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Introduction

Attrition amcng first term military personnel is an issue of justifiable
. concern. Martin (1977) reported attrition rates of: 20.7% in FY 1971;
21.3% in FY 1972; 23.6% in FY 1973; and 29.1% in FY 1974. Recently,

(November 11, 1977) press dispatches quoted Assistant Defense Secretary

o gt BT e e
R

i‘f John White as indicating a greater ;han 40% pre-end of first term enlint-
ment attrition rate. o
Pre-end of first term attrition cannot be evaluated in a vacuum,

The cost and end-strength implicatlons of attrition must be viewed in the

context of: the size of the pool of potential accessions; success of
recruiting efforts in attracting qualified accessions within the all-
volunteer environment; and reenlistment rates. Further, evuluatioﬂ of

g " attrition depends upon, among other things, the performance of those being

' prematurely separated; whether attrition is occurring early in the term

]

|

of enlistment when sunk costs are relatively low or later in the term j
when replacement costs are high; and the marginal costs of attempting to

"galvage' a candidate for premature separation. ;

L

The objectirc of this paper is to critically review and summarize S

existing attrition research. However, since original choice, first term ;%

5

attrition, and reenlistment are inexorably related from both conceptual i

and policy perspectives, the review was broadened to include all three

dependent variables. Additionally, studies that asseased behavioral
intentions, other forms of withdrawal, and studies unrelated to withdrawal
but of related interest were reviewed.

; . An will become evident, the preponderance of research has: focused i

on reenlistment intentions and behavior; focused on demographic-biographic 1t
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predictors or economic variables; accounted for relatively small percentages
of the variance in the behaviors of interest; and suffered from various
methodological shortcomings. The need for eclectic, multidimensional,

and longitudinal reseacch which captures individual, economlc, and policy

influences on attrition will be noted.

Research Studies Classification System

The matrix in Figure 1 will be used to classify the military research
related to the entry and withdrawal processes. The dapendent variables
(criteria) are listed in the left column. These dependent variables are:
original choice; attrition prior to completion of obligated service; actual
reenlistment; intention or attitude toward reenlistment; completion of
first term and recommendad for reenlistment; other forms of withdrawal;
and studies not directly related to withdrawal but of possible tangential
interest.

The independent variables for the various studies are listed in the
row across the top of the classification matrix, The independent variasbles
move from economic and incentive variables to: organizational practices;
organizational ciimate; job content; attitudes and satrisfaction; intentions;
expectat{ons; démographic and biographical variableq; pasychological variables:
aptitude scores; and performance.

Because of the diverse variables that have been studied, the multi-
variaté nature of some studies, and a desire to be parsimonious, this
classification matrix is an obvious oversimplification. However, it is

felt that thie matrix will provide a ueseful structure for organizing the

literature.
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''he variable "organizational climate" 18 used in a very broad

N context for the purposes of the present review. It is recognized that

} ' this construct is the object of continuing controversy, but as it is

ii y employed in most cases in this paper, climate refers to the individuals’ }ﬂ

perceptions or descriptions of the military organization - how it deals

T e

with members, and/or the individuals' perceptions or descriptions of ﬁ
[

; their current duty assignment. ;
I

Within each cell of the matrix is listed the reference number which ,4

has been assigned to the various studies, These numbers may be found in i

" a number does not appear in a cell of classification matrix, no studies

3 : the reference section at the end of this literature review. In the event r
| |
E?ﬂ were found that dealt with that particular combination of independent ;
|

I

15; variable and dependent variable.

The balance of this military literature review will be devoted to an

4 f analysis of the studies in each cell of the classification matrix. An !
| attempt will be made to evaluate the practical contribution of the research i
é I for each classification c¢ell, where appropriate., When more than one of the ;
- independent variables is utilized in the study, reference will be made to i

4 N the total variance accounted for as well as the variance accounteu for by

l
that specific independent variable. Several of the atudies do not report y
the variance accounted for, This omission will be noted where appropriate, f

Research in the areas included in this literature review continue to

S SR -

be of interest to the military services., Very recent resedrch may not

have been included in this study because of the need to establiah a cutoff

e et

date for reviey., Other research stulies may have been inadvertantly

omitted. However, a devoted effort was made to include the great bulk of

it 4 1 st s,
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the military research in the subject area since 1973. The authors of this

paper are concurrently preparing a technical report reviewing the literature |i

on the withdrawal process for the civilian economy. .
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Economic Variables and Incentives Studies Related to
Originul Choice

Altman and Fechter (1967) completed a study which attempted to
egtimate both the supply of military personnel and the additional budgetary
costs of shifting to an all-volunteer military services. The study specified
that legal and administrative conatraints on recruiting practices made it
difficult to segment variations in supply of enlistees (and officers) from
vaviations caused by demand factors. Independent variables used to predict
enlistment were 1) the size of the 18«19 year old male population rate,
2) the male 18-19 year old unemployment rate, 3) major changes in draft
pressure and 4) seasonal factors. The conclusions of the study were that
1) periods of relatively high civilian unemployment tended to produce a
greater than average number of volunteers, 2) periods of relatively high
"draft pressure’" (iucreased world tensions) also produced higher than average
levels of (olisteas, and 3) enlistments were above average in the quarter
following high acho graduation and below the yearly average in the fall and
apring. The muiciy .« regrossion analysis supporting the preceding conclusions
accounted for 67% of the variance in the supply prediction equation. In
addition, the researchers estimated that the annual marginal cost of main-
taining a 2,65 million person usll-volunteer military service to be batween
$5.4 billion and $8.3 billion, depending on the level of civilian unemploy-
ment. The regression analyses supporting the preceding conclusion accounted
for 73% and 64% of the variance for the Army and All Service, respectively.

Figher (1969), using an econometric model, also attempted to predict
the annual marginal cost of maintaining military services at 2.65 million

men in an alle-volunteer environment. Fisher's predictors were the ratio of

i
i
!
!
‘
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civilian to military wages, the unemployment rate, and the accession
- rate, The time series regression analysis accounted for 902 of the

variance in enlistment rate. The author comments that time series and !
cross sectional analyses "of the effect in changes in earnings on enlist- ;
ments, with and without the draft, are in agreement."” The study sub-
sequently estimates that the annual marginal cost to maintain an all-
volunteer servics would range between $5.7 billion and $6.9 billion, i

