences in geographical point of origin, and

education . The f inding was very clear that the overall differences

between first and third samples did not influence overall comparisons .

However , it was equally clear that patterns of flow from the various

xxiv
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geographical regions to the three RTCs did influenc e patterns of

- 
response from these centers taken individually. As a consequence ,

the differences between RTCs , which were found in these analyses as

- they had been found in the earlier analyses , were not discussed as

meaning fu l .  The necessary conclusion was reached that a change in

the flow of recruits could easily change any given pattern of

responses at any given center. It should also be concluded that

the discussion o~ differences between RTCs found in the interim

— report may well be invalid .

This does not me an that individual RTCs canno t adjust to the
— 

patterns found in the recruit “streams” they receive . Indeed , they

should , and suggestions for adj us tmen t to various elements of the

total “stream” were presented in the body of the report. However ,

it is extremely likely that between—RT C differences would be found

even with  such adjustment .  The more meaningful approach would be
— 

for  each RTC to be compared only with its own past performance and not

with the other RTCs . Further , such comparisons should be made only

a f t e r  the influence of possible changes in the composition of the

total recruit  mix had been assessed. The principal factors governing

recru i t  reactions were described in the body of the report and relate
• primarily to reason for joining. While this is also related to educa-

t ion , age , and point of origin , reason for joining appears to be the

dominant variable in this total mix of variables and , thus , is th e

primary one for assessing the impact of composition changes .

$
xxv

I 
-

_• 1 • - - _ •
~~ 

• 

•

- - • - - - .  ~~~~~~~~~~~~~~~~~~~~~~~~~~~ — —



~~ 1~~- _r.~ • - -~.~~~~-~~~~~-• 
~~~~~~~~

Training Management Impflcations

One of the most important conc lusions draw n in the main body of

the report was that  the total  rec ruit  mix enter ing rec ru i t  t ra in ing

probably consists of d i f f e r e n t  “streams ,” each d i f f e r i n g  from others

in very major ways . It  was suggested f u r t h e r  that  these streams

d i f f e r  mainly in terms of what they expect from the Navy . F i n a l ly ,

it was suggested that  t r a in ing  management pract ices may well need to

d i f f e r  from the d i f f e r e n t  st t e am s .

The p r o b a b i l i t y  that  such “streams ” exist is sugges t ed not only

by the resu l ts  of the present s tudy , but also by the l i t e ra tu re  on

enl is tment  motivations , which  is also discussed in the main bod y of

the report .  Fur ther , it appears that these streams have existed for

a long t ime . No 1551cr streams consist of ( 1) young men who are

at t racted to the Navy and to Navy l i f e  as an end in i ts e l f  and (2) of

young men who see the Navy as a means to other  ends such as voca-

t ional t r a in i n g .

The k ey items i d e n t i fy in g  these streams cons t i t u t e  the basis for

• r ec ommend ations  concerning t r a i n i n g  management. These recomendations

are based ‘u the  more general notion that , in skill t r a in ing ,  e f f e c t i v e

training management consists of taking individual differences among

learners i nt o  account and providing t ra in ing  experiences that max i—

m a l t v  enhance learn ing  for  each Ind iv idua l .  Obviousl y ,  there are

l imi t s  to the ex ten t  that this ideal can be pursued . Howeve r , the

xxvi
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ideal is tear. The same priucipli ’ of individual differences holds

for motivat tonal treatments.

One of the main goals of the individual  recrui t  is self—respec t ,

which is communicated to him in terms of the respect others show for

him. The basic t r a i n i n g  experience of the m i l i t a r y  service has

traditionally been thought by observers to aim at stripping the

individua l of his i d e n t i t y ,  h i s  i n d iv i d u a l ity ,  and to make him

“uni fo rm ” and compl ian t . Whi l e  these are no longer the goals of

basic tra i n ing ,  at least in toto , some of the original  t ra in ing

t r ea tmen t s  designed to produc e these outcomes linger as t radi t ional

elements of the f i r s t t r a in ing  experience in all of the military

services . Unders t anding the ir  purpose , superiors and t ra iners  feel

them reasonable. F a t l i n g  to understand the i r  purpose , the recrui t

may fee t  they are working •ignln st his search for  i den t i t y  and s e l f —

— respect .  The d t f f e r e n c e  between a feel ing of psychological insult

and a feeling of mean ingfu l  chal lenge is the quality of leadership

expressed Lw h i s  ~uper ior s and t ra iners  in RTC.

It is clearly beyond the scope of the present report to address

l eadership in d e ta i l .  However , Admiral  Bergner (1968) iden t i f i ed  the

centra l var i ab l e  when he noted that  the mos t important  thing was in

coninunica t ing to the recrui t  that  his superiors in fac t  do care about

him. Jacobs ( 1 9 7 0 ) ,  In desc rib ing  the exchange between leader and

led , makes i s i m i l a r  po in t .  A aubo r d in a t • ’  can afford to try to please

on1~ tha t  s u p e r io r  who cares about that subordinate, if the subordinate

xxv i i
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fee ls  his  superior is not concerned about him as a person , then he

turns  to h is  peer group to f ind  someone who does . When the superior

is concerned , the loyalty and mo t ivation of the subordinate are

thereby sparked . Admiral Bergner ’s contribution , bas ed on read in g

of the account  he presented , was that he recognized the importance of

this need and developed t r a in ing  for  the t ra in ing  cadre to com-

municate to them the importance of the need and ways they could

express their  concern for  the recruit  whi le  at the same t ime teach—

ing him to ful L LI his mil i ta ry  responsibilities no less well.

While the fol lowing are almost bromides , they indicate the direc-

tions that  “ f ine  tuning ” could take :

-
~ a. The nature of the work they wi l l  be doing is qu i te

important to members of f i ve of the six “streams ” of Naval recrui ts

who stand at the top in favorability of Impression of the Navy .

Every at temp t should be made to he sure that  i n i t i a l  interviews wi th

them succeed in learning their  ap t i tudes  and in terests , and in their

~signment to subsequent duty of their  choice , w i t h i n  the l imi t s  of the

~ervtce to provide i t .  Recognizing that the Navy is already doing

p r e t t y  well , at this, and that some disappointment is inevitable ,

improvement in the interviewer ’s role may be difficult. Coninunicating

interes t in each of hundreds of interviews is d i f f i c u l t .  However ,

many recruits fe l t  the interviewer was not really interested , and this

may be the f i r s t really s igni f icant  contact wi th  the “operational” Navy

t a r  the rec r u i t .  If the interviewer is interested , the rec ruit ’s

A 
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feeling that he can control his outcomes should be enhanced, even

if his subsequent assignments are not exactly what he wants. Even

then , a careful and thoughtful explanation of why he cannot get what

he wants communicates concern. The same principle applies to his

other contacts with  the formal Navy during his training experience.

- : (Much has been made of th i s  single point as an illustration . It

could , in fact , be treated at considerab ly greater length . The

essence of good leadership consists of the extent to which the tech—

niques applied succeed in impressing the subordinate. It is this

a t t en t ion  to detail , and to the objective of enhancing the feeling

of se l f—wor th  of the subordinate , that marks the effec t ive leader.)

— b. The reason for joining determines in major ways the

expectations the recruit has of the Navy . Satisfaction of these

expectations will produce the feeling of reciprocal respons ibil i ty to

sa t i s fy  the Navy ’s expectations of him. The body of the report dig—
-- cusses these expectations in detail.  Their essence , for the main

‘streams ” of recrui ts , is a feeling of meaningfulness in what he does

and a feeling of opportunity for personal growth through his ex—

per iences in the Navy . The implication is for substantial  opportunity

for  coninunication wi th  his superiors and trainers , in which he perhaps

has the opportunity to question the meaningfulness of his training

experiences and be reassured . It should be emphasized that  this does

not mean that  chalienge should be decreased. For the maximum in

persona l growth , the mcaningJ’u~ ohaile~igc given the recruit must be

z
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near the maximum he can take. This, of course , does not mean harass—

ment. For maximum effCctiveth’ss , t ra iners  must c learly know the

difference and also be trained to recognize and appreciate individual

differences in capacity to accept challenge . There are probably

major di f ferences  among the various “streams” in desire for challenge

and personal growth .

c. Perhaps the single most im portant  barr ier  to Naval

service for many highly qual i f ied young men is their concern about

interference in their  right  to control their  own lives dur ing  o f f —

duty periods. Al lowing for the expression of ind ividual i ty  is

extremely tricky because it is difficult —— especially for a young

man —— to know where to draw the line between the right to express

individuali ty and the need to conform for  the good of the service.

However , it is the position of the present author that  a crucial

responsibil i ty of leadership is to teach ju st such things , through

patience , example, and e f f e c t i v e  two—way communication. E f fec t ive

leadership can communicate that there are areas in which the sub-

ordinate mus t yield , jus t as there are areas in which the organizat ion

will  yield —— each in the other ’s interest .  Such understandings , which

come through two—way communication only , produce mutua l commitment and

heightened desire to serve well amon g subord inates . The implication is

that trainers must share understandings also as to where suc h lines are

drawn , and these lines must be acceptable also to commanders who sub—

~equent ly wil l  receive output from RTCs .

xxx 
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d. Perhaps the single most important reward that can be

I 

given by superiors is respect for superior performance by sub —

ordinates. Conferring differential recognition and respect for a

— job well done in an RTC environment is extremely difficult, both

because of the rate and volume of throughput. However, it is the
— type of incentive which should be used throughout the sailor’s

enlistment and career. Training in the techniques for accomplish—

ing this type of objective in RTC would enhance the ability of

trainers to produce and differentially reward superior accomplish—

nent even at this early stage of a recruit’s service.
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INTRODUCTION

In 1973, as a resul t of numerous considerations , the decision was

made to increase the length of Naval Recruit Training. A primary ob—

j ect ive of this decision was to increase the recruit ’s involvement in

• the Navy, deepen his interests in a Naval career , and teach him better

to serve well in his first enlistment. Lengthened Recruit Training was

also intended to serve more effect ively the purpose of inculcating

traditional values among recruits, relating not only to the quality of

pet f ’rinance hut  also to variables of appearance , mili tary courtesy , and

other esprit and discipline—related considerations . The increase in

time f or Recruit Training was designed , in large part , to provide for

increased contact between the recruit and his seniors, in order that

he might develop increased respect for them and to allow their leader—

ship to accomplish more effectively the task of incul cating the important

values and tm . adittons of the Naval service.

In order to measure the extent to which extension of Recruit  Train—

i.~ , ac~ omp 1ished these obj ectives , a questionnaire was developed by Dr.

Kerr and his s t a f f  at the Naval Technical Training Center. This

questionnaire was administered to very large samples of Naval Recruits

- toward the end of their initial training experience in late 1973, in mid—

1974, and in tate 1974, at a time corresponding to the first administration

in [973. The questionnaire contained items dealing with four major areas,

in adcI~ tion to data pertaining to the personal history or background of

the recruit. The four areas were attitudes concerning Recruit Training

- S- j  
_  
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specifics (includ ing seniors), a t t i tudes  and feelings of self—discipline ,

at t i tudes per ta in ing to esprit de corps (personal iden t i f i ca t ion as a

part of the Navy team) , and at t i tudes toward Navy l i f e  and how he per-

ceives it. It was assumed that lengthened Recruit Training would im-

prove recruit attitudes in all of these areas. Because f extensive

prior experience in the analysis of data of this sort, the Human Resources

Research Organization proposed that  it be permitted to conduct a computer

analysis of these data. An initial analysis of data from Administrations

One and Two was writ ten in October 1974 (Jacobs , 1974) . The present

report contains the results of a considerably more comprehensive analysis

which includes not only those two administrations but also the third

administration. It also includes the results of an extensive review of

l i t e ra ture  pertaining to recruits ’ motivation for enlistment , their values

and expectations of the Naval service , Naval climate and values to which

they are expected to accommodate , and concepts of training management

in terms of which data from the questionnaire administrations will be

analyzed.

in broad overview, the remainder of this report will fall into

three major sections. In the first , the literature pertaining to recruit

~‘alues and expectations will be summarized . It is important that these

findings be made explicit before the findings from the questionnaire

administrations are presented. Preceding research will serve both as

-‘ frame of reference for examination of the precent data , and also as

a guide to recommendations based on analysis of these data.

In the second broad section , the analyses of the questionnaire data

will  be described and findings from these analyses will be presented.

Final ly ,  in the third section , a substantial discussion of the findings in

3 
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terms of existing knowledge concerning training management techniques

will be presented .

- - — THE NAVAL RECRUIT -- HIS EXPECTATIONS AND VALUES

- - A major command objective for  the i n i t i a l  training experience is

to develop wi th in  the recruit a set of values and at t i t udes  such that

he will perform well in his later service , and wil l  —— in a reasonable

— number of cases —— desire a career with the Navy , i t  is unquestioned

that  the init ial  training experienc e does have profound e f fec ts .  How—

- ever , in some cases, it is not the e f f e c t  desired . To understand why

the initial experience sometime s has unfavorable outcomes , it is neces-

sary to examine the reasons wh y young men elect to join the Navy. The

basic assumption underlying this approach is that individuals join for

varying reasons . These reasons then def ine  their expectat ions from the

- Navy -— what they expect to receive in return for the i r  service to the

Navy . I f  their expectations are fulfilled , it is assumed fur ther  that

they will then conclude that the relationship with the Navy is a good

on~ because their outcomes are fair in relation to their  investments in

the Navy.1

This sec t ion therefore w i l l  summarize the result of surveying a sub—

stan tia l  number of studies , which have studied the expectations of young

men who e i ther  have enl isted in the Navy or who might .  As will be seen ,

‘This essentially is .~n exchange t~teory app roach , which is believed
by the author to be an extremely good way to understand motivation and
leadership in formal organizations. It has also become an implicit part
of the leadership thought in another service - the Army —— in the form of
“The Informal Contract. ” This body of thoug ht  has giown f rom research
conducted by a number of researchers at the Army War College.

4
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a variety of reasons exists for enlistment. However , It will also be

seen that  there  is a surprising degree of agreement on the major reasons.

Further , sonic major  addi t ional  conclusions w i l l  be app arent  from exam ina—

tion of these studies. These conclusions will have major implications

for t r a in ing  management w i t h in  Recruit  Training Centers .

As night be expected , the number oI studies accomplished within the

past f i f t e e n  years on enlistment incentives is huge . It was pointless

for the present report to survey the entire number , because t he degree

of agreement among them is so great. Accordingly , some 21 references

were iden t i f i ed  for inclusion in the present report , chosen pr imar i ly

because they contained numerica l data in one form or another.

To show the consensus produced by study of these reports as a whole,

12 have been extracted for pre sentation in Table 1. For reasons exp lained

in the footnotes to the table , some comparisons are difficul t for one

reason or another. However, examination of the table entries shows a

remarkable degree of agreement even though the respondents in the studies

were fair~y divdrse, i.e., some surveys reached Navymen on active duty
~ ~~~

-

while others  reached tt igh school students , and so on.

Six major clusters of reasons can be identif ied.  The f i r s t  con-

s is t s o’f vocational or educational development objectives. (The frequency

-; oi mention of this objective is shown in the column labeled “Totals.”

Thus, Education and Training was mentioned within the top four or five

reasons for  enlistment in 11 of the 12 studies used to construct the

table.  Note , however , that  some of the studies surveyed more than one

group,  or reported data for subgroups, with the result that the total

number of mentions may exceed 12.) The cluster dealing with vocational

5
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and educational objectives receives by f a r  the most consistent ment ior-~,

and thus might reasonably be thought . to be one of the most important

reasons for enlistment, at lea’-;t within the samples surveyed in these

studies . This conclusion is strengthened by examinat ion of the ranks

which fall within this cluster. Education and Training (within the

service) receives first or second mention in a substantial number of

cases . Further , several of the studies cited also used the “cluster

of reasons” approach , yielding this cluster as a major set of reasons

for enlistment . It thus can be concluded that one very major reason

for enlistment is that the recruit believes that the Navy will provide

an opportunity for  him to obtain education and train ing that will be of

vocational value to him. A smaller number clearly plan to leave the ser-

vice a f te r  an initial enlistment , to take advantage of educational opportu— 
*

• nities which they will have earned by means of that enlistment.

It is difficult to identify a second major cluster that follows

even reasonably close in importance to the first. In a substantial num—

her of studies, the third cluster which deals with individual development

rrn ks near the top. As the table shows, some studies list travel, excite-

ment , and new experience as one single reason. In other studies, these

are listed separately. Considering the relative frequency of mention ,

this might be thought to be at least a strong contender for second in

importance.

Ilovever , at least two other clusters are contenders for second in

importance .  They are the second and four th  clusters, which deal , respec—

t ively, with service choice (or fa te  control in general) and the material

benefits of military life.

9
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This last c lus te r  mi gh t t ¶asonably be thought to reflect the needs

of those i’t the sample who are seeking security, and are bas ically

attracted toward the Navy as a job, and not as a means to some other end.

-

‘ . To that extent , they might be similar to those who endorse the cluster

of reasons inonediatel y followi ng, which in essence addre8ses patriotic

reasons and expresses an opinion that the military job is simply a

better job.

These two clusters are emphasized at the expense of that pertaining

to service choice , because service choice itself is a reflection of draf t

pressures which no longer exist .  The fa te  control is not , however. Fate

control  is a concept which has been defined by a number of studies as

related to the need for self determination and control over one ’s fa te ,

hence the name. A substantial number of authors (for example , Glickman ,

Goodstadt , Kornian, and Romanczuk , 1973; Glickman , Korman , Coodstadt ,

Fr sy , and Rolnanczuk , 1973; Korman , Goodstadt , Glickman, and Romanczuk

1973; Fisher, Orend, and Riggs, 1974; Cunningham , 1972) have coin—

m (’nte.l that the need for fate control — a feeling of ability to control

one ’s ci,it comes —— Is an increasingly strong need for today ’s youth. This

is a point which wi l l  be discussed aga in at a later point in this report .

In summary, then , it appears that one of the major incentives for

young men to join the Navy is the opportunity to obtain education or train—

ing which will be of value to them in their later Years. This certainly

is not new information to the Navy . However , some of the other conclusions

to be drawn from these studies , in conj unction with analysis of data in

the presen t project ,may be both new and unexpected .

10
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One such kind of conclusion which appears to emerge f r om examining
“ I

Table 1 is that it may possibiy be that different types of persons are

responding to the different clusters of reasons. That is, one possible

way of interpreting this table is that each person has several possible

reasons for enlisting, some of which are more important than others.

On the other hand , it is also possible to interpret  the table as reflect-

ing the primary reasons for joining of different types of recruits , types

which may differ very substantially from one another and which may re-

quire different training management approaches in order for their optimum

potential to be realized by the Navy. Support for the concept that dif-

ferent types of individuals are being revealed comes from a study by

Soboda ~t al. (1973), which is included in the table. Soboda first classi-

fied her sample into two subsamples, based on their expression of interest

or disinterest in the Navy. What she found was that the two subsamples were

looking at somewhat d i f ferent  goals to be achieved through Naval service .

One was more concerned with freedom and l i f e  style , while the other appeared

-

- 

to be more concerned with security. Nealey (1972), in a complex analysis

of Navyinen serving in the fleet , identified three clusters of individuals.

For one cluster , which constituted one—third of his sample, pay was highly

important and other factors much less so. Another cluster, of almost 45%,

consisted of Navymen who assigned relatively even important weights across

the factors surveyed , but with slightly elevated weights for supervision *

and slightly low ones for pay. A third cluster , relatively small , rated

work and co—workers as most important , and rated both pay and supervision

relatively lower.

* 11
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While t hese two studies do not in themselves prove the existence

of d Lscrete types of individuels among Navy recruits, they ~re at least

suggestive. Further , the analyses to which the present data were sub—

jected clearly suggest the presence of such clusters of individuals, who

may well be basically differen t from one another , both in terms of what

they look for in l ife , and ho~ they react to their training experiences.

An additional conclusion drawn from analysis of the studies sur-

veyed for this section is tha t career motivation is no t a well organized

and stable thing at the age level of the average recruit. This appeared

clearly to be the case in the study reported by Gliekman and Learner (1959)

and was reemphasized in a later and considerably more elaborate study

— (Cllckman , Coodstadt, Korman , and Romanezuk, 1973). The same point was

made by Marcon i (1974), who studied the employment patterns of youth.

Key points made in that study were that the occupational aspirations among

youT~~peop1e (goal—directed attitudes) are unstable, and many young people

take the course of least resistance into whatever slots the economy makes

available. It would seem reasonable that at least some of these youth

also find their way into the Navy. Clearly, training management concepts

applied to the highly goal—directed young man who is seeking vocational

training would not have the same impact on the relatively goalless young

person referenced by Marconi.

• Yet a fourth major kind of finding in the studies surveyed is that

there is an interaction between the primary motivators discussed in Table

1 and education. This is perhaps most clearly demonstrated by Fisher’s

study (1973) and by two separ:ite studies in which Ci ickinan is the senior

author (Glicknian , Goodstadt At al., 1973, and Glicknian, Korman et al., 1973).

