
Technical Paper 270 

•BT 

iFCHNICA1 BEPORT SECTION 
-AVAL POSTGRADUATE SCHOOL 
^OKTFMT, CAUFOJINM   93940 

AD A023112 

MEASURING CHANGES IN INSTITUTIONAL RACIAL 

DISCRIMINATION IN THE ARMY 

Peter G. Nordlie 
Human Sciences Research, Inc. 

and 

James A.  Thomas and   Exequiel   R.  Sevilla 
Army   Research   Institute for the  Behavioral  and  Social  Sciences 

SOCIAL  PROCESSES TECHNICAL  AREA 

U. S. Army 

Research Institute for the Behavioral and Social Sciences 

December 1975 

Approved for public release; distribution unlimited. 



U. S. ARMY RESEARCH INSTITUTE 

FOR THE BEHAVIORAL AND SOCIAL SCIENCES 

A Field Operating Agency under the Jurisdiction of the 

Deputy Chief of Staff for Personnel 

W. C. MAUS 
J. E. UHLANER COL, GS 
Technical Director Commander 

Research  accomplished 
under contract to  the  Department of the  Army 

Human  Sciences  Research,   Inc. 

NOTICES 

DISTRIBUTION: Primary distribution of this report has been made by AR I. Please address correspondence 

concerning distribution of reports to: U. S. Army Research Institute for the Behavioral and Social Sciences, 

ATTN:  PERI-P. 1300 Wilson Bouleverd, Arlington, Virginia 22209. 

FINAL DISPOSITION: This report rpay be destroyed when it is no longer needed. Please do not return it to 

the U. S. Army Research Institute for the Behavioral and Social Sciences. 

NOTE: The findings in this report are not to be construed es en official Department of the Army position, 

unless so designated by other authorized documents. 



Unclassified 
SECURITY CLASSIFICATION OF THIS PACE (When Dmtm Entered) 

REPORT DOCUMENTATION PAGE 
1.   REPORT NUMBER 

Technical Paper 270 

READ INSTRUCTIONS 
BEFORE COMPLETING FORM 

2. 30VT ACCESSION NO 3.    RECIPIENT'S CATALOG NUMBER 

4.   TITLE (end Subtitle) 

MEASURING CHANGES IN INSTITUTIONAL RACIAL 
DISCRIMINATION IN THE ARMY 

5.    TYPE OF REPORT ft PERIOD COVERED 

Final Report 
1 Feb 73-1 Feb lh 

6. PERFORMING ORG. REPORT NUMBER 

7. AUTHORO) 

Peter G. Nordlie (Human Sciences Research, Inc.), 
James A. Thomas and Exequiel R. Sevilla (ARI) 

8.   CONTRACT OR GRANT NUMBERf«) 

DAHC I9-73-C-OO37 

9.    PERFORMING ORGANIZATION NAME AND ADDRESS 

Human Sciences Research,   Inc. 
7710 Old  Springhouse  Road 
McLean,   Virginia    22101 

10.    PROGRAM ELEMENT. PROJECT. TASK 
AREA ft WORK UNIT NUMBERS 

2QI62IO8A7IO 

11.    CONTROLLING OFFICE NAME AND ADDRESS 

Deputy Chief of Staff  for Personnel 
DAPE-HRR 
Washington, DC 

12.    REPORT DATE 

December  1975 
13.    NUMBER OF PAGES 

68 
U.   MONITORING AGENCY NAME ft  ADDRESS^// dttlerent from Controlling Otllce) 

US Army Research Institute for the Behavioral 
and Social Sciences 
1300 Wilson Blvd 
Arlington, Virginia 22209 

15.    SECURITY CLASS, (ol thlm report) 

Unclassified 

15«.    DECLASSIFICATION/ DOWNGRADING 
SCHEDULE 

16.    DISTRIBUTION STATEMENT (ol thlm Report) 

Approved for public release; distribution unlimited 

17.    DISTRIBUTION STATEMENT (ol the mbmtrmct entered In Block 20, II dlltmrent Item Report) 

18.    SUPPLEMENTARY NOTES 

19.    KEY WOROS (Continue on revere» elde line ernry end Identify by block number) 

Race Relations in the Army 
Race Relations/Equal Opportunity 
Quantifying Racial Discrimination 
Measurement of RR/EOT Program Impact 

Equal Opportunity and Treatment 
Institutional Racial Discrimination 
Representation Index 
Method for Measuring Racial Discrimi- 

nation 
20.    ABSTRACT (Continue on reverae elde It nmcmmmmry end Identify by block number) 

A method was developed to measure changes in institutional racial 
discrimination in the Army.  Institutional racial discrimination is defined 
as a difference in what happens to people in an organization, a difference 
which is:  (1) correlated with skin color; (2) results from the normal 
functioning of the organization; and (3) operates to the consistent disad- 
vantage of persons of a particular skin color.  This concept is operation- 
alized into specific quantitative indicators. Differences in what happens 

DD /4 
FORM 
AN 73 1473 EDITION OF  1 NOV 65 IS OBSOLETE Unclassified 

SECURITY CLASSIFICATION OF THIS PAGE (When Dmtm Entered) 



 Unclassified  
SECURITY CLASSIFICATION OF THIS PAGE(T*7>«n Dmtm Enffd) 

20.  to whites and blacks in the Army were measured using specific quantita- 
tive indicators derived from comparisons of actual and the expected numbers 
of blacks in certain situations or having certain characteristics.  The 
expected number is that number of blacks one would expect if skin color were 
not related to that situation or characteristic. 

The following formula was used to calculate all the Representation 
Indexes used in the study: 

Representation Index 
[Actual Number   . 
Expected Number 

100 

By calculating indexes at different times, one can determine whether 
institutional discrimination is changing and in which direction.  The 
extent to which these indexes move toward zero is a measure of the extent 
to which institutional discrimination is being eliminated.  Total success 
is indicated if all indicators reach zero. 

Fifty-eight such indices were identified for examination.  The results 
show that color of skin was still highly related to what happens to persons 
in the Army.  Institutional racial discrimination was still occurring to 
some extent in the Army on almost all of the examined dimensions.  However, 
where data were available for prior years, the overall tendencies were 
toward reducing institutional racial discrimination on almost all of the 
dimensions.  The major exception was type of discharge, where the trend 
appeared to be in the opposite direction. 

Unclassified 
SECURITY CLASSIFICATION OF THIS PAGEf»Ti»n Data Enfrad) 



Technical Paper 270 AD A023112 

MEASURING CHANGES IN INSTITUTIONAL RACIAL 

DISCRIMINATION IN THE ARMY 

Peter  G.   Nordlie 

Human  Sciences   Research.   Inc. 

and 

James  A.   Thomas  and   Exequiel   R.  Sevilla 

Army   Research   Institute for the  Behavioral  and  Social  Sciences 

AR I   Field   Unit-Presidio  of   Monterey,  California 

Jack J.  Sternberg,   Field   Unit  Chief 

and 

Social   Processes  Technical  Area 
David   R.  Segal,   Chief 

Submitted  by: 

E.   Ralph   Dusek,   Director 

INDIVIDUAL  TRAINING  &  PERFORMANCE 

RESEARCH   LABORATORY 

Approved By: 
J. E. Uhlaner 
TECHNICAL  DIRECTOR 

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

Office, Deputy Chief of Staff for Personnel 

Department of the Army 

1300 Wilson Boulevard, Arlington, Virginia 22209 

December 1975 

Army   Project  Number 

2Q162108A743 

Race   Relations  Management 

DAHC  19-73-C-0037 

Approved for public release; distribution unlimited 



ARI Research Reports and Technical Papers are intended for sponsors of 
R&D tasks and other research and military agencies. Any findings ready for 
implementation at the time of publication are presented in the latter part of 
the Brief. Upon completion of a major phase of the task, formal recommen- 
dations for official action normally are conveyed to appropriate military 
agencies by briefing or Disposition Form. 



FOREWORD 

The Social Processes Technical Area of the Army Research Institute for the Behavioral and 
Social Sciences (ARI) is concerned with problems of social dynamics and interactions to help the 
soldier better adjust to the modern Army and to provide field commanders with techniques to 
increase unit competence. Programs in the Technical Area deal both with systematic research over 
wide areas and with immediate and specific problems, in this case developing a way to measure 
changes in institutional racial discrimination in the Army, in order to assess the impact of race 
relations/equal opportunity programs at Army installations. 

This Technical Paper reports on the concept, formulation, and operational development of the 
Representation Index system for measuring institutional racial discrimination which has been 
adopted and implemented by the Army. Results provided inputs which were used by the 
Department of the Army in revising its Affirmative Action Plan; the data can also be used by 
Army race relations trainers to provide better understanding of institutional discrimination. 
Research was conducted under Army RDTE Project 2Q162108A743, "Race Relations 
Management, Social Change and Race Relations," FY 1974 Work Program, as an in-house effort 
augmented by contracts with organizations selected as having unique capabilities in this field. The 
present study was conducted jointly by personnel of AR I and Human Sciences Research, Inc., 
McLean, Virginia, and is responsive to special requirements of the Director of Human Resources 
Development, Office of Equal Opportunity Programs, in the Office of the Deputy Chief of Staff 
for Personnel of the U.S. Army. 





MEASURING CHANGES IN INSTITUTIONAL RACIAL DISCRIMINATION IN 
THE ARMY 

BRIEF 

Requirement: 

To develop quantitative measures of institutional racial discrimination in the Army, in order to 
assess the impact of race relations and equal opportunity and treatment programs. 

Procedure: 

Institutional racial discrimination is defined as those standard practices of an organization 
which produce consistent discrimination. Specific quantitative indicators which reflect differences 
in what happens to whites and blacks in the Army are derived from comparisons of the actual and 
the expected number of blacks who are in a given situation or have a given characteristic-e.g., the 
actual number of black officers compared with the expected number of black officers. The 
expected number, in all cases, is how many one would expect to find in a situation if skin color 
were not related to that situation (i.e., the number to be expected by chance). A formula was 
developed to calculate the Representation Indexes used in this study: 

Representation  Index  -      [^Sttfe  x   100 J      -100 

Indexes were calculated for 58 dimensions of institutional racial discrimination over the 
11 -year period 1962-73, using data from Army personnel files. 

Findings: 

By 1973 the Army was becoming increasingly black at the enlisted level with little change at 
the officer level. Blacks were recruited and were reenlisting at much higher rates than whites. 
Substantial change had occurred toward more equitable distribution of blacks across all ranks. By 
1973 discrimination was evident only at the highest enlisted and officer levels and was being 
substantially reduced. 

Skin color still appeared highly related to type of job in the Army for both enlisted and officer 
personnel. Overall patterns showed a slight decline in this relationship, however. Past 
discrimination on Senior Service College eligibility and selection appeared nearly eliminated by 
1973. Blacks were far less likely than whites to be eligible for reenlistment, but those who were 
eligible reenlisted at a much higher rate than eligible whites. Black enlisted personnel were less 
likely than whites to leave the Army, but those who did were far more likely than whites to have a 
less than honorable discharge. Black promotion was slower than white promotion. As far as could 
be determined with current available records, this difference was not a function of educational 
level or AFQT score. 



A comparison of the distribution of black and white personnel across enlisted and officer ranks 
for the Army, Navy, Marine Corps, and Air Force for 1972 indicates much less discrimination in 
the Army than the other services. 

Utilization of Findings: 

The system for measuring institutional racial discrimination developed by this study has been 
adopted and implemented by the Department of the Army. Results provided inputs which were 
used by the Department of the Army in revising its Affirmative Actions Plan. Data can also be 
used by trainers in Army race relations courses to provide a better understanding of institutional 
racial discrimination and enhanced credibility among minorities. 
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MEASURING   CHANGES   IN   INSTITUTIONAL   RACIAL   DISCRIMINATION   IN 
THE   ARMY 

INTRODUCTION 

The Problem 

The Army has undertaken relatively massive programs to improve race 
relations and insure equal treatment for all its personnel.  The scope 
and magnitude of these programs is best given by the Department of the 
Army's Affirmative Actions Plan1 which details the total program. 

These programs have been implemented in the Army principally through 
Army Regulation 600-21,2 which specifies equal opportunity and treatment 
for all personnel with respect to enlistment, appointment, discipline, 
professional improvement, promotion, career progression, schooling 
assignments, retention, and separation in all components of the Army. 