Klotz (1971), in a critique of Fisher's research, replaces the i

military accession rate with the military induction rate in an attempt to

obtain "true" wage, unemployment, and draft effects. As a results of this
change, Klotz estimated the annual marginal cost of an all=-volunteer |
military service to be $300 million to $400 Aillion. |
Hansen and Weisbrod (1967) developed a model for the investigation of
the effect of the draft on the size and distribution of gross national |
‘ product. The results were somewhat general and the amount of variance
accounted for was not atated.
0i (1967), also estimated the marginal cost of maintaining an all-
volunteer force. 01 indicated that elimination of the draft will reduce ;
accessions not unly by the 21X who were previously "true enlistees", but
also by those who were 'reluctant volunteers". 01 assumes that the preceding
losses would be offset by improvements in retention. Predictors were pay
levels adjusted for age and time in service. The criterion was enlistment ;
in the armed forces. The study concluded that the annual marginal cost of |

maintaining an all-volunteer service of 2,65 million men would be $4.0

billion plus transition costs and additional retirement benefits.
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P Glickman, Goodstadt, Korman, and Romanczuk (1973) developed
protocols to assess the infludence of factors affecting enlistment.
Interviews were held with 53 men who made a commitment to enlist, 28 men
a who visited a recruiter but decided not to enlist, and 30 who received
recruiting information but decided not to enlist. The results are given

in percentage form., The most often cited positive responses (n=53) in

the decision of those who decided to enlist were job training, travael,

educational benefits, financial security, maturity, influence of the

father, influences of male peers, and the influence of family in the

Navy, influence of the mother and influence of other relatives. Thirty=-
two percent of those responding indicated financial/security considerationea
affected their enlistment decision., The most common negative factoql (n=58)

; of those who decided not to enlist were to finish their education, job

goals, length of aylistment. the loss of freedom, th' influence of the
recruiter, and the influence of male peers. The authors summarized their
findings indicating that the youth in this sample were job and career
oriented., The difference between those choosing to anlist and not to

enlist appears to be whether or not the Navy was perceived as providing

meaningful job and career goals, Because this study is multi-variate,
g it will appear in six other classifications.
r Hause (1973) investigated the cffect of employment opportunities

on flrest term enlistment rates. The author indicated that his model did

g not incorporate relative military/civilian earnings and measures of the

effect of the draft. 1In spite of these shortcomings, using a very

large sample from the years 1957 to 1963, unemployment rate accounted

for 43% of the variance in first term enlistment rate.




Summary -~ Economic Variables and Incentive Studies
Related to Original Choice

Altman and Fechter, Fisher, Hansen and Weisbrod, Klotz, and Oi
contributed research that attempted tn deal with the expected cost(s)
of an all-volunteer military service. The predicted marginal dollar
cost varied from $302 miliion to $8.3 billion dollars. The bulk of the
studies report a high percentage of the variance accounted for in the
enlistment rate on the basis of the specified independent variables.

No studies were fcund to verify the accuracy of the predictions made
in these studles.

The Glickman, et al Original Choice study is based on small sample
sizes. The resulta are staiced in percentage form which does not parmit
an estimate of the amount of variance accounted for by the specified
predictors. Future studies in this area should utilize substantially
largzer sample slzes and adequate sampling techniques in order to have
meaningful generalizability. In contrast to the Glickman, et al study,
Hansen ut'lized a very simple design where one variable (unemployment)
accounted for 43% of the variance in enlistment rates.

A general critique of the Original Choice research would include
a need for the inclusion of sampling techniques and/or larger sample

sizes as well as a combination of economic data and data collected from

individuals.

e e ki o ek £ 3AA



Economic Variables and Incentives Related to
Actual Re~Enlistment
Enns (1975), using FY 1971 data, with a sample of 1638 Navy, Air
Force, and Army reenlisteas, developed a regression model to estimate
first term reenligtment rate. The independent variables for the Air Force
and Army samples were the variables reenlistment bonus, proficiency pay,
estimated civilian earnings, age, race, AFQT, and education. The
independent variablies Iin the Navy sample were the variable reenlistment
bonus, base pay, age, race, AFQT, and education, The combined results
for the Alr Force model specified statistically significant predictors
which included the VRB, age (negative coefficient) race, and education
(negative coefficient). The prediction equation accounted for 352 of the
variance in the reenlistment rate. The combined results for the Army model
specified statistically significant predictors which included the VRB,.
estimated civilian earnings (negative coefficient), race, AFQT (negative
coefficient), and education (negative coefficlent). The prediction equation
accounted for 32% of the variance in the reenlistment rate, The combined
results for the Navy model gpecified statistically significant predictors
which included the VRB, base pay (negative ccefficient), race, APQT (negative
coefficient), and education (negative coefficient). The prediction equation
accounted for 254 of the variance in the reenlistment rate. The VRB bonus
was a significant predictor across all models, non-whites were found to reenlist

at a higher rate across all models, and education was negatively related to

.. reenlistment rate across all three models.

Haber and Stewart (1975) compared Navy reenlistmert rates in 1971 and

1972. These years were chosen because a large pay increase, primarily

i b e T e S 1 0
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in the lower grades, was instituted in November 1971, The study assumed

that comparable civilian earailngs were unchanged in the specified time
periud. The general findings of the study indicate that a 1X pay increase
resulted in a 3% increase in reenlistment rates for about one-half of the
sample. Reenlistment rates for craftsmen went from 7.9% to 11.9% when no
variable reenlistment bonus was given; whereas among craftsmen who received

a VRB, the reenlistment racte went from 24.8% to 31.9%. The total of all
occupational groups without & VRB went from 10.6%2 to 14.7X%. All occupational
groups with VRB went from 20.4% to 27.3%. Although not explicitly stated in
the atudy, the non-VRB group increased its reenlistment rate by 38.6%, whereas
the occupational groups receiving the VRB increased thier reenlistment rate
by only 33.8%.

Kleinman and Shughart (1974) found that the variable reenlistment
bonus, using a linear regression model, accounted for 52.1%, 35.4% and
43.3%'of the variance in first term reenlistment rates for FY 1965-67, FY
1968~69, and FY 1971-72, respectively. Using a logit regression model,
for the same time periods, 45.3%, 19.4%, and 44% of the variance in FTRR was
accounted for, respectively. With respect to second term reenlistment rate,
the authors conclude that the VRB does not appear to have an effect on
continuation within the Navy.

Lindsay and Causey (1969), used grade, race, military occupational
specialty, and statce of residence as predictors of actual reeanlistment. The
pample was divided into draftees, first term regular army, and career regular
army. The average amount of variance explained by the study for the three

samples, respectively, was about 2%, 4%, and 22%.
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Massell (1976) studied a group of white, high school graduates with
ages of less than 19% years who were assigned to USAF electronics specialties
and made thelr reenlistment decisions during FY 1972. The independent
variable is "reservation wages," i.e¢., levels of military pay sufficient
to induce reenlistment. Military pay was defined as basic pay, quarters
allowance, subsistance allowance, federal tax advantage on non-taxable

allowances, proficiency pay, reenlistment bonus, and the variable reenlist-

i ment bonus for a given specialty. The sample was divided into six sub-
groups. The percent of varifance accounted for ranged from 38% to 89%. The

author states that reservation wages are substantially higher than mean

!
F
E
E comparable civilian earnings. The model is designed to predict group,

rather than indjvidual, behavior. A critique of the study would include

the obe rvation that the standard deviations of all ccefficients in the
prediction equation were 3 to 5 times larger than their respective means.
Statistical distributions that vary dramatically from a normal distribution
are generally unreliable for prediction purposes.

