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RELATING SELECTION PREDICTIONS TO ATTRITION

IN THE BRITISH INPANTRY
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C L Heaton, Army Personnel Research Establishment,
Yarnborough, Hants, UK

The current selection system for non-officer ranks is described with
details of previous validation work. Typically low non-significant
correlation coefficients were obtained with Infantry groups. Current
work in this area ie severely hampered by the lack of suitable criteris
but strategies for overcoming this are under discussion. Length of
service vas correlated vith selection results for an Infentry group and
no correlations could be demonstrated. However, data used shov that
exit rates are dependent on individual training depots. The effects of
civilian unemployment in depressing wastage directly and indirectly

(by raising the ability of serving soldiers as a population) are discussed. 7
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RELATING SELECTION PREDICTIONS TO ATTRITION IN THE BRITISH INPANTRY -

INTRODUCTION

}. The initial aim of this research was to evaluste the validity of the
tests currently used to select Infantry soldiers in the British Army.
However, due to problems associated with the availability of suitable
criteria for these purposes, the data collected, wvas used for s second
purpose, that of examining the wastage rates from two comparable =
Infantry training depots. Unemployment, a key factor in this instance,
is also relevant in any discussion of the recruitment pool and
consequently test effectiveness. These three topics, validity, attrition
and unemployment are therefore the main areas discussed in this paper.

" BACKGROUKD

2. The British Army was established as an all-volunteer force from 1960.
In Tecent years, recruitment taggets have been set sround the 20,000 mark
(men, wowen and junior entry) though, due to the current economic climate

- targets are currently set much lower to offset & decline in the attrition
rate. In 1971 a centralized selection system was set up and recruitment
and selection is now seen as a two stage process. Recruitment, career
guidance and initial selection are carried out at the local Arwy Careers
Information Offices (there are approximately 170 of these distributed in
msjor towns and cities in the UK). Subsequent allocation to one of the
180 employwents for Adult males is made at the centralized selection centre
on the basis of results from psychometric tests (pencil and paper achievement
ané reasoning tests), interview, medical and fitness tests. Pinal allocatfon
is dependent on there being vacancies to match the applicant's level of.
ability and expressed choice.
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3. . Infantry soldier is just one of the employments which may be chosen and
subsequently allocated. Approximately one third of a year's intake will be
allocated as Infantry soldiers. The selection requirements in terms of test
scores required are comparstively low, and the distribution of ability is

somevhat skewed, as is showm below.
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"WALIDATION

4. In 1976 a study vas undertaken by Killcross et al to determine the

wvalidity of the five battery tests in use st that time. Training eriteria

were used in this instance. The coefficients produced for different Army <ty
groups (Infantry, Royal Artillery (RA), Royal Corps of Transport (RCT), A
Royal Enginesrs (RE) and Royal Armoured Corps (RAC)) are shown below. . S d

Validity of Battery tests with different
* Army groups

[ ¢

= Validitye.
-multiple R

*

) .
Sbiiacddn ot

Inf RA RCT RE RAC

As can be seen the validity coefficient for the Infantry is lowsr thar
that for the other Arms and Corps investigated. This difference may have
been even greater if job performance criteria wers used, as one would
expeact greater degradation of training from lower adility groups such as
the Infantry. Job content in the Infantry is also less closely related
to attaimment type tests than training criteria and possibly job content
of wmore technical trades, snotber reason shown by Ghiselli (1966) to cause
low validity coefficients.

5. Since this work vas undertaken, the battery of 5 tests has been
revised. All the tests have been changed to consistent multiple~choice
format and the item content has been updated somevhat. The complete .
battery came into use in January 1981. At this point the problems of
validating the revised tests were first moted. Having 180 employments,
each with different entry requirements, it is both time-consuming and
ineffective to msnually match selection and training records for each
employment. It is essential that information is available for individual
training groups (different Arms and Corps undergo training of differenmt
types and lengths) as the validity estimate produced for a composite of
mixed training groups may be much lower than for the individual training
groups themselves (Killcross et al 1976). The use of the Army's
computerised manning and records system as a data base for validation is
an altermative approach.

- g ot Pl

549

o e
. R o = 2y

ol il o) "_“' .". 'l- . .- b P . B b L) »

Ty W N VO, T W) W-T WD S G VYD V. V- VLR, L, VO IO PR T ) 3 -2




6. A complete listing of soldiers allocated to the Iafantry for
November 1978 to October 1979 was obtained. As a sample, all those
allocated to the various regiments of the Prince of Wales Division were
selected. Trom the computerised system, limited information was then
availsble. This included (in addition to personal details) details of
initial selection (an overall grade only, no test-score details),
prowotion, specialist courses taken and exit dates. 4As a maximm, a soldier
from our sample would have served three and a half years. pev had

achisved promotion or specialist qualifications. The only eriteria
svailadble was length of service. If a soldier has a three year engagement
and vishes to leave at that three ysar point he must give notice at the

18 wonth point. PFrom our dats, we were therefore aware of the soldier's
plans to leave, even if he hsd mot yet left.

7. It was wot possible, {n this instance to use performance on the

0 basic training course as a criterion, as detailed records are not
available, and the pass/fail criterion recorded is inadequate as all
those soldiers remaining in the Infantry do in fact pass. When the
rasults of individual test scores were correlated with length of service,
negligible coefficients were produced ranging from 0.01 to 0.05. This is
as would be expected, due to lack of relevance, of the predictor to the

eriterion (Nagle 1953).