Since 1970 the Army has probably put more energy and resources into 
efforts to improve race relations and equal opportunity than any major 
American institution. 

Race relations and equal opportunity (RR/EO) programs are designed to 
produce change and insure that racial discrimination is minimized.  The 
question then is:  To what extent have the programs achieved their 
desired effects? 

Objectives 

The objectives of this research were to: 

1. Conceptualize and operationally define institutional racial 
discrimination. 

2. Develop a method for quantifying and measuring institutional 
racial discrimination. 

3. Apply this method to current data on the Army and to data from 
prior years to establish baseline trends. 

2 

U.S. Army.  Headquarters, Department of the Army, Race Relations/ 
Equal Opportunity Affirmative Actions Plan.  Washington, D.C., 
2k  June I975. 

U.S. Army.  Army Regulation 600-21, Race Relations and Equal 
Opportunity.  Washington, D.C., 26 July 1973. 



This study has been limited to blacks vs. whites for the practical 
reason that too little data are currently available on other racial 
minorities to permit meaningful analysis.  The overall concept is 
applicable to any minority and can be adapted for future use with any 
minority as data become available. 

SYSTEM FOR MEASURING INSTITUTIONAL RACIAL DISCRIMINATION 

Concept of Institutional Racial Discrimination 

The term institutional racism has entered the language only recently. 
Carmichael and Hamilton3 first used the term; however, the concept itself 
appeared earlier in social science literature.  While emphasis and 
treatment of the concept differ, there is consensus on its major charac- 
teristics.  Institutional racism refers to the structure and functioning 
of institutions and not to individual attitudes or behavior.  Institu- 
tional discrimination may occur whether or not a formal racial 
discrimination policy exists.  Organizations may unintentionally dis- 
criminate while espousing a policy of nondiscrimination.  This report is 
concerned only with racial discrimination as it exists — intended or not. 
In general, institutional racism focuses on the discrimination practices 
of organizations and can occur quite independently of the attitudes and 
motivations of individuals who may unknowingly perpetuate it.  Frequently, 
institutional racism is said to be less visible than individual racism; 
however, this may only be because there has been less experience in 
looking for it.  Also, cumulative effects of institutional racism 
interact across institutions.  For example, an inferior education may 
interact with test scores required by other institutions for advancement 
with the end result of a lower standard of living. 

The presence of institutional racism can be detected and measured. 
For this study, institutional racial discrimination is operationally 
defined as a difference in what happens to people in terms of personnel 
actions such as assignment, promotion, or discharge in an organization-- 
a difference which is (l) related solely to skin color, (2) results 
from the normal functioning of the organization, and (3) operates to the 
consistent disadvantage of persons of a particular skin color.  The term 
racial discrimination rather than racism is used here because the mental 
connotation of discrimination is closer to the operative concept. 

Carmichael, Stokely S., and Hamilton, Charles V.  Black Power:  The 
politics of liberation in America.  New York:  Random House, I968. 
Discussed in Knowles, L. L., and Prewitt, K. (eds.).  Institutional 
racism in America.  Englewood Cliffs, N.J.:  Prentice-Hall, I969. 

- 2 - 



Measurement of Institutional Racial Discrimination 

Representation Index.  The following formula is used here for 
measuring different dimensions of institutional discrimination: 

x J       Actual Number   n.. 1   n _._ Representation Index =  = . . ■—r— x 100   - 100 r Expected Number 

Where Actual Number - The number of blacks having the particular 
characteristic under consideration 

Expected Number     = The Expected Percentage times the number 
of individuals in the base population 
(total number of personnel having the 
particular characteristic under consid- 
eration), where the Expected Percentage 
is the percentage of blacks normally 
expected to have that characteristic if 
no association between skin color and 
that characteristic exists. 

By dividing the Actual Number by the Expected Number, a ratio is created 
which expresses the extent to which the Actual Number is greater or 
lesser than the Expected Number.  Multiplying by 100 converts the ratio 
to a more readily understood percentage.  By subtracting 100 from the 
product, we create an index which is zero when the actual and expected 
numbers are the same.  The meaning of such an index can thus be read 
directly:  If the indicator is zero or close to it, there is no evidence 
of over- or underrepresentation of minority members on that dimension. 
If the indicator is ^0$, then the number of blacks found to have that 
particular characteristic—being an E6, for example--is kOfi  greater 
than would be expected if skin color were not related to that character- 
istic.  If the index is -1+0$, then 1+0$ fewer blacks have that 
characteristic than would be expected if the null hypothesis of no 
association with skin color were true.  As already noted, the goal of 
RR/E0 programs is to drive all such indicators to zero.  If all 
indicators were zero percent or close to it (except for those dimensions 
over which the Army has no control), one would interpret that as 
evidence of the successful elimination of institutional racial discrimi- 
nation in the Army.  If one examines the Representation Indexes for any 
particular dimension at different points in time, one can see immedi- 
ately the extent to which the indicators are changing and thus readily 
identify those areas which are and are not changing in the desired 
direction. 

There are several problems or limitations in applying this index. 
In those cases where the Expected Number is very small, a change of one 
or two cases in the Actual Number will make very large differences in 
the indicator.  While this is not an inaccuracy, it could be misleading, 
and special care should be taken in interpreting those cases where the 
Expected Number is less than 50.  A second problem is that when the 
Actual Number was zero, the index is -100$ regardless of the magnitude 

- 3 - 



of the Expected Number.  A third limitation concerns the importance of 
selecting the appropriate population for the determination of the Expected 
Percentage.  In determining institutional discrimination, different indices 
result if the Expected Percentage is from the total number or from a 
subgroup.  The most appropriate selection of population sample will 
depend upon the purpose for which the index is to be used. 

Application of the System to the Army 

The measurement of institutional racial discrimination in the Army 
focused on the ways in which the normal functioning of the Army results 
in differential effects on personnel which can be related to their skin 
color.  The emphasis in this study is on a comprehensive set of Army 
personnel decisions in order to determine the extent to which any of 
them impact differentially on white and black personnel.  From available 
data and the question of the major impacts of the Army on its personnel, 
seven decision areas were identified:  (1) Racial composition of the 
Army, (2) distribution of personnel across ranks, (3) distribution of 
personnel across occupational specialties, (k)   types of assignments, 
(5) school eligibility and selection, (6) racial composition of acces- 
sions and reenlistments, and (7) racial composition of separations. 

A total of 58 dimensions were identified and described, 3 to 18 
dimensions in each of the seven general areas.  For each dimension a 
Representation Index was computed for every other year over an 11-year 
period beginning in I962.  However, data were not available for some 
dimensions for all years.  Data for bar graphs for each dimension were 
computed to reflect trends or changes in the Representation Indexes 
over the years for which data were available.  Appendix A provides the 
data from which the Representation Indexes were calculated. 

Source of Data.  For the most part, the data for this study are 
contained in Army personnel files.  Collection of primary data was 
unnecessary.  In past years, some statistics were not collected by race, 
and therefore no data exist for some indicators except for very recent 
years. 

There were four primary sources of data:  (1) The Officer Master 
Tape Record, (2) the Enlisted Master Tape Record, (3) records from the 
Office of Equal Opportunity Programs, and (h)   data published by the 
Department of Defense, Office of the Assistant Secretary of Defense 
(Equal Opportunity).  The original plan envisioned that almost all of 
the data needed could be extracted from the Officer Master Tape Record 
and the Enlisted Master Tape Record, supplemented where necessary from 
records provided by the Office of Equal Opportunity Programs and the 
Department of Defense.  During the study, problems were encountered in 
obtaining and utilizing the data from the Master Tapes, and in the end 
almost all the usable data came from the Office of Equal Opportunity 
Programs records and the Department of Defense records (primarily, The 
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Negro in the Armed Forces:  A Statistical Fact Book4).  The data diffi- 
culties limited the original plans for the study but it is believed 
that enough data were obtained to illustrate the application and utility 
of the entire concept. 

All of the Representation Indexes were calculated from total popu- 
lation data, so there are no sampling considerations.  Over the 11-year 
period examined in this study, the total size of the Army changed sub- 
stantially.  The increases and decreases in total size are important to 
remember in looking at the indicator data over time; many indicators 
show a remarkable stability despite the large changes in total size.  The 
total size of the Army during the period studied is shown in Figure 1. 
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Figure 1. Total strength of the Army, 1962 through 1973 

U.S. Department of Defense, Deputy Assistant Secretary (Equal Oppor- 
tunity) .  The Negro in the Armed Forces:  A statistical fact book. 
Washington, D.C., 15 September 1971. 
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RESULTS 

This section presents both the results of applying the measurement 
system to Army data in each of the seven general areas and the data for 
each Representation Index. 

Racial Composition of the Army 

This area is a global one which focuses on the extent to which the 
black-white composition of the Army is similar to or different from the 
black-white composition of the total population of the country.  The 
particular racial composition that exists in an organization defines 
many elements of the social environment of that organization and is an 
important determinant of the experiences people have in that organization. 

The Expected Percentage used in this comparison is the percentage of 
blacks in the total U.S. population; a basic assumption is that the Army 
neither intends nor wants to draw its personnel from any particular 
racial group or to exclude any particular racial group.  If no factors 
were operating to produce selectivity on the basis of skin color, then 
one would expect the racial composition of the Army to approximate the 
racial composition of the country.  The Expected Number for the following 
three indicators was calculated on the basis of percentage of blacks in 
the total population for that year:  (1) Total number of personnel in 
the Army, (2) number of officers and warrant officers, and (3) number of 
enlisted personnel.  For the fourth composition indicator--number of 
Regular Army (RA) commissions--the expected number was the percentage of 
officers who are black multiplied by the number of officers who have RA 
commissions. 

Figure 2 shows these four indicators in the form of bar graphs for 
every other year beginning in I962 and extending through 1973«  This 
time interval provides an 11-year span over which to examine the changes 
that have occurred. 

Looking at the Representation Indexes for total number of personnel 
in the Array, one sees that until 1972 the black-white composition of the 
Army was quite similar to that in the total population and varied between 
three and eight percent over the percentage expected.  In 1972, for 
blacks, a sharp increase over expected percentage is noted.  This increase 
actually began in 1971 where it rose to +21$ (1971 data not shown) and 
continues into 1973 where it reached +77$ (Figure 2).  Most of this 
increase is in enlisted grades only and reflected the sharp rise in black 
enlistment and reenlistment as well as the relative decline in white 
enlistment and reenlistment.  What is shown here is a strong trend toward 
overrepresentation of blacks in the Army  in the enlisted grades and 
almost no corresponding change in the underrepresentation of black 
officers. 

These data show a remarkable consistency over eleven years in what- 
ever factors resulted in maintaining the black officer strength at 
about 3 to hi)  of the total number of officers.  This consistency is even 
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more dramatic when one realizes that in that period the size of the 
officer corps increased by more than half from I962 to I968 and then 
declined to below the I962 level. 

The enlisted grades are also consistent until 1972.  It would appear 
that between 1970 and 1972 whatever factors had produced this consistency 
changed critically and established an entirely new pattern.  At least 
two specific factors can be noted.  First, there was a large difference 
between the rates at which whites and blacks left the Army between 1970 
and 1973»  White enlisted strength decreased k-2  percent in this period, 
whereas black enlisted strength decreased only 8 percent.  Second, black 
enlistment rates rose sharply during this same time period. 

With respect to Regular Army commissions, the tendency for the 
underrepresentation of blacks continues. 

Distribution of Personnel Across Ranks 

Here, the concern is with the distribution of black officers and 
black enlisted personnel.  Rank was considered a random variable with 
respect to skin color.  This would mean that the expected percentage of 
blacks at any rank would be about equal to the overall percentage of 
officers who are black.  Similarly, the expected percentage of blacks 
in any enlisted grade would be about equal to the percentage of black 
enlisted personnel.  However, one could argue, and perhaps justifiably, 
that officer rank is not a random variable; to I968, black officers were 
concentrated in the lower grades (01-03) and hence were not eligible 
for the higher grades.  This concentration inflates the expected number 
used in computing the Representation Indexes, particularly for the 
higher grades, and results in larger indications of underrepresentation 
than may actually be the case for these ranks. 

