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EXECUTIVL S8UMMARY

Concerned with the potential impact of formal training in-
creases on retention and the strength element of ARNG readiness,
the National Guard Bureau contracted Strategy Corporatioun to:

!
[T

=)

LA Survey troop attitudes on the impact of increased
formal training requirements on retention rates:;

-
x0)

LA Array all available data on current strength and
training courses by M0OS; and

"% Develop an optimum training model for each MOS.
The following conclusions are drawn from the data gathered
during this effort:

*k The willingness to perform more formal training is
dircctly dependent upon family and employer support.

*k Increaszd full time training requirements could more
than double reenlistment losses -- to as much as a 47%
attrition rate.

u
:
b
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*h Maximum availability of Reserved Component Configured
Courseware could reduce three quarters of this
attrition.

ik The limitation of SOJT as a reclassification tool is

not supported by the troops or commanders.

*k Split training option use will be fundamentally
altered by any AIT length increases.

*h The Data Array provides a tool that assists balancing
the training seat needs of the Army and ARNG with the
assets available.

*h The Training Options Guide provides an M0OS progression
road map for both individual soldiers and small unit
supervisors.

Overall, ARNG soldiers are proud cf their participation in y,
the "Total Force" but express concern over continued increases in o
a

time required by each level of the chain of command. The cost of
lost time with their families and civilian careers is not offset
by the benefits received. However, efforts to make formal _
training easier to schedule for soldiers are likely to make it -
more difficult to manage for NGB planners.
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While there are specific mission areas in
which the role for reserve components can be
expanded, we need to exercise care to avoid
fundamentally altering the nature of service
in the reserves.

National Security Strategy
of the United States

The President’s Report to Congress, January 1988

INTRODUCTION

Increased emphasis on the reserve components calls for
higher Army National Guard (ARNG) readiness to satisfy Total
Force Policy requirements. One way to improve overall readiness
should be by adding updated equipment. But newer equipment may
demand higher strength and training levels, and unless these
personnel needs can be met readiness will fall.

Guard soldiers must divide their time between military and
civilian commitments; they may not accept Army policies "funda-
mentally altering the nature of service" for port time soldiers.
The Guard needs to balance the needs of higher “raining readiness
with the concerns of part time soldiers. This is the fundamental
problem addressed by this report.
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PURPOSE OF TRE SROJECT

Wcrk was performed by Strategy Corporation under contract
for the Enlisted Branch, Army Fersonnel Division, National Guard
Bureau (NGB). A Study Advisory Group headed by Brigadier Genera.
William A. Navaz, Jr. periodically reviewed the project’s pro-
gress and provided guidance. The Government’s technical monitor
and Contracting Officer’s Representative was Sergeant Major
Thomas McNamara.

The purposes of the project were to:
- Survey Guard soldiers’ attitudes on three specific
training issues and related matters, namely:

1) The impact on split training enlistment of
lengthening Advanced Individual Training (AIT):

2) The impact on retention and prior service acces-
sions of replacing Supervised on the Job Training
(SOJT) with formal school training; and

3) The impact on retention of increasing Non-
Commissioned Officer E. '~ation System (NCOES)
training requirements.

i

- Compile a Data Array of current ARNG strength and course

s

data by Military Occupational Specialty (MOS).

L]
'

Suggest a model or optimum training program for accom-
plishing training objectives. As results emerged, the NGB
further specified this as a model format showing the flow

of training requirements through all enlisted skill
levels, with a detailed "Training Options Guide" (TOG) in
this format for each MOS.

555

- Analyze and report on the survey and other data.

ok

Thousands of pages of questionnaires and other raw data were
obtained, and these remain on file at Strategy Corporation. The
Survey, Data Array, and Model (TOG) data were analyzed and
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National Guard Bureau. This document summarizes that information

E documented in three detailed reports delivered separately to the
I and draws further insightz, as shown in Figure 1.

o
- —;—\\« ——
3

Iy \‘\ -
Analysis Of Data

v SYNTHESIS lMost-r l"
! Report

g DETAILED
| ANALYSIS

Survey Data Array Model (TOG)

Figure 1

3
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o This report is intended for the general reader who is inter-
ested in the study topic, but whose time is limited. Greater
detail is available in the three backup volumes delivered.