~~~~~~~ ~ 
- - 
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Fisher ’s study reported analyses of the Gilbert Youth Survey data, and

thus are findings based on high school students who might or might not

potentially enlist in the Navy. There were clear indications in his

data that older youths and youths with more education showed lower in—

- 
- clination to enlist. High school students were most likely to be favor-

able toward enlistment, and blacks more favorable than whites. The same

general kinds of findings were obtained in the two studies authored by

- 
Glickman and his co—workers. However, all three studies reported yet

another finding with regard to economic incentives. Perhaps as might have

been expected , educational and vocational objectives were relatively less

important for sample members of relatively lower education and lower socio—

economic status . By the same token, for these sample members, bonu8es

and financial incentives stood relatively higher as potent incentives.

Finally, several studies have questioned sample members as to the

primary benefits they see obtaining f rom Naval service, as oppos.ed to

a civilian job. One of the most typical of these is the study of Johnston

and Bachman (1970). Characteristically , lower ranking enlisted men see

the main advantages of Navy life as tangible and financial, factors that

Rerzberg at al. (1959) called hygiene factors. In contrast , the main

advantages seen for civilian jobs are frequently what Herzberg classified

as niotivators. This is a particularly important kind of finding, because

it relates to other atudies which will be cited in the Discussion Section

of the report, pertaining to Navy climate and values. Several authors

have made rather searching conunents about military service in general ,

f rom the point of view of the extent to which it challenges the lover

13
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ranking enlisted man toward high achievement . As will be seen in the

Discussion Section , this is not a condemoation of military values ,

but rather a mature reflection of the conflict that exists between

motivational treatments required to produce a self—initiating and techno-

logically competent lower ranking enlisted man, but yet one who is dii—

ciplined to immed iate response when conditions, e.g., c~nibat , require.
— 

It can be said at the outset that training treatments which produce the

one by and large are suppressive of the other. (Moskos ~l974) makes

precisely this same comment. Examination of the results of the analysis

performed in the present study, together with the additional references

to be cited in the Discussion Section, will permit the development of

— 

constructive recommendations for training management practices.)

J
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,.. METHODOLOGY
-

QUESTIONNAIRE DEVELOPMENT

As was noted in the Introduction , ~tie purpose of the present re—

search was to compare the 7.6 wee~k R.~cruit Training Program will: the

9.0 Program by assessing the a t t i t u d es  of r ec ru i t s  near their  gra dua—

tion from Recruit  Training. According l - 1 ,  a questionnaire instrument

was developed by Dr. Norman J. Kerr and his s t a f f  at the Naval Technical

Training Center, to serve as the primary criterion in this area . The

• primary complaint from the f leet  and other users of Naval Recruit Training

outp ut had been t hat the new recruit had not effectively made the transi—

t ion from civilian to military l i f e .  It  was fe l t  tha t  he lacked self—

discipline , and generally did not behave in a military manner. Recruits

had complained , fur ther , that they had not been given a real idea of

what Navy l i f e  is real ly like.

* The quest ionnaire  consequently was structured around five specific

areas , to assess those general areas just described :

Area I - Personal Hist~~ y and Background.

Items th this section request demographic data such

as the nature of the respondent ’s obUgation , ethnic

group, geographical area of origin, education , age,

and type of duty assignment to which next assigned .

Area I l - A t t i t u d e  Toward_Recruit Training Specifics, and
Toward the Navy in General.

Specif ics  per ta ining to Recruit Training consist of

items covering haircut , physical tra ining, fairness of

15
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t reatment , and reactions toward the physical con-

ditions under which he trains, among other aspects.

General items p e r t a i n  to superior of f icers , Navy

in general , and motivation .

Ar ea L I T _ —_Self—Dtsc ipline .

A number of Items assess the recruit ’s self reports

of conforming to expected performance standards ,

promptness , observation of mil i tary  standards of

dress, personal appearance, conduct , etc.

Area IV - Esprit De Coi2!.

Several items in this area assess recruit attitudes

signifying personal identification with the Navy , his

feeling of being “part of the team,” attitudes of co-

operation with peers and superiors, and confidence in

superiors.

Area Y — Navy Life.

Several items in this area assess recruit concepts of

Navy l i fe , and also recruit attitudes toward several

aspects of Navy life as compared with civilian life.

The items which constituted these categories were in part drawn from

p eviously administered questionnaires and in part were original items

develope~ for the specific purposes of this project. Except for demo—

graphic items , most response scales were of a Likert type. (Tue entire

questionnaire is reproduced in Appendix A.)
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ADMINISTRAT ION

Data were collected from Naval Recruit  Training Centers (RTCs)

at three locations , at three different times. The locations were the

San Diego RTC, the Great Lakes RTC, and the Orlando RTC, where both

males and females were tested. Times of administration were approxi-

mately September 1973, July—August 1974 , and September—October 1974 .

Sample sizes are shown, together with the distribution across different

locations, in Table 2. As the table shows, the first sample consisted

of somewhat more than 4,500, the second of slightly more than 7,800,

and the third of somewhat more than 2,700. The numbers of cases drawn

from each of the t hree locations were not equal , and did not need to be

equal f or the analyses performed. Questionnaires were administered by

Naval p~ i sonnei , under the direction of the Naval Technical Training Center

— 
(NTTC). Completed questionnaire results were furnished HumRRO by NTTC in

two d i f f e r e n t  forms. From Administration One, both optical scan sheets

— and IBM cards punt hed from t hem were provided . (Cross comparisons showed

a very low error rate in the IBM punched cards , so these were used.) For

second and third administr~itions , optical scan sheets alone were provided.

IBM cards were punched from the optical scan sheets using a reader for

the second administration . The overall error rate was higher for this

run and problems wvre found with the reliability of the optical reader

which delayed the completion of card punching. Accordingly , the optical

scan sheets from the third administrat ion —— par t icular ly because of their

smal ler number —— were punched and verified manually, to assure a vir—

tually zero error rate.

17 
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Table 2

Distribution of Sample on Administrations
One , Two, and Three

— 

RTC Time One Time Two Time Three

San Diego 1335 2514 967

— Great Lakes 1453 2586 857

Orlando (Males) 1248 1403 678

Orlando (Females) 512 1348 264

Total 4548 7851 2766

H
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The rationale for the three administrations is as follows . The

first -administration data were obta ~iwd ftom .u:~ t:g i~~i~ .1 ~:st ec t u t

groups to receive the shorter RTC of 7.6 weeks. The data from the

second administration ~“rc obtained from recruits who bad experienced

the longer nine—week training course, but after a sufficient time for

training center cadre to “shake down” the longer course. However , it was

thought possible that the samples, drawn at different times during the

year , m ight not be comparable. Consequently, data at the third adminis-

tration were drawn from recruits who had undergone nine weeks of RTC ,

but who had entered the Navy at approximately the same time in 1974 as

recruits in the first sample had entered in 1973. It was felt this

would make for greater comparability between the samples with regard

to such var iab les as education , reason for enlisting, and so on.

ANALYSIS

- ‘ A variety of analyses were performed on the data. An Interim

Report  (Jacobs , 1974) was written, in which the results of analyses

ci variance across locations ~mnd t—tests between Times One and Two were

provided N’FTC. The report described a number of differences that

- 
: - , appeared in the data between Recruit Training Centers, and between times

of administration. For purposes of the present report , similar analyses

have been done between Times One and Three. In addition , more substan—

tive analyses were performed , of the following type .

a. Because review of l i tera ture  on enlistment motivat ion

had led to the conclusion that input to Navy RTCs might consist of

19
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d i f fe r ent “streams” of recruits , an AID (Automatic Interaction Detection)

analysis (Sonquist and Morgan , 1964; Sonquist , 1970) was conducted of

the da ta fr om Admin istrations One and Two in combinat ion. This analysis

not only permitted the identif ication of d i f fe ren t  subgroups wi th in  the

total sample, based on response to various questions, but also permitted

a powerful test of the extent to which time of administration influenced

overall attitudes toward the Navy , and career intentions .

— b. Factor Analysis of Item Content. Factor analyses were

conducted on both the critical items identified by the AID analysis

from Administrations One and Two and also the total items set from the —

third administration .

c. Stepwise Multiple Correlation. Both a stepwise multiple

correlation and a conventional multiple correlation were performed with

the critical items identified using the AID analysis.

20
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RESULTS

DEMOGRAPHIC DATA

Demographic data from the three administrations are shown in Table

-
~~ 

— 3. From this table , it can be seen that there are not only differences

on the variables shown from one RTC to another (Times One and Three),

but also major changes in total sample composition across the three time

periods. This confirms the rationale advanced earlier for collecting

the third admInistration data, in that Samples One and Three are seen

‘to.- ba._~~n.sjderahly more similar than either in relation to Sample Two.

Differences between Sample Two and data obtained from the other two

administrations migh t well be discussed f i r s t .  Sample Two differs from

the other two samples primarily on Age and Education. Considerably

fewer members of Sample Two had a high school diploma , and their  age

— dis t r ibut ion  was substant ia l ly  d i f fe r e n t , as well .  While other differ-

ences are apparent from examinat ion of the table , these are the two major

• differences.

Differences also exist between Samples One and Three. Those differ-

ences desc r ibed In the preceding paragraph , characterizing Sample Two,

can probab ly be ascribed to gross sample characteristics attributable

to time of entry into the service , with relation to the regular high
• 

school year. In contrast , those differences between Samples One and

• Three probably can be ascribed only to differences originating in the

economy , cultural influences , and so on.

With this , it is clear from examinat ion of Table 3 that the

average age in Sample Thre e is hig her than I n Sampl e One, with the

21
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I 
major decreases occurring among 17 and 18 year olds , and the major

increase among 19 year olds. Again , this suggests a possible reflec—

- - tion of general economic conditions , perhaps with more stringent selec-

tion factors associated . There has also been a sharp drop in the

relative proportion of whites in Sample Three, compare d to Sample One.

There is a related increase in the number of non—whites , particularly

blacks. 
-

— Sectional representation has not changed much , except that there

are fewer Middle Atlantic and more Pacific or~.ginations in the sample

as a whole. There has been a change in the flow of acquisitions from

various regions to the various training cen ters, however. The increase

in Pacific originations apparently has tended to fill the San Diego RTC,

with the result that there has been a sharp drop in North Central origina—

tions going to San Diego . These are going instead to Orlando . By the4,
same token, there has been a sharp increase in South Central acquisitions

going to �eat Lakes, and a corresponding reduction of these persons going

to Orlando . These changes in region of origin at the various RTCs will

- 
ob~ ious1y change the responses of personnel by location , when taken on

the whole . This according ly would show changes between times of adminis-

tration among the RTCs, (~~t differences between their relative standings

from the time of the first administration . By the same token , however ,

the knowledge that such differences can be attributed to different points

of origin for recruits going to them would make such differences largely

meaningless.

With regard to education , there has been an overall drop in educa—

tional quality over the year separating the first and third adminstrattons.