In Figure 3> tne Representation Indexes for active duty commissioned 
officers are shown for each rank back to I962.  The indexes for each 
different rank are not independent for a given year in the sense that 
if blacks are underrepresented in some ranks, they are necessarily over- 
represented in some others; this means that there is a certain amount of 
redundancy in the presentation.  The overall pattern is one in which 
black officers tend to be underrepresented in the lower ranks, over- 
represented in the middle ranks, and grossly underrepresented in the 
higher ranks.  Over time, there is a fairly consistent trend toward 
reducing the magnitude of the Representation Indexes.  By 1973» the 
differences from zero are quite small through the rank of 0^-.  The 
higher ranks, while showing a substantial amount of discrimination, also 
show the greatest changes.  At the rank of 05, underrepresentation of 
over 70$ in the early sixties has given way to an overrepresentation of 
blacks by 27$ in 1973-  At the 06 and 07 levels, where there were 
virtually no black officers in the early sixties, a change to -53$ and 
-41$, respectively, is shown by 1973«  These trends show rather strong 
changes in the direction of reducing discrimination on this dimension. 
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The comparable data for enlisted personnel are shown in Figure k. 
The El grade has been omitted since promotion from El to E2 is automatic 
at the end of eight weeks of Basic Training.  The general pattern is 
quite similar to the officer pattern; blacks are grossly underrepresented 
in the highest grades--E8 and E9.  The under- or overrepresentation of 
blacks appears small for the lower grades, E2 to E4.  Again, we see a 
tendency for the overrepresentation of blacks in the middle grades.  It 
is almost as if there were two different grade structures — one for whites, 
the highest of which is E9» and one for blacks, the highest of which used 
to be E6 and has now become E7.  Again, we see evidence of continuous 
change in the direction of lessening discrimination.  By 1973» there was 
very little evidence of discrimination in grade distribution through the 
grade E7, although E8 and E9 grades were still relatively unoccupied by 
blacks. 

Figures 3 and k   show how the Representation Indexes for each rank 
have varied over time.  One can also view the same data from the perspec- 
tive of the Representation Indexes for all ranks for a given year.  The 
data shown in Figures 3 and k   are presented in this format in Figures 5 
and 6, in which it is easier to see the year-to-year changes in the 
total pattern.  In Figure 5» f°r example, one can clearly see the change 
in the overall pattern from I962 to 1973-  In 19^2, the discrepancies 
for all ranks were relatively large compared with 1973»  In this period 
discrimination on this dimension has clearly decreased.  A similar 
pattern is seen in Figure 6 for enlisted grades. 

Skin color and career progression are inversely related, but the 
relationship is decreasing over time. 

Distribution of Personnel Across Occupational Specialties 

The Army has many different jobs to which an individual can be 
assigned.  The differences in job assignments are reflected by branch-- 
e.g., Infantry, Artillery, Engineers--and further by the Military Occu- 
pational Specialty (MOS^ assigned each individual.  The Army has over 
20 branches and over UOO Military Occupational Specialties.  The Expected 
Percentage of blacks in all branches and all MOS is the same as the 
percentage of blacks in the Army.  Although it might be useful to deter- 
mine the Representation Indexes for each branch and each MOS, such data 
would be cumbersome to present.  For the purposes of this study, a 
coarser grouping of job types is examined (Figures 7 and 8).  Eight 
categories of occupational specialties for officer personnel and ten for 
enlisted personnel are provided from a Department of Defense statistical 
fact book.5  The Expected Percentages used are the percentages of black 
commissioned officer and black enlisted personnel in the Army. 

U.S. Department of Defense, 1971, op. cit. 
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Figure 7 shows that black officers have always been underrepresented 
in four categories: General and Executive Officers, Intelligence Officers, 
Scientists and Professionals, and Medical Officers.  On the other hand, 
they have always been overrepresented in:  Supply, Procurement and Allied 
Officers; and Adminstrators.  For Tactical Operations Officers and 
Engineering and Maintenance Officers, the over- or underrepresentation 
is less clearcut or consistent.  The trends over time are less clearly 
patterned.  Some of them show a trend toward zero, some show no change, 
and some, like Medical Officers, appear to show a trend away from zero. 

Looking at the enlisted data in Figure 8, one sees a similar pattern. 
In that, there is clear indication that occupational specialty is related 
to skin color.  In four of the ten categories, there has been a rather 
clear trend toward zero--e.g., for Infantry, Gun Crews/Allied Specialties, 
the percent of overrepresentation of blacks declined from a high of Gk^o 
in 196^ to only 10$ in I972.  However, in the other six categories, the 
trend was toward greater discrimination. 

Skin color is a factor clearly related to the kind of job one has in 
the Army, and while some changes are reducing this relationship, others 
are not.  One point is that generalizations about institutional racial 
discrimination are difficult; a statement about institutional racial 
discrimination must be extremely specific about a particular dimension. 

Types of Assignments 

Assignments in the Army can vary in other ways than in occupationaj 
specialty, command versus staff assignment for example.  Command experi- 
ence has been required for further promotion for senior field grade 
officers.  Staff assignments can vary in desirability, status, and 
prestige; the variations are usually associated with proximity to the 
center of authority.  The importance of such variables for career 
progression is not formally recognized but is widely believed.  In any 
case, there should be no difference in assignment with respect to skin 
color. 

Not much data were available; data were obtained for officers in 
command, deputy command, or executive positions for two years, and data 
were found for two indicators regarding staff assignments for one year. 
These yield the Representation Indexes shown in Figure 9« 

Somewhat surprisingly, in view of the underrepresentation of blacks 
in the General Officer category, for 1972 and 1973 blacks were slightly 
overrepresented in command positions.  This means that although it was 
less likely for blacks than whites to have higher rank, those blacks 
who had higher rank were somewhat more likely than whites to have a 
command assignment.  This may have occurred because in both 1972 and 
1973 blacks were overrepresented at the 05 level (see Figure 3), with 
the consequence of an overrepresentation of blacks in command positions. 
These results also show a moderate tendency for blacks to be under- 
represented in high status staff positions (D.2 and D.3 in Figure 9)» 
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Data were insufficient to establish whether these indicators have been 
changing, and, if so, in what direction. Additional indicators should 
be defined in this area and examined over time. 
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Figure 9.  Representation Indexes for type of assignment 
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School Eligibility and Selection 

The shape and rate of progression of an Army career is highly in- 
fluenced by the schools attended, especially in the higher ranks.  The 
Senior Service Colleges prepare officers for positions of high responsi- 
bility with large units of the combined arms or with headquarters of the 
major commands as commanders or as staff officers.  For Army officers, 
there are three major Senior Service Colleges:  the Army War College, 
the National War College, and the Industrial College of the Armed Forces. 
The Army also sends token representation to the Senior Service Colleges 
of the other services and of several NATO countries. 

Data were available on Army personnel for eligibility, nomination, 
and selection to the three major Senior Service Colleges.  Data were 
not available for Command and General Staff College.  The total numbers 
for each school individually are too small for meaningful indicators to 
be calculated, so figures for all colleges have been combined.  Even so, 
the Expected Numbers for nomination and selection are below 50, and 
therefore, the indicators are relatively less stable from year to year. 
The indicators were: 

E.l  Senior Service Colleges—officers eligible 

E.2  Senior Service Colleges--officers nominated 

E.3  Senior Service Colleges--officers selected 

Eligibility means that the individual has met the eligibility require- 
ments for the colleges.  Nomination means he was recommended by his 
commander, and selection means he was one of those chosen out of the 
total group nominated to attend the college.  In calculating the Expected 
Number of each indicator, the percent of blacks at the rank of 05 and 06 
was used.6 

Figure 10 shows some indicators on Senior Service College eligibility, 
nomination, and selection.  Data by race prior to 1970 could not be 
found.  Blacks were underrepresented among officers eligible and those 
nominated.  By 1973» however, the indicators were essentially at zero. 
Of those nominated in 1971» black officers were underrepresented in 
that group which was finally selected.  However, in all other years, 
despite underrepresentation among those nominated, blacks were over- 
represented with respect to selection. 

Overall, there are insufficient data on school eligibility and selec- 
tions to draw strong conclusions.  The data do suggest, however, that 
marked differences between whites and blacks occur on these dimensions, 
and such data should be recorded on these and other schools in the future 
to monitor the trends. 

There is some error in using that percentage because an unknown 
number of senior 06s were not eligible. 
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Racial Composition of Accessions and Reenlistments 

The racial composition of the Army is determined, over the long run, 
by the racial composition of accessions, reenlistments, and separations. 
Most officer personnel enter the Army in one of three ways, these are 
examined by the first three indicators in this area: 

F.l Officers commissioned from the U.S. Military Academy (USMA) 

F.2 Officers commissioned from Officer Candidate School (OCS) 

F.3 Officers commissioned from Reserve Officers' Training Corps (ROTC) 
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There is some question here about what should be used as the Expected 
Percentage.  OCS draws some proportion of its students from the NCO 
ranks, but since all three draw primarily on the civilian population 
for their candidates or cadets, the percentage of blacks in the popula- 
tion was used as the Expected Percentage. 

Figure 11 compares indicators for those three sources of officers 
since 1970.  High discrimination is evidenced by the consistently high 
underrepresentation of blacks.  The U.S. Military Academy and Officers 
Candidate School show steadily decreasing Representation Indexes since 
1970, although ROTC is not as consistent. 
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Figure 11.  Representation Indexes for racial composition of 
accessions and reenlistments-Officer accessions 
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Data were located for seven appropriate indicators for enlisted 
personnel: 

F.k    Personnel recruited 

F.5a Array of the U.S. (AUS) eligible to reenlist 

F.5b First-term Regular Army (RA) eligible to reenlist 

F.^c Career eligible to reenlist 

F.6a AUS reenlisted 

F.6b First-term RA reenlisted 

F.6c Career reenlisted 

The first indicator shows the representation of blacks in the total 
number of enlisted recruits; the percentage of blacks in the total popu- 
lation is used as  the Expected Percentage.  In Figure 12, one sees 
the rapidly increasing overrepresentation of blacks in enlisted recruits; 
the Representation Index rises from -%  in I97O to +87$ in 1973.  The 
fact that the input into enlisted grades is becoming increasingly black 
while blacks continue to be grossly underrepresented in officer acces- 
sions can hardly help but produce problems. 

Figure 12 also shows reenlistment first in terms of those eligible 
to reenlist, and then that proportion of those eligible who actually 
reenlisted.  Indicators are presented separately for three categories of 
personnel:  draftees (AUS), those completing their first Regular Array 
term (first-term RA), and those completing two or more Regular Army 
terms (career).  For each of the three eligibility indicators, the 
Expected Percentage used is the percentage of blacks in that category 
(e.g., for F.^a AUS, Eligible to Reenlist, the percentage of draftees 
eligible to reenlist who are black is used).  For each of the three 
actual reenlistment indicators, the Expected Percentage used was the 
percentage of blacks in that category who were eligible to reenlist. 

Except for black careerists in 1970 and 197lt blacks were under- 
represented in all eligibility categories.  Whatever factors were 
operating resulted in the decreased likelihood of blacks being eligible 
to reenlist.  However, for those who were eligible, blacks reenlisted at 
a much higher rate than whites. 

Indicators for accessions and reenlistment show sharply evidenced 
differences between what happens to whites and blacks. 

Racial Composition of Separations 

The other side of the coin from accessions is separations. Here one 
can also look at the type of discharge: (l) honorable, (2) general, (3) 
undesirable, (k)   bad conduct, and (5) dishonorable. 
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Either honorable or general discharges entitle an individual to full 
veterans' rights and benefits; undesirable and bad conduct discharges 
reduce these benefits, and dishonorably discharged personnel are usually 
not entitled to them.  A general discharge is a separation under honorable 
conditions of an individual whose military record is not quite good enough 
to warrant an honorable discharge.  An undesirable discharge is an admin- 
istrative separation from the service which may be issued for unfitness, 
misconduct, homosexuality, or security reasons.  A bad conduct discharge 
will only be given following an approved sentence of a general or special 
court-martial.  A dishonorable discharge will only be given following an 
approved sentence of a general court-martial.  Since separation data on 
officers by type of discharge and race were not available, only enlisted 
data are shown. 