McCall and Wallace (1969) examined how USAF reenlistment rate varied |
with changes in rate of pay. The research design included an experimental 5
! group of 505 airman who had electronics specialties who left the Air Force .

i in 1962 and reported civilian earnings 1In 1964, The control group included i

393 Air Force electronic specialists who reenlisted in 1962 after their

firet tour of duty. The findings of the study indicated that reenlistment

rates would rise between 50% to 70% {f pay wefa increased by $1,000.00.

The predlction equations explain 29.52 of the variance in reenlistment rate.

!

]

1

i

|

| .
Nelson (1970) studied the reenlistment decision yuestion in the Army. , ;
The independent var{ables were dependent status, Vietnam service, and combat
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duty which was subsequently statified by race, education, mental score,

and military occupational specialty. The fourth independent variable was

the ratio of military to civilian pay. This ratio, which is determined

) by "individual tastes for military service," is the minimum ratio required

for an individual to reenlist. The dependent variable is the reenlistment

rate. The sample is composed of first terin eniistees in 1964, The

findings of the study indicate (1) a 10% change in the ratio of military

et s e 3 " = T edt —=--

: to civilian pay may affect reenlistments by 20~-30%, (2) the post=Vietnam

all~volunteer army may have 70X more enlistments than the 1967 Army, and

2 (3) reenlistment rates for Blacks are dramatically higher due to variations

in civilian carnings ability. The general findinge of the study, without

stratification, accounted for 57.2% of the variance in the reenlistment

rate where relative pay was used as a predictor and 60X of the variance

: with absolute pay as a predictor. The coefficient for dependents, pay,

and combat potential are positive and negative for Vietnam experience.

Separate regressions are presented where stratifications of Black and White

are utilized. The White relative pay equation accounts for 71.1% of the

variance, whereas the Black relative pay equation accounts for 17.6% of the

variance in reenlisgtment rate., The coefficients for the White equation are

the same as for the gencral equation. The coefficient for the Black equation

}; has positive coefficient for relative pay, dependent, and Vietnam and a

negative coefficient for combat duty. When the data are modified by three

and 27.8%. Further changes occur in the coefficients of the independent variables.

E

;|

';} categories of education, the variance accounted for drops to 22,2%, 30,3%,
|
i

The author suggested that the poor fit in several of the equations suggests

caution in the use of the equations for prediction purposes. Violation of
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statistical test assumptions and/or considerations may have led to the

discrepancies previously noted.

’

Quigley and Wilburn (1969) studied the reenlistment decision as a function

of dollar pay, marital status, grades (E~2, E-3, E-4, E-5), proficiency pay
(P-1, P~2), high school graduate, race, age at decision point, aptitude,
years of schooling, average civilian earnings opportunities at decision,
and Air Force Speclalty Code. The general model accounted for 79,2% of
the variance. When atratified by white, non white, high school graduate,
and non high school graduate; the variance accounted for increased to 81.2%,
87.5%, 83.5%, and 82,9%, respectively. The significant positive predictors
in rhe general equation are dollar pay, age, and race. The aignificant
negative predictora in the general equation are: proficiency pay two,
vears of education, and civiliaun earnings. In each of the four previously
mectioned stratifications, dollar pay is positive, high school graduation
is negative, civilian earniugs is negative, age was positive, and each of
vix occupational aream wan positive.
Summary - Economic Variables and Incentives related to Actual
Re=Enlistment

The studies in this asection range in variance accounted for frem 2%,
to 83.5%., Several studies had methodological shortcomings which cast doubts
on the validity of their results, Clearly, the Quigley and Wilburn study
was a very productive research project. No major methodological flaws
appear to exist and both the general model and the stratified models are
consistent in both the predictors specified and the amnunt of variance

accounted for, Future researchers would be well advised to build upon the

comblnaticn of variables reported in this study.

et s e e i el e e o e
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Economic Variabies and Incentives Related to
Reenlistment Intentions
- Carlisle (1975), in a study of 1070 Marine enlisted personnel in the
telecommunications field, used a difference in means test to compare those
intending to reenlist and those not intending to reenlist. Each Marine
was given several categories of Intrinsic and Extrinsic Job Factors to
rate. The basic categories of Intrinsic Factors included the work itself,

achlevement, recognition, reiponsibility, and growth, Extrinsic Job

Factors included working conditions, supervisor, peers, policies, family

and eoclal life, pay, job satisfaction, and career satisfaction, Statisti-~
cally significant differences were obuserved between the group which
'intended to reenlist and thae group which did not intend to reenlist. The

findings indicated that those intending to reenliat had more career satis-

faction. Career aatisfaction appeared to be a function of feelings of

4 worthwhile accomplishment and perceptions of their work. Those intending

to reenlist had positive perceptions of thelr achievement, their growth,

L their responsibilities, the recognition they had received, and the work
itself. Each of the above are intrineic factors of tha job., No extrinsic

8 factors, for example, pay, effected their intention to reenlist. 1In con:r?lt.
those not intending to reenlist were affected by interference with family

3 . and social life, had negative fealings about organizational policies, adminis~

tration, peers, and their supervigore. Policies were viewed as baing too re-

3 strictive and constraining. Peers were viewed as baeing uncooperative and
not helpful. Supervisors were viewed as being unresponsive. In addition,

pay was considered to be inadequate by those planning not to reenlist. In

summary, the research indicates that those intending to reenlist are satisfied

e L —— mae y R et avteihindb o Ja
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with intrinsic factors, but extrinsic factors did not appear to affect

iE their intention to reenliat. Those deciding not to reenlist were primarily
b concerned with their dissatisfaction with extrineic factors.

Fisher and Morton (1967), using a "non-linear dynamic programing

algorithm" and '"survey data," analyzed active duty pay, rudtirement pay,

educational bancfits, housing, fringe benefits, promotion opportunities,
and incentives as predictors of reenlistment intentions. The authors

conclude that "for every incentive . . ., an increase in first term reenlist-

,; ment rates results in an incresse in costs." The authora recommended that p
theNavy offer selective reenlistment incentives rather than a general

reenlistment incentive. 3

Glickman, Goodstadt, Korman, and Romanczuk (1973) interviewed five
Navy men each in three ratings and in four time periods in the Navy ranging
from 6 weeks to 45 months. A total of 60 enlisted men were intarviewed.