24

---4



______________________________________________________________ •~~••__•_~••_• •_~~~•• 

~~~~~~~~~~~

This drop Ln educational quality ir~ surprising, in view of economic

conditions. (However , the impact of the economy on acquisitions appears

to be felt most strongly only after unemployment goes beyond approxi-

mately 6% . It had not yet done so at the time the recruits in Sample

Three entered service , which may account for present findings . One

would expect that recruit samples drawn from t ime periods reflecting

la ter  en t ry  on active duty would reflect also greater selectivity by

recru i te r s .)  Examination of educationa l quality from Location to loca-

tion shows that the drop is less substant ial  at San Diego than at the

othe r locations , but was particularly sharp at Great Lakes and at Orlando

tor men. At Great Lakes, there was a 6% increase in non—high school

• graduates , and a corresponding decrease in high school graduates and CEO

qua l i f i ca t ions. (As subsequent studies , to be cited in the Discussion

Section , w i ll show, non—high school graduates pose a substantial problem ,

both for discipline and achievement. Because the change in quality of

recruit , as measu red by education , has changed ~n uneven ways from one

location to anothe r, there are yet additional reasons for exercising

caution in the interpretation of RTC—to—RTC dtfferences which may be

presented Later In this Results Section.)

Table 4 shows Reasons for Enlisting From Time One to Time Three ,

as well as by location. As can be seen , reasons for enlisting — — overall
—— are remarkably similar from one time to another. There are some

differences front RTC to RTC. For example, responses noted among re— *

t-ruits at San Diego are inconsistent. There is a strong drop in desire

f or Navy career , but an increase in “Navy job better than civilian .” In

25
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general , respondent~; at t he o the r  three location s showed an increase

in a desire for Navy career , and a decrease in desire for technical

training. However , the differences In geographical point of origin

discussed above could well have mediated these differences in pattern

of response from ene location to another. Thus, they should be inter—

preted with extreme caution .

QUESTIONNAIRE ANALYSES

-~ Three major analyses were run on the questionnaire itself. Two of these

involved an analysis of data from Time One and Time Two alone. The third in-

volved analysis of data from the third sample, and from that sample in rela—

t ion to Sample One. Mean Responses for all items for each administration and

each RTC location are listed in Appendix B.

Analyses of Data from First and Second Samples

Because of time constraints in the scheduling of the project , it

was decided to conduct the major analyses on the data from the first

two administrations , and then to confirm these analyses using the data

from the third administr~tlon. (It was assumed that adequate statis—

tical. controls could be imposed to eliminate sampling differences as

-i source of major variat ion pertaining to the questions of primary

4mportance.) It will be recalled that the central question underlying

the analyses was the extent to which extending RTC training from 7.6

to 9.0 weeks would influence attitudes and performance as a Navyman .

Secondary questions pertained to differences between RTCs on the vari-

ables assessed by the questionnaire . The first major analysis of the

questionnaire data was an AID (Automatic Interaction Detection) analysis .

V 
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Because of I tm it - i t i o n s  In the number of variable-i thit con be entered

at any one time , the questionnaire variables were divided into three

subsets. AID was i-un on these three subsets initially, and then the

variables identifted in these separate runs were entered into a final

run. The result was 21 predictor variables, which Included the five

demographic variables , time of administration , and location . (The

complete set of variables ~s shown in Table 5.)

3 — Before the terminal AID run was accomplished , substantial

preliminary work was done. First , a substantial amount of work was

done with demographic variables , because 4t was thought that these

mi ght exert a strong effect on the analys-s. Two separate criterion

variables were used . The first of thc--se one questionnaire item

which asked respondents how well they liked the Navy thus far (Ques—

4~~ tionnaire Item 59). The second criterion variable was a combination

of Questionnaire Items 89 and 90, which assess respondents ’ expressed

intentions toward the Navy as a career.  (Both Proctor (1963) and

Fredricks (1973) present data showing that answers to such questions —

are reasonably predictive of later actions.) Of these two, the first

was used In most of the work , because it appeared to be a more immedi—

ate criterion and perhaps more reliable than the second .

In AID analyses not shown in this section, substantial work was

done to try to “force” splits in the AID analysis on the demographic

var iables  and/or  t i m e  of a dm i n i s t r a t i o n  and/or locat ion . In general ,

splits occurred on Reason for Joining Navy and on Location , but not

on the other variables. As will be seen in the subsequent analyses ,

the splits on Reason for -Joining are meaningful . The split on Location

28
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Table S

Variables Included in Terminal AID Analysis

Reason Codesa

~~: ~ Race

Geographical Origin
-- Education

Location Code

— Questionnaire Variables

- ; 11. What do you think of your next duty assignment?

-: — 
12. Do you feel that the training you received in boot camp

will help you in your next duty assignment?

14. how do you feel you were treated during the first few days
In boot camp before your company was formed?

21. How do you feel about the haircut you were given in boot
training?

— 25. How much of a feeling did you get that you were part of
a company while In boot training?

30. How did you feel about having to run front one activity to
- -  

the next activity while In boot training?

32. How did you feel about being tested each week to find out
-~~ how much you had learned?

51. How much of a chance did you get to talk things over with
those above you while in boot training?

- 58. Did you feel that those who trained you set a good example
for recruits to follow?

59. How much do you like Navy life in general so far?

60. Where do you think you get more technical training — in
the Navy or i.n civilian life?

• 64. Where do you think you are more likely to do the kind of
work you like best — In the Navy or in civilian life?

66. Where do you think you can get fairer treatment — in the
- Navy or in civilian life?

80. I find it hard to take orders from other people.

Variable 98 — Time of Administration

Age

aReaaon Code; 1 — Career ,Military Life; 2 Serve Country, Better Job;
3 — Travel, Technical Training, Be More on Own, Needed Time, Later

— 
Educational Benefits; 4 Needed Job; 0 — Other.
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t yp i ca l l y  separates males In ~dl locat ions from females at Orlando

In general, time of administration consistently failed to produce

splits in the AID analysis. Conclusions from this analysis are that

recruits differ in their general reaction to the Navy and in their

career intentions not by virtue of the demographic variables , or by

virtue of any kinds of different experience they might have had from

one locat ion to another , or by virtue of differences attributable

solely to length of Initial training experience. The attitudes of

recruits toward RTC and toward the Navy In general do appear to be

governed very substantially by reason for joining.

Substantial work was also done to develop categories of reasons

for joining to reduce the number of reasons in the Initial question-

naire to a more manageable number. AID runs led to the reason codes

shown in Table S as a footnote.

Figure 1 shows one of the several terminal AID analyses which

were run with the entire variable set. (Virtually identical results

were obtained in e IC1I of tie several terminal runs made . Consequently,

not all of the termthal runs are included In this report.)

As the figure shows, the sample split first on Question 64, which ~aks

for a comparison of the Navy and civilian life as to where one cait

f-t ad the kind of work one likes best. The next split occurred on

reason for joining Navy . Successive splits then occurred on opinion V

— 
of next duty assignme~ t, opin ion as to whether boot training will help,

the question of where one can find fairer treatment, the question of

- 
- how hard it is to take orders from other people , and the question of how

30
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‘.‘ell the rec rui t  was t reated d u r i n g  the f i r st  few d :iys In boot .  Ter-

mina l gr oups are shown in d e t - ~ f I in Table 6 because of t h e i r  s i g n i f i —

cance both for training management and for validation of the notion

that recruits are a mix of different streams of input into the Navy ,

which probably need to be treated differently during in i t i a l  training .

The largest single group of the nine shown in Table 6, and the

one with most favorable  a t t i t udes  toward the ir  experience thus far, is

Group A. Their attitudes toward the Navy are, on the average, extremely

favorable. They are characterized , as might be expected , by a feeling

that the Navy offers them the opportunity for doing the kind of work

they l ike best (or at least as good as civilian life) and they joined

the Navy eithe r because they wanted a career or had judged that the

Navy job is better. Thus, this group is characterized by a very favor-

able orientation toward the Navy, and essentially patriotic or Navy—

oriented reasons for being in. The next most favorable group , which

constitutes about one—seventh of recruits in this MD run , joined the

Navy for other reasons, which migh t be classified as instrumental , i.e.,

where Navy life or career is not a goal in itself , but is judged a

vehicle for achieving other goals. Regardless of reason for joining,

if the recruit thinks very highly of his next duty assignment , and that

boo t training will help him there , his attitude toward his Naval experi-

ences thus far is likely to be quite high, as Group B shows. —

The third most favorable group is similar to Group B, except that

the next duty assignment is regarded less favorably. However, if the

Individual thinke he gets fair treatment , his attitudes are still quite

tavorable. This group cons-ituted about one—fifth of the total sample.
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‘1:
- ‘rable 6

Cha r a c t e r i s t i c s  of R e c r u L t s  in Te rminal  AID Groups

V 
GROUP A MEAN ON Q 59(2 

= .52 26% OF TOTAL

Where kind of work like best? (Navy, Both Same)
Reaso n for jo in ing?  (Wan ted Career , Liked Mi l i t a ry  Li fe , Wanted

to Serve Country , Navy Job is Better)

GROUP B MEAN ON Q 59 = .56 14% OF TOTAL

Where kind of work like best? (Navy, Both Same)

- - 
— Why join Navy ? (Al l Other T~easons (Instrumental))

What think of next duty assignment? (Like Very Much)
Will Boot Training Help? (Yes)

GROUP D MEAN ON Q 59 = .94 21% OF TOTAL
Where kind of work like best? (Navy , Both Sante)

— Reason for joining ? (Instrumental)
What think of next duty assignment? (All answers other than most

favorable) 
-

Where get fairer treatment? (Navy , Both Same)

GROUP F MEAN ON Q 59 = 1.02 8% OF TOTAL

Whe re kind of work like best? (Civilian, Haven ’t Thought)
Where get fairer treatment? (Navy , Omitted)

GROUP C MEAN ON Q 59 = 1.07 3% OF TOTAL
Whe re k i n d  of work l ike  best?  (Navy , Both Same)
Reason for joining ? (Instrumental)
What think of next duty assignment? (Like “ery Much)
Will  Boot Training hel p ? (Not Sure , No)

GROUP E MEAN ON Q 59 = 1.33 8% OF TOTAL
.here kind of work like best? (Navy , Both Same)
Reason fo r jo in ing ? ( Ins t rumenta l )
What think of next duty assignment? (All answers other than most

favorable)
Where get fairer treatment? (Civilian , Haven ’t Thought)

(Continued)

aQ 59: How much do you like Navy life in general so far?
(A. Like it a lot; B. Like it a little; C. Not sure ; D. Dislike it
a little; E. Dislike it a lot)
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I
TabVl e 6 (Continued) v

GROUP C MEAN ON Q 59 = 1.33 12% OF TOTAL

Where kind of work like best? (Civilian , Haven ’t Thought)
Where get fairer treatment? (Civilian, Haven ’t Thought)
Hard to take orders from other people? (Not True of Me,

Omitted)
How treated during first few days? (Omitted , Very Well ,

All Right)

GROUP H MEAN ON Q 59 = 1.75 5% OF TOTAL

Where kind of work like best? (Civilian , Haven ’t Though t)
Where get fairer treatment? (Civilian , Haven ’t Thought)
Hard to take orders from other people? (Not True of Me ,

- 
Omitted)

How treated during first few days? (Pretty Badly)

GROUP I MEAN ON Q 59 = 2.13 2% OF TOTAL

Whe re k i n d of work like best? (Civilian, Haven ’t Thought)
Where get fa i re r  t reatment? (Civi l ian , Haven ’t Thought)
Hard to take orders from other people? (Not True of Me ,

Omit ted)
How treated during first few days? (True of Me)
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The fourth group is relatively small , only about one—twe l fth of

the total sample in the AID run. These individuals appear to have

lingering regrets about their decision to join the Navy, but I~ave been

treated fairly. (A contrast is with Group H, which is characterized

- 
V by the judgment that civilian life provides fairer treatment , and

better treatment.)

Group C, the fifth from the top in favorability of attitudes ,

is quite small. Their principal difference from Group B, which had

a very substantially more favorable attitude toward the Navy , is that

Group C members are not sure that boot training will help, or think

it will not help in their next duty assignment. These probably are

recruits who have had an unfavorab le experience in boot training or

who are headed for specialized assignments for which they judge boot

training to be irrelevant.

— The remaining four groups have relatively less favorable attitudes

toward their Naval experience thus far. Group E appears to be dis—

tinguished by a feeling that the Navy provides less fair treatment ,

and a lower opi n ion of thei r next duty assignment. This group constitutes

8% of the tota l  sample . It is tempting to conclude that these recruits

did not get the assignment they desire , and feel that they have been en—

f a i r l y  t reated a~ a result.
V 

Group C, constituting about 12% of the total , consists of individu—

ala who think more hi ghly of civilian life than Navy life , but concede

that they have been treated either very well or all right during their

first days. Apparentl y, as othe r have shown, perception of initial treat—

ment is very Import ;int in de te rmining  subsequent a t t i t u d e s .
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Finally, Groups H and I show substantially negative attitudes toward

the Navy , though they constitute only very small portions of the total.

Group H is identical to Group C, except that they feel they have been

treated pretty bad ly. Group I is characterized , probab ly, primarily by

-

‘ a problem in taking orders from other people. Fortunately , they con-

stitute an extremely small subgroup of the total sample.

It is significan t that the items characterizing these groups appear

to form an approximate set of dimensions along which attitudes toward

the Navy can be placed . Thus , there are probably four basic kinds of

individuals in this total sample :

(1) Individuals for whom the Navy is an end in itself.

(2) Individuals who have joined the Navy because they see

that it is instrumental to attaining other goals , but who are qu i t e

well pleased with the kind of work they will be doing in the Navy.

(3) Individuals for whom the Navy is not an end in itself ,

and who are not rarticularly impressed with the work they will be

doing, but who have been treated well and fairly thus far.

(4) Individuals to whom the Navy is not an end in itself,

who do not value the work they will be doing, and who either feel they

have not been treated well (or fairly) or who have problems taking

orders.

It could thus be concluded that the nature of the assignment

an individual receives , whether it is the assignment he enlisted for ,

and the fairness with which he is treated during hi~ RTC training are

extremely important variables in the formation of attitudes toward the

Navy.
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Factor Analyses

Three differen t factor analyses will be reported in this section.

I 
~ Two are analyses of the AID—selected predictors from Administrations

One and Two. The third is an analysis of the same variables from

Administration Three . All analyses were principal component solutions

with varimax ro ta t ions .

The two solut ions  performed on data from A d m in i s t r a t i o n s  One and

— Two are shown in Tables 7 and 8. The difference between the two is that

in the second (Table 8) the two criterion variables were included , together

with predictor variables. Their inclusion provided the opportunity to

-
‘ 

determine whethe r they would load , In relation to other variables , and

to d etermine the impact of the i r  addi t ion  on fat-tot structure.

Comparison of Tables 7 and 8 shows that factor structures were virtu—

ally Identical , the basic difference being the order of emergence of

factors . Table 8 consequently appears to be the mo re meaningful one to

- 

discuss.

In both analyses , seven factors emerged. These have been labeled

in Table 8 by v i r t u e  of reference to the items load ing  on the fac tors .

The factors , and brief description s of them, are listed below .

Factor L —  Career O r i e n t a t i o n .  This factor is loaded by

reason for joining (as coded In the last AID run , which form s a continuum

from Intrin sic to extremel y instrumental) , liking for next dutv assign-

ment , the two criterion variables , and (negat ive ly)  by feel ings about

taking orders from othe r people.
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Factor 2 — Demographic I.. This factor is defined by age and

education , which are moderately correlated and emerge as a factor apparently

unrelated to career intentions and reaction to the Navy.

Factor 3 — Demogr~~hic II. This factor is defined by race,

geographical origin , and RTC to which the individual was assigned. This

factor is also quasi—artifact in nature, and is unrelated to career 
V

— 

orientation.

— 
Factor 4 — RTC Attitude. This factor is defined by four ques—

tionnaire variables which reflect the attitude of the recruit toward the

— training he received in Boot, his belongingness to his company , his

opportunity to talk with his superiors , and the example set by trainers.

It is extremely interesting that this factor is not also loaded by one

or another of the criterion variables. The question of how the recruit

likes the Navy thus far (Variable 59) loads only .318 on this factor,

though in the same direction with the items which define it. The load-

ing of career intentions is virtually zero.

Factor 5 — Discipline Attitudes. It probably is necessary to

interpret this factor with caution because communication with some of

the project officers suggests that recruits, at least at one testing, could

not respond correctly to the item about running because recruits are not

required to run at that location. Nonetheless, it appears that these three

items reflect the attitudes of the individual toward the regimentation

aspects of RTC. Significantly, Questionnaire Variable 59 loads .308 on

th is fac tor , and in the same direction as the items which define it.
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Factor 6 — Navy/Civilian Balance .. This cluster of three items

reflects the relative assessmt-~nt of Navy and civilian opportunities for

technical t r a in ing ,  the kind of work one likes best, and fairer treatment.

V 
Factor 7 — Time of Administration. This factor is defined 

-

by the time of administration almost entirely, and thus is quasi—artifactual

in nature. It is significant that neither of the two criterion variables

loads on this factor at all. This consequently is an indirect test of

the question of how much lengthening recruit training has impacted on

motivation and attitudes toward the Navy.

Table 9 shows the results of a similar factor analysis based on the —

data from Administration Three alone. In contrast to the factor analyses

shown in Tables 7 and 8, the factor structure shown In Table 9 seems

remarkably unstable. Further , examination of the matrix of intercorrela— 
V

tions which served as a basis for this factor analysis shows that the

correlations are generally low. The analysis consequently is not interpreted

in this section , though it is presented for the reader ’s inspection . The

only possible hypothesis the author can offer as to the low intercorrelations

and currespondin~ lack of trustworthiness of the factor analysis is that,

if the hypothesis that vl streamsv( of recruits compose the total sample, then

di (ferences among the “streams” may have been sufficiently large in this

sample tha t the var iables may have correlated differently from one stream

to another.
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Analysis of Specific Clusters of Items

In the Interim Report which preceded this f inal  report , the analysis

included examination of a number of separate clusters of items, which

were thought potentially to reflect different issues of interest for

training management. The analyses which have been reported in the pre-

ceding sections of the present report provide a somewhat better basis

for selecting clusters of items for lndi\zidual examinat ion. These

— clusters consequently will be presented and discussed In the remaining

sections of this part of the report , to provide graphic elaboration of

the results thus far described.

Based on the preceding analyses, six separate clusters of items

have been identified for detailed discussion. They are :

— . Favorable Orientation Toward Naval Service.

- Favorable Impression of Boot Training

- Rejection of Discipline.

- Intrinsicflnstruynental Motivation for Naval Service.

• Difficulties Experienced.

— - Hel p Recei ved During Boot Training.

Table LO presents items reflecting a favorable orientation toward

the Naval service. This item cluster , like the other item clusters

to be discussed in this section , were derived partl y f rom the AID

analyses , and partly from th - factor analysis work done on the various

admin i s t r a t ion  data s - t a .

Two d i f f e ren t kinds ‘.f in fo rm at ion  are presented  in Table 10 , and

In each of the remaining tables in this section . First , the table
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presents the average response for each of the RTC locations from which

da ta were draw n, for each of the three administrations . Second , each

table also presents the correlation , item by item , of those items in the

table with the three items from the questionnaire that were taken as

representations of long—term career interest in the Navy and satis-

faction with the Navy to date These two kinds of data will permit
— 

assessment not only of change from administration to administration , but

also the overall relationsip of the item set with generalized attitudes

toward the Navy . With this introduction , examination of the items in

Table 10 suggests several conclusions . First , there is no major pattern

of either positive or negative shifts in attitudes ei ther toward Naval

service (Items 59, 89 and 90) or three key items found in earlier analy—

ses to be significan t other indicators of these genera.l attitudes

(Item 11 — Liking for Next Duty Assignment; Item 80 —— Ability to Take

- - • - Orders from Others ; and Item 31 —— Following Orders in Boot). In general,

females at Orlando have shown a steady decrease in favorability of atti-

tudes both toward the Navy as a career , and specifically toward their

experiences thus far and their liking for next duty assignment. The oppo-

site trend has been true for males at all three locations , particularly

witii regard to long term career intentions for Orlando Males.

The discussion on changes in composition of the “streams” entering

the various RTCs, based on different point of origin , etc., makes it

obvious that discussion of administration—to—administration differences ,

or RTC—to—RTC differences is risky. However, these trends do appear stable .
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Table 11 shows items reflecting the favorability of recruit impres-

sions of RTC training. The significance of this cluster is twofold.

First, the extention of recruit training from 7.6 to 9.0 vee1~ was cal-

culated to produce increased contact between trainers and recruits, and

thereby increase recruit identification with the Navy and adoption of

Navy values. Second, these items were shown in analyses previously dis—

cussed to be strongly related to general attitudes toward Naval experience

thus far.

Examination of the items shows that all f ive do correlate significan tly

with Questionnaire Item 59, and considerably less so with career intentions.

Examination of the pattern of changes, focusing particularly on Time Three

- 
- - as opposed to Time One, shows relatively more significant differences, in

proportion, than was found in the preceding item cluster. However, f ive

are in a favorable direction and four are unfavorable. Thus, the pattern

of changes is not consistent.

The items shown in Table 12 present a very similar set of conclusions

V as those in the preceding table. The pattern of changes is not systematic

from time to tme , nor is it systematic from location to location. There

is a general tendency in this table for reactions to have improved for
- 

- Orlando Males and to have gotten worse for Great Lakes Recruits and Orlando

Females. (Similar findings were obtained for two items in the preceding

- table as welL) It seems reasonable to conclude that the trend for Orlando —

Females, since it has been stable across three administrations , probably

reflects either changes in the values or composition of incoming recruits,

or changes that have occurred in the Recruit Training Center at Orlando.
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Because increases in favorabi l i ty  and career attractiveness on the part —

of Males at Orlando appear also to be stable trends, the same conclusion

might be drawn there, though in the opposite direction , with due atten-

tion to the possibility that composition changes might have influenced

these trends. On the other hand , the reason for changes at Great Lakes

• are much less clearcut because of the distinct sample composition dif—

ferences caused by changes in po int of origin of many of the recruits

-- being sent there.