A total of six indicators were identified in this area: 

G.l Total separations--enlisted 

G.2 Honorable discharge 

G.3 General discharge 

G.k Undesirable discharge 

G.5 Bad conduct discharge 

G.6 Dishonorable discharge 

For total separations, under the assumption that race is not related to 
separation from the Army, the Expected Percentage used is the percentage 
of black enlisted in the Army.  For the other indicators, under the 
assumption that the race is not related to type of separation, the 
Expected Percentage used in all five cases is the percentage of total 
separations which are black. 

The Representation Indexes for these six dimensions are shown in 
Figure 13 for the years I97O through 1973-  In terms of total separations, 
blacks were underrepresented, meaning that a greater proportion of whites 
left the Army than blacks.  Comparison of types of discharge shows that 
blacks were slightly underrepresented in the honorable discharge category. 
From there on, as the negative character and severity of the type of 
discharge become apparent, the extent to which blacks were overrepresented 
becomes greater.  This means that while proportionally fewer blacks left 
the Army, those who left had a greater likelihood of being less than 
honorably discharged than whites.  It should be noted that the total 
number of general and undesirable discharges has decreased substantially 
from I97O to 1973 (Appendix A, G.2 and G.3)-  The proportions of bad 
conduct and dishonorable discharges for blacks, however, have risen 
steadily since I97O (Figure 13).  The dishonorable category, in I973 in 
particular, shows blacks 158$ overrepresented.  These data on types of 
separations undoubtedly relate to criminal justice data, for which we 
obtained insufficient data to include as a major area of study.  However, 
it was possible to calculate Representation Indexes for 1972 and 1973 
for the population in confinement and correctional treatment facilities. 
That these were +110$ and +83$, respectively, shows that blacks are much 
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more likely than whites to have been punished by the military justice 
system.  There is a strong relationship between skin color and type of 
discharge. 

A Comparison of Representation Indexes 

So far, we have considered data on particular indicators or groups 
of indicators as they have changed over time.  It is also useful to 
'look at all indicators for a given point in time.  In Figure 11+ the 
total set of indexes is shown for the end of 1973» to provide a sense 
of the relative magnitude of the different dimensions.  The magnitude 
of the indicators varies considerably.  Such an array summarizes the 
overall state of institutional racial discrimination in the Army at a 
particular time.  It also suggests a program agenda for the future, if 
total program success is seen as all indicators zero. 

The largest discrepancies do not necessarily indicate the areas 
where change is most needed, however.  To judge relative importance of 
a dimension, information on at least three other factors must be 
combined with the Representation Index: 

1. How many people are adversely affected by discrimination on 
this dimension? 

2. What is the relative seriousness of discrimination on this 
dimension to the people affected? 

3. To what extent are the factors which are the sources of 
discrimination on this dimension under the control of the Army? 

For example, discrimination in promotions affects everybody; this area 
is one of the most important for blacks;  and the Army has control over 
many of the factors which affect promotions.  By contrast, discrimination 
in selection for Sergeants Major Academy affects comparatively fewer 
people and is not an area which has been identified in previous studies 
as a particularly important source of frustration by blacks.  It is 
probably less important than discrimination in promotions. 

Blacks and whites were generally different with respect to number 
of months to attain present rank, in that black promotion lagged behind 
white promotion (Figure I5) .  It is possible that differences in educa- 
tion or intelligence might have been responsible for some of these 
results.  A separate analysis examined promotion time for blacks and 
whites with education and AFQT score variables held constant.  The 

Nordlie, Peter G., and Thomas, James A.  Black and white perceptions 
of the Army's Equal Opportunity and Treatment programs.  ARI Technical 
Paper 252.  May I97U.  (NTIS No. AD 919 587) 
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Figure 15. Mean number of months to make present rank for blacks and whites 
(E4, E5, E6, E7, E8, E9 combined). 

-  27  - 



results, as far as could be determined with the current available records, 
indicated that the promotion time difference was not a function of edu- 
cation level or AFQT score. 

Comparison with Other Services 

It was possible to obtain sufficient data to compare the Army with 
the other three military services on two indicators.  Figure l6 compares 
the distribution of enlisted personnel across the ranks E2 through E9 
among the four services in 1972, and shows that discrimination on this 
dimension was greater in the other three services at that time than in 
the Army.  In the Navy and the Marine Corps, blacks were underrepresented 
at every level above E2.  The Air Force pattern indicated less discrimi- 
nation than in the Navy and Marine Corps but more than in the Army. 
Figure 17 shows a somewhat similar pattern for officers.  Black officers 
tended to be even more underrepresented at higher ranks and overrepre- 
sented at the lower ranks, except in the Army, where the underrepresenta- 
tion is less at the higher ranks and the overrepresentation occurs at 
the middle but not at the lower ranks. 

The interpretation of the data in Figures l6 and 17 would be greatly 
facilitated if one could examine the indicators over time.  For example, 
Figure 17 does not indicate whether the Navy and Marine Corps are 
unusually successful in recruiting black junior officers or whether it 
is difficult for a black to be other than a junior officer in these 
services.  Examining these indicators over a number of years would 
provide the answer. 

The two graphs provide a minimum comparative context for the Army 
data.  Although the data have demonstrated racial discrimination in the 
Army, the Army was already clearly ahead of the other services in 
reducing discrimination in 1972. 

DISCUSSION AND CONCLUSIONS 

This study may be the first detailed quantitative diagnostic exami- 
nation by a major organization of its own institutional racial discrimi- 
nation. 

General Patterns of Institutional Racial Discrimination in the Army 

General patterns in the data appeared with a high order of consistency. 
With only a few exceptions, blacks tended to be underrepresented on more 
desirable dimensions and overrepresented on less desirable dimensions. 
The racial composition of the Army has been clearly becoming increasingly 
black at the enlisted level with little change in the total black officer 
component. 
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Figure 16. Comparison of Representation Indexes for enlisted grades (E2-E9) 
for the four services for 1972 

-  29 - 



Percent Blacks Underrepresented Percent Blacks Overrepresented 
-100-90-80-70-60 50^0-30-20-10  0 10 20 30 40 50 60 70 80 90 100 

♦ 07+ 

06 

05 

Air Force   04 M 

03 ^M 

02 I 

01 

Marine 
Corps 

Navy 

Army 

*07+ 

*06 

*05 

*04 

03 

02 

01 

*07+ 

*06 

05 

04 

03 

02 

01 

mm^mm 

mmmm^m^                                              765 tmm■^ 

•   Expected Number less than 50 

Figure 17.  Comparison of Representation Indexes for officer ranks for the four services 
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In terms of the distribution of blacks across ranks at both the 
enlisted and officer levels in 1975» it is clear that blacks were 
becoming distributed more equitably.  The tendency for blacks to occupy 
the lower ranks disproportionately to the higher ranks was still present, 
but far less than it had been in the Army and still was in the other 
services.  For enlisted personnel, by 1973 blacks were distributed very 
close to expected number in all grades from E2 through E7.  Blacks were 
still underrepresented at the E8 and E9 levels, but the trend was clearly 
toward decreasing underrepresentation.  For officers, the underrepresen- 
tation at the 01 and 02 levels showed a declining input of black officers 
into the Array, but that underrepresentation was still fairly small.  At 
the 03 and Ok   levels, expected and actual numbers were almost equal by 
1973»  Overall, there was little evidence of discrimination in rank 
distribution in 1973 at levels 01 through 05.  As with the highest two 
enlisted grades, much greater underrepresentation of blacks appeared at 
the highest ranks of 06 and above, but the trend was in the direction of 
less discrimination. 

In terms of occupational specialties there appeared to be a clear 
association of type of job and skin color, generally in the expected 
directions; blacks tended to be underrepresented in the higher status, 
more technical jobs and overrepresented in the others, both for enlisted 
and officer personnel.  One exception to the overall pattern was the 
overrepresentation of blacks in command positions. 

Whatever determined eligibility and nomination to Senior Service 
Colleges appeared to work to the disadvantage of blacks.  However, this 
disadvantage was not evident in selection to the colleges, and by 1973 
there was little evidence of discrimination. 

In officer accessions, all three major sources--U.S. Military 
Academy, Reserve Officers' Training Corps, and Officer Candidate School-- 
fell far short in attracting blacks from the civilian population in 
proportion to their numbers.  At the enlisted level, black recruitment 
has shot upward relative to white recruitment.  Blacks were less likely 
to be eligible to reenlist than whites, but those who were eligible 
reenlisted at a much higher rate than eligible whites. 

In examining enlisted separations, blacks were underrepresented among 
those separating and among those with honorable discharges.  As the 
severity and undesirable nature of the less than honorable discharges 
increased, the overrepresentation of blacks having those discharges also 
increased. 

Clearly, color of skin was still highly related to what happened 
to persons in the Army.  Institutional discrimination was still occurring 
to some extent in the Army on almost all of the indicators used. 

Where data were available for prior years, with few exceptions, over- 
all tendencies toward reducing institutional racial discrimination 
appeared on almost all dimensions.  The major exception to this trend 
was on type of discharge. 
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Some kinds of changes can only take effect over time, particularly 
distribution of rank.  Years must elapse after the first black became an 
07 before there could be a black 09. 

Overall, there is considerable evidence for substantial changes toward 
decreased discrimination.  It is not possible to judge from the indicators 
over time whether or how these changes are related to the introduction of 
Race Relations and Equal Opportunity programs in the early 1970's.  Most 
of the data on change tends to show slow, gradual change since I962 and 
no particularly sharp impact in the early 1970's.  However, many dimensions 
such as school eligibility and selection for which no early data exist 
are believed to have changed dramatically since 19&9» 

A separate analysis examined the effects of education and AFQT score 
on time to promotion.  Whites and blacks differed markedly on time to 
promotion; whites generally required fewer months than blacks to make 
present rank.  Differences in education and AFQT score did not account 
for this difference, as far as could be determined with available 
records. 

Use of Results 

Misunderstandings should be guarded against with respect to the 
meaning of Expected Number and with respect to the role of intention and 
responsibility for institutional racial discrimination. 

Expected Number does not mean quota, and it does not mean that quantity 
which is correct or desired.  It simply refers to the number which would 
result if factors associated with skin color were not operating.  It is 
essentially a reference point. 

The Representation Indexes provide information about what has 
happened, not what was intended to happen, to whites and blacks in the 
Army.  They say or imply nothing about whether the Army intended to 
differentiate between blacks and whites or was responsible for such 
differences. 

In summary, this study has broken new ground in the development of 
measures of institutional racial discrimination.  Although many questions 
remain unanswered, the system of measures appears to be a useful tool 
in diagnosing institutional discrimination.  The system of measures 
might profitably be adopted and implemented by the Department of the 
Army to monitor changes in institutional racial discrimination in the 
Army.  Appendix B describes the total system as suggested for implemen- 
tation, including additional dimensions essential to obtaining a fully 
comprehensive overview of institutional discrimination.  Research should 
also be initiated to develop systems for measuring changes in institu- 
tional racial discrimination occurring in lower Army organizational 
echelons.  Indicator data derived from this study might be included in 
race relations education and training programs.  Use of such data in 
training programs might increase the understanding of institutional 
racial discrimination among whites and enhance the credibility of the 
Army among minorities. 
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APPENDIX A 

DATA AND CALCULATIONS FOR EACH 
REPRESENTATION INDEX 

In this appendix are all the data and sources of data used in this 
report.  Section I:  Primary Data provides the actual data used in the 
calculation of each Representation Index.  Each table presented is 
keyed to the designation of the Indexes in the report.  For example, 
the first table, A.l Personnel in the Army, is the source of the bar 
diagrams presented in the first box in Figure 2 which is also labeled 
A.l. 