The findings indicated that interest in reenlistment declined with the numbar

of months in the Navy. Factors affecting reenlistment intentions were ' y

N stuted in percentage form. The positive factors and the avarage percentage g
mentivning them were: tralning (36%), security (13X), travel (11%), and !

pay and benefits (11%). The negative factors and the average percentage )

ﬁ mentioning this as affecting reenlistment intentions were: separation (64X), j
loss of freedom (51X), unmet expectations (51X), leaders and disorganization
3 (42%), inequitable trcatment (38%), busy work (36%), long hours/low pay
(33%), and others. This mection is concerned with economic incentives.

R Pay nnﬂ Lenofits war fourth of four ltems in the positive factors and

seventh of nine negative factors affecting reenlistment iIntentions.

i
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Holoter, Bloomgren, Dow, Provenzano, Stehle, and Grace (1973) surveyed
attitudes of 1711 Navy enlisted personnel. The general findings were that:
career counseling had no effect on thelr decision to reenliast., 1In addition,
agreement existed that the variable reenlistment bonus would have a favor-
able influence on a decision to reenlist. Blacks rated a Navy career
as more financially advantageous (compared to a civilian career) than did
whites, The amount of cash received as a reenlistment bonus had a greatar
impact on reenlistment intentions of whites than blacks.

A The Army O0ffice of Personnel Operations (1969) conducted a survey
of 21,034 enlisted men asking how 27 factors were either an influence to
stay or to leave the Army., Each item was ranked on a 7 point scale~ranging
from "Strong Influence to Stay" to "Strong Influence to Leave." The factors
on which more than 20% of the respondants indicated that it was a "Strong

Influence to 3tay" were: medical benefits, promotion opportunities, duty

assignment, job security, retiremaent benafits, and educational opportunities,
The factors on which more than 20 X of tha respondants indicated that it
was a "Strong Influence to Leave" were: personal life in the Army, leader-
ship of officars and NCO's, frequency of moving, civilian job opportunities,
Vietnam aituation, Army food and facilitlies, number of working hours per

; week, wife's opinion of the Army (when married), and pay and allowances.

Of particular interest to this section ims that 26.2X of the respondants in

! 1968 indicated that "pay and allowances" were a "Strong Influence to Leave."
Using all data in the study, a& "retention indux" was construcced. The
retention index iw derived by dividing the value of the "influance to

stay" by the value of the "influence to leave" (or vice versa).

The larger value was nlways used as the numerator. Thus, if the influence

to stay is of higher value, the index will be positive, If the influence to

R B S RV
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lenve is of higher value, the index will be negative. The five highest
indices "to stay" were medical benefits, retirement benefits, educational
opportunities, opportunity to serve in the national interest, and pro-
motion opportunities, The five highest indices '"to leuve' were: family
separation, civilian job opportunities, Vietnam situation, personal life
in the Army, and frequency of moving. Pay had a slightly positive index,
but ranked next to last on positive indicators.

Schneider (1973), using instrumentality theory am a basis for
collecting data, compared personal perceptions of Navy vs. civilian employ-
ment. Adequacy of pay was one of 30 outcomes included in the study. In
a simple correlation betwesn Navy and civilian outcomes, pay accounted for
approximately 8X of the variance. The general findings of the study ware
that attraction of the Navy was positively related to reenlistment and
career intentions for the 128 Navy personnel in the sample for their
first, second, and third enlistments. A corollary finding was that attraction
of a civilian ogcupacion was negativaly re.ated to raenlistment and career
intentions.

Stoloff, Lockman, Allbritton, and McKinley (1972), in a study of
3115 Navy men aboard ships, attsmptad to determine how psychological,
economic, and demographic variables affect reenlistment intentions. On the
basies of percentage data, reenlistment intentions were most often related
to: pay and fringe benefits, advancement opportunities, dutio;, and
retirement. On the basis of percentage datu, the decision not to reenlist
was most often related to: the military way of life, the amount of time spent

at home, leadership, and compensation. On the bagis of a regression analysis

P e
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which accounted for 31% of the variance in reenlistment intentions, job

gacurity and pro pay were among 12 statistically significant predictors.

Frey, Goodstadt, Korman, Romanczuk, and Glickman (1974) conducted

two experiments to detarmine whether '"more" incentives are actually "better" |

as a reenlistment incentive in the Navy. The first experiment had a sample Q

size of 607 first term enlisted men who were administered questionnaires by

mail. Single incentives were compared to complex incentives., Five single

S s

J

|

|

incentives (20 year retirement with 3/4 pay, civilian training courses credited ‘

|

toward promotion, one term of educatioral leave with pay and tuition for |
every two years of service, 15 year retirement with ) pay, and leave the Navy ’ﬁ

|

}

at any time with 3 months notice) wara found to be more attractive, The

sacond experiment had a sample of 326 questionnaires administered by carser )
counselors. The results of the second experiment assantially supported those §
in the first experiment. The authors conclude that "control of their fate"

is of prime importance in incentives becauss leaving the Navy on 3 months

notice was of primary importance. |
1

Summary - Economic Varlables and Incentivaen
Related to Reenlistment Intentione

Of the atudies revicwed, pay does not appear to be a potent cause of

essentially had little effect on the decision to resnlist, but did effect the

i
J
reenlistnent. Carlisle and Glickman, ot al found that pay and/or fringe benefits b
o
I
i

decision not to reenlist, Schneider's study indicated that pay accounted for
a4 very small proportion of the variance. B8toloff found that pro pay and job ; ;

security combined accounted for approximately 14% of the variance in reenlist-

e

ment intentions. The research results to date indicate that pay ia a predictor 3 /

. of the specified criteria. However, the magnitude of the variance accounted ,

I

for is relatively small. |
H
t
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Economic Variables and Incentives related to
Completion of Four Year Enlistment with a
Recommendation for Reenlisatment

One study (Plag, 1969) was found in thils category. The criterion for
this atudy was "effective sailors” which was defined as those who both completed
a four year tour of duty and ware recommended for reenlistment. The sample
was composed of 3630 recrults entering the Navy in 1960. The sample was
subsequently divided into & validation group (n=1829) and a croas-validation
categorized into four stag;l which were A) pra-aenlistment, B) second week
of recruit training, C) the final week of recruit training, and D) more
than two years of active duty. 1In stage A, fourteen background hiatory
variables and the AFQT were used as pradictors. The multiple regression
analysis produced the following beta weightm: education (.229), expulsions
(-.,134), family stability (.081), and AFQT scors (.134). Approximately
14X of the variance in "effectivensss' was accounted for by the preceding
four independent variables,

In stage B, the independent variables included in Stage A, four
measures of cognitive ability (General Classification Test Score, Arithmetic
Score, Mechanical Scora, and Clerical Score), and a clinical rating from a
psychiatric screening examination, The multiple regression analysis produced
the following beta weights: education (.206), expulsions (=132), family
stability (.088), arithmetic score (.133), an? mechanical score (.075).
Approximately 15% of the varlance in "effectiveness'" was accounted for in
Stage B by the preceding variables.