Table 13 presents a different type of data for the four items shown

there than has been presented in the preceding tables. Each of these

four items requests trainees to indicate a choice between Navy or civilian

(or both) regarding opportunities described by the item. Item means are

relatively less meaningful for this kind of scale; therefore , the table

shows the percentage selecting each of the two key choices for each item.

Correlations between the four items and Items 59 , 89 , and 90 are also shown.

Two kinds of conclusions can be drawn from this table. First ,

opportunities provided by the Navy with regard to the content of the work,

the opportunity for technical training, and fair treatment are more

strongly related to long—term career intentions (Items 89 and 90) than

has been true of the items in preceding tables. To an extent , the rela—

tionship with Item 59, reflecting how well the respondent likes the Navy

thus f ar , are less strong. This is also reasonable. The table clearly

reflects the kinds of advantages respondents perceive as offered to them by

the Navy. The opportunity for technical training and to do more important

jobs is clearly expressed. Less strongly expressed , are the opportunity

to do the kind of work one likes best, and fair treatment. Majority
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opinion strongly favors the Navy even on the last mentioned factor.

However, the much stronger majority  nominating the Navy with regard

to technical training and more important jobs is a clear index of

the expectations the recruit brings with him into the Navy and

obviously, what he therefore hopes to gain from his enlistment. That

these expectations are more highly related to long term career in—

terests suggests that their satisfaction would be important in the for—

ination of long—term favorable attitudes toward the Navy. -

Examination of time—to—time changes and location—to—location

differences must be done with caution because of demographic reasons

cited earlier. However, there has been a consistent trend for Orlando

Males to be more favorably disposed toward the Navy, and at the same

— time to be more technically oriented. The Items in Table 13 reflect

these differences. Interestingly, Orlando Females are very nearly as

high as Orlando Males in their assessment of opportunities offered by

the Navy . Overall , there appear to have been few changes over time on

any of the four items.

Table 14 presents three items which were not necessarily Identified

in the previous analyses as critical but which were thought nonetheless

worthy of noting from the point of view that they might reflect adjust—

ment difficulties in boot training tot Naval recruits. However, the

pattern of changes, considered all three items, is not consistent. There

appears to be a trend for boot training to be regarded as a greater —

challenge (Item 28). However, the opposite trend seems to be occurring

for class work , at least at two locations. Finally, adjustment , as
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measured by ability to get along with other recruits, seems to be slightly

less good for males and better for  femal es Again , the lack of overall

consistency suggests that the few differences which have occurred should

not be interpreted meaningfully

The items shown in Table 15 are also key items, in that they should

reflect the help recruits feel they have gotten, or had available to

them, from various sources in boot training. However, without consider-

ing significance, there are 10 changes between Time One and Time Three

in a negative direction, five in the positive direction, and one which

stayed virtually the same. Considering only significant changes, four-

were negative and one was positive. Overall, it would appear that

- 
- 

lengthening recruit training probably has not materially influenced the

help recruits feel they either have received or could get.

It is probably not appropriate to complete discussion of these

clusters without noting that there are highly significant differences

from one RTC to another on almost all items. These differences are

noted in the tables where they occur. The differences should, however ,

be interpreted with substantial caution. In fact, the dif fe r ences were

noted only with hesitation in the tables The problem with inferring

why such differences exist is that recruits are not the same from one

RTC to another. They differ in career orientation , in education, in

racial composition, and probably in socioeconomic status. All of these

have been shown in previous research to influence the expectations of

recruits and their reactions to their military experiences. Consequently ,

it would be possible for two recruits to experience identical treatment

in an RTC, and respond to the questionnaire differently because of

- - 
background differences such as those just mentioned.
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DISCUSSION
‘p

The research reported herein had two purposes. The first was to

assess the impact on recruit attitudes and values of the extension of

recruit training from 7.6 to 9.0 weeks. The second was to conduct an

analysis of recruit responses to the evaluation questionnaire and offer

recommendations for recruit training management based on these responses

and a review of the literature pertaining to recruit attitudes, and effec—

tive training management practices.

IMPACT OF EXTENSION OF RECRUJT TRAINING TIME

A substantial number of analyses were reported in the Results

Section, the purpose of which was to identify an impact, if one existed,

which could be attributed to extending the length of recruit training

The preliminary results reported in an Interim Report (Jacobs, 1974)

suggested that recruit attitudes might possibly have been favorably

influenced. However, the more complete data resulting from the more ~x—

tensive analyses discusse4 in this report suggests this may veil not be

the case. There appears to have been a steadily improving trend in

recruit attitudes toward the Navy. These attitudes are reflected both

in response to two items assessing long range career intentions, and

one item assessing immediate reaction to the Navy “thus far.” While

this point was made in the Results Section, it is necessary to look at

response distributions to these three questions to realize just how favor-

able these responses are. Table 16, below, shows these distributions for

the Third Administration sample. However, the patterns of responses to

other items which assess reactions toward RTC experiences suggest that

C
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the increase in favorability of attitudes toward Naval service and toward )
a Naval career probably cannot be attributed to experience in RTC. Insteid ,

it is probable that other and more general factors are responsible. Poe—

• aible candidates are not difficult to identify. One possibility is the

extent to w~’ich the recant unpopular action in Viet Nam is fading from public

attenL ion; another is th. clearly worsening economy, which in all likeli-

hood will strongly impact (if it has not already) on the quality of

applicants from which the Navy can choose.

This is not to say that the extension of recruit training will not

produce a better sailor for the fleet. The additional time in RTC will

allow substantially more time for teaching the basic skills required of

every member of a military service. This should not be questioned ; nor

should any of the contents of this report be taken to mean that such a

process will not yield a sharper sailor who knows better what is expected

of him and is better able to meet these expectations.

However , the evidence thus far suggests that lengthened RTC probably

does not produce a greater commitment to the service in itself; nor does

it probably produce attitudes more in conformity with overall Navy values.

Thcre are important reasons why this is so, and these will be discussed

in the following section.

TRAINING MANAGEMENT

A number of the findings from the present study have major implications

for training management, not only in RTC but also in other, subsequent

Navy training experience.. Perhaps the most significant single concept

is that the input to the Recruit Training Center consists of discrete, r.la—

tively easily distinguishable “streams” of young men , whose n.eds, backgrounds
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and expectations are different. For more than a decade, HumRRO and

other training developers have advocated recognition of individual

aptitude differences among trainees, and that these differences be

taken into account in the design of skill training. As early as 1960,
- • 

Williams (1962) recommended the establishment of separate programs to

capitalize on the aptitudes of more capable trainees. More recently,

Caylor and McFann (1968) and Fox, Taylor and Caylor (1969) studied

individual differences in aptitude in comparison with the different

requirements of various learning tasks and recommended individualized

training of a self—paced nature so that different trainees all can

learn to the same ultimate performance criterion.

It is reasonable to recommend that individua 1 motivational dif—

ferenees also be taken into account and that training management prac—

tices deal as explicitly with these differences as with aptitude dif—

ferences.

At the risk of oversimplifying findings presented earlier, there

are at least four different streams of recruits. One is a stream of

young men who are extremely favorably disposed toward a Navy career

already. The second is an instrumental—oriented stream , consisting

of young men who see the Navy as a means to an end with regard either

to vocational training or education after an initial tour of service.

Yet a third stream could be called a “no better choice stream” who

apparently are joining the Navy because it was at least available to

them. Finally, there is a stream which could be called the “I Made a

• Mistake Stream,” whose feelings about the Navy are not particularly

1 65 
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good. These four streams probably should be treated differently in

-

• 
recruit training , because their needs are probably substantially

different . These four streams will be discussed below.

a. The Career Stream. In the AID run which identified

• the various streams discussed herein, 262 of respondents could

be classified as belonging to this “stream .” A substantial amount of

research has been done on individuals who enter the service with a

strong career orientation. Cliekman, Goodatadt et al. (1973)has done a sub-.

stantial amount of work to develop a theory of career motivation. He

feels that the individual has definite expectations before he comes

to the recrui ter , and probably acquires additional ones in conversation

with him. If the recruiter contact confirms his earlier expectations,

he becomes quite favorably disposed toward entry into the service. In

a study of young men, Glickman defined a number of these expectations.

Among them are that Navy work is a masculine role, is importan t and

purposeful, and that the Navy is a place where valuable job skills can

be developed for later life. The potential recruit also would like to

believe that the Navy operates with efficiency and discipline, which he

• may feel that he needs, and that Navy leaders are good leaders who know

what they are doing. On the whole, these are extremely favorable expec—

tations. The extent to which these expectations are confirmed then

determines whether the individual reaffirms his career commitment, or

decides that he has made a mistake. It is to the extreme credit of the

cadre in the Recruit Training Centers that the recruits in the career

stream and the instrumental stream (to be discussed below), which
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together constitute 61% of the t o t a l  group anal yzed , have reacted so

favorabl y to their recruit training experience and to the Navy “thus

far.”

However , other work suggests that an individual in the career

stream presents problems on some counts , though he may be easier to

work with on other counts. On the favorable side , research by

Federman (1973) shows that a career orientation predicts satisfaction

at a later time but that satisfaction does not predict career orienta-

tion . While other  fac tors  could account for his findings , this suggests

that the career oriented recruit expects to like what he f inds . Further ,

he probably communicates these expectations to his t rainers , thereby

making their job easier.

On the other hand , however , the recruit in the career stream is

probably not as competent as the recruit  in the ins t rumental  stream , and

he may provide greater  prob lems of a disci p l i n a ry  nature . The demographic

data in the present s tudy show that  the number of n oa—ht gh school grad-

uates had increased in the to ta l  sample at the time of the t h i r d  adminis-

t r a tion .  A number of researchers have shown that the non—hi gh school

graduate poses major  problems . Taylor (1972), in an Air Force study , found

that  the high school graduate Category IV enlistee was less likely to

at tr i t  from in i t ia l  t ra in ing  than non—high school graduates in Categories

I , II , and (It  combined. Furthe r , as more enlistees were drawn from

large urban areas , the potent ial  for  el imination also increased . (This

• has substantial  implication for understanding f indings obtained at Grea t

Lakes. Taylor ’s study sugges ts tha t there probab l y will 5 e more training

-
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management problems there than elsewhere, to the extent that Great

Lakes draws from large urban areas more than the others do.) Boyd and

Jones (1973) found similar problems with non-high school graduates,

particularly that more disciplinary problems were likely with them.

Similar findings were reported by yet others (Shoemaker , Drucker , and

Krtner, 1974; Cisin , 1954’. However , these latter two sets of re-

searchers found yet another important point that has implications for

dealing with the non—high school graduate who may be in the career

stream. Their findings could be interpreted to suggest that these

young men may also be less persistent In the face of difficulties and

to be less strongly oriented toward achievement —— a conclusion that

is almost self—evident by virtue of the fact that they have not grad—

uated from a high school. However, this probably is a persistent

tendency and such young men probably are less likel y to persist in

the face of difficulty in Navy training, and are probably less reliable ,

at least initially , under difficult circumstances.

• The above discussion should not be interpreted as an indictment of

career—oriented recruits. However , a number of studies have shown that

the career—committed group may contain individuals who enter the service

for the wrong reasons. To escape a worse situation outside the Navy

might be just such a wrong reason) In particular , Broedl ing and

Goldsamt (1971) conducted a survey of Naval enlisted men , wh ich y ielded

1The manner in which the career “stre am” was Iden tif ied in the
present stud y precludes such individuals in this group , in this sample.
However , such Individuals might appear as “career enlistees” as ordi—

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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as a major finding “respect by trainers ” as one of the key aspects of

recruit training experience. Valent ine and Vitola (1970) comment

that many young men entering the service may be seeking to establish

an identity for themselves . To the extent these two studies suggest

that the career—oriented recruit may need a training experience which

will increase his self—respect , there are definite implications for

trainers. To the extent his training experience can be a source of

pride and self esteem, he will be turned into a higher achiever and a

more effective member of the Naval service. This point will be raised

again later.

b. The Instrumental Stream. The instrumental stream in the

presen t study constituted 35% of the total group analyzed . The primary

characteristic of these young men is that they see the enlistment , or

the Navy , serving as a means to an end . Vocational or technical train-

ing are extremely important goals to a substantial number of recruits.

There is evidence also that, for these individuals , challenge and mean-

ingfulness may be an importan t ingredient of early training experiences

(Ra e, 1972). Further , the initial assignment , and degree of satisfaction

with it , has been found to be related to career intentions (Hoehn,

W ilson , and Richards, 1972) ,  a finding probably based at least in part

on the instrumental stream . The major implication for training manage—

ment prov ided by this stream is that the initial training experience

should be meaningfully related to their expectation s, i.e., what they

expect to get out of the Navy, and should be seen as relevant to their
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next assignment. (This probably is also important for the career stream.)

The challenge for trainers here is that effective leadership he provided,

to explain the relevance of recruit training experiences for his subse—

quen~ Navy life, where the relevance may not be immediately apparent.

c. The ”No Better Choice” Stream. This stream consists of

individuals who, by inference , may well have chosen the Navy because the

non—Navy world did not offer them a suitable opportunity. They tend to

see the Navy in a ligh t of intermediate favorability. They probab ly

are not good prospects for a Navy career but seem to respond to fair-

ness and to good treatment during their early days in the Navy .

d. The “I Made A Mistake” Stream. This subgroup constituted

approximately 22% of the total group analyzed. These are individuals

who either have not liked their initial training expeciences, feel they

have been treated unfairly , or simply have trouble taking orders . It

is unclear why this stream exists. In all probability, some of them

would be dissatisfied with any experience they had and some additional

ones among them probably simply are constitutionally incapable of sub—

mitt ing to the discipline which is a necessary part of military service .

However, it is quite likely that still others among this stream have

experienced non—fulfillment of expectations. G1ickr~an, Coldstadt et al.(1973)

suggests that an extremely important ingredient is the overall manage—

mnent of the trainee Is to be certain that his expectations are realistic ,

to the extent that this can be managed.
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STUDIES OF NAVY CL iMATE

One of the basic questions the trainee must anawor for himself is

whether he likes his total situation . In any such total situation , it

is obvious that there are pluses and minuses. In discussion of incen-

tives, and in presentation of the expectations individuals in the

present samples have , many of these pluses have been presented . Further ,

the extremely favorable attitudes members of this sample have toward the

Navy suggests that the Navy has done an extremely good job of satisfying

their expectations to the point in time at which the surveys were made.

• However, there is one additional Ingredient that might he mentioned.

Federico (1970) in a survey of Navy enlisted men identified by factor

analytic techniques several factors which they found extremely important

in their training experiences. The first three factors in importance

were, respectively, instructor competence, training management (degree

of pressure) , and per~lnence of the training experience to the ind ividual’s

needs.

In an unusually excellent presentation, concern for the needs of

the individual wa~ presented as a factor of prime importance by

Admiral Bergner (1968) , who then convianded the San Diego RTC. In his

presentation to a Conference on Personnel Retention Research,

Admiral Bergner commen ted that, in the ir research , the primary reasons

for leaving the service were not the ones conventionally given in re—

sponse to surveys. Conventional answers were pay and long deployments

and family separations. In actual fact , he found that the primary

j reason was that not
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care sufficiently about him is a person. Admiral Bergner discusses

many reasons why the Naval S~ rvic has become more impersonal and

less concerned with the needs of the individual. He also discusses

a program which he undertook at the San Diego RT~ to improve the

capacity of trainers to deal with recruits, together with a massive

impact his program had in cutting problems with recruits, particularly

congressionals and irate parent mail.

There is ample evidence that Admiral Bergner is correct. A nuts—

ber of studies of Navy climate have beea made recently by researchers

using the University of Michigan Survey of Organizations (Franklin,

1974; Drex ier , 1973; Bowers, 1973; Bowers and Franklin, 1973; Drexlet

and Bowers, 1973). The essence of these studies is that the Navy ’s

climate is characterized by a lack of concern for human resources, a

relative lack of motivators inducing lower ranking enlisted men to work

har d , a lack of leader communicat ion with lower ranking enlisted men con-

cerning the importance of tasks at hand, and relatively low levels of satis—

faction among lower ranking enlisted men with work place. (The various

studies cited above differ in the details of their findings, but gener—

ally report results of this nature.)

A substantial number of researchers have also commented , on the

basis of their findings, about a lack of “fate control,” especially

among l ower ranking enlisted men. “Fate control” is a term applied to

the capacity of the individual to influence his future, in whatever way

he desires. The suggestion in these studies (Drexier, 1973~ Taylor, 1972;

Cunningham, 1972; Dupuy, 1968; Wilcove, 1975) is that the lover rank ing

I_ _ _  
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enlisted man is subjected to excessive control and has too little oppor-

tunity for initiative .

For non—technical specialties , where obedience and rapid compliance

are essential criteria of effectiveness , this would not part icularly be

a problem. However, Moskos (1974), [n an extremely is.portant article

about the emerging military services, suggests that this may not be a

viable option for a highly technically specialized service. As the

technological specialization of the Navy increases —— and it probably

will —— the requirement among at least a number of enlisted men is for

self initiation , a high degree of promotion , and the ability to apply

standards to their own performance , rather than having these imposed

from the outside . This third element is extremely important for the

enlisted man who is in an area of specialization which exceeds that

possessed by his own seniors, e.g., certain electronics specialties .

The implication for training management is a need , during recruit

training and throughout the technical training that follows, for leader-

ship methods which convey a feeling of excitement and purpose , and lead

the individual to find meaningfulness and self esteem through the quality

of his work.

This is also suggested as the primary vehicle for leading the

recruit eventually to adopt the important value system of his seniors.

To the extent that he admires them and wishes to be like them, he

will adopt their values. By the same token, the quality of their leader-

ship and the extent to which they can stimulate and excite him to high

ach ievemen t and to a feeling of pride in that achievement will determine

his admiration for them.
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This implies an exchange which constitutes the basis for effec—

tive leadership. The essence of the exchange is that , in exchange for

his high performance of duty, the individual’s tra iners and la ter

superiors are sources of self esteem and pr ide in achievement, a con—

cept elaborated on by Jacobs (1.970). It apparently also is the basis

for Admiral Berger ’s restructuring of the management of trainees in

San Diego during the time of his command there.

. ,
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SURV EY OF RECRUITS COMPLETING TRAINING

The Navy has a deep interest in the well—being of its men. One way in
which the Navy keeps in close touch with its men and how they are getting

• along is by means of its continuous program of finding out how men feel
about Navy training, Navy life , and how these things can be improved.

. Most of you have already had the experience of f illing ou t a survey
questionnaire when you reported to the Recruit Training Command. In the

• — questionnaire you will be filling out today, you will be asked about your
experiences in boot training, your interests and thoughts about Navy life.

Your answers will not become part of your official record and your
identification is being used for statistical purposes only. However, by
telling us how you really f eel and think , you will be helping the Navy to
find out what it can do to improve Navy training. So, it is very important
that you do the best job -you can in answering this questionnaire as carefully
as possible.

Your help in carrying out this study will be sincerely appreciated.

a
NOTE TO READER: The response distribution
for each administration of the questionnaire
has been annotated for each item.

i~~.

CHIEF OF NAVAL TECHNICAL TRAINING
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SURV EY OF RECRUITS COMPLETIN G TRAINING 
* 
)

Before von begin, check to see if you hay, all L7 pages of the
questionnaire and be sure that the front of the standard answer test faces

you. The front will have spaces for questions numbered 1 through 60. After

reacing each question choose th. answer you want to give to that qusetion
and indicate the answer in the appropriate spaces.

A. In the columns t i t led “COURSE CODE” indicate which one of the fol-
lowing reasons had the mos t to do with making up your mind to join the
Navy .

Adm inistration
1 2 3 Response

12% 1 22 122 000 — Wanted a Navy car eer
8% 82 IOZ 001 - Wanted to travel
22 32 2Z 002 - Needed a job
282 252 26% 003 - Wanted to get technical training
12 1% 1% 004 — Wanted to live a military life
4% 42 32 005 - Wanted to serve country
4% 4% 5% 006 - Wanted to be more on my own

152 142 14% 007 — Needed time to f ind ou t wha t I
wanted to do with my life

92 112 10% 008 — Believed that I could get a better
job in the Navy than In civ~J.ianl i f e .

12% 10% 112 009 - Wanted to get educational benef i t s
a f t e r  leaving the service

42 42 72 010 — None of the above

B. in the column s t i t l ed  “TEST NUMBER ” indicate how old you were on
your last b ir thday .

Administration
1 2 3_ Response

202 21% 182 00 — 17
442 232 38% 01 — 18
182 20% 212 02 — 19

72 112 8% 03 — 20
4% 6% 42 0 4 — 2 1
22 42 22 05 — 22
1% 3% 12 0 6 — 2 3
22 22 12 07 — 24
2% 2% 1% 08 — 25 or older