In each table in this appendix, below the columns headed Expected 
Percentage, Base Population, and Actual Number, a source designation 
code refers to the particular source of that data as listed in Section 
II:  List of Data Sources. 
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SECTION I:  PRIMARY DATA 

A.l    PERSONNEL IN THE ARMY 

Base Population is: Total personnel in the Army 
Expected Percentage is: Percentage of blacks in U.S. population 

Expected 
Base Population 

950,132 
1,079,981 
1,402,727 
1,459,491 
1,229,707 

858,341 
777,779 

Year 
1962 
1964 
1966 
1968 
1970 
1972 
1973 

Percentage 
10.6 
10.8 
10.9 
11.0 
11.1 
11.2 
11.2 

Expected Number 
100,714 
116,638 
152,897 
160,544 
136,497 
96,134 
87,111 

Source bl.dl 

Actual Number 
106,962 
117.719 
163,050 
167,599 
149,318 
129,805 
137,641 

bl,dl 

Representation 
Index 
+ 6 
+ 1 
+ 7 
+ 4 
+ 9 
+35 
+58 

A.2   OFFICERS AND WARRANT OFFICERS 

Base Population is: Total officers and warrant officers in the Army 
Expected Percentage is : Percentage of blacks in U.S. population 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 10.6 107.685 11,414 3,509 -69 
1964 10.8 115,283 12,450 3,824 -69 
1966 10.9 123,361 13,447 4,437 -67 
1968 11.0 170,141 18,715 5,675 -70 
1970 11.1 160,295 17,792 5,392 -70 
1972 11.2 119,387 13,371 4,722 -65 
1973 11.2 107,527 12,047 4,595 -62 

Source ;i b2,dl b2,dl 

STED PERSONNEL 

Base Population is: Total enlisted personnel in the Army 
Expected Percentage is . Percentage of blacks in U.S. population 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 10.6 842,447 89,300 103,453 + 16 
1964 10.8 963,698 104,079 113,895 + 9 
1966 10.9 1,276,366 139,124 158,613 +14 
1968 11.0 1,289,350 141,829 161.924 +14 
1970 11.1 1,069,420 118,706 143,926 +21 
1972 11.2 738,954 82,762 129,805 +57 
1973 11.2 670,252 75,202 133,046 +77 
Source a b3,dl b3,dl 
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A.4   REGULAR ARMY COMMISSIONS 

Base Population is: Total officers with RA commissions 
Expected Percentage is: Percentage of black officers 

Expected 
Base Population 

45,103 
48,008 
48,163 

B.l 

Year Percentage 
1970 3.4 
1972 3.9 
1973 4.2 
Source b,d 

OFFICERS: 07+ 

Representation 
Expected Number Actual Number Index 

1,534 1,384 -10 
1,872 1,650 -12 
2,023 1,747 

e 
-14 

Base Population is: Total 07+ 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 3.2 495 16 0 - 
1964 3.4 509 17 0 - 
1966 3.7 518 !<> 0 - 
1968 3.4 520 18 1 -94 
1970 3.4 512 17 1 -94 
1972 3.9 508 19 9 -53 
1973 4.2 488 21 12 -41 

Source     b2,dl b2,dl b2,dl 

B.l    OFFICERS: 06 

Base Population is: Total 06 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 3.2 5,127 164 6 -96 
1964 3.4 5,203 177 10 -94 
1966 3.7 5,616 208 16 -92 
1968 3.4 6,357 216 42 -81 
1970 3.4 6,023 205 71 -65 
1972 3.9 5,595 218 86 -61 
1973 4.2 5,218 219 102 -53 

Source b2,dl b2,dl b2,dl 

B.l    OFFICERS: 05 

Base Population is: Total 05 
Expected Percentage is:  Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 3.2 12.309 394 117 -70 
1964 3.4 12,552 427 141 -67 
1966 3.7 14,273 528 301 -43 
1968 3.4 16,541 562 620 +10 
1970 3.4 14,610 497 684 +38 
1972 3.9 12,324 481 650 +35 
1973 4.2 11,888 499 632 +27 
Source b2,dl b2,dl b2,dl 

♦Officers, from this point forward, refers only to active duty commissioned officers. 
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B.l    OFFICERS: 04 

Base Population is: Total 04 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 

1962 17,100 547 424 -23 
1964 3.4 17,770 604 618 + 2 
1966 3.7 19,512 722 1,012 +40 
1968 3.4 23,749 807 1,302 +61 
1970 3.4 22,831 776 1,193 +54 
1972 3.9 20,004 780 1,008 +29 
1973 4.2 18,167 763 932 - 3 
Source b2,dl b2,dl b2,dl 

B.l     OFFICERS:  03 

Base Population is: Total 03 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 3.2 29^97 941 1,532 +63 
1964 3.4 31,902 1,085 1,627 +50 
1966 3.7 34,153 1,264 1,582 +25 
1968 3.4 35,740 1,215 1,322 + 9 
1970 3.4 44,468 1,512 1,628 + 8 
1972 3.9 38,894 1,517 1,500 •  1 
1973 4.2 31,211 1,311 1,283 - 2 
Source b2,dl b2,dl b2,dl 

B.l     OFFICERS:  02 

Base Population is: Total 02 
Expected Percentage is: Peicentage of Army Commissioned Officers who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
i%: 3.2 14,978 479 650 +36 
1964 3.4 16,240 552 589 + 7 
1966 3.7 18,105 670 580 -13 
1968 3.4 39.099 1,329 1,129 -15 
1970 3.4 29,879 1,016 734 -28 
1972 3.9 15,305 597 519 -13 
1973 4.2 13,541 569 478 -16 
Source b2,dl b2,dl b2,dl 
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B.l    OFFICERS: 01 

Base Population is:  Total 01 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Year 
Expected 

Percentage Base Population Expected Number Actual Number 
Representation 

Index 

1962 3.2 18,559 594 421 -29 

1964 3.4 20,357 698 541 -23 
1966 3.7 20,848 771 570 -26 
1968 3.4 26,374 897 616 -31 
1970 3.4 20,180 686 332 -52 
1972 3.9 11,274 440 247 ■44 
1973 4.2 12,476 524 459 -13 
Source b2,dl b2,dl b2,dl 

B.2    ENLISTED: E9 

Base Population is: Total E9 
Expected Percentage is Percentage of Army Enlisted Personnel whc > are black 

Expected Representation 
Year      Percentage Base Population Expected Number Actual Number Index 
1962           12.3 2,664 328 76 -77 
1964           11.8 4,127 487 138 -72 
1966           12.4 5,107 633 225 -64 
1968           12.6 5,392 679 297 -56 
1970           13.5 4,779 645 288 -56 
1972           17.5 4,105 718 354 -51 
1973*         19.8 3,994 791 386 -51 
Source      b3,dl b3,dl b3,dl 

B.2    ENLISTED: E8 

Base Population is: Total E8 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 12.3 10.601 1,304 586 -55 
1964 11.8 12,878 1,520 746 -51 
1966 12.4 16,382 2,277 1,435 -37 
1968 12.6 17,638 2,222 1,869 -16 
1970 13.5 16,958 2,289 2,011 -i: 
1972 17.5 13,438 2,352 1,942 -17 
1973 19.8 12,802 2,535 1,917 -24 
Source b3,dl b3,dl b3,dl 

Percentage of black enlisted for 1973 was recalculated, using the figures given for total enlisted and black 
enlisted in source b3. 

- kO  - 



B.2    ENLISTED: E7 

Base Population is: Total E7 
Expected Percentage is Percentage of Army Enlisted Personnel who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 12.3 40,461 4,977 3,143 -37 
1964 11.8 39,854 4,703 3,136 -33 
1966 12.4 49,413 6,127 5,669 - 7 
1968 12.6 56,082 7,066 8,780 +24 
1970 13.5 62,081 8,381 11.094 +32 
1072 17.5 50,318 8,806 10,021 + 14 
1973 19.8 46,561 9,219 9,502 + 3 
Source b3,dl b3,dl b3,dl 

B.2    ENLISTED:  E6 

Base Population is: Total E6 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 12.3 82,673 10,169 10,496 + 3 
1964 11.8 93,227 11,001 11,355 + 3 
1966 12.4 99,763 12,371 18,095 +46 
1968 12.6 108,426 13,662 22335 +63 
1970 13.5 98,497 13,297 21,674 +63 
1972 17.5 81,449 14,254 19,508 +37 
1973 19.8 74,067 14,665 17,539 +20 

Source b3,dl b3,dl b3,dl 

B.2    ENLISTED. E5 

Base Population is: Total E5 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 12.3 139,278 17,131 21,892 +28 
1964 11.8 168,778 19,916 25,034 +26 
1966 12.4 164,395 20,385 27,474 +34 
1968 12.6 210,948 26,579 24,563 - 8 
1970 13.5 187,045 25,251 21,262 -16 
1972 17.5 119,172 20,855 20,148 - 3 
1973 19.8 96,037 19,015 17,874 - 6 
Source b3,dl b3,dl b3,dl 

Situ:  fc.4 

Base Population is: Total E4 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 12.3 162,258 19,958 21,133 + 6 
1964 11.8 194,187 22,914 24,203 + 6 
1966 12.4 278,548 34.540 32,912 - 5 
1968 12.6 354,107 44.617 39,373 -12 
1970 13.5 316,515 42,730 34,594 -19 
1972 17.5 174,645 30,563 24,670 -19 
1973 19.8 135,411 26,811 20,268 -24 
Source b3,dl b3,dl b3,dl 
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B.2    ENLISTED: E3 

Base Population is: Total E3 
Expected Percentage is Percentage of Army Enlisted Personnel who are black 

Expected Representation 

Year Percentage Base Population Expected Number Actual Number Index 
1962 12.3 248,933 30,619 26,835 -12 
1964 11.8 279,977 33,037 33,414 + 1 
1966 12.4 246,494 30,565 28,111 - 8 
1968 12.6 216,525 27,282 26,813 - 2 
1970 13.5 156,294 21,100 21,043 0 
1972 17.5 86,493 15,136 14,498 - 4 
1973 19.8 124,121 24.576 21,055 -14 
Source b3,dl b3,dl b3,dl 

Base Population is: Total E2 
Expected Percentage is . Percentage of Army Enlisted Personnel whc > are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 12.3 81,549 10,031 10,836 + 8 
1964 11.8 94,959 11,205 10,977 - 2 
1966 12.4 172,622 21,405 21,240 - 1 
1968 12.6 151,426 19,080 19,705 + 3 
1970 13.5 99,463 13,428 14,957 + 11 
1972 17.5 101,185 17,707 18,772 + 6 
1973 19.8 112,353 22,246 25^63 +14 
Source b3,dl b3,dl b3,dl 

SlfcU:   fcl 

Base Population is: Total El 
Expected Percentage is : Percentage of Army Enlisted Personnel whc » are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1962 12.3 74,030 9,106 8,456 - 7 
1964 11.8 76,711 9,052 4,892 -46 
1966 12.4 243,642 30,212 23,452 -22 
1968 12.6 163,726 20,629 17,541 -15 
1970 13.5 127,784 17,251 17,003 -  1 
1972 17.5 107,806 18,866 19,841 + 5 
1973 19.8 64,906 12,851 19,142 +49 
Source b3,dl b3,dl b3,dl 
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C.U OFFICERS: GENERAL AND EXECUTIVE 

Base Population is: Total of 07 and above 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number           Index 
1964 3.4 814 28 2                       -93 
1966 3.7 812 30 5                        -83 
1968 3.4 744 25 2                       -92 
1970 3.4 721 25 8                       -67 
1972 3.9 682 27 20                       -25 
Source b2,dl b4,cl b4,cl 

Year Percent; 
1964 3.4 
1966 3.7 
1968 3.4 
1970 3.4 
1972 3.9 
Source b2,dl 

C.l.b OFFICERS: TACTICAL OPERATIONS 

Base Population is: Total Tactical Operations Officers 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected 
Base Population        Expected Number 

47,294 1,608 
51,868 1,919 
72336 2,459 
67,631 2,299 
48,897 1,907 
b4,cl 

C.I.C OFFICERS: INTELLIGENCE 

Base Population is: Total Intelligence Officer 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected 
Base Population        Expected Number 

4,315 147 
4,967 184 
6,527 222 
7,183 244 
4,854 189 

b4,cl 

C.l.d OFFICERS: ENGINEERING AND MAINTENANCE 

Base Population is: Total Engineering & Maintenance Officers 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Representation 
Actual Number Index 

1,737 +8 
1,970 +3 
2,564 +4 
2376 +3 
1,907 0 
b4,cl 

Year Percentage 
1964 3.4 
1966 3.7 
1968 3.4 
1970 3.4 
1972 3.9 
Source b2,dl 

Rep resentation 
Actual Number Index 

76 -48 
100 -46 
134 -40 
177 -28 
155 -18 

b4,cl 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1964 3.4 11,600 394 387 -2 
1966 3.7 13,584 503 513 +2 
1968 3.4 17,850 607 682 + 12 
1970 3.4 13,509 459 498 +8 
1972 3.9 11,152 435 541 +24 
Source b2,dl b4,cl b4,cl 
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Year Percent 
1964 3.4 
1966 3.7 
1968 3.4 
1970 3.4 
1972 3.9 
Source b2,dl 