Interested primarily in the manpower element of overall
Guard readiness, this study does not directly address readiness,
though inferences can be drawn based on the role of manpower in
the overall readiness equation.

One aspect of the study -- the survey -- developed a pre-
dictive tool to measure the impact of increased Guard time on
recruitment and retention of enlisted personnel. The second
aspect ~-- the Data Array and Training Options Guide -- created
management tools to assist the NGB in allocating training seats
and informing the individual soldier of required training.

ATTITUDE S8URVEY
Objectives and Theory
The survcy probed attitudes of enlisted personnel to deter-

mine the impact of increased formal training requirements on
retention.

Soldiers join the Guard knowing they will be required to
devote a substantial amount of time to unit assemblies and
training. Time requirements increase with rank and position.
Even though Guard service is part time, many soldiers dedicate to
their military duties up to one-third of the time contributed by
active component counterparts. The "Miller" Line (Figure 2) was
prouposed as a graphic time line showing how the yearly time
requirements of the M-day ARNG soldier (basically, 39 days) are
creeping upwards toward the requirement zone of a full time
active component soldier (about 230 days). The ARNG, in its need
for additional training time to meet mission requirements and
convert to new equipment, is faced with a policy dilemma between
training demands on one hand and retention needs on the other.

52
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The "Miller" Line

More ARNG training time pushes time commitment
closer and closer to the octual active component
time commitment.

Continuing increases transform ARNG soldiers

into full time soldiers.

Guard service becomes more difficult as

ARNG time demands increase.

Formal training ircreases

P
Duty Days | |% H i g
Per Year ' »
0 39 80+ 230 3éa
ARNG Commitment Active Component
(Range of 39 to 80+ days/yr) Commitment (Appron.)
Figure 2 1

When these demands become severe enough, soldiers often
reevaluate their continued participation. As the required time
goes up and other factors (i.e. job satisfaction, benefits,
transferrable skills) remain constant, there is a reduction in
the ability of the benefits of membership to offset this growing
cost of time. Logically, at some point the benefits can no
longer fully offset these personal costs; continuation of Guard
service is questioned. The survey was designed to test this

1 The name ’‘"Miller" Line’ was coined after Strategy Corpor-

ation consultant John Miller detailed the time line idea.

5
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theory, to determine the significance of this time problem, and
identify those whom it most acutely affects.

Calculation of benefits and costs goes on continually (if
subconsciocusly) in soldiers’ minds. Despite the subtleties of
personal value, utility, and priorities, it is possible to devise
a mocel that measures and predicts aggregate Guard beravior in
the face of new formal training requirements and additional time
commitments.

The survey’s main attitudinal model was applied to the NCOES
and SOJT policies. A separate model was needed to explore the
issue of split training usage.

The NCOES/SOJT model measured retention attitudes as the
willingness to reeniist (or join). It postulated that a reen-
listment decision results from balancing personal perceptions of

external, civilian benefits and burdens of Guard service against
perceptions of internal Guard satisfactions. The model assumed
these perceptions variad in priority and strength among soldiers.

Changing formal training regquirements (or any other input
factor), would alter the calculation of the value a soldier
derives from Guard service. Depending on the individual and the
proposed change, this could be enough to reverse a decision to
reenlist. (See Figure 2?) Enough such decisions to not reenlist
could, over time, seriously affect Guard strength levels.

Prior service accessions can easily be seen as the other
side of the retention coin. The same factors that prompt a Guard
soldier to separate also work to preclude a veteran from joining
the ARNG.

Survey questions were framed to probe willingness to reen-
list (rather than intent to leave or quit the Guard) since chis
avoided negative connotations and evasive answers. Since will-
ingness to recnlist can be assumed to relate directly to future
retention levels, the impact of formal training increases on
retention was measured by the changes in reenlistment attitudes g
resulting from such increases.

=T
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NCOES and SOJT Attitudina' Model

Formal training changes impact on both
externol ond internal factors.

Difierent situational groups tend to

react differently.

An individuol's “calculaticn” of ottitudes is
mental, but the results can be measured.