In Stage C, four additional variables were added to the Stage A and B
variables. The four additional variables were: average weekly test ascores,
disciplinary vs. non-disclplinary action, duty assignment, and transfers ‘

because of performance deficiencies. The multiple regression analysis

\

DT
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produced the following beta weights: education (.188), axpulsions (,122),
family stability (.081), arithu.tic acore (.102), failing grades in school
(~.038), number of arresta (.048), weekly test scores (.091), and transfers
because of performance (=154), Approximately 17,.6% of the variance in

“"gftectiveneas' was accounted for in Stage C by the preceding variables. %

~—

[ : In Stage D, four additional measures were added to the variables of

Stages A, B, and C. These were!: officer rating of adjustment, record

of disciplinary or commendatory action, pay grade level achieved after
2 years, and average semi-annual marks, The multiple regression analysis T
produced the following beta weights: expulsions (=-.089), arithmetic : F
{E score (.101), tranafer because of performsnce (-.009), officer rating !
(.141), disciplinary action (=.133), pay grade (.150), and semi-annual marks
(.135). Approximately 25% of the variance in "effectiveneas" was accounted
' for in Stage D by these independent variables. i g

The author concludes that, even with additional information obtained

R =T T

o en.

from recruit training performance, prediction of "effectiveness" is not

appreciably better in Stage C than in Stage A, It is aleo worthwhile to

ST TR T

note that the predictors of "effectiveness" in Stage D are not only dramatically

o

different than those found in Stages A, B, and C, but alsgo these predictors
increase the variance accounted for. A criticism of the study is that the
{ ; variables are not related to either reenlietments intentions or actual

rveonlistment, Conclusions to be drawn from thea study are!

1) predictors of "effectiveness'" differ between recruit training and :
duty station assignments. i ;1

2) a relatively small amount of the variance is accounted for, and

3) a need exists for longitudinal models with an expanded member of
independent variables.




21

Economic Variahles and Incentives Studies
Unrelated to Withdrawal Behavior
Huck and Midlam (1977) developed a model to analyze the cost of first
term enliated attrition in the Navy and Marine Corps. The preliminary findings
were that it is currently necessary to recruic 1,2 1ndividua!§ vho are male,
high achool graduates in montal grades I, 1I, and IIIA in order to insure
that one individual {s available for reenlistment at the end of four years.
The cost to recruit and train 1.2 individuals is reported to be $32,800. If
the chances of an individual reenlisting are one in three, then the expendi-
ture required to produce one reenlistment would be approximately $100,000.
Katz and Schneider (1972), using a longitudinal research design with

6795 Novy men in AFQT categories I, II, and III, reported recruit perception
of their training. The study was composed of two purts, Part I analyzed
expectations of recruit training and subsequent actunl recruit training
experiences. The results of Part I indicated that about 60% were matisfied
with navy life in general. The subjects anticipated before basic that
physical training, marching, class work, and getting enough slesp would be

a prublem, Only getting enough sleep turned out to be an actual problem.
Information about facilities (libraries, axchanges, etc.) were evaluated as
being incomplete., More than one-halt the sample repcrted little oppoctunity
to discuss personal problems with higher authority. Part II of the study
compared perceived Navy and civilian life in four areas (job related, intor-
parsonn| relatlons, physical and mental well=being, and education and training.)
The results of Part 1IA indicated that recrults valued highly getting fastor

promutions, good working hours, and pay ut the outset of trafning and these

vialues facreased 13k, 9%, and 6% respactively. At the outset recruits felt
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that they would find in the Navy that they could do a man's job, have good
working conditions, and do the work they like the best. Responses after
training sheowed these three factors to decrease 15%, 8%, and 12X respectively
(no significance tests were calculated).

The results of Part 1IB indicated that recruits appreciation for being
treated fairly increased 7%. However, their perception of the Navy as having
good supervisors, being able to discuss thinga with those in higher authority,
getting treated fairly and working with good people decreased 20%, 16%, 10X,
and 12%.

The results of Part IIC indicated that recruits valued highly 3 factors:
good life, good living conditlons and good food. They also felt that long
geparations from home and family, physical training, and standards of conduct
and appearance were more likely to ba outcomes obtained in the Navy rather
than by being a civilian.

The resulrs of Parc IID indicated that training and education were valued
highly at the beginning of trainiag and also at the end. Also at the beginning
of training, about ) of the sample ;erceived the Navy 4s instrumental in
obtaining education. This dropped slightly after training (from 50% to 48%).
Al“hough there was a slight increase in intent to reenlist (8% to 12%), the
majority (61%) were still undecided.

Overall many of the job reliated and interpersonal factois dircussed
above were uot viewed as uttainable by the sample, but were highly valued
for mainly job related factors.

For purposes of this particular section of the literature review, the
findings in Part ITA are most appropriate.

Summary - Economic Variables and Incentives

The bulk of the original choice modele dealt with the projected costs
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of an all-volunteer armed services. While the need for these studies is
past, au analysis is needed of the actual versus the projected coats in order
to establish the valu~ of similar prediction studies in the future. In the
all-volunteer time period, two original choice studies were reported. The
basic recommendation for original choice models is to include both economic
data as well as data collected from individuals.

Many of the actual reenlistment studies either had questionable
methodology and/or accounted for small amounts of variance. The Quigley
and Wilburn study accounted for a very large percentage of the variance
by using a relatively large number of appropriate independent variables,

Pay and its substitute (estimated civilian earnings) are predictors of actual
reenlistment. These items are of particular importance to this section even
though they are only a portion of a multivariate model. Future studies might
congider the addition of additional ecouomic variables external to the
service, Examples might include unemployment rate, availability of civilian
jobs for which earnings data is known, atc.

The studies ceported on reenlistment intentions produce a somewhat
confusing array of conclusions. Pay does not appear to be a potent predictor
of intention to reenlist. Further, pay and fringe benefits essentially do
not affect intention to reenlist, but do effect intention not to reenlist.
One explanation of these seemingly contradictory tresults would be "other"
variables within the services or the economic environment completely over-
power pay as a predictor. These 'other" variables ire perceived differently
by those intending to reenlist and those not intending to reenlist could
| ssibly, but not certainly, be convinced by higher pay to reenlist. WNo
analysis is made for the quality of potential reenlistees in either category.