C.l.e OFFICERS: SCIENTISTS AND PROFESSIONALS 

Base Population is: Total Scientists and Professionals 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected 
Base Population       Expected Number 

3,745 127 
4,144 153 
5,030 171 
5,129 174 
4,563 178 

b4,cl 

C.l.f OFFICERS: MEDICAL 

Base Population is: Total Medical Officers 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected 
Base Population Expected Number 

11,214 381 
14,763 546 
15,459 526 
14,923 507 
13,374 522 
b4,cl 

C.l.g OFFICERS: ADMINISTRATORS 

Base Population is: Total Administrators 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Representation 
Actual Number Index 

87 -32 
107 -30 
128 -25 
114 -35 
126 -29 

b4,cl 

Year Percentage 
1964 3.4 
1966 3.7 
1968 3.4 
1970 3.4 
1972 3.9 
Source b2,dl 

Rep resentation 
Actual Number Index 

310 -19 
387 -29 
366 -30 
325 -36 
294 -44 

b4,cl 

Expected Representati 
Year Percentage Base Population Expected Number Actual Number Index 
1964 3.4 11,982 407 486 + 19 
1966 3.7 13,532 501 530 +6 
1968 3.4 18,552 631 639 + 1 
1970 3.4 16,744 569 579 +2 
1972 3.9 11,711 457 533 + 17 
Source b2,dl b4,cl b4,cl 

C.IJi OFFICERS: SUPPLY PROCUREMENT AND ALLIED 

Base Population is: Total Supply, Procurement and Allied Officers 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year      Percentage      Base Population       Expected Number Actual Number Index 
1964            3.4                 8,004                            272 367 +35 
1966             3.7                   7,975                              295 400 +36 
1968            3.4                  9,863                             335 476 +42 
1970            3.4                  6,753                             230 384 +67 
1972 3.9 5,903 230 377 +64 
Source b2,dl b4,cl 

- kk   - 

b4,cl 



C.2.a ENLISTED: INFANTRY, GUN CREWS/ALLIED SPECIALISTS 

Base Population: Total Enlisted Infantry, Gun Crews/Allied Specialists 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

187,777 
230,904 
277,600 
216,782 
142,082 
b5,c2 

Year Percentage 
1964 11.8 
1966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3,dl 

Representation 
Expected Number Actual Number Index 

22,157 36.292 +64 
28,632 39,649 +38 
34,978 43,657 +25 
29,266 33,948 + 16 
24,864 27.241 

b5,c2 
+ 10 

C.2.b ENLISTED: ELECTRONICS EQUIPMENT SPECIALISTS 

Base Population is: Total Enlisted Electronics Equipment Specialists 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

60,257 
66,586 
78,273 
49,074 
35,629 
b5,c2 

Year Percentage 
1964 11.8 
1966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3.dl 

Representation 
Expected Number Actual Number Index 

7,110 6,759 -4 
8,257 7,848 -4 
9,862 7,529 -24 
6,625 4,452 -33 
6,235 4,368 

b5,c2 
-30 

C.2.C ENLISTED: COMMUNICATIONS AND INTELLIGENCE SPECIALISTS 

Base Population is: Total Enlisted Communications and Intelligence Specialists 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

60,780 
83,463 
86,676 
70,357 
47,042 
b5,c2 

Year Percentage 
1964 11.8 
1966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3,dl 

Representation 
Expected Number Actual Number Index 

7.172 5,607 -22 
10,349 7,157 -31 
10,921 7,350 -33 
9,498 6,246 -34 
8,232 5,631 

b5,c2 
-32 

C.2.d ENLISTED: MEDICAL AND DENTAL SPECIALISTS 

Base Population is: Total Enlisted Medical and Dental Specialists 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

43.019 
53,436 
49.856 
50,992 
34,500 
b5,c2 

Year Percentage 
1964 11.8 
1966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3,dl 

Representation 
Expected Number Actual Number Index 

5,076 7,133 +41 
6,626 8,085 +22 
6,282 6,757 +8 
6,884 6,884 0 
6,038 6,166 

b5,c2 
+ 2 
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C.2.e ENLISTED: OTHER TECHNICAL AND ALLIED SPECIALISTS 

Base Population is: Total Enlisted Other Technical and Allied Specialists 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

20,108 
22,930 
23,792 
21,016 
12,582 
b5,c2 

Year Percentage 
1964 11.8 
1966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3,dl 

Representation 
Expected Number Actual Number Index 

2,373 1,884 -21 
2,843 2,012 -29 
2,998 1,911 -36 
2,837 1,622 -43 
2,202 1,266 

b5,c2 
-43 

C.2.f ENLISTED: ADMINISTRATIVE SPECIALISTS AND CLERKS 

Base Population is: Total Enlisted Administrative Specialists and Clerks 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

148,644 
199,526 
214,901 
191,761 
129,144 
b5,c2 

Year Percentage 
1964 11.8 
1966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3,dl 

Expected Number 
17,540 
24,741 
27,078 
25,888 
22,600 

Actual Number 
17,469 
24,858 
27,540 
26,560 
25,231 
b5,c2 

Representation 
Index 

0 
0 

+2 
+3 
+ 12 

C.2.g ENLISTED: ELECTRICAL/MECHANICAL EQUIPMENT REPAIRMEN 

Base Population is: Total Electrical/Mechanical Equipment Repairmen 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

114,224 
160,710 
176,491 
144,606 
95,622 

b5,c2 

Year Percentage 
1964 11.8 
1966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3,dl 

Representation 
Expected Number Actual Number Index 

13,478 12,935 -4 
19,928 17,382 - 11 
22,238 19,573 - 12 
19,522 16,121 -17 
16,734 14,123 

b5,c2 
-16 

C.2.h ENLISTED: CRAFTSMEN 

Base Population is: Total Craftsmen 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected Representation 
Year       Percentage Base Population Expected Number Actual Number Index 
1964           11.8 29,137 3,438 3,262 -5 
1966           12.4 44,318 5,495 4,797 - 13 
1968           12.6 44,212 5,571 5,001 - 10 
1970           13.5 35,296 4,765 4,138 -13 
1972           17.5 19,415 3,398 2,842 -16 
Source     b3,dl b5,c2 b5,c2 
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Year Percentage 
1964 11.8 
1966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3,dl 

C.2.i ENLISTED: SERVICE AND SUPPLY HANDLERS 

Base Population is: Total Service and Supply Handlers 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected Representation 
Base Population        Expected Number Actual Number Index 

109,227                        12,889 18,656 +45 
147,442                         18,283 23.640 +29 
138,275                        17,423 23,698 +36 
121,741                          16,435 24,267 +48 
82,823                        14,494 IK,306 +26 
b5,c2 b5,c2 

C.2.J ENLISTED: MISCELLANEOUS OTHERS 

Base Population is: Total Miscellaneous Others 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

75,383 
11,209 

1,942 
10,186 

140,145 
b5.c2 

Year Percentage 
1964 11.8 
[966 12.4 
1968 12.6 
1970 13.5 
1972 17.5 
Source b3,dl 

Representation 
Expected Number Actual Number Index 

8,895 3,773 -58 
1,390 786 -43 

245 191 -22 
1,375 884 -36 

24,525 24,631 
b5,c2 

0 

- U7 - 



•   D.l COMMANDERS 

Base Population is: Total Commanders 
Expected Percentage is: Percentage of Army Officers, Grades 05,06,08-010, who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1972 4.1 1,296 53 64 
1973 4.3 1,228 53 61 -- 
Source dl d2,g d2,g 

♦ D.l DEPUTY COMMANDERS AND EXECUTIVE OFFICERS 

Base Population is: Total Deputy Commanders and Executive Officers 
Expected Percentage is: Percentage of Army Officers, Grades 04,05,07,09, who are black 

Expected Representation 
Year       Percentage       Base Population        Expected Number Actual Number Index 
1972 5.1 1,238 63 80 
1973 5.2 1,229 63 75 
Source         dl                      d2,g                                                             d2,g 

* NOTE:  The Expected Numbers and the A ctual Numbers in the above two tables were combined to produce 
the table below. 

D.l OFFICERS IN COMMAND POSITIONS 

Base Population is: See above 
Expected Percentage is: See above 

Year 
1972 
1973 

D.2 DA GENERAL OR SPECIAL STAFF ASSIGNMENTS 

Base Population is: Total Officers in DA General or Special Staff Assignments 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year       Percentage       Base Population        Expected Number Actual Number Index 
1973 4.2 2,011 85 65 -23 
Source dl d3 d3 

D.3 SECRETARY OF DEFENSE OR JCS ASSIGNMENTS 

Base Population is: Total Officers in Sec. Def. or JCS Assignments 
Expected Percentage is: Percentage of Army Commissioned Officers who are black 

Expected Representation 
Year      Percentage       Base Population        Expected Number Actual Number Index 
1973 4.2 503 21 14 -34 
Source dl d3 d3 

Representation 
Expected Number Actual Number Index 

116 144 +23 
116 136 + 17 
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El SENIOR SERVICE COLLEGES-ELIGIBLE 

Base Population is: Total Eligible 
Expected Percentage is: Percentage of Army Officers, Grades 05 and 06, who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1970 3.7 7.434 275 228 -17 
1971 3.7 7,289 270 233 -14 
1972 4.1 6,556 269 260 -3 
1973 4.3 6,621 285 256 -10 
Source dl d4,f d4,f 

E.2 SENIOR SERVICE COLLEGES-NOMINATED 

Base Population is: Total Nominated 
Expected Percentage is: Percentage of Army Officers, Grades 05 and 06, who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1970 3.7 1,071 40 29 -27 
1971 3.7 1,119 41 22 -46 
1972 4.1 1,130 46 43 -7 
1973 4.3 1,087 47 47 0 
Source dl d4 d4 

E.3 SENIOR SERVICE COLLEGES-SELECTED 

Base Population is: Total Selected 
Expected Percentage is: Percentage of Army Officers, Grades 05 and 06, who are black 

Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1970 3.7 278 10 11 + 10 
1971 3.7 269 10 5 -50 
1972 4.1 279 11 17 +55 
1973 4.3 288 12 16 +33 
Source dl d4 d4 

F.l  US. MILITARY ACADEMY-OFFICERS COMMISSIONED 

Base Population is: Total USMA Graduates 
Expected Percentage is: Percentage of blacks in U.S. population 

Expected 
Base Population Expected Number 

729 81 
822 91 
944 106 
d5 

Year Percentage 
1971 11.1 
1972 11.2 
1973 11.2 
Source a 

Representation 
Actual Number Index 

3 -96 
7 -92 

24 -77 
d5 
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F.2 OFFICERS CANDIDATE SCHOOL-OFFICERS COMMISSIONED 

Base Population is: Total OCS Graduates 
Expected Percentage is : Percentage of blacks in U.S. population 

Expected Representation 
Year       Percentage Base Population Expected Number Actual Number Index 
1970          11.1 8,233 914 175 -81 
1971           11.1 2.595 288 58 -80 
1972           11.2 1,075 120 45 -63 
1973           11.2 944 106 47 -56 
Source           a d5 d5 

tVE OFFICERS TRAINING COURSE-OFFICERS COMMISSIONED 

Base Population is: TotaJ ROTC Graduates 
Expected Percentage is : Percentage of blacks in U.S. population 

Expected Representation 
Year       Percentage Base Population Expected Number Actual Number Index 
1970           U.1 13,307 1,477 173 -88 
1971           11.1 10,482 1,163 252 -78 
1972           11.2 5,445 610 107 -82 
1973           11.2 5,257 589 152 -74 
Source          a d5 d5 

F.4 PERSONNEL RECRUITED (NON-PRIOR SERVICE ACCESSIONS) 

Base Population is: Total Non-Prior-Service accessions 
Expected Percentage is: Percentage of blacks in U.S. population 
Fiscal Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1970 11.0 171,555 19,043 18,528 -3 
1971 11.1 152,434 16,920 18,902 +12 
1972 11.1 154,459 17,144 23,478 +37 
1973 11.2 170,413 19,086 35,616 +87 
Source a j j 