R S5 = =8 G5 5 W I oS =

Reenlistment

. \ ional Externagl Internal
(Accession) =  >ituationa ¢
. Factors Factors Factors
Attitude .
Demegrepmcs Femity ong Crnan Joo Satigtect:on ang
ACmevermngnt
Decision . . it
. Hingness to reenhs
and Action No 9 ves
t—

Those close to the edge con be
pushed ocross the line by
relatively smaoli changes in
their perceptions of the factors

Figure 3

The key attitudinal change comes from the soldier’s need to
commit additional time to fulfill increased training require-
ments. This new time burden affects the soldier’s civilian life
and perception of the value of being in the Guard. 1If high
enough, that effect could cause the soldier to separate (not
reenlist). By probing the soldiers’ perceptions of burden, the
survey examined expressed attitudes and thus derived the mental
calculus at work and the predicted effect of increased time

wy TEE B ¥
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N demands on retention.
5 One such impact could come from increasing the requirements
Qf of current NCOLS courses. Another could be prompted by reducing

the allowability of SOJT (which is not formal training, but has

7
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traditionally been used for MOS reclassification or enhancement)
and requiring formal, school-based training instead. Questions
explored attitudes on these issues in general. Other questions
asked for views on reserve component training options employing
inactive duty training with a minimal amount of active duty
training time.

S

55

The split training model is different in concept. It focuses
not on the general issue of enlistment and AIT length, but on
narrower attitudes of split training enlistment effects if there
are changes in the length of AIT. It is assumed that students
are attracted to the Guard if their Basic Training (BT) and AIT
courses (required upon enlistment) can be completed during avail-
able time between school terms. An option to "split" initial
formal *“raining between two summers attracts those who otherwise
would find the Guard’s formal training requirements too long.

Findings Frouom Past Studies

Past studies on ARNG retention were reviewed for the
applicability of their findings to this study. This outlined the
state of knowledge on the subject, and helped guide su'vey
applications for increasing that state of knowledge. Although
there is little data regarding the impact of NGB policy changes
on retention, past studies shaped the design of this study in
examining external (civilian) influences on the attitudes of
soldiers.

- P
2, -

Research Design

A statistically valid sample of enlisted ARNG soldiers was
surveyed to build a database on attitudes towards training and
time requirements. The sample’s representativeness was built by
a stratification of soldie:s based on location and type of Guard
unit. Varied location of units was necessary for full regional
representation and the unit type stratification (Combat Arms,
Combat Support, and Combat Service Support) was necessary to
ensure that the selection of units matched the ARNG structure.

2 B A
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The target population, enlisted personnel, did not include
senior NCOs (E8-E9) who would not be affected by the changes
under consideration in this study. Senior NCOSs and officers
were queried only on training impacts and attitudes. It was also
recognized that the ranks surveyed (E1-E7) also varied in their
experience with individual training programs, so they were segre-
gated into two groups (E1-E4 and ES5-E7) for separate probing.

The surveying was divided into three complementary parts.
The main survey used multiple choice questions to collect the

EE O B = R O AR 853

largest amount of information in an easily quantified form. Two
different questionnaire versions were distributed and completed
under the direct supervision of survey team members. One form
focused on AIT and split training and was given only to El-E4s.
The other focused on NCOES and was given only to E5-E7s. 1In
addition to the specialized questions, both forms had a common
section of questions for demographics, general issues and MOS
reclassification. A supplement was given to all recently reclas-
sified soldiers (E1-E7) to elicit attitudes on SOJT and reclas-
sification training. All respondents were encouraged to write in
additional narrative comments to highlight issues they thought to
be important.

e B 255

A second kind of survey was focus group interviews with a
randomly selected group of soldiers from each unit. These were
free flowing discussions of the questionnaire issues. Focus
groups were designed to gather anecdotal information to supple-
ment and sharpen the quantitative data and were led by survey
team members who also took notes.

=5 2 &

The third part of the survey was a command group survey dis-
tributed to company officers and senior NCOs for narrative com-
ments on the issues. Command group surveys were left at the
units for later completion and return by mail.