~~~
. 1
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C. In the colum n ti t led “FORM NUMBER ” indicate which of the following
best describes you.

Administration

I: 1 2 3 Response

85% 77% 16% 0 — White
82 9% 12% 1 — Black
1% 1% 2% 2 — American Indian
02 0% 1% 3 — Or ien tal
1% 1% 1% 4 — Puer to Rican
3% 3% 3% 5 — Mexican Amer ican
1% 3% 2% 6 — Filipino
1% 2% 2% 7 — Other

D. In the column titled “PAGE NUMBER” indicate what part of th e Un ited
States (or in which country) have you spent most of your life up to now.

Administration
1 2 3 Response

6% 6% 5% 0 — New England (Maine, New Hampshire,
Vermont, Massachusetts, Rhode Island,
Connecticut)

16% 16X 13% 1 — Middle Atlantic (New York , New Jersey,
— Pennsylvania)

13% 12% 14% 2 — South Atlantic (Delaware , Maryland ,
District  of Columbia , Virginia, West
Virginia , North Carolina , South
Carolina, Georgia, Flor ida)

28% 29% 26% 3 — North Central (Ohio, Indiana , Illinois,
Michigan , Wisconsin , Minnesota , North
Dako ta, South Dakota , Nebraska , Kansas ,
Missouri, Iowa)

182 10% 17% 4 — South Cen tral (Ken tucky , Tennessee, Alabama,
Mississippi, Arkansas, Oklahoma , Louisiana,

— 
Texas)

5% 6% 6% 5 — Mountain (Montana , Idaho , Wyoming, Colorado ,
Utah , New Mexico, Arizona , Nevada)

12% 14% 16% 6 — Pacific (California , Oregon, Washington , —

Alaska , Hawaii)
1% 3% 2% 7 — Ph illipine Islands

k 0% 0% 0% 8 — Puerto Rico
1% 1% 3% 9 — Other Country

- 
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E. In the column titled “FINAL SCORE S” indicate the highest amount of
education you have f in ished .

Administration
1 2 3  Response

0% 02 0% 000 — A. Less than 8th grade
02 1% 1% 001 — B. 8 h grade
202 312 22% 002 — C. 9th, 10th or 11th grade bu t did

not graduate
632 38% 58% 003 — D. High school graduate or passed

GED test
4% 42 3% 004 — E . Vocational/ trade school a f t e r

finishing high school
8% 13% 9% 005 — F. Some college , but less than two

years
3% 4% 3.~ 006 — C. Two or more years of college, but

no degree
12 1% 1% 007 — H. Associate degree
02 2% O~. 008 — I. College bachelor ’s degree
0% 0% — 009 — J . Graduate study beyond the college - 

-bachelor ’s degree
0% 02 0% 010 — K. Other
02 02 3% 011 — L. Don’t know 

-

Part II

1. Were you going to school when you joined the Navy?

Administration
1 2 3 Response

28% 20% 26% A. Yes , I was going to school full time
4% 82 5% B. Yes, I was going to school par t time
67% 722 70% C. No, I was not going to school

2. How long after leaving school did you join the Navy?

Administration
1. 2 3 Response

17% 17% 16% A. I was going to school when I joine d
14% 11% 9% B. Less than one month
44% 22 % 45% C. 1 to 6 months

7% 20% 8% D. 7 to 12 months 
- 

)
18% 29% 22% E. More than one year
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3. Were you working when you joined the Navy?

Administration
1 2 3 Response

42% 46% 44% A. Yes, I was working full time
28% 21% 25% B. Yes, I was working part time
19% 25% 20% C. No , but I was looking for a job
11% 9% 11% D. No , and I was not looking for a job

4. Before you came on active duty, were you a member of the Naval
Reserve required to attend meetings for training?

Administration
1 2 3 Response

2% 22 3% A. Yes
98% 97% 97% B. No

5. At the t ime you came on active duty, how long was your active duty
obligation?

Z Administration
1 2 3 Response

15% 21% 19% A. Two years
59% 59% 52% B. Four years
15% 12% 18% C. Four years plus two years

— 10% 8% 11% D. Six years

6. Did you sign up for more time during boot training so that you would
have a total of six years of obligated service?

Adminis trat ion
1 2 3 Response

3% 4% - 3% A. Yes
25% 23% 272 B. No, I had already enlisted

for six years
72% 72% 70% C. No, and I had not already

enlisted for six years
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7. Has your father made a career of the military service?

4 Administration
1 2 3 Response

102 liZ 10% A. Yes and he Is retired now
:3% 3% 3% B. Yes and he is still on active duty
852 8-4% 85% C. No

22 3% 2% D. Don ’ t know

8. Is the general rate you have been given the one you wanted?

Administration
1 2 3 R~~ponse

69% 63% 62% A. Yes
— 28% 33% 33% B. No

4% 4% 5% C. I didn ’t care what rate I got

9. Is the general rate you have been given the one you feel you are
best qualified for?

Ad min ist ration
1 2 3 Response

45% 42% 43% A. Yes
38% 37% 37% B. I ’m not sure
17% 21% 20% C. No

10. Wl:at wi l l  your next duty station be a f t e r  you leave recruit  training?

Adminis t ra t ion
1 2 3 Response

liZ 9% 8% A. A ship
4% 8% 15% B. A shore station

66% 66h S6% C. Class A school
11% 6% 5% D. Other
92 11% 16% E. Don ’t know
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11. What do you think of your next duty assignment?

Administration
— 1 2 3 Response

28% 33% 29% A. Like very much
—- 34% 33% 30% B. Like

30% 29% 31% C. Neither like nor dislike
5% 4% 5% D. Dislike

-- 
3% 2% 4% E. Dislike very much

12. Do you feel that the training you received in boot camp will help
you in your next duty assignment?

Administration
- - 1 2 3 Response 

-

71% 70% 70% A . Yes
222 ~.l% 22% B. Not sure

— -  7% 9% 8% C. No

13. How much do you feel your next duty assignment will make use of the3, education, training, and/or experience you already had when you came
into the Navy?

— 

Administration
1 2 3 Response

— 40% 44% 44% A. A lot
40% 38% 38% B. A little
10% 10% 10% C. Hardly at all
4% 4% 4% D. Not at all
6% 5% 4% E. Does not apply — do not think I have

had any education , training, and/ or
- -  

experience which the Navy could use

14. How do you feel you were treated during the first few days in boot
camp before your company was formed? -

Administration
1 2 3 Response

•t 

~~
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15. Before you took the Basic Test Battery, were you told how important

the tests were in deciding what you will be doing in the Navy?

- 

Administration
1 2 3 Response

— 79% 74% 74% A. Yes
7% 8% 7% B. Don’t know
14% 18% 19% C. No

16. How important do you believe the Basic Test Battery really is in

— 

- deciding what you will be doing in the Navy?