F.5a AUS, ELIGIBLE TO REENLIST 

Base Population is: Total AUS, eligible to reenlist 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 
Fiscal Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1970 13.5 218,281 29,468 21,853 -26 
1971 15.6 152,863 23,846 12.739 -47 
1972 17.5 132,416 23,173 13,491 -42 
1973 19.8 45,504 9,010 6,210 -31 
Source dl d6 d6 
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Year Percentage 
1970 13.5 
1971 15.6 
1972 17.5 
1973 19.8 
Source dl 

F.5b 1st TERM REGULAR ARMY, ELIGIBLE TO REENL1ST 

Base Population is   Total 1st Term RA, eligible to reenlist 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 
Fiscal      Expected Representation 

Base Population       Expected Number Actual Number Index 
155,186                       20,950 16,107                     -23 
143,498                       22,385 13,894                    -38 
141,031                        24,680 12,242                     -50 
52,319                        10,359 7,481                     -28 

d6 d6 

F.Sc CAREER ELIGIBLE TO REENLIST 

Base Population is: Total Career, eligible to reenlist 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 
Fiscal      Expected 

Base Population 
63.115 
78,899 
62,097 
49,133 

d6 

F.6a AUS, REENL1STED 

Base Population is: Total AUS, reenlisted 
Expected Percentage is: Percentage of AUS eligible to reenlist who are black 
Fiscal      Expected 

Base Population 
15,163 
6,758 
1,044 
1,228 

d6 

F.6b 1st TERM REGULAR ARMY, REENLISTED 

Base Population is: Total 1st Term RA, reenlisted 
Expected Percentage is: Percentage of Career Enlisted eligible to reenlist who are black 

Year Percentage 
1970 13.5 
1971 15.6 
1972 17.5 
1973 19.8 
Source dl 

Representation 
Expected Number Actual Number Index 

8,521J 10,778 +26 
12.464 13,407 +8 
10,867 9,001 -17 
9,728 8,840 -9 

d6 

Year Percentage 
1970 10.0 
1971 8.3 
1972 10.2 
1973 13.6 
Source dl 

Representation 
Expected Number Actual Number Index 

1,516 1,875 +24 
560 1,009 +80 
106 212 +99 
167 235 

d6 
+41 

Fiscal Expected Rep resentation 
Year Percentage Base Population Expected Number Actual Number Index 
1970 10.4 28,462 2,960 3,955 +34 
1971 9.7 26,721 2,591 3,918 +51 
1972 8.7 14,455 1,258 2,508 +99 
1973 14.3 19,791 2,830 3,888 +37 
Source dl d6 d6 

F.6c CAREER, REENLISTED 

Base Population is: Total Career, reenlisted 
Expected Percentage is: Percentage of Career Enlisted eligible to reenlist who are black 
Fiscal      Expected Representation 
Year     Percentage Base Population Expected Number Actual Number Index 
1970           17.1 39,530 6,760 7,528 + 11 
1971            16.8 51,594 8,667 10,219 + 18 
1972           14.5 28,242 4,095 5.499 +34 
1973           18.0 30,943 5,570 6,229 +12 
Source          dl d6 d6 
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Year Percentage 
1970 13.5 
1971 15.6 
1972 17.5 
1973 19.8 
Source dl 

Rep reservation 
Expected Number Actual Number Index 

80,880 71,957 - 11 
89,703 66,904 -25 
93,127 61,615 -34 
55,868 44,631 

k 
-20 

G.l TOTAL ENLISTED SEPARATIONS 

Base Population is: Total Enlisted Separations 
Expected Percentage is: Percentage of Army Enlisted Personnel who are black 

Expected 
Base Population 

599,113* 
575,021 
532,152 
282,161 

k 

*NOTE: Category called "Separations under Unknown Conditions" not included in total because data not 
available for 1970. 

G.2 SEPARATIONS-HONORABLE DISCHARGE 

Base Population is: Total Honorable Discharge Separations 
Expected Percentage is: Percentage of Enlisted discharges who are black 
Fiscal      Expected 

Base Population        Expected Number 
566,041 67,925 
512,195 62,999 
449,071 56,134 
219,971 34,755 

k 

G.3 SEPARATIONS-GENERAL DISCHARGE 

Base Population is: Total General Discharge Separations 
Expected Percentage is: Percentage of Enlisted discharges who are black 
Fiscal      Expected 

Base Population 
13,491 
14,138 
20,619 
18,047 

k 

G.4 SEPARATIONS-UNDESIRABLE DISCHARGE 

Base Population is: Total Undesirable Discharge Separations 
Expected Percentage is: Percentage of Enlisted discharges who are black 

Year Percentage 
1970 12.0 
1971 12.3 
1972 12.5 
1973 15.8 
Source dl 

Representation 
Actual Number Index 

66,022 -3 
60,346 -4 
52,541 -6 
33,062 -5 

k 

Year Percentage 
1970 12.0 
1971 12.3 
1972 12.5 
1973 15.8 
Source dl 

Representation 
Expected Number Actual Number Index 

1,619 2,328 +44 
1,738 2,411 +39 
2,577 3,920 +52 
2,851 3,468 

k 
+22 

Fiscal Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1970 12.0 17,662 2,119 3,283 +55 
1971 12.3 19,539 2,403 3,728 +55 
1972 12.5 30,105 3,763 4,866 +29 
1973 15.8 23,346 3,689 4,170 + 13 
Source dl k k 
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G.5 SEPARATIONS-BAD CONDUCT DISCHARGE 

Base Population is: Total Bad Conduct Discharge Separations 
Expected Percentage is: Percentage of Enlisted discharges who are black 
Fiscal      Expected 

Base Population 
1,674 
1,836 
1,702 
1,296 

Year Percentage 
1970 12.0 
1971 12.3 
1972 12.5 
1973 15.8 
Source dl 

Representation 
Expected Number Actual Number Index 

201 260 +29 
226 359 +59 
213 352 +65 
205 391 

k 
+91 

G.6 SEPARATIONS-DISHONORABLE DISCHARGE 

Base Population is: Total Dishonorable Discharge Separations 
Expected Percentage is: Percentage of Enlisted discharges who are black 
Fiscal      Expected 

Base Population 
245 
240 
267 
339 

Year Percentage 
1970 12.0 
1971 12.3 
1972 12.5 
1973 15.8 
Source dl 

Representation 
Expected Number Actual Number Index 

29 64 + 118 
29 60 + 103 
33 87 + 161 
54 138 

k 
+ 158 

Page 23. CONFINEMENT AND CORRECTIONAL TREATMENT FACILITIES 

Base Population is: Total in Confinement and Correctional Treatment Facilities 
Expected Percentage: Percentage of Enlisted discharges who are black 
Fiscal Expected Representation 
Year Percentage Base Population Expected Number Actual Number Index 
1972 17.5 4,518 791 1,662 + 110 
1973 19.8 5,119 1,014 1,827 +80 
Source dl 1 1 

Fig. 15. MEAN NUMBER OF MONTHS TO MAKE PRESENT RANK FOR BLACKS AND WHITES 
(E4, E5, E6, E7. E8, E9 Combined) (for 1970 through 1973)* 

Year N X N X 
1970 5,134 40.17 681 60.53 
1971 4,671 44.68 825 62.98 
1972 4,763 58.38 1,006 74.92 
1973 6,675 61.02 1,504 71.46 

•   Data in Figure 15 were from random sample drawn from Enlisted Master Tape Records. 
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Figure 16. AIR FORCE ENLISTED: E9 - E2 

Base Population is: Total number in each grade-AF 1972 
Expected Percentage is: Percentage of Air Force Enlisted Personnel who are black 

Expected Representation 
Grade Percentage Base Population Expected Number Actual Number Index 
E-9 13.0 6,054 787 235 -70 
E-8 13.0 1 1,946 1,553 663 •57 
E-7 13.0 43,330 5,633 3,398 -40 
E-6 13.0 79,894 10,386 9,359 -10 
E-5 13.0 135,176 17,573 18,733 +7 
E-4 13.0 147,993 19,239 19,712 +2 
E-3 13.0 88,656 11,525 13,188 + 14 
E-2 13.0 41,318 5,371 6,279 + 17 

Source c6 c6 c6 

Figure 16. MARINE CORPS ENLISTED: E9 - E2 

Base Population is: Total number in each grade-MC 1972 
Expected Percentage is: Percentage of Marine Corps Enlisted Personnel who are black 

Expected Representation 
Grade Percentage Base Population Expected Number Actual Number Index 
E-9 15.8 1,507 238 70 -71 
E-8 15.8 3,423 541 256 -53 
E-7 15.8 8,625 1,363 1,029 -25 
E-6 15.8 12,420 1,962 1,608 - 18 
E-5 15.8 25,350 4,005 2,899 -28 
E^ 15.8 22,508 3,556 2,184 -39 
E-3 15.8 29,307 4,631 3,940 -15 
E-2 15.8 35,184 5,559 6,994 +26 

Source c7 c7 c7 

Figure 16. NAVY ENLISTED: E9 - E2 

Base Population is: Total number in each grade—Navy 1972 
Expected Percentage is: Percentage of Navy Enlisted Personnel who are black 

Expected Representation 
Grade Percentage Base Population Expected Number Actual Number Index 
E-9 7.2 3,807 274 108 -61 
E-8 7.2 9,176 661 334 -49 
E-7 7.2 37,140 2,674 2,269 -15 
E-6 7.2 73,994 5,328 4,933 -7 
E-5 7.2 84,570 6.089 3,934 -35 
E-4 7.2 101,782 7,328 3,811 -48 
E-3 7.2 90,867 6,542 6,425 -2 
E-2 7.2 56,634 4,078 8,255 + 102 

Source c8 c8 c8 

Figure 16. ARMY ENLISTED: E9 - E2* 

*See B.2, above. 
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Figurel7. AIR FORCE OFFICERS: 07+01 

Base Population is: Total number in each grade-AF 1972 
Expected Percentage is: Percentage of Air Force Officer Personnel who are black 

Expected Representation 
Grade Percentage Base Population Expected Number Actual Number Index 
07+ 1.8 421 8 2 -74 
06 1.8 6,131 110 45 -59 
05 1.8 14,382 259 199 -23 
04 1.8 22,598 407 361 -11 
03 1.8 48,942 881 1,040 + 18 
02 1.8 13,201 238 240 + 1 
01 1.8 12,857 231 260 + 12 

Source c3 c3 c3 

Figure 17. MARINE CORPS OFFICERS: 07+01 

Base Population is: Total number in each grade-MC 1972 
Expected Percentage is: Percentage of Marine Corps Officer Personnel who are black 

Expected Representation 
Grade Percentage Base Population Expected Number Actual Number Index 
07+ 1.5 68 1 0 -- 
06 1.5 708 11 0 
05 1.5 1,521 23 4 -82 
04 1.5 3,114 Al 11 -76 
03 1.5 5,401 81 71 -12 
o: 1.5 4,492 67 88 +30 
01 1.5 2362 35 92 +160 
Source o4 c4 c4 

Figure 17. NAVY OFFICERS: 07+ - 01 

Base Population is: Total number in each grade -Navy 1972 
Expected Percentage is : Percentage of Navy Officer Personnel who are black 

Expected Representation 
Grade     Percentage Base Population Expected Number Actual Number Index 
07+             0.9 316 3 1 -67 
06               0.9 4,139 37 7 -79 
05              0.9 8,462 76 37 -51 
04              0.9 15,349 138 93 -33 
03              0.9 18,863 170 111 -35 
02               0.9 11,341 102 154 +51 
01               0.9 8,616 78 207 + 165 
Source           c5 c5 c5 

Figure 17. ARMY OFFICERS: 07+ - 01* 

*SeeB.l, above. 
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SECTION II:  LIST OF DATA SOURCES 

Designation Source 

Straight-line extrapolations made from U.S. census data for 1950, 
1960, and 1970. 

U.S., Department of Defense, Deputy Assistant Secretary (Equal 
Opportunity). The Negro in the Armed Forces: A Statistical Fact 
Book. Washington, D.C., 15 September 1971. 

b.l pp. 14-16. 

b.2 pp. 17-19. 

b.3 pp. 55-61. 

b.4 pp. 93-99. 