L o

Taken together, the three survey parts generated a large and
varied database about training and time attitudes of enlisted
ARNG personnel. This database allowed for statistical analysis
and comparison of the quantitative data with the qualitative

"B %
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B data. The breadth and depth of inputs added flavor and substance
beyond what a quantified project alone could achieve.
Team members were rigorously trained in controlling survey

! procedures and moderating focus groups. Initially, a series of

test surveys were conducted at units in the Washington area to
ﬁ evaluate the vehicles and procedures to be used. All E1-E7

personnel present for duty in each surveyed unit were assembled
& and surveyed under the direction of the team members. Stringent

control measures were taken to ensure that surveys were accur-
i ately distributed and filled out. Care was taken by team moder-
& ators to remain neutral during focus group discussions. At all
phases, strict confidentiality was observed.

Survey Respondents

;

E The NGB directed that units be sampled nationwide, and chose
eleven cities in ten states as shown in Figure 4. The states were

ﬁ separated geographically and diverse in demographic make-up. Of

‘ the 52 units surveyed, 16 were combat arms, 12 combat support and

ﬁ 24 combat service support. This matched ARNG proportions.

B

Survey Site Visits

Figure 4

10
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A total of 3003 valid surveys were obtained, about 53% from
the lower grades (E1-E4) and 47% from NCO’s (E5-E7). This level
clearly satisfied constraints for significance and validity.
Figure 5 shows respondents by type of unit and grade. Narrative
comments were entered on some 230 of the questionnaires.

Survey Respondents
By Rark and Unit Type
3300
2000 k 3003
[ \§
2700 | \Q§§§
£ 2400 \\\\\\
3 L
g 2100 _—
[« %
@ L
& 1800 -
S 1500
X C
€ 1200
2 =3
900 E B29
SN
300 F
0
Combat Combat Combat Total
Arms Support Service
Support
Unit Type
Figure 5

Focus group participants, randomly selected, averaged from
10% to 20% of a unit’s enlisted personnel taking the written
survey. All told, some 450 of the 3003 survey takers also
participated in the focus groups. i

Command group surveys were provided for officers and senior
NCOs in t~e unit chain of command. Eighty-seven (87) of these
surveys (30% of those distributed) were completed and returned.

11
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ANALYSIS FINDINGS

Questionnaire responses provided a mass of quantitative data
that was analyzed using advanced statistical techniques. Pro-
filing and sensitivity analysis supported by covariation analysis
determ@ned significant trends on time, training and retention
attitudes. Similarities of outlouok were identified for various
groups of soldiers. Written comments were analyzed for comnon
themes which were then compared with results obtained from the
quantitative analysis.

Initial analysis of soldier attitudes and motivations com-
pared actual correlations against expected patterns. Preliminary
theories of the relationships between training policy and soldier
attitudes could be tested, and then used or modified to predict
likely future effects.

Baseline Attitudes

As an initial baseline assessment, general satisfaction with
the Guard and willingness to reenlist were probed. Of the indi-
viduals surveyed, seventy-three percent (73%) stated they were
satisfied or very satisfied with Guard service. This satisfaction
was positively related to the soldiers’ perception of family and
employer support, and of the importance of their job in the
Guard. Satisfaction also correlated with demographic factors of
age (positively) and education (negatively). As Figure & shows,
when taken together such factors can be strong predictors of
satisfaction levels.

Willingness to reenlist was similarly high, with only 18% of
soldiers indicating that they were currently planning to get out
when their present term ends. This was against 49% who were
planning to reenlist and 33% currently undecided.

One of the strongest factors in reenlistment attitudes was
rank. Only 34% of lower grade enlisted (El1-E4) vs. 66% of NCO’s
(ES-E7) currently planned to reenlist. Twenty-five percent of
El-E4s vs. 10% of E5-E7s planned not to reenlist. Other demo-
graphics that relate to rank, such as age, time in service,

12
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marital status, and education, also correlated positively with
reenlistment willingness.

ARNG Satisfaction
By Family Support, Education Level and
Perceived Job importance

100

90

80

70

60

Percent Satisfied

LA B B S B S S B A E A B ML N ENS MM

Family Support* StrongStrongStrongStrong Weak Weak Weak Weak
Education Level: Low High Low High Low High Low High
Is Job Importont?: Yes Yes No No Yes Yes No No

Factor Sub-Groups

Figure 6

Besides rank, willingness to reenlist was related closely to
satisfaction factors. 1In fact, for E5-E7s, when family and em-
ployer support were strong and satisfaction high, 95% reported
that they would reenlist. For El1-E4s with low support and satis-
faction in their Guard service, 85% reported that they woul 1ot
reenlist. (See Figure 7) Correlation analysis confirms this
with a regression coefficient (r2) of .350. These factors provide
a solid basis for understanding reenlistment attitudes, are good
predictors about future retention, and offer a useful point of

departure for studying the impact of increased formal training
requirements.