The Plag study, which composed a cetegory itself, accounted for a
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relatively small percent of the variance, but does serve as a notable model
for longitudinal studies. The inclusion of additional independent variables
and a meaningful dependent variable, in conjunction with a similar design,
might prove fruitful for future researchers.

Overall, the studies reviewed indicated that the smount of variance
accounted for by pay was relatively small, Several of the studies had
methodological faulta which chst doubt on the validity of results ~ regard-
leas of the amount of variance accounted for. None of the studies reviewed
directly addressed the question of the "quality" of either of the reenlistee
or those intending to reenlist. The composite also indicates & need to
include measures of the economy (such as unemployment, wages of comparable
civilian occupations, etc.) in future models attempting to predict reenlist-

mant. Table 1 summarizes the findings for Economic and/or Incentive variables.
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Organtzation Pracvtices Related to Original Cholre

The Glickman, et al (1973) study was previously reviewed in the
crogg-classiflications of Economic/Incentives and Original Choice and
Economic/Incentives and intention to reenlist, Organization practlices
and tha percantage of those responding how it affected their enlistment
decisglon are as follows: Jjob training (75%), travel (49%), oducational
banefit (47%), and military life style (2X). The moat common organ-
ization practices which were considered to be negative to the dectision
to join the Nuvy werw: length of enlistment (22%), louss of fraedom (16%),
motal aspects (14%), types of duty (14%), inabllity to quit (7%), and
danger (52).

Organization Practices ralated to Attrition Prior
to Completion of Obligated Service

Oreenbery and McConeghy (1977), in a study of 1000 enlisted men and
100 officery, uttlizod multiple repreassion annlysis to distingulsh between
attrliters and non-attrltera, The findings, among recruits, indicate that
attriters 1) belleved that they would be lhurassed Lf they complainad
(12X of variance), 2) leas often participatud in a delayed enlistment
program (4% of variance), and 3) lesp often have fathers who are employed
in higher leval positions, such as managers (4% of variance). Twenty petr
cent ol the variance in attrition was accounted for by these variables,

The findings, among regular duty mariues, indicate that attriters 1) believe
they would be harassed if the complain (7% of variance), 2) less often parti-
cipated In dolayaed enlistment program (3% of variance), 3) are less edu~
cated (Y% of variance), and 4) less often attend training school (4% of
variance) . Twenty three per cent of the variance In attrition was accounted

for by these four varlables. For both recruits and regulay duty Marines,
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atatistically significant organization practices tha predict attrition are
havassment, defayed enlis:ment programs, and attendance at training schools.

Guthrie (1977), using an experimental group of 1152 and a control
group of 960 Navy men, studied a voluntary release program in which the
purposes of the study were both to expedite discharges of unproductive
(or unsuitable) personnel and to reduce disciplinary problems. The exper-
imental group were permitted to voluntarily leave the Navy within the first
slx months whereas the control group was expected to meet the usual conditiona
for discharge. The experimental group had a higher attrition rate, higher
average performance, and fewer disciplinary problems,

Organization Practices related to
Intention Toward Reenlistment

Bachman (1974), with a sample of 2522 Navy personnel and 1855 civilians,
attempigd to determine attitudes toward reenlistment. The results indicated
that only 5% of those who see "limited opportunities" in the service were
planning to reenlist. About 50% of those viewing the services as having
"very good job oppertunities" planned to reenlist.

Carlisle (1975), in a study previously reviewed in this paper,.found
no extrinsic factors that affected their intention to reenlist, However,
organization practi-es (such as interference with family and social life,
organizational policies, administraticn, peers, and supervisors) were related
to intentions not to reenlir-,

Prey, et al (1974) found that organizational practicesz (incentives)
wvere more attractive if they were chosen singly than if chosen in packages.
The findings of th.s study are somewhat inconsistent because "learing the
Navy on ? month's notice" was considered the most {mportunt of all the in-

centives,
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Glickman, et al (1973), in a study which was previoualy reviewed in
this paper, found organization practices such as training, security, and
travel positively affected reenlistwent intentions. Organization practices
such as separation from family, loss of freedom, leaders, disorganization,
inequitable treatment, busy work, and long hours negatively affected reenlist=-
ment intentlons.
Summary ~ Organization Practices

Multi-variate studie; often included one or more organization practice
varisbles. Only one study was found that utilized a multi-variate technique
where the amount of variance accounied for was stated, 1In this instance,
organization practice variables accounted for less than 15% of the variance
in the particular dependent variable. The bulk of the remaining studies had
results stated in percentage form. Research where the results are stated
in percentage form are, at best, descriptive, but%, in no seuse, predictive.
Drawing conclusioris £rom studies with this type of statistice may be extremely
misleading. The reéults of this section on Organization Practices are 1)
that the one multivariate study indicates that Organization Praétices account
for a relatively small percent of the variance in withdrawal behavior and 2)
no meaningful conclusions for future action may be drawn frum the balance of
the studies. Table 2 suvmmarizes the findings for Organization Practices
variables.

The military literature to date has shown minimal evidence to establish
a ~trong relaticnship between Organization Practlces and various forms of

withdzawal behavior,
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Climate related to Original Choice

Glickman, et al (1973) was previously reviewed in two sections of this
paper. The Climate variables, expreassed in percentage furm, which positively
affectad the decision to reenlist were influence of the father (49%), influence
of male peers (60%), influence of family in the Navy (43%X), influence of the
mother (45%), and influence of other relutives (362). The Climate factors,
expressed in percentage form, which affected the decision not to anlist were
loss of freedom (16%) influence of the recruiter (41%), and influenca of
male peers (31%).

Climate related to Attrition Prior to Completion
of Obligated Service

Mobley, Hand, and Logan (1977), in a preliminary report on a longi-
tudinal study of attrition in the Marine Corpa, measured individual variables
(age, mental grade, education, race, dependents, Marine role attraction,
and civilian role attraction), and organirational variables (leadership
consideration; leadership Initiatiaz Structure; group homogeneity, perme-
ability, stability, hedonic tone, etc.; job skill variety, task significance,
feedback, etc.). In a mample of 1,960 Parris Ieland recruits, the gereral
findings of the study were that graduates and attrites differed on several
variables prior to training. New recruits who subsequently graduate have
higher expectations of completing recruit training; have higher intentions
of completing recruit training, are more attracted to the Marine role; are
moderately higher on the AFQT and mean education; expect more leader struc-
ture; and have higher internal motivation. In addition, the study reported
that eventual graduates of recruit training are more satisfied tbnn they
expected to be; increase their expectancies of completing and their intention

to complete; described leaders as being slightly more considerate and less

e e e e
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structured than expected; and perceived slightly less ekill variety, task
significance, and dealing with others than expected. Using a multiple re-
pgression modél, with some difference in variables, the study accounted for
7.9% of the variance in actual attrition. The variables in this model were
expactancy of completing first term enlistment (r=,19), education (r=,17),
sum of positive minus negative role outcome aexpectancies, Marine (r=-,13),
expactancy of finding an acceptable civilian job (r=,10), difference in
role force: Marine-civilian (r==,15), and difference in expectancies:
Marine-civilian (r=~,12)., Climate variables in the regreassion model would
include the difference in role force between the Marine and civilian beliefs,
The general findings would include the climate variables of intention to

complete, attraction to the Marine role, and internal motivation.