U.S., Department of Defense, Deputy Assistant Secretary (Equal 
Opportunity). The Negro in the Armed Forces: A Statistical Fact 
Book.  Update 1971, 1972. Washington, D.C., n.d. 

c.l pp. 17-18 

c.2 pp. 32-33. 

c.3 p. 12. 

c.4 p. 13. 

c.5 p. 11. 

c.6 p. 27. 

c.7 p. 28. 

c.8 p. 26. 

U.S. Army, Secretary. Department of the Army Race Relations/Equal 
Opportunity Conference, Programs Review, 16-17 January 1974, Fort 
Monroe, Virginia. Washington, D.C., 1974. 

d. 1 Racial Statistics Index, Chart A. 

d.2 Chart F (for 1972, given in chart as 28 Feb. '73). 

d.3 Chart E. 

d.4 Chart C 

d.5 Chart B. 

d.6 Chart G. 
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Designation  Source 

U.S., Army, Deputy Chief of Staff for Personnel, Military Personnel 
Center. Statistical Report on Military Personnel Strength and Turnover 
by Race. RCS: DDM-A-626. Washington, D.C., 1973, Table 1I-A. 

U.S., Army, Deputy Chief of Staff for Personnel, Personnel Information 
Systems Command. Statistical Reports on Military Personnel Strength 
and Turnover by Race (U). RCS: DDM-A-626. Washington, D.C., 
1972, Table II-A. 

U.S., Army, Deputy Chief of Staff for Personnel, Personnel Information 
Systems Command. Statistical Reports on Military Personnel Strength 
and Turnover by Race (U). RCS:  DDM-A-626. Washington, D.C., 
1968, Table II-A. 

U.S., Army, Deputy Chief of Staff for Personnel, Director of Military 
Personnel Management, Officer Division, Promotion, Selection and 
Separation Branch Senior Service College Selection Statistics for School 
Year 1973-1974. Washington, D.C., 1974. 

U.S., Army, Deputy Chief of Staff for Personnel, Director of Human 
Resources Development, Office of Equal Opportunity Programs. Key 
Unit Positions by Race (As of 26 Nov 73). Washington, D.C., 1973. 

Information was provided in a telephone conversation on 18 April 1974 
with U.S., Army, Deputy Chief of Staff for Personnel, Director of Military 
Personnel Management, Officer Division, Promotion, Selection, and 
Separation Branch office. 

Figures provided by U.S., Army, Deputy Chief of Staff for Personnel, 
Director of Human Resources Development, Office of Equal Opportunity 
Programs. 

U.S., Army, Deputy Chief of Staff for Personnel, Director of Military 
Personnel Management, Enlisted Division, Structure and Sustainment 
Branch. FY 73, Male Non-Prior Service Accessions Data. Washington, 
D.C., 1973. 

Information for 1972 was provided in a telephone conversation on 
17 April 1974 with the Office of the U.S., Army, Deputy Chief of Staff 
for Personnel, Director of Military Personnel Management, Enlisted 
Division, Structure and Sustainment Branch. The total enlisted figure 
is from the DCSPER 46 Report. Also provided was the percentage of 
enlistments that were black. 
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Designation Source 

U.S., Army, Deputy Chief of Staff for Personnel, Director of Military 
Personnel Management, Promotion and Standards Branch. Enlisted 
Losses by Character of Discharges by Race. Washington, D.C., 1973. 

U.S., Army, Deputy Chief of Staff for Personnel, Director of Military 
Personnel Policies, Promotion, Separation Structure and Retention 
Division, Enlisted Branch. Enlisted Losses by Character of Discharges 
by Race (Calendar Year 1970). Washington, D.C., 1971. 

U.S., Army, Provost Marshal General, Correction Division. Racial 
Population in Confinement and Correctional Treatment Facilities. 
Washington, D.C., 1973. 

U.S., Army, Provost Marshal General, Correction Division. Racial 
Population in Confinement and Correctional Treatment Facilities. 
Washington, D.C., 1972. 
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APPENDIX B 

A SYSTEM FOR TRACKING CHANGES IN INSTITUTIONAL 
RACIAL DISCRIMINATION OVER TIME 

One of the objectives was to convert what was learned in the study 
into a system for routinely assessing whatever changes in institutional 
racial discrimination in the Army are occurring over time.  Such a 
capability presumably might be employed by an office such as the Office 
of Equal Opportunity Programs to routinely track changes, especially as 
those changes may relate to particular RR/EO programs.  It could be 
utilized for diagnostic purposes as well as program evaluation.  It 
could provide continued input into Army race relations training programs. 
It could be used to spot new areas where difficulties might be developing. 
And finally, it would undoubtedly be a potential source of requirements 
for new programs. 

The dimensions which were used in this study were limited by the 
availability of necessary data.  The set of dimensions which the Army 
should use on an on-going basis includes both those used in this study 
and others which should be included.  One whole category—military 
justice--has been added, and the other additions are made within the 
seven areas used in the study.  The study used data on 58 indicators; 
the system recommended here contains 98 indicators. 

So far as is known, all required information for the recommended 
dimensions is routinely collected already by some agency in the Army. 
There is a requirement that it be assembled in one place at one time 
and processed. 
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RECOMMENDED LIST OF REPRESENTATION INDEXES 

A.  Racial Composition 

1. Personnel in the Army 
2. Officers and Warrant Officers 
3. Enlisted Personnel 
k.     Regular Army Commissions 

B.  Distribution of Ranks 

1. Officers:  07+ 
06 
05 
Ok 
03 
02 
01 

2. Enlisted:     E9 
E8 
ET 
E6 
E5 
Ek 
E3 
E2 
El 

3. Months  to make  rank--0fficers  ($ Blacks  above  the Median) 
07+ 
06 
05 
Ök 
03 
02 

k.     Months   to make  rank--Enlisted  ($ Blacks  above   the Median) 
E9 
E8 
E7 
E6 

E5 
EU 
E3 

5. Officer Evaluation Reports ($ Blacks above the Median) 
6. Enlisted Evaluation Reports (# Blacks above the Median) 

C.  Occupational Specialties Distribution 

1.  Officers: 
a. General and Executive 
b. Tactical Operations 
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c. Intelligence 
d. Engineering and Maintenance 
e. Scientists and Professionals 
f. Medical 
g. Administrators 
h.  Supply, Procurement and Allied 

2. Enlisted: 
a. Infantry, Gun Crews/Allied Specialists 
b. Electronics Equipment Specialists 
c. Communications and Intelligence Specialists 
d. Medical and Dental Specialists 
e. Other Technical and Allied Specialists 
f. Administrative Specialists and Clerks 
g. Electrical/Mechanical Equipment Repair Specialists 
h.  Craftsmen 
i.  Service and Supply Handlers 
j.  Miscellaneous Others 

3. Officers with Technical MOS's 
U.  Enlisted with Technical MOS's 
5.  Total Personnel by Branch Assignment 

D.  Types of Assignments 

1. Officers in Command Positions (Battalion and above) 
2. DA General or Special Staff Assignment 
3. Sec. Def., or JCS Assignment 
k. Command Sergeants Major 
5. Aide-de-Camp Assignments 
6. Attache Duty Assignments 

E.     School Eligibility  and  Selection 

Senior Service Colleges--Eligible 
Senior  Service Colleges--Nominated 
Senior  Service  Colleges--Selected 
CGSC--Eligible 
CGSC--Selected 
NCOES--Sergeants Major Academy 
NCOES--Basic Course 
NCOES--Advanced Course 

F.     Accessions   and  Reenlistments 

la. USMA--Entered 
lb. USMA--Commissioned 
2a. OCS--Entered 
2b. OCS--Commissioned 
3a. ROTC--Entered 
3b. ROTC--Commissioned 
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k. Personnel Recruited 
5a. AUS, Eligible to Reenlist 
5b. 1st Term RA, Eligible to Reenlist 
5c. Career, Eligible to Reenlist 
6a. AUS, Reenlisted 
6b. 1st Term RA, Reenlisted 
6c. Career, Reenlisted 

G.  Separations 

1. Total Enlisted 
.:\ Type of Discharge--Enlisted 

a. Honorable 
b. General 
c. Undesirable 
d. Bad Conduct 
e. Dishonorable 

5. Tot al Officers 
1*. Typ e of Discharge—Officers 

a. Honorable 
b. Less than Honorable 

H.  Military Justice 

Non-Judicial Punishment 
2.  Pre-Trial Confinement 
J.  Administrative Discharge following Pre-Trial Confinement 
h.     Summary Courts-Martial 
5. Special Courts-Martial 
6. General Courts-Martial 

For each of these dimensions, it is recommended that the Representa- 
tion Index for any time period of interest be calculated according to 
the formula used in this study: 

Representation Index ■ ■[ 
Actual Number 

Expected Number x 100 ] -100 

The rationale for this formula and the definition of its terms are given 
in the body of this report. 
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IMPLEMENTATION OF THE SYSTEM 

If this system of Representation Indexes were to be implemented in 
the Army, it could provide the basis for a relatively routine periodic 
evaluation of the effects of RR/EO programs and for a comprehensive and 
up-to-date picture of the specific state of institutional racial dis- 
crimination in the Army and how it is changing.  Every 12 months, a 
determination of all the indicators for that year could be made as well 
as an annual assessment of the total and cumulative effects of the 
preceding years.  Such data could help determine relative priorities 
for Affirmative Actions Plans and help identify particularly troublesome 
areas for further study and attention. 

Initial Study 

An initial study should be done to obtain data on those indicators 
for which data were not obtained in the present study and to obtain base- 
line data for all indicators for every other year back to I962 if possible. 
To do this, data should be from personnel records themselves and not from 
the Enlisted or Officer Master Tape Files.  A major problem with the data 
on those tapes is that they carry only current information.  This means, 
for example, that you can determine how many months an E6 took to make 
E6, but you cannot determine how many months the same man took to make E5 
or Ek.     Neither can you determine what the average time to make a given 
rank was for any year but the present one.  For this reason and because a 
very high proportion of data is missing and incomplete on those tapes, it 
is strongly recommended that the basic personnel files themselves be 
sampled.  If the basic personnel files are duplicated on tape, then those 
tapes could be used. 

Current and prior year data should be obtained for all of the recom- 
mended indicators.  Eight separate substudies should then be undertaken-- 
one for each of the major categories of indicators.  These substudies 
would examine the indicators within each area and establish the trends 
over time.  Each substudy would also undertake to introduce and examine 
the effects of all control variables which appear appropriate for the 
particular indicators within that area.  When those initial substudies 
are completed, then the total system should be ready for routine imple- 
mentation. 

Assuming that all required data are fed directly to the office re- 
sponsible for this system and are available there, it should not be diffi- 
cult to set up automatic data processing to convert the data to the 
indicator format and to examine control variable effects. 

On-Going Special Studies 

The eight initial substudies might well be continued as on-going 
special studies.  On the basis of the initial substudy results, some 
instances of major, rapid institutional change may well be identified. 
These should be candidates for special case studies to see if it can 
be determined what factors produced the major rapid change.  The results 
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of such case studies could provide input to Affirmative Actions program 
planning as well as data and hypotheses on effective sources of institu- 
tional change. 

Special studies should be continued within each category of dimen- 
sion in order to further determine the effects of control variables. 
In addition, special studies might undertake specific assessment of 
particular programs.  For example, the Army has undertaken a variety of 
actions designed to increase the black officer input.  Special studies 
could measure the specific impact of those actions at a more detailed 
level. 

The Use of Representation Index Data in Race Relations Training and 
Public Relations 

Indicator data might be used as content in race relations training 
programs.  Pilot studies could test alternative possible uses.  In 
addition, such material may have a role in public relations which could 
be explored.  People tend to focus on the fact that discrimination 
exists in an organization, which is a hard charge to answer because it 
is usually true.  An effective counter to the charge of discrimination 
might be the demonstration using the indicator data over time that 
discrimination is being eliminated. 

Annual Report and Conference 

If a system of Representation Indexes of the kind proposed were 
implemented, it should result in material highly suitable for an annual 
evaluative report on what has occurred during the year with respect to 
those indicators.  Such a report, in turn, could be a highly appropriate 
basis for an annual conference of RR/EO specialists and commanders. 
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