13
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Whingness To Reenlist
By Rark and Levels of Satisfaction,

Famly Support and Employer Support

S 55 "R

100

Rank:

. ter "
-
o "o

90
L

80 f \

W 255X EE B 5 28

70

60 -

T

50

40

Percent Willing to Reenlist

30
20

10 +

0 1
ARNG Satistaction: Migh High  High  High Low Low Low Low
Fomily Support: Strong Strong Weak Weak Strong Strong Weak Weak
Employer Support: ves ~ No Yes No Yes No Yes No

Factor Sub-groups

Figure 7

Results reflected in Figure 7 show that a demarcation point
in attitudes occurred after the period associated with moving up
to E5. What seems to be at work is that many soldiers join
simply for one term and have no intention of :emaining beyond
that period. ‘4Yhese soldiers may have joined for educational
benefits or enlistment bonuses, as a short term work experience,
or simply to try out the Guard. 1In general, these short service
soldiers reflect lower satisfactions and willingness to reenlist.

On the other hand, it appears that younger soldiers who
decide to go through NCOES and be promoted to E5 and above are
mentally prepared to make a long term commitment to the Guard.
This group remains less likely to leave after that point, and
reflects more positive attitudes of the Guard.
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Less than one-fifth of all soldiers plan to leave the Guard.
It is likely that, of the 82% who otherwise would or might stay
in, many could be driven out by new or increased formal training
requirements. The rest of the analysis, therefore, focuses on
the impact on this 82% of policies that increase formal training.
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Attitudes on NCOES
The NGB rationale for NCOES increases is to enhance sol-

diers’ MOS technical skills by including more formal training in
the NCCES program of instruction. For the NCOES program, the most
significant increcse explored in the survey regquired a period of
full time training at an active component school to complete any
NCOES course. Another increase called for longer formal training
periods, but at reserve component schools.

Questions on NCOES were presented only to E5-E7s. As Figure
8 shows, NCOs most preferred to attend NCOES at their State
Military Academy and least preferred NCOES at United States Army
(USA) schools. Of NCOs considering reenlisting, 44% reported
that an active component NCOES would have no effect on their
decision to reenlist. Of these, 40% were from the group that
preferred a USA school for NCOES. (The remaining 60% may for
various reasons be relatively indifferent to NCOES requirements.)

E

Most and Least Preferred NCOES Options

ey B

Most Preferred Least Preferred
NCOES Options NCOES Options

ok B3

Figure 8
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Fifty-six percent of NCOs answered that an active component
requirement for NCOES would or might detract from their decision
to reenlist. The driving concern for soldiers appears to be cne
of time. Seventy-four percent of soldiers with time available
for full time training did not mind an active component NCOES,
while 61% of those without the time available did mind. Even
higher predictive values for reenlistment can be achieved when
family and work/school problems were considered. When such prob-
lems exist and time was limited, 87% of those expressing definite
opinions reported that an active component NCOES requirement
would affect their decision to reenlist. When these problenms
were absent, 81% of NCO’s reported that the NCOES requirement
would have no effect.

As an alternative to NCOES requirements for active component
courses, the Army is developing a new set of Reserve Component
Configured Courseware (RC3), with common leadership training
(Phase I), and MOS skill training (Phase IX). These courses
provide both NCOES and additional MOS-specific technical skills
training through inactive duty training and minimal (2 weeks)
active duty training. These courses could be offered in two
forms: training in lieu of normal drilling with the unit, or
training in addition to normal unit attendance (requiring two
weekends of training each month.) 1In some instances, a second
two week period of active duty training wouid also be required.

Of NCOs planning to reenlist, 77% reported that at least one
or both of these RC3 NCOES alternatives would be acceptable. 1In
addition, 73% of the NCOs who reported that an active component
NCOES requirement would affect their decision to reenlist also
reported that they would be willing to attend an RC3 NCOES
course. The RC3 option was a more acceptable alternative to them
than an active component requirement because it better addresses
concerns about time demands on families and civilian jobs.