Climate Related to Actual Reenlistment
Bruni, Jones, and Jeames (1975), with a sample of 799 Navy enlisted
personnel, produced a large number of biserial correlations betwean both
psychological climate measures and veenlistment and job related attitudes
and reenlistment. The variables and their specific correlations are listaed
below!
specialization (.13), routine technology (-.22), job challenge "“(.17),
professional espirit de corps %(,42), satisfaction (.47), security (,20),
esteem *(.23), autonomy *(.22), pay (.18), appearance (.54), opportunity
to get a better job *(,30), training for present job (.17), opporFunity
for promotion (.15), respect *(.1B), job involvement *(,37), age (.18),
GCT scores (-.15), education (-.13), ego needs *(.18), marriagc (.22),
and number of dependents (.36).
The variance accounted for by any one of the 21 variablea ranged from 1,69%

to 29%, The variables with an asterisk may be generally construed to be
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variables of climate, The average bi-serial correlation for the climate
variables is .25, That ia, the average‘aingle climaﬁe variables explain
6.25% of the variance in reenlistment. The problems associated with drawing
conclusions from statistics such‘au th,sa will be discussed in tha summary,

Nelwon (1970), in a |tudy'§h1ch was Provioualy reviewed in this paper,
included a Climate variable in his study. The “limate variable was the ratio
of military to civilian pay which was determincd by individual "tastes" for
military service. The research found that a 10X change in the ratio (based
on a Climate concept) may sffect reenlistment by 20-30%X.

Stoloff (1971), in a study of 3,594 first term Navy enlisted men,
studied both retention behavior and performance on the job, Forty-four
independent variables were utilized that dealt with job contant and job
context or climate. A factor analysis of the variables indicated that
living conditions, the job environment and the United States Navy in general
clugtered in a factor labelled Hygiene. A second factor analysis indicated
that achievement, work situation, and compenmation clustered in a job
content factor, Using the same data base, Stoloff, using a regression
analysis, found that the predictors (po.itivc attitude toward the Navy in
general, satisfactlon with the immediate job involvement, and receiving

proficiency and/or hazardous duty pay) accounted for 5.3% of the variance.

Summary-Climate related to Actual Reenlistment

One study used biserial correlatinn. Because no knowledge of the
statistical independence of these variables is known, no meaningful cone
clusions (an be drawn from the compoeite of the ! vy variables. Another study
in this saction was theoretical in nature and would be somewhat difficult

to operationalize in practice. The third study in this group accounted for

slightly more than 5% of the variance in reenlistments.
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| The military literature indicates minimal evidence to aestablish a ’

i strong relatlonship between Climate and actual reenliatment,

%i: . Climate related to Intention to Reenlist

Bachman, in a study previously veviewed in this , iper, attempted to
‘1 determine attitudes toward reenlistment. Perception of job opportunities g
i may be classified as a measurea of Climate, The findings were that 30X of
those percaiving the Navy as having "good job opportunities" planned to

] ragnlist,
|

g?} Rowers (1973), in & etudy of 2,522 Navy snlisted parsonnel, atudied

;Ji intention to reenlist using 31 predictors. Multiple raogression analysis
was used in a daaign whare individual and group, levels of analysis ware

conducted. The individual lavel of analysis accounted for 16X of the

variance in which the predictors (all positive) wera human resources primacy,

!

f

¢

|

|

]

ﬁ satisfaction, and the opportunity to control one's life. The group level f'
‘ .
: of analysis accounted for 27% of tha variance in which the predictors wera

i supervisor's goal empiinsis (negative coefficient), opportunity to control

: one's life (pnsitive coefficient), and friendly peopla (positive coefficient).

é f Carlisle, in a study which has been reviewed twice in this papar §

studied reenlistment intentiong. The Climate variable in the study appearad

in several ways. Those intending to reenlist had positive perceptions of

intrinsic factoras, including their achievament, tieir growth, their respon-~

R sibilities, and the recognition they had received. Climate variables
(feelings about organination policies, administration, peers, and supervisoras)

il also affected intentions not to reenlist, . gj-
¥

H

|

; il
jJ : Drexler (1975), in a study of 2,522 Navy personnel, attempted to assess ;
1

f reenlistment intentions using organizational climate variables, aspects of : ﬁ

leadership, and group process variables as predictors., The predictors were made

for draft motlvated, choice motivated, and true volunteer accessions. The sample
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aize were relatively small ranging from 30 to 112, For the Climate measure,
the percent of variance accounted for ranged from 3.6% to 39.7%. The equation
tn which 39,7% of the varlance in recnlistment intentions was accounted for
was in the category of true volunteere who ware inexpensive to train., The
primary predictors ware human regource primacy (negative coefficient) and
lower level influence (negative coefficient). The authors indicata that
instability of the cosfficients was caused by the small sanple mizas.
Glickman (1973), in a study which was previously reviewad in this
paper, also studied resnlistment intentions. Climate variablas in the study
ware negative with respect to their influence on reenlistment intentions.
The climute variables in the category ware: losa of fraedom (51%), leadera
and disorganization (42%), inequitable treatment (38%), and busy work (36%).
Holz and Schreiber (1977), in a random sampla of 1'564 Army anlisted
personnel, assessad reenlistment intentions of both first term enlistaas
and non~{irst term enlistees, A preliminary correlation matrix was computed
to supply praedictors for a subsequent regression analysis. The first term
anlistees (nw460) prediction aquation accounted for 31% of the variance.
The pradictors were military work role (23X of variance), leadership (6% of
varianca), and acceptance of authority (2% of variance). Among non-first
term enliscecs (nw236), the pradiction equation accounted for 38% of cha
variance in reenlistment intentions., The prudictors were military work
role (23X of variance), acceptance of authority (8X of variancae), number of
commendations (8% of variance), moric-economic status (3%), and leadership (1%).
Nelson and Bevry (1966), utiliging a sample of 3500 first term nale
Marines and a lonpitudinnl design, measured attitude change over a two vear
time period. After 10 weeks, attituce toward reenlimtment and cttitude
toward the Marine Corps had n ,25 corrmlation, and a .24 correlation with

laaderahip, After two yeavs, attitude toward reenlistment had a .44 coirrelation
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with attitude"toward the Marine Corpn.and a .42 correlation with attitudes
toward leadership., rhe results indicate that the relationship between
intention tu reenlist and attitudes related to the service improved over
time. In each case, the’amount of variance explained 1mp;dved from about
6% to ubout 19%.