Administration
1 2 3 Response

58% 55% 54% A. Of much importance
34% 34% 36% B. Of some importance
72 8% 8% C. Of little importance

— 

- 2% 32 3% D. Of no importance

17. How did you feel about the conditions of the room (the quiet, heat,,
etc.) in which you took the Basic Test Battery?

Administration
1 2 3 Response

t 27% 27% 30% A. Very good
39% 39% 38% B. Good
26% 27% 26% C. Fair
6% 5% 5% D. Poor

— 2% 2% 2% E. Very poor

- 18. How much had you been told about the different rates (rad ioman ,
commiasary ian , gunner ’s mate, etc.) before you had your classif tea—
tion interview?

-— Administration
. 1 2 3 Response

— 5% 9% 8% A. More than I needed to know
50% 50% 45% B. All I needed to know

- 45% 41% 47% C. Less than I needed to know
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19. When you had your classification interview, did you feel you were
given enough time to talk to the interviewer?

Administration
1 2 3 ~•sponae

402 39% 342 A. Yes
142 13% 12% 1. Not sure
46% 48% 54% C. No

20. Did you feel that the classification interviewer was interested in
— 

what you had to say?

Administration
1 2 3 ponse

30% 26% 26% A. Yes
29% 29% 27% 8. Not sure

— 41% 44% 47% C. No

21. How do you feel about the haircut you were given in boot training?

Administration
1 2 3 Response

- 
- 

7% 6% 6% A . Liked a lot
8% 92 7% B. Liked a little

— 29% 29% 28% C. Neither liked nor disliked
21% 19% 20% D. Disliked a little
35% 37% 40% E. Disliked a lot

22. How much room did you have in your barracks while in boot training?

Administration
1 2 3 Response

• 6% 8% 7% A. I had more room than I needed• 79% 782 75% B. I had the room I needed
152 142 18% C. I had less room than I needed

L!. 
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23. What did yoq think of the ;*ttsntion given to winning the flag while
in boot training?

Administration
1 2 3 Response

18% 20% 19% A. i t  was too much
602 62% 622 B. It was about enough
222 182 202 C. It was not enough

24. What did you think of the choice of the company to win the flag?

Administration

- 
1 2 3 Response

24% 272 30% A. Very fa ir
35% 35% 37% 8. Pretty fair
312 27% 27% C. Not sure whether it was fair or unfair
62 6% 42 D. Pretty unfair
5% 52 3% E. Very unfair

25. How much of a feeling did you get that you were part of a company
while in boot training?

Administration
1 2 3 Response

62% 65% 66% A. A lot
292 262 25% B. A little
7% 72 8% C. Hardly any
22 2% 2% D. Not at all

26. Did you feel that the leader for the company was among the best
recruits that could have been picked for this job?

Administra tion
1 2 3 Response

47% 482 42% A. Yes
20% 20% 23% B. Not sure
33% 31% 35% C. No

II
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27. Do you think your company coninander had enough of a chance to get - -

to know the recruits before he chose the leader for the company?

Administration
1 2 3 Response

22% 242 21% A. Yes
24% 26% 24% 8. Not sure
54% 492 552 C. No

28. How much of a challenge did you find boot training?

Administration
1 2 3 Response

— 47% 41% 40% A. It was too easy
51% 55% 56% 8. It was just about all I could •

do to get by
22 3% 4% C. It was too hard

29. How did you feel about the number of different activities you had
each day while in boot training? —

Administra tion
— 1 2 3 Response

19% 20% 19% A . It was too many
71% 71% 71% B. It was just about enough
10% 9% 10% C. It was not enough

30. How did you feel about having to run from one activity to the next
activity while in boot training?

• — Admin istra tion
1 2 3 Response

7% 72 8% A. Liked a lot
11% 12% 122 B. Liked a little
40% 39% 41% C. Neither liked nor disliked
242 232 23% D. Disliked a little
182 192 152 8, Disliked a lot

i t   
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31. How did you lcd toilowing orders in boot camp w i n ?

Adminis t ra t ion
1 2 3 Response

2% 2% 3% A. Very hard
10% 7% 10% 8. Hard
40% 40% 40% C. Neither hard nor easy
36% 352 34% D. Easy
12% 152 14% E. Very easy

32. How did you feel about being tested each week to find out how
much you had learned?

Administration
1 2 3 Response

20% 21% 20% A. Liked a lot
21% 202 20% B. Liked a little
46% 42% 40% C. Neither liked nor disliked
1~% 112 14% D. Disliked a little
52 6% 7% E. Disliked a lot

33. How do you feel the physical training in boot camp was?

Administration
_l 2 3 Response

1% 22 2% A. Very hard
3% 11% 10% B. h ard
31% 37% 35% C. Neither hard nor easy
35% 31% 32% U. Easy
2o% 20% 21% E. Very easy

34. How do you feel the marching in boot camp was?

• Administration
1 2 3 Respon&,

2% 32 2% A. Very hard
4 92 102 10% B. Hard

- 
- 34% 36% 36% C. Neither hard nor easy

38% 35% 37% D. Easy
172 16% 15% 8. Very easy
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* 35. How did you feel about the sports events In which you took part
while in boot training?

Administration
. 1 2 3 Response

- 
• 57% 60% 60% A. Liked a lot -

20% 21% 22% B . Liked a little
5% 5% 6% C. Disliked a little
3% 3% 3% D. Disliked a lot
15% 12% 10% 3. Does not apply — did not take

part in sports events

36. How do you feel the class work in boot camp was?

Adminis t ra t ion
1 2 3 Response

2% 2% 3% A. Very hard
10% 11% 10% B. Hard
47% 43% 46% C. Neither ha rd nor easy
33% 33% 31% D. Easy
92 10% 10% E. Very easy

37. What did you th ink about the movies on the Navy which have been
shown to you while in boot training?

Administration
1 2 3 

— 
Response

26% 26% 30% A. Very good
— 37% 33% 36% B. Good

28% 29% 25% C. Fair
6% 8% 6% U. Poor
3% 5% 3% 3. Very poor

38. How much information about the Navy did you learn from your company
co~ nander while in boot training?

Administration
1 2 3 Response

61% 65% 572 A. A lot 
•

31% 27% 322 8. A l i t t l e
72 7% 9% C. Hardly anything
2% 2% 22 D. Nothing at all
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39. How much had you been told about the facilities (such as libraries ,
Navy exchanges , etc.)  which can be used by recruits while in boot
training?

Administration
1 2 3 Response

3% 6% 5% A. More than I needed to know
47% 48% 43% B. All I needed to know
49% 45% 53% C. Less than I needed to know

40. How much had you been told about what it was like to serve in the
fleet while in boot training?

Administration
1 2 3_ Response

5% 8% 7X A. More than I needed to know
40% 46% 40% B. All I needed to know
55% 45% 53% C. Less than I needed to kn ow

41. How much do you know about the TUITION AID PROGRAM?

Administration
1 2 3 Response

3% 3% 6% A. A l ot
20% 22% 31% B. A little
24% 24% 27 % C. Hardly anything
53% 50% 367. D. Nothing at all

42. How much do you know about the PROGRAN FOR AFLOAT COLLEGE EDUCATION
(PACE) ?

Administration
1 2 3 Response

2% 3% 6% A. A lo t
20% 20% 262 8. A little
38% 38% 37% C. Hardly anything 

-

39% 39% 32% D. Nothing at all

• __ )
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43. How much do you know about the UNITED STATES ARMED FORCES INSTITUTE
PROGRAM (uSAFI)? • -. -

- - 

Administration
1 2 3 Resjonse

9% 3% 4% A. A lot
38% 22% 22% 8. A little
18% 23% 26% C. Hardly anything

— -  342 51% 49% D. Nothing at all

44. How much do you know about the FOREIGN LANGUAGE SELF—STUDY PROGRAM?

Administration
1 2 3 Response

3% 2¼ 2% A. A lot
20% 14% 17% 3. A l i t t le
19% 20% 21% C. Hardly anything
58% 64% 60% U. Nothing at all

45. How much do you know about the NAVY ENLISTED SCIENTIFIC EDUCAT ION 
- 

-:

PROGRAM (NESEP) ?

Administration
1 2 3 Response

6% 67. 5% A. A l ot
21% 22% 21% B. A little
20% 19% 22 % C. Hardly anything
53% 53% 53% U. Nothing at all

46. How much do you know about the ADVANCED ELECTRONICS FIELD PROGRAN? -

Administration
1 2 3 Response

— 11% 10% 12% A. A lot
29% 35% 34% B. A little
25% 24% 26% C. Hardly anything
35% 31% 28% D. Nothing at all

S 
-
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47. How much do you know about the NUCLEAR FIELD PROGRAM?

Administration
1 2 3 Response

11% 10% 122 A. A lot
31% 34% 34% B. A little
26% 26% 27% C. Hardly anything
31% 30% 28% U. Nothing at all

48. How much do you know about the OFFI CER CANDIDAT E SCHOOL PROGRAM (OCS)?

Administration
1 2 3 Respoase

e~% 8¼ 8¼ A. A lot
31% 34% 36% 8. A little
27% 26% 27% C. Hardly anyth ing
34% 32% 30% U. Noth ing at all

49. How much do you know about the UNITED STATES NAVAL ACADEMY PROGRAM?

Administration
1 2 3 Response

9% 9¼ 9% A. A l ot
31% 34% 32% B. A little
25% 24% 27% C. Hardly anything
35% 32% 31% U. Nothing at all

50. How well did you get along with other recruits with whom you were
trained?

Administration
1 2 3 Response

4~ Z 47 % 43% A. Very veil
35% 33% 34% B. Fairly well
18% 18% 20% C. All right
2% 3% 3% D. Somewhat poorly
12 1% 1% E. Very poorly

_ _  
_ _ _ _  

_ _
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51. How much of a chance did you get to talk things over with those

above you while in boot training?

Administration
1 2 3 Response

- 
15% 19% 18% A. A lot
34% 35% 35% B. A little
34% 31% 32% C. Hardly any
16% 14% 15% D. None at all

52. How much help did you feel you got from the counseling you received
while in boot training?

Administration
1 2 3 Response

492 49% 44% A. Does not apply — did not receive
— any counseling

13% 13% 15% B. A lot
23% 23% 24% C. A little
10% 9% 9% D. Hardly any
6% 62 8% E. None at all

— 53. How much help have you been given to qualify in swimaing while in
recruit training?

Administration
1 2 3 Response

72% 65% 66% A. Does not appl y — I have not needed any— 

help to qualify in swimming
10% 10% 12% B. A lot
9% 11% 9% C. A little

— 3% 52 5% U. Hardly any
6% 9% 8% E. None at all

— 

54. Did you feel that you could go to your company commander for help
with a training problem while in boot training?

Administration
1 2 3 Response

56% 56% 53% A. Yes
31% 27% 30% B. Sometimes
132 16% 16% C. NoS

98

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  
- -  

•. ~~~~~~~~~~~~~~ - - -  — — —I r. r - • . - —
~~------ -— -

~~~~ -•



-.,-~~~ ——~~ ---—_--—-- - —_ - - - •- —,~-_ -_- • —-•—‘ -

‘I

55. How much help havi- other recru i t s  given you in learning the th ings
you had to know in recruit training?

Administration
1 2 3 

~~~~~nse

15% 142 l3~ A. Does not apply — I have not
needed any help

35% 36% 38¼ 6. A lot
37% 372 362 C. A little
10% lOX 10% U. Hardly any
3% 3% 32 E. None at all

56. Were you assigned t~ help one or more recruits in learning the things
they had to know in boot training?

Admin is t  rat ion
1 2 3 Response

27% 31% 30¼ A. Yes
51% 48¼ 4 7~ B. No, but I helped them anyhow
17% 15% 18% C. No, bu t I could have hel ped i f 1 had

been assigned to do it
52 5% 4-~ D. No, and I don ’t think I could have

been of much help to other recr uits

57. t~hile In boot training , how much respect for recruits do you feel was
shown by those who did the training?

Administration
1 2 3 Response

16% 19% 18% A. A lot
41% 382 39% 8. A little
30% 28% 29~ C. Hard ly any
13% .152 14% U. None at all

58. Did you feel that those who trained you set a good example for recruitsto follow?

Administra tion
• 1 2 

— 
3 Response

45 % 45% 4Y A. Yes
35% 322 36% B. Not sure

— 20% 22% 222 C. No

99
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59. How much do you like Navy life in general so f a r?

Adminis t rat ion
1 2 3 Response

35% 37% 33% A. Like it a lot
26% 24% 24% B. Like it a little

• . 292 30% 322 C. Not sure
6% 6% 62 D. Dislike it a little
4% 4% 5% E. Dislike It a lot

60. Where do you think you get more technical t raining — in the Navy—- 
or in civilian life?

Administrat ion
1 2 3 Response

73% 71% 72% A. Navy
5% 5% 6% B. Civilian life
7% 8% 8% C. Both the same
162 16% 15% U. I have not thought about it

61. How much do you care about getting technical training?

Administrat ion
1 2 3 Response

85% 84% 84% A. A lot
127. 12% 13% B. A l i t t le

3% 4% 3% C. Not at all

62. Where do you think you can get faster promotions to more important
Jobs — in the Navy or in civilian life?

Adminis t ra t ion
1 2 3 Response

71% 69% 68% A. N~ivy
10% 11% 11% B. Civilian life
7% 82 8% C. Both the same
12% 12% 13% D. I hav, not ‘- iought about it

— 
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~~ 63. How much do you care about getting fast  promotions to more important

j~~ s?

• Administration
2 3 Response

86% 86% 84% A. A lot
12% 11% 14% B. A little
2% 3% 2% C. Not .at all

64 . Where do you think you are more likely to do the kind of work you
like best — in the Navy or in c ivilian life?

Administrat ion
1 2 3 Response

‘+8% 49% 49¼ A. Navy
• 2t~% 23 % 25Z B , Civilian l i f e

18% 19% 19¼ C. Both the same
9% 9% 8% D. I have not thought about it

65. flow much do you care about doing the kind of work you like best?

Adminis t ra t ion
• _1 2 3 Response

95% 93% 94¼ A. r lot
-~Z 5% 5% B. / l i t t le
12 2% 1% C. Not at all

bf , . Wht ~re do you think you can get f a i r e r  treatment — in the Navy or in
civilian life?

Adminis t  r a t ion
1 2 3 Response

43% 41% 42% A . Navy
22% 2 1% 21% B. Civilian life
21% 24% 23% C. Both the same
14% 15% 14% D. I have not thought about it
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67. Now much do you care abou t getting fair treatmen t?

- 
-_ Administration

1 2 3 Response

93% 91% 92% A. A lot
6% 6% 6% B. A little
1% 2% 2% C. Not at all

68. Where do you think you are more likely to work on important jobs —

In the Navy or in civilian life?

Administration
1 2 3 Response

71% 68% 70% A. Navy
6% 6% 5% B. Civilian life
18% 19% 20% C. Both the same

— 6% 7% 6% D. I have not thought about it

69. How much do you care about working on important jobs?

Administration
1 2 3 Response

82% 80% 81% A. A lot
17% 16% 17% B. A little

2% 3% 2% C. Not at all

70.. Where do you think you are more likely to get the chance to talk
things over with those above you — in the Navy or in civilian life?

Administration
— 1 2 3 Response

34% 33% 33% A. Navy
- • 32% 31% 33% B. Civilian life

23% 26% 25% C. Both the same
11% 107. 9% U. I have not thought about it

1
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71. How much do you care about Letting the chance to talk things over

with those above you?

Administrat ion
1 2 3 Response

72% 722 72% A. A lot—
252 24% 24% B. A little

3% 4% 3% C. Not at all

72. Where do you th ink you are more likely to have to keep good standards

of conduct and appearance — in the Navy or In civilian life?

Administration
• 1 2 3 Response

81% 77% 79% A. Navy
2% 42 4% B. Civilian life
16% 192 17% C. Both the same
1% 1% 1% U. I have not thought about it

73. How much do you care about having to keep good standards of conduct

and appearance?

Administration
I 2_ _~~~ 

Response

86% 82% 82% A. A lOt
14% 14% 15% B. A little
2% 3% 2% C. Not at all

74. Where do you think you are more likely to get physical training —

in the Navy or in civilian life?