8. As has already been noted, the current economic climate has radically
sffected the size of the recruiting pool. In the past, vhen recruiting

was more difficult, the selection ratio was very high and for the Infantry
vas slmost equal to mnity(excluding those unsuitable on medical or security
;romdl). Under these circumstances no test wvill operate vith great
efficiency and in fact there may be little point in using the tests at all
(Taylor and Russell 1939). Now that the selection ratio is more favourable,
the validity of the tests becomes more important. Recommendations for
changes to the records system, vhich would allow suitable selection and
training data to be stored, are currently under discussion.

ATTRITION

9. The data analysed, did however, show variations of interest.

The Prince of Wales Division consists of a number of regiments, esch
recruited in a different area of the country. Some of the regiments

receive their basic training st the Prince of Wales training depot at
Crickhowell, South Wales, others at the second Prince of Wales depot at
Lichfield in the Midlands. Differences in attrition rates between

Divisions of the Infantry has already besen demonstrated in an earlier phase
of this project. Wastage rates varied from 20 - 50% for different divisions
(1979-80 figures). Now, further analysis has revesled differences between
depots vithin a division.

TR
BN s DS

550

[t ¥

-

.
.
.

.




POW Division
length of Service

w

[ ]

. C1 Lichfield

©y sm Crickhowell

Percent
leaving s

3

2

gt

01234585789 01NR2BUTS

Length of Service (months)

]'2 SRR
+

.
L
s
'

10. The pattern of wastage is, in fact, typical of the British Army as

p

- a vhole. During the first 6 months of service the recruit has the right to
B4 leave the Army either free or on payment of a nominal sum. This period

et covers the time spent in basic training. After the 6 month point the sum
N payable is much increased, and fewv people leave of their own choice until

the 3 yesr point, vhen their engagement may run out. The majority of the
sanple studied were in fact on 3 year engagements and most of those vho
remain after 6 months decided at some time during their first year to extend

their engagement. P

11.  Great differences between the two training depots are also evident.
Overall, attrition was. far greater for soldiers trained at Lichfield

(502 compared with 34X of Crickhowell trained soldiers). There are two

areas of importance, firstly, the period covered by initial (basic)

training at the depot itself (first six months) and secondly the numbers
leaving (or having given notice to leave) at the three yesar point,

In considering training wastage, it is not yet possible to separate the
overall effects of external and internal factors. Work carried out in

the Netherlands (Tromp, 1981) suggests that some proportion of wastage is
dependent on the attitudes and instructional regimes of the training depot
staff. These are internal factors., Work carried out in the UX (Dennison 1981)
further relates vastage to civilian unemployment, an external factor. However,
vhen examining subsequent attrition, ft is 1likely that, now the training depot

:-" is no longer influential, civilian unemployment is a major factor.

12. The link between civilian unemployment and attrition is obvious -~
"% as unemployment rises, fewer people leave the Army as of choice. During
-1 1980/8] unemployment has risen steeply in Britain and currently stands at
3 sbout 121 of the working population.
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Devon and Dorset, Avon and Gloucestershire.
originate from the Midlands and the South of England.

areas are showvn below.

Area

™ Lichfield
Crickhowell

553

Vastage is affected both directly and indirectly by unemployment
The direct effect {s {llustrated by the Crickhowell/Lichfield

Prince of Wales
Divisional
Recruiting

13.
rates.
differences. Soldiers originally trained at Crickhowell come from Wales,
Lichfield trained soldiers
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14. These regions have differing levels of unemployment as shown below.

'555.5::555~l:r§1n::43oulcrnl&::d:oulviip&:rsa
' 5
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Overall, <he Lichfield depot trains men from areas which have experienced
lower unemployment over ths past 3 years than those areas recruited to
Crickhowell. We would expect attrition, especially at the three year point
to be closely associated with regional unemployment. This effect would

be even stronger if individual regiments, drawn from one area only, were

considered. .

15. The effect of unemployment will be found throughout the initial
training period in addition to the internal effects of the depot iself.
Unemployment also affects the system indirectly. Increasing unemployment

is one factox which improves the quality and quantity of applicants coming
forvard, as shown by Bellany (1978). This improves the selection ratio

and therefore effectiveness of any testing procedure (Taylor and Russell 1939)
and incraases the proportion of brighter candidates in the recruitment pool.
Such a change has been observed over time in the British Army.
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" 16. Work carried out {nternstionally by the Technical Co-cperation Panel
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. . It follows that a higher ability intake will, over time produce fewer losses.

a3 Thie effect, will of course, operste with a time lapse and may now be making

X its first impressions on the vastage figures.

o CONCLUSIONS B

- 17. Though previous resesrch has been problematic and has produced only :~.‘:
lov valfidity coefficients, it is important to evaluate and monitor on a 3
regular basis, the validities of selection tests, particularly, as is .’

currently the case, in times of favourable selection ratios. Langth of
service is an inadequate criteria for this purpose. Unemployment has affected

S a’
PP Y T

b both recruitment to, and vastage from the Army, and local unemployment effects
- should be taken into account in a wodel vhich attempts to explain retention
. issues, in addition to factors in operation within the individual training
' depots. It is important to drav methodological conclusions in this instance. -
. . A broader approach to validation ;roblems should be adopted as potentially o
ey usefu) data may otherwise remain untapped.
o N
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