Still 15% of NCOs were unwilling to accept increased
training through either the RC3 option or active component NCOES.
Of these, 71% preferred to do NCOES at their State Military
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Academy -- the highest such preference for the State Academies
among any group. These NCOs may simply like the current system
and feel any 'ncrease in NCOES may be too much. Figure 9 shows

the breakdown of NCOs by their attitudes on both active component
and reserve component NCOES.

AC And RC NCOES Wilingness
100 Willingness to do
- one or both RC
90 NCOES options:
-
80 @ No RC NCOES
v -
8 m_ i RC NCOES OK
z
5 2O
¢ 50 +
8 =
Q
& 40
30 -
20 |-
[
%
. i

No AC NCOES AC NCOES OK
AC NCQES Reaction

Figure 9

Comments tended to support this assessment of NCOs’ motiva-
tionus. The quali-ative data showed that NCOs generally thought
NCOES training produces better leaders and that units benefit as
well. NCOs prefer attending NCOES at their State Military
Academy, claiming that USA schools harassed ARNG soldiers and
that the training was not always relevant to the Guard. 1In
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addition, the State Academy training better addressed concerns
about time and family separation.

Time for NCOES was a major concern, and the qualitative
comments focused somewhat more on employer demands than on family
problems. Comments often expressed a willingness and desire to
go to NCOES training, but also fear of repercussions at work from
unsympathetic employers. Many commented that it would help if
the Guard would categorize the training as mandatory and cut
orders for the soldiers to present to the employer. As increasing
NCOES time requirements discourage many candidates from applying,
soldiers begin to ask "Who’s getting sent to NCOES, the most
qualified or just the most available?"

NCOs also strongly felt that the RC3 options are workable
alternatives for NCOES. They praised the less stringent time de-
mands, but were cognizant of potential difficulties in retaining
information between monthly inactive duty training sessions.

Some cited potential problems at the unit if too many NCOs were
attending NCOES and unavailable during normal drill. But most
felt the long term improvement in leadership offset the short
term inconvenience.

Measurement of the impact of increased NCOES training on
retention is somewhat indirect because NCOES training is volun-
tary, though required for NCO promotions. NCOs satisfied with
their current grade may not care much about NCOES requirements.
Conversely there can be frustration for NCOs who wish promotion
but feel they are being held back by trairing requirements beyond
their reach.

Up to 56% of all NCOs report that an active component NCOES
requirement -- which they can not easily fulfill because of other
demands on their time -- would lead them to reevaluate their com-
mitment to the Guard. Obviously, not all would follow through
with separation, and the availability of RC3 NCOES options would
cut losses significantly.
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Attitudes on BOJT and Reclassification

As is the case for NCOES, formal training requirements for
MOS reclassification at all levels can take two general forms,
full time or RC3. These formal training options for reclassifi-
cation would in many cases replace SOJT as the primary means of
reclassification training.

Reclassification questions were put to all survey respond-
ents. Of five MOS training options, the soldiers reported that
they both most preferred and least preferred MOS training at USA
schools. (The responses were from different groups of soldjers.)
SOJT was the second wmost preferred option.

v
»

Most and Least Preferred MOS Training Options

Active Duty

USARF /ARNG

// State Acad.

S R O O EE X R SA B

Annual Tna.
SOJT
Most Preferred Least Preferred
MOS Training Options MOS Training Options
Figure 10
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Of the key group reporting a willingness to reenlist, only
64% would attend active duty formal training if reclassified. The
other 36% would leave the Guard or seek to transfer to other
" Guard units to avoid being reclassified (and likely end their
' participation in the Guard if transfer is not possible).

) on 20
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Figure 11 reflects soldiers’ willingness to attend active
duty MOS retraining. Responses were separated into eight groups
representing different combinations of MOS retraining prefer-
ences, full time availability, and family support. For example,
data at the left of the figure (for soldiers who prefer MOS
training at a USA school and have the time available and strong
family support) shows that 84% would attend active duty reclassi-
fication training and only 6% would leave the Guard. Reactions
of otlier groups to the right of the chart become progressively
less favorable.