Administration
1 2 3 Response

73% 69% 68% A. Navy

— 9% 9% 10% B. Civilian life
15% 1.9% 19% C. Both the same

3% 3% 3% U. I have not though t about i t
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75. How much do you care about getting physical training?

Administration
•• 1 2 3 Response

612 592 62% A. A lot
35% 342 33% 8. A little
4% 6% 5% C. Not at all

76. I usually get to work on t ime .

Administration
1 2 3 Response

97% 94% 96% A. True of me
32 5% 4Z B. Not true of me

77. I am annoyed with people who correct me.

Administration
1 2 3 Response

L P  
16% 16% 19% A. True of me84% 83% 81% 8. Not true of me

78. When my clothes tear , I usually throw them away .
Administration
1 2 3 Response

252 25% 25% A. True of me
742 74% 752 8. Not true of me

79. I pay my debts Without having to be reminded to do so.
Administration
1 2 3 

~~9ponse
93% 90% 912 A. True of me7% 9% 92 B. Not true of me

• 

~

•
- 
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80. I find it hard to take orders from other people.

Administratt ..ii
1. 2 3 Response

14% 15% 16% A. True of me
• 86% 84% 84% 8. Not true of me

• 81. I have to be remindi~d to return things I have borrowed.

Administration
1 2 3 Response

9% 10% 11% A. True of me
912 90% 89% B. Not true of me

82. if I have finished my work , I feel that it would be unreasonable
to expect me to help the other fellow with his work.

Administration
1 2 3 Response -•

14% 16% 16% A. True of me
86% 84% 84% B. Not true of me

83. 1 usually wait until the last minute to get my work done.

Administration
1 _2 3 Response

14% 13% 14% A. True of me
862 86% 86% 8. Not true of me

84 . Teachers or supervisors have found It difficult to get me to do
what they wanted.

Administration
1 2 3 

• 
Response

8% 92 9% A. True of me
922 912 912 B. Not true of me
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$ 85. I think it is a serious offense to go MOL.

Administration
1 2 3 Response

93% 91% 91% A. True of me
• . 72 8% 9% B. Not true of me

86. I often find that I have forgotten to get ready for an activity
about which I had been warned ahead of time.

Administration
1 2 3 Response

112 13% 13% A. True of me
89% 86% 87% B. Not true of me

87. I know exactly where I keep my important papers.

Administra tion
- - 1 2 3 Response

902 882 88% 
• A. True of me

- 102 11% 12% B. Not true of me

• 88. People have had to keep on my tail to get me to do things I disliked.

Administration
1 2 3 Response

222 192 20% A. True of me
782 80% 81% 8. Not true of me

89. Would you like to stay in the Navy after you have finished your presentenlistment?

Administration
1 2 3 Response

24% 252 252 A. Yes
- 65% 65% 66% B. Not sure

• 
. 12% 10% 9% C. No

• • - 

90. Would you like to stay in the Navy long enough to collect retirement?
Administration
1 2 3 Response

282 292 312 A . Yes
-
• V 57% 57% 572 B. Not sureE 152 14% 12% 

• 

C. No
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RTC ~ Time . Time Time T ~ RTC Time Time Time

$ Location One Two Three I Location One Two Three
1. ‘Jere you qoinc, bD school. when you 2. Ibw long aft -ci- leaving school

joined the Navy? did you join the Navy?
S.D. 1.312 1.4413 1.112 S.D. 1.838 2.195 2.077
G.L. 1.429 1.516 1.605 0.1.. 1.868 2.281 7.868

• On . M. 1.370 1.549 1.413 On . H. 1.960 2.377 2.068
Orl. W. 1.537 1.644 1.311 On . W. 2.377 2.675 2.099

3. Were you workina when y~~ 4. Before you c-me on active duty,
j oined the Navy? were you a member of the Naval
S.D. 1.094 3.050 1.018 Reserve required to attend
0.1.. 1.014 0.975 0.981 meetings for training?
O n .  M. 0.828 0.844 0.835 S.D. 0.982 0.984 0.971
O n .  W. 1.145 0.854 1.171 0.1.. 0.983 0.991 0.974

Or].. M. 0.990 0.989 0.978
On . W. 0.986 0.983 0.981

5. At the time you came on active 6. Did you sthn un for more t~ime
dut’~, ~~~ long was your active during hoot hraini.nq so that you
duty oblirration? would have a t-otal of si x years
S.D. 1.148 1.131 1.155 of obligated service?
0.1.. 1.155 1.083 1.398 S.D. 1.661 1.668 1.646

- • - Or].. H. 1.424 1.125 1.262 Gd.. 1.759 1.728 1.689
Or].. W. 1.014 0.942 0.805 On . TI. 1.594 1.643 1.591

Or].. W. 1.885 1.754 1.824

7. Has your father m~dc a career 8. Is the general rate you have been
of the military service? given the one you wanted?
S.D. 1.773 1.770 1.793 s.D. 0.376 0.438 0.478
0.1.. 1.857 1.~~73 1.851 G.L. 0.330 0.426 0.336
Or].. M. 1.743 1.754 1.759 Or].. TI. 0.365 0.382 0.413

—- 
Or].. W. 1.809 1.729 1.681 On . W. 0.313 0.387 0.504

9, Is the general rate you have 10. What will your next duty station
been given the one you feel you be after you leave recruit training?
are best qualifIed for? S.D. 2.110 2.012 2.084

G.L. 2.267 2.171 1.771
Or].. H. 1.589 1.940 2.273

S.D. 0.i~3 0.801. 0.85~. Or].. W. 2.098 1.832 2.375
G.L. 0.711 0.942 0.653
Or].. H. 0.756 0.80’~ 0.774
On . W. 0.668 0.690 0.856

11. What do you think of ‘four next 12. Do you feel that the tra~ntng you
dut~’ assignment? received in boot camp will, help
S.D. 1.264 1.105 1.237 you in your next duty assianment?
0.1.. 1.339 1.211 1.382 S.D. 0.465 0.48 1 0.366
Or].. 14. 1.091 1.055 1.053 0.1.. 0.4 19 0.377 0.495
Or].. W. 1.035 0.967 1.323 O n .  H. 0.260 0. 318 0.274

Or].. W. 0.203 0.311 0.278
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RTC f Time Time tTim~ 1 1 RTC I Time I Time Time
Location j One 1~~ L Three [ J_ Location ( One 1’~~ Three

13. Ho~i m irth ‘Ic “on feel your nex ’ I 
- IIo~i do you ~ee1 you were treated

~~~~ ~~~~~~~ ~~~~~~~~~ ‘~i 11. ri.i~ r’ ii:;e during the C~ r~t few days Inof the education tr& ning , and/or boot camp before your comoany
experience you alread’,’ -iad tThcn was formed?
~~~~~~~ came into the Navy? S.D. 1.309 ].~73~) 1.231
S.D. O.’~42 O.96 (~ (‘.842 0.1. 1.236 1.177 1.282
0.1. 1.06a 0.892 o.~~)2 o n .  II. l.43~3 1.273 1.347
On . TI. 0.841 0.94” ~.83O On . 1. 0.771 0.951 1.000
Or].. W. 0.941 0.’~47 0.907

15. Before “0” O-oo’~ the Ti.’sic ‘es ’ 1(
~. Ucn.i •i mr,ortanf do ~~~ believe t:he

8 t-ierv , werr~ “-in told ~iO’;’ imoor— Ivisic Test flattery r r a l l v  is in
tanl- the tests ~Ierc lI~i deciding doctd i .nci wh~ft “ciii will be doing
w~at- •‘o~, “,j ll h~ ‘Ioinq in I-he in  the  Navy?

5.9. 0.501 0.509 0.518
S.D. 0.428 O.42~ 0.409 G.L. 0.624 0.675 0.647
0.]... 0.443 0.615 0.581 Or].. M. 0.471 0.561 0.538
Or].. 14. 0.235 0.361. 0.365 On . W. 0.594 0.638 0.826
Or].. ~1. 0.115 0.?~H 0.360

17. h o w  ru d ‘; ~ii fee]. •-ihout . the condi — 18. How much h ad you been told about
. t irm:~ ol the !‘OOul (~ .hc~ qu iet , heat , the different: rates before you
etc.) in ‘‘hi.ch von !‘ori~ the Basic had your class ’ fication i nterview?
Test Battery? S.D. 1.396 l.2~38 1.395
S.D. 1.520 1.291 1.328 0.1. 1.384 1.384 1.468
0.1.. 1.1131 1.25’- 1.019 Or].. N. 1.377 1.280 1.302.
on . TI. 0.895 0.966 0.932 On . W. 1.547 1.382 1.319
Cr1. W. 1.064 1.005 1.098

L9. When you had ‘iour cia~~ i icat-i .on 20. Did “on feel. t -iat: the classification
.i nt-erview , did yr~~ rer’! ‘,‘c” i were interviewer ~- ‘ .is interest.ed in what
cliven enough ‘- i me t:o ~ali-~ to the you h~~t to sa”?

S.D. 1.205 1.176 1.171
Z .f l.  i . 0~ ) . 0’ ’7 1.168 0.1. 1.304 1.251 1.404
0.L. 1. 709 1 .21 ‘ 1.. 355 Or].. H. O. ’)411 1.095 1.053
On . ‘. O. ’~i ’ ‘.03/ Z.0’~9 Or].. 7. 0.865 1.000 1.160
Cr1 . ~:. 0.922 l.02~ 1.235

‘1. It-”-: c 1, “• - feel ahcr’~ ‘-he haircut 22. How much room did “on have in your
. -n’ ~- ‘~—~ -r ’ ni~mn 

1 n heal ‘-r~’~ uinq ? !-~.,rrac~-s while in hoot’ t r a i nin g ?
7.900 2.i5’ 2.953 s.D. 1.112 1 .502 1.147

0.1.. 7.530 ~~~~~ 7.314 U.L. l.J’l l 1.058 1.141
Cr].. 14. 2.”63 2.n’~’~ 7.1389 On . N. 1 .006 i.05c 1.022
On . W. 1.’.’95 2.30%) 2.088 Or].. 1-’. 1.119 1.123 1.144

23. ~:h i  ri~~d you think ~~~~ t h e  i - i l  ~~~ 7j ~ ‘,h ~~t did you thinu : of the choice
t 100 ~~~; VCfl to tnn ,tnr7 he Flag 11m compan’.’ to win the flag?
~‘hi le i.n beet t r a i n  i.n~ ? S.D. 1.44~ 1.431 1.207
S.D. 1.048 0.96~ 1.028 0.1. 1.521 1.791 1.156
0.1. 1.14-1 [.065 1.111 Or].. ~~ 1.147 1.218 0.972
Cr1. M. 0.974 0.971 0.900 Or].. W. 0.°OO i.077 1.217

• Or].. 1. .934 .898 0.874
ThIS PA(?E IS REST 4UALITY PFJ~’.r1~ i, .L~
fl~tr)M .‘~ ry FWtNISIiED ?OD~ q ____
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25. 110’.’ rv uch of a ‘ . - I i  
~~~ 1 ri “a’’ 2t~. Did v~ni fer’h th at ‘-he 1 earier for

Location One Two Three Location One Two Three

‘
- get. ‘ha t  ~~v u  vr~re ~~~~~~ 

- - , r -
~ he cotnmanv ‘‘as anioni t1 tr~ hest

coonan’’ vt, le i i i  heol: I raining? recruits thaI : ro’’l’l have 1 een
S.D. 9.479 Q~~1~ 7 0.176 nicked 1or “h i s  sob?
G.i.. O.~ 7” 0.53.’ 0.596 S.D. 1.C’5 0.”” 0.988
Or].. t’. 0.37’ 0.441 0.313 G.L. ~ .s’;:’) 0. 772 0.968
Or). ‘,- ‘. 0.150 0.351 0.265 Orl . 17. 0 . ’O” 0.02’) 0.930

Or].. 1-1. 0.157 0.6~ 1. 0.629

27. Do -le t t .h rut ‘- ‘o’u ’~ eo”u- m-- ,- ~ -‘nmen— 2’ . I-tow much ci~ a challenge d i d  von
~er ha’i enough of ~ c1~,r~~r’ 4 ,o get f ind hoot t r a in i ng ?
tc i  ‘:new the recruit s  before he S.D. 0.’~

’)7 0.632 0.663
chose the co ipan i 1e;~der? 0.1. 0.431 0.615 0.575
:~.!). ‘ .350 .t .?f l ’  1.371 O n .  Ti. 0.568 0.570 0.632
0.1.. 3.315 1.157 1.266 On . ‘.1. 0.~W 0.750 0.862
c~~!. ;i. i . -i- ~’~ ~~3:’ 1.372
Cr1 . “. 9.°20 l.?~~ 3.363

29. I;’v; ’I d vo’’ “—i ~“-~ u - I h~- :niruher 30. h Io’~’ d i  ci ‘.‘ - - ‘ t ’  Icr:3 about having to
of d ir  f’ err ~nt a~- t “it ics ~~o ’  had run m oo one ;1ct. I ~‘L 1 ‘,‘ to the next
each da- .’ ubtir. ~ h001 cant,? wh~ 1c in boot- t :rai ,-,,i.nq?
S.D. 0.933 0.”2~ 0.F~83 ‘3.0. 2.325 2.191 2.260
G.L. 0.990 0.139’) 0.927 0.1. 2.455 2.525 2.233
On . 11. 0.954 O .’~~~) 0.936 Cr1. 71. 2.2 10 7.323 2.146
Or].. t - ’ . 0. 7”l 0.~~- 0.835 Or). ~?. 7.3V’ 7 .232 2.677

31. IIo~-? “R”l ~o’.’ Feel ~-,11~-~ u~ i2 .  thow cUd ‘‘cit fee], abort: hc~ no tested
Orders “ boo t car,r’ ~‘- i r ?  each wcet t o  find o’’t. how much ~‘oui

2.3~0 2• .i’~ 
-
~ 2~~377 had 1carno-~?2.5~ ” ‘.~ O” 2.5o2 S.D. J . -7 15 1.575 1.684

Or~ . 71. 2.,72 7.~ 5 7.543 0.1,. 1 .542 1.903 j .~355
Or ’. I ’ . 2.1’~ 2.7~~ ‘.3’il Or].. 17. 1.33’! 1.343 1.387

Or].. W. l . 3 ’3  1.568 1.773

33. Ho’- ‘ ‘!o ’’o’’ fee] !,he t,h ~~~~~~ 34. flow do ~‘r” t ~co1 the marching in
• trcu ~,n tna in ‘~o-d rar,~n ~a:? i~o&: camp ~‘,is?- 

7. 7 1-1 ?. ‘~5~ 2.675 S.D. 7.345 2.327 2.360
G.L. 3.04 ]. 7 .5 1  ‘ 2.661 G.I. 2.907 2.’11~ 2.564
or].. ~1. 2.52’! 7.~)’~! 2.549 Or].. 11. 2.602 2.557 2.609

• Or].. Y. 2 .2 71 7.5 7’) 2.347 On,1 . u. 2.SO~1 2.464 2.697

35. flow di .d ‘- ‘ri , :r-’el & ,O- ’ l , I Ii” snort’s 3(~• ifow do ‘ ‘ c i ’ ’  ‘ or’’ t ,hc c1-in~ uor~-:
events in  wh rh von Loot : m in t  in hoot carte ~-‘~~5?

while in bent t r a tu l i r~~ 5.9,, 2.215 2.351 2.204
5.0. 0.730 ~~~~ 0.768 G.L. 2.405 2.7°7 2.362
0.1. 0.90’~ 0.700 0.998 Or].. 71. 7.475 ?.501 2.492
Or].. Ii. 0.220 0.8°.) 0.740 Or].. ‘ ‘. 2~ 34~ 2.123 2.360
0’-] . .  W. 2.314 1.. ’ 4 ’  0.654
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37. Wh&’ did you thiru’: ahi~~’f the 3 - 
- f Tow mutch i n F ~ rp~~tj o~ about themovies on the Nay” w h - c lu iia’ -’c Nay’,’ did von 1e.’~rn front your

been shown to “ c i i  uh i ic in corneany commander while In boot
boot training? traininru?
S.D. 1.330 l.3’)’I 1.196 - s.c. 0.50’) O.3~~ 0.563
G.1. 1.200 ~~Ø94 0.981 0.1. 0.512 0.392 0.619
Or].. ft. 1.14’! 1.427 1.127 Or].. M. 0.494 0.587 0.451
Or].. W. 1.322 1.578 1.’) Or].. W. 0.467 0.560 0.644

39. How much had “o’~ been told about 40. 110w much had you been told about
the feci].ities (such as librar— what. it was l ike to serve in the
tes, Nay’.’ exchancir’s, u- kr .)  ~-‘hich fleet whije in boot training?
can be used by recruits while s.o. 1.512 1.398 1.523
in boot training? G.L. 1.571 3.360 1.44’!
S.I). 1.470 1.390 1.505 Or].. II. 1.493 I.45J 1.396
G.L. 1.460 1.311 1.460 Or].. W. 1.443 1.430 ]..494
Or].. ft. 1.520 1.509 7.465
Or].. W. 1.311 1,49? 1.550

41. How much rio ‘po’ t tznow about th~ 42. flow much do -eu know about, the
TUITION AID I’RO(3RMI? r’ROGRAH FOR AFLOAT COLLEGE EDUCATION?
S.1). ‘.~41 7.319 7.022 S.D. 1.993 2.141 1.96’!
0.1. 2.312 2.315 2.053 G.L. 7.304 2.211 2.134
Or].. H. 7.150 ?.0’~’~ ].7T~0 On].. Ii. 2.01) 1.06 1 1.73.1

- Or].. ~‘!. .264 2.040 1.692 Or].. W. 2.37° 2.109 1.807

- 43. 110w much do you k now about the 44. How much do you know about the
UN ITED STATES ARIIED FORCES FOREIGN LANGUAGE S LF-.STUDY
INSTITUTE PROGRAH (tJ~AFI)? P )GRAPI?
S.D. 1.306 2.2l~ 2.1:34 S.D. 1.945 2.470 ~.3190.1. 2.174 2.212 2.312 G.L. 2.~~O 2.520 2.581
Or].. 11. 1.547 2.153 7.1’li Or].. Fl. 2.235 2.312 2.236
Or].. W. 2.191 2.36! 2.1-30 Or].. 7!. 2.649 2.503 2.314

45. Ho--: much do - ‘eu , t rue:-.’ & ‘o’ut. the 46. 110w muich do von know about thePu NAVY ENLISTEI) SCIENTIFIC ADVANCED ELECTRONICS FIELD
ED~’CATIOU P ROCRAI I (NES2P)? P ROGRAM?
S.D. 2.247 2 .372 2.779 5.1). 1.909 1.742 1.702
G.I. 2.35~ 2.345 7,,377 G.L. 1.921t 1.847 1.796
Or].. :-i. 1.32P 1.738 7.03’? On . TI, 1.5~ 5 1.464 1.402
Or].. ‘-f. 2.563 2.056 2.000 Or],. ‘- ‘f . 2 .467 3. °45 1.935

47. How much dci ‘.-‘o ’ t rto~’; about the -48. Hot’: much eta ‘,ou know about: the
NU~L6AR FIELD PROGI7ATI? OFFICER CANI)IDI’,~.E SCHOOL PROGRAII?
S.D. 1.746 1.722 1.689 5.0. 2.NY’ 2.091 1.959
G.L. 1.907 ].93~ 3.782 G.I. 2.009 l.11~ 1.037
Or]. :~. 1.469 1,—~9’- 1.525 Or]. fi. 1.’735 1.321 1.588
Or].. 7!. 2.547 2.0/8 2.027 Or].. 7’!. 2.100 1.685 1.451
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Location I One I Two ~ Three49. How much to you know •‘ho.u ’ th~ ‘Y . how well did you got along w i t h

UNITh?) SThTES NAVAL ACA ; EtIY other recruu Is with whom you were
PROGRAM? t ra i ned?
S.D. 7.075 2.0’~ j .n’i,~ S.D. ‘1.976 0.874 0.939
G.L. l.~”26 1.97’1 1.832 G.L. 0.~ 2’/ 0.750 0.911
Orl. M. 1.452 1.2’/2 1.639 Or].. H. 0.709 0.714 0.712
Or].. Y. 2.283 1.819 i.~l9 Or].. W. 0.682 0.686 0.553 

-

• 51. How much of a chance did you qet 52. How much help did you feel you got
to talk things over ‘-iith those from the co unseling you received
above you whUr  in hoot trai .nirict 7 wh ].e in hoed- t raining?
S.D. ],54S i 4 4 ~-1 1.440 5.0. 1.107 1.173 1.270
0.1. 1.611 1.432 1.5’16 G.L. 1.]00 1.179 1.405
Or].. U. 1.198 1.403 1.349 Or].. 4. 1 .029 1.01~

) 1.069
On . 7!. .1.402 1.396 1.30 7 Or].. W . 0.908 0.875 0.825

53. How m’ich helo have you u been qiven 54. Did you feel that- you could go to
to qualify in swinmiinc while in your company commander for help
recruit t raining? wi th a training problem while in -
S.D. 0.694 0.810 0.831 hciot trainina?
•~.L. 0.563 O.~~7() 0.842 S.D. 0.63-i 0.634 O.59’/
u n .  H. 0.672 0.713 0.69€- G.L. 0.679 0.671 0.744
Or].. ‘,‘. 0.463 0.620 0.545 Or].. N. 0.501 0. uS2~ 0.523

Or].. W. 0.421 0.582 0.637

55. 1-10w much help have other rccr\uit3 56. \-!erc you 1s~igncd to help one or -

- ‘ 
given you in learning the things more recruiLs in learning the

- 
- 

~

- ( you had to know in recruit train— things they had to know in boot
‘ ing? training?

S.D. 1.501 J~ 597 1.496 S.D. 0.995 0.942 0.975
o.r~. 1.572 1 .5.10 1.571 0.1. 1~ OO3 0.974 1.062
Or].. M. ] . ,4 5] .  1 .461 1.459 Or].. tI. 0.951 0.965 0.880
Or].. ~

“. 1.453 .1.4’~7 ‘i .~ i~~~i Or]. N. 1.131 0.%1 0.875

37. Wh~ 1e ‘~n hoof t r a in i n r i , hn ’.-: m’ich 59. Did you feel that those who trained
resneci for recr~~~ ~ ‘-In vo ’  feel you set a aood example for recruits
~- - .‘u’ 

~ho ‘?i b’~ h~-5~~ ‘- ‘ho 13. 1 1 he t:o follow?
tr— 1 i,niru~7 S.D. 0. 7~ 6 0.810 0. 76€’
5.fl. 1.45~ 3.455 1.36€ 0.1. O.7’13 0.’l’?Y 0.915
0.1. 1.539 i.-’SS ~~~~~~~~ Or].. Ii. fl .’1lO O, 2~4- , 0.68€
Or].. TI . 1,34(~ 1.349 1.’30E Or].. ,J. 0.(’~l -, O.’737 0.725
On . 7’. 1.063 1.2H 1.250

59. How iinch do “ C ’  l ike ? ‘avy l i fe  in 60. ~hcre do von ~~~~~ yout get more
rueneral ~o far? technical training-~ i.n the Navy

• ‘ S.D. 1.361 1.283 1.325 or in civi l ian life?
1.331 1.194 1.10] 9.0. 0.~ ’7 0..767 0.695

-~ Or].. 1. 1.112 1.092 1.06] (3.1. 0.’/30 0.117 0.735
Or].. W. 0.652 0.773 0.96€ Or].. N. 0.50’; 0.5’1~

) 0.546
Or].. N. 0.602 0.641 0.59?
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6].. Ibu- ,’ mur.h do you care ruhout net ’ inc -~ 
-
. Uhere do von t h~ nl: you can got

- - technical t ra tno ? fa~ ier oromotions to more important 
~~ 

- 
-

s.D. 9.175 0.204 0.201 j o h s — — i n  tho Navy or in civilian
0.1. 9.1’l O.l’~ ’ 0.209 life?
Or].. 14. ). 13-” ~.].57 0.11] S.n. 0.624 0.649 0.675
Or].. “1. 1.297 0.27~ 0.237 .L. 0.649 0.567 0. 716

Or].. tI. 0.542 0.595 0.541
Or]. N. 0.592 0.690 0.659

63. 110w much lo “~~u u care nbou u~ 9Q I I -  inn !34• tThere do ~‘o: t h i nk  you are most
fast orowo ’~1on~ t o  mr -

~rr ’ important. ] i ’ :el’i t o  do t h e  kind of ~-:or ’: you
jobs? 1 ike best- —— n h~ Navy or in
S.D. O.l~9 0.17 k 0.180 civi l ian lire?
Gd.. 0.321 0.1(7 0.135 5.1). 0.914 0.946 • 0.930
Or].. II. (1.136 0.1/1 0.155 G.L. 0.9-il 0.782 0.883
Or].. N. 0.229 0.243 0.323 On . M. 0.021 0.924 0.773

- Or].. N. 0.711 0.814 • 0.825

65. 1-tot-: much do you care about- doin-t ~ (35~ Uherc do you th ink  you can got
f-he ki nd of ‘—;or~: “e’.u 3 i.’:r’ he3L? 8 ~ f.~j rpr 1-re& mer i t——in the Navy
S.I). Q.0(7 0.1,23 0.103 or in civilian life?
0.1. ‘1.057 0.105 0.066 S.D. 3.O’1l 3.140 1.137
Or]. H. ‘).O~5 0.007 0.054 G.L. 1.376 1.170 1.136

- Or].. . 7.025 0.O”I 0.O7~ Or].. TI. 0.9’ll 1.041 0.979
Or].. N. 1.072 1.149 1.032

67. How much do you care about 60. Where do you think you are more
get t ing fa i r  treatment? l1~ke1y to wor”~ on i moortant j obs—~ 

- 
- -

S.D. -7.098 9.l& 0.13, in the Navy or tn c i v i l i a n  l ife?
G.1. 0.075 ~.101~ 0.092 9.0. 0.690 0.722 0.698
Or].. 1. 0.086 0.110 0.09’l - -

~~ G.L. 0.631 0.653 0.6CR
On . W. 0.043 fl.123. 0.05]. On . H. 0.1141 0.523 0.430

Or].. N. 0.596 0.633 0.593

69. Hew much ~i’ yn ’~ care about 70. Where do you’ think iou are more
~- ‘- -~ !: nn On i.rnno~ t n n t  lobs? likely to get the chance to fa1~S.D. 0.250 fl .24” 0.215 things over with those above you—-
G.f. 9.157 0.733 • 0.20? t ’  the Navy or in civilian life?
On . H. ‘) . l ’I u ( ‘ .20”) - 0.1’~5 s.n. 1.33) 1.162 1.16].
On . U. 0.213 0 . 2/ 5  - 0.322 G.I,. 1.163 1.046 1.082

Or].. 1’. 1.005 1.067 1.033
Or].. N. 1.252 1.287 1.224

‘1. 110w muich do v e t  care ahout , qei-tinq 72. Where do you Ihru !: you arc more
a chanc~ to tal.: things over tii~ .h lu -e ly to h-lye 1-, keen good standards
those above von? of conduct: and apnoaranco——i. n the
5.1). 0.370 0.331 0.353 Navy or in civilian life?
0.1. 0.3]. 0.350 0.311 5.1). O.3’M7 0.447 0.390
Cr] .  TI e 0.249 0.220 - 0.222 G.r.. 0.3~ 3 0.400 0.167
Or].. N. 0.352 0.344 0.346 Or].. TI. 0.333 0.370 0.335

Or].. 1-!. 0.122 0.441 0.463

)
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‘ - 73. Ih” much do you care about having 7 . Where do yo” think you are more

g 
to keem good standards of conduc t l i L :r ’]v ‘o got oh ysical t -raini ng~~
and appearance? in the Navy or in civi ].ian life?
S.D. 0.254 0 .273 0. 2 / 8  S.D. 0.480 0.562 0.60 3
G.L. 0.170 O.2]U 0.180 G.L. 0.609 0.507 0.576
Or].. H. 0.161 0.219 0.151 Or].. H. 0.346 0.503 0.457
Or].. tI. 0.080 0.161 0.102 Or].. N. 0.510 0.626 0.638

75. How much do you care about gett ing 76. I usually got to work on time.
physical training? 3.0. 0.039 0.075 0.052
S.D. 0.399 0.47’l 0.405 Gd.. 0.032 0.058 0.038
G. L. 0.4 137 0.519 0.490 Or].. M. 0.041 0.090 0.030
Or].. H. 0.384 0.-I ll 0.383 Or].. ‘! . 0.020 0.073 0.047
Or].. N. 0.496 0.48-1 0.511

77. I am annoyed with people who 78. When my clothes tear , I usually
correct me. throw them -away.
S.D. 0.816 0.840 0.7513 S.D. O•759 0.775 0.’/ib
Gd. 0.845 0.847 0.906 3.L. 0.746 0.740 0.752
Or].. H. O.86~ 0.890 0.864 Or].. 1-1. 0.711 0. 77~ U. 735
Or]. U. 0.861 9 .965 0.968 Or].. U. 0.9) 3 0. 9-18 0.879

79. 1 nay rn ,’ debts ‘ai t hou’ havjni to 80. 1 find it h—ird to ta~<e orders
be reminded to do so. from other neon Ic.

- S.D. 0.086 9.126 0.111 S.D. 0.855 0.059 0.801
G.L. 0.081 9.10” 0.083 G.L. 0.840 0.870 0.846
Or].. 14. 0.066 0.102 0.065 ~ Or].. 14. 0.891 0.894 0.862

- Or].. W. 0.055 0.124 0.070 2 - On . W. 0.891 0.124 0.879 -

81. I have to be remi nderl to ret-tirn 82. If I have finished my work , I fee l
things I have borrr.wod. that- it ~:otild be u tnreasonab].e to
‘U”. 0.09 7 0. 902 O.87E expect me I ~ help the other fellow

~‘•973 
C)~~5 ’) 5 o~fl9’~ with his work.

, ].~ r U  ~~ ‘0’) 0.927 0.8)5 3.1). 0.843 0.n?”) 0.804
Or].. ~~

‘
. 0.910 0.984 0.934 G.L. 0.842 0.825 0.822

Or].. 1. 0.876 0.885 0.l~63
Or].. W. 0.°31 0.908 0.926

83. I usually wait unt-il the last ~ 84. Teachers or supervisors have found
minute to get nv work done. it difficult, to qe’ me to do what
S.D. 0.957 0.972 0.Cl~ 

- 
they wanted.

* G.L. 0.854 0.996 0.872 3. 1) . 0.890 0.915 0.894
On . 14. 0.877 0.099 0.880 G.L. ‘1.927 0. 703 0.90E
OrJ. U. 0.832 0.842 0.879 Or].. M. 0.934 0.’146 0.932

Or].. U. 0.961, 0.956 0.953

85. I thinl: it ts a serious offense 86. I oft en find tha t  I have forgotten
to o ANc ’T- . to get ready for an act iv i t  v about
S.D. 0 .0/ 3  0.1,15 0.103- which I had been warned ahead of time.
G.L. 0.09? 0.111 o.].oc- S.D. 0.869 0.865 0.83].
Or E .  14. 0.081 0.101 0.071 Gd,. 0.885 0.077 0.88E~Or].. w. 0.051 0.064 0.0-17 Or].. H. 0.908 0.905 0.87E-

Or].. W. 0.924 0.809 0.926
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87. I knou ex—tctly •A~ere I hc’on • l ’ec-rnlc have had Io keen on my tail
my imoortant n.m(trs. to get me t-~ do things I disliked. - 

-

S.D. 0.109 ( 1. 13 1  -
- 0. 1-16 S.D. 0.761 0.910 0.7/4 )

Gd.. 0.091 0.125 O.1U G.E.. 0.750 0.801 0.910
Orl. 1. 0.112 0.114 0.092 Or].. M. 0.93’) 0.844 - 

0.823
O~1. we 0.129 O.151 0.094 Or].. W. 0.838 0.847 0.862

89. tlould you l ik e t o  stay in the ‘)O. t*uld you 1 i k -~ ~o st:ay in the Navy
Navy after you have finished long enough to collect ret irement?
your present enlistment. S.D. 0.901 0.88? 0.855
S.D. 0.9~ 3 0. 870 0.907 G.L. 0.875 0.872 0.82].
G.L. fl . °19 0.91] 0.877 Or].. It. 0.824 0.781 0.693
Or].. M. 0.8.11 0.929 0.750 Or].. N . 0.861 0.871 0.896
Or].. ~:. 0. 723 0.75 1 0.768
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