AC MOS Retraining Reaction
By Time Avalable, Famly Support and
MOS Training Preference
100 AC MOS
Retraining
90 Reaction:
I Attend
80 - iraining
® i
3 70 TSl s Leave
‘_g L Guord
w 60
"6 -
€ 50
o -
2
$ vt
30 +
20
10 |-
O A | I A e | 1 ) . L
Family Support: Strong Weak Strong Weak Strong Weak Strong Weak
Hove Time?: Yes Yes No No Yes Yes No No
Prefer Training: AD AD AD AD SQJT  SOJT SOJT  SOJT
Factor Sub—Groups

Figure 11
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Some 40% of soldiers reported that full time retraining has
a negative impact on their willingness to reenlist. Clearly, such
reactions to reclassification training requirements would also
have an impact on willingness to join a Guard unit if they were
transfaerring to other units, states or components. Trends shown
by the analysis and in Figure 11 are similar to those from the
previous section where 25 of those with no time for full time
training and weak family and employer support report that full
time training affects (negatively) their willingness to reenlist.

The Army is making RC3 MOS training packages available for
selected MOSs. This addresses concerns of reclassified NCOs
about returning to AIT for retraining. Three options were offered
for MOS retraining: AIT, an NCO only AIT-equivalent course or
Rc3. oOf NCOs considering reenlistment, 52% identified the RC3
option as the preferred means of retraining, while 24% preferred
the NCO-only AIT and 24% preferred regular AIT. Adaitionally, of
those choosing to leave the Guard or to transfer instead of
attending active duty MOS retraining, 79% preferred something
other than regular AIT.

Policies on allowing the use of SOJT for reclassification
training were the most energizing of subjects in focus group
discussions. Most comments objected to the idea of reducing or
eliminating the availability of SOJT. Although solaiers recog-
nized unit limitations for training in some very technical areas,
and appreciated the quality of training at USA schools, most felt
their units were fully capable of running SOJT programs satisfac-
torily for reclassification training.

Additionally, many soldiers reported they just could not get
time off for an 8 or 10 week AIT course. Comments stressed that
SOJT, even if a poor second choice from a quality point of view,
must be made available for reclassification to avoid extensive
separations. Such contentions of the impact of SOJT policy were
supported by the perceptions of unit commanders and senior NCOs.
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Conclusions on NCOES and S80OJT
Impacts of training policies are significant but should be

N .
~

kept in perspective. Today most Guard participants are satis-
fied, with only 18% reporting that they do not plan to reenlist
(a figure close to traditional levels). Over half of all sol-

- e
e iy

diers intend to reenlist, even if severe training requirements
are imposed.

-
2,

Of the soldiers who have not expressed a clear intent to
separate from the Guard, 36% (29% of the total population) say
they would leave the service in lieu of accepting significant

increases in their active duty training commitments.? This 29%,

. -~
v

when added to the 18% who will leave in any case, results in a
potential 47% attrition rate -- more than double the historical
ARNG pattern. A similar escalation in recruiting losses might be

Tm

expected for prior service candidates reluctant to return to
active duty for training.

However, availability of RC3 options for both NCOES and MOS
retraining might reduce those potential losses by up to three
quarters. In the end, because soldiers recognize formal training
value, the policy issue is not so much training time as it .s one
of control over time.

If soldiers can find ways to schedule formal training, then

they will do so, but many will leave if unable to strike a rea-
sonable balance between part time military and other commitments.
As Figure 12 shows, when family and employer support were low and
time was unavailable, the percentage of those affected went up.
There are two other points regarding this assessment of

= =X =

impacts. First, impacts and projections of formal training
increases were evaluated in an environment where all other ARNG
policies were held constant. For example, it might be theore-
tically possible to offset the costs of additional time demands
with new benefits for soldiers to keep the bznefit/cost balance

2 This number comes from the MOS reclassification section
of the gquestionaire and is seen to be a more secure behavioral
forecast than attitudinal responses generated in the NCOES section.
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stable. However, it seems that for many soldiers the issue of
fvll time training is independent of other issues and is non-
negotiable.

Etfect of Ful Time Training On Reenlistment
By Employer and Famlly Support and Time Avalabiity
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