The Office of Army Personnel Operations (1969) study was previously re=-
viewed in this paper. Sevaral Climate variables wers mentlonad in that study.
The retantion index included the following positive Climate virinblcl:
opportunity to serve in the national interest and promotion opportunitinl.
The retention index included thae following negative Climate vnrinblot:
family separation, civilian job opportunities, and personal life in the Army.

Schneader (1973), has been previously raeviewed in thims paper. The
purpose of the study was to compare peursonal perceptions of Navy versua
civilian employment and to subsequently use tho comparative data to explain
reunlistment iutentions, The findings indicated that attraction of the

Navy was positively rolated to reanlistment intentions and attraction of a

" edvilian occupation wee negatively rolatad to raenlistment intentions, The

attraction of the Navy and the attraction of a civilian occupation may be

contrued as Climate varjablew,

Summary-Climate related Intention to Resnlist

The findings in this mection are somewhat general., The two most Jeneral
studiey were those of Bachman and Schnelder. The Bachman study found that
50X of those perceiving "good job cpportunities" planned to reenlist and
Schneider found that the "attractivaneas of the Navy" was positivaly related
to rannlistment, While those studies are interesting and provide future
rescarch opportunities, they do not provide adequate decision information,

Two studies (Glickman and Office of Personnal, Army) utilizing parcontages
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appeared in this section. The majority of the Climate variables in the
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studies utilizing percentages wera negative in their affect, e.g., loss of
freedom, leaders, inequitable treatment, busy work, family separations,
civilian job opportunities, and personal life in the servics. Unfortunately,

percentage results also provide little information of a concrete nature. |

Statistically, percentage data provides little basis for making decisions
because not only is it difficult to identify the overlap among ‘tiablea,
; but also it is difficult to determine the actual practical importance of
the variables., Correlational studies, such as Nelson & Berry, provide some ; E
idea of the strength of the variable, but cannot identify interrelationships
among more than ona variable. Multi-variate studios (such as Bcwers, Draxler,
or Hols and Schneidar are abla to distinguish both the indepsndance of the
veriables as well as the atrength of the variables. The Bowers study accounts

for 164 and 27% of tho variance at the individual and group level, respectivaly. i

Hole and Schneider's study accounts for 31X and 38X of the variance in first
term enlistees and non-first term enlisteas, respactively. While 1t is
difficult to generallza about the composite findings of these two studies,
they do appear to have somewhat consistent predictors. In contrast, the
Drexler study, for reason of apparent statistical deficiencies, presents
findings that are in contrast to the preceding studies.

In & general summary of the research in this section, the studius are ‘ i

somewhat contradictory making it difficult to reach substantive conclusions. |

Summary-Clivate
Nine studies were reviewed in which Climate wis one of several predictors

in the study. Eight studied either had methodological flaws, umsd non-

predictive statistine, or account for a small percent of the variance in




48 f

withdrawal behavior, One study accounted fc. more than 30X of the
variance. Table 3 summarizes the findings of Climate variables. Minimal

evidence exists that establishes a stiong ralationship betweon Climate and

withdrawal behavior.
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Job Content Related to Attrition
Prior to Completion of Obligated Service
- Mobley, Hand, and Logan (1977), in a study previously reviewed in
this paper, used the Job Diagnostic Sutrvey to assess dimensions of "expected”
job content and their relationship to attritfon. The results of the study

indicated that no job dimensions were related to attritioa from recruit training.

Job Content Related to Actual Reenlistment

Grace, Holoter, and Soderquist (1976), with a sample of 1,711 first
term enlisted personnel, compared reenlistment intentions with actual re-
enlistment behavior. Approximately one year elapsed batwesn the two measure-
ments. Phi correlation coefficients were calculated to determine degraee
and direction of the relationships. The variables measured ware motivation
and job satisfaction. Job satisfaction included five needs areas (measured
by the Porter Need Satisfaction Questionnaire), attitudes toward work (as
measured by the Minnesota Satisfaction Questionnaire). Of 13 categories
tested, aeven were found to be related to reenlistment., One of the seven
categories was the Job. FEleven coustructs made up the Job Category, Phi
coefficlents ranged from .070 to .367. The amount of the variance accounted
for ranged from 4/10 of 1% to 13.4% in the Job Content Category.

Btoloff (1971), in a study previously reviewed, reported that "satis-
faction with the immediatu job environment' was a predictor of reenlistment.
As stated in the previous review, all pradictors combined accounted for 5.3%
of the varianca.

Haber, Ireland, and Solomon (1974), in a study of the records of
700,000 Marines, studied resnlistment. The predictors were rank, number of

dependents, race, education, military occupation, laength of enlistment, combat
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duty, age at enlistment, current primary job, home regionhof country,

home county population, length of enlistment, mental group, and variable
resnlistment bonus. Uasing a multidimensional contingency table analysis,
the research found that the most important variables contributing to
reanlistment were: rank, length of enlistment, number of dependents,
current primary job, home region, and mental group. The study also reports
that race, age, and population of county of residence have little impact

on reenlistmant rate. The authors state the probabilities of reenlistment
for a given group cannot be applied to individuals from that group.

Lindsay and Causey (1969), in a study previously reviewed, list
Military Occupation Specialty asm one pradictor of reenlistment. The
variance accounted for was 2.28%, 4.63% and 23 for drafteas, first term
reguler army, and career regular army, respectively.

Quiglay and Wilburn (1969), in a study previously reviewed, included
proficiency pay as a predictor of reenlistment. Proficlency pay may be
considered a Job Coutent factor measured as proficiency pay is awarded to
those jobas which are in scarce supply. Since the sample was drawn from a
period of saven years (1959-1962) and since the variance accountad for was

exceptionally high (about 80%), the study is worthy of careful perusal.

Summary=-Job Content Related to Actual Reenlistmant
Of the five studies reviewed in this section, one accounted for more

than 30% of the variance in actual reenlistment,

Job Content Related to Intention to Reenlist

Drexler, in a study previously reviewed, studied rsenlistment intentions

using organizational climate, supervisory and peer leadership, and graup
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process and individual outcomes as predictors. The three basic classes

of predictors were moderated by the "cost of attaining a specific skill,"”
Using the cost of attaining a akill as a substitute for Job Content, the
following results occurred. The average variance in reenlistment intentions
explained for draft motivated volunteers was 7.7X%. The average variance
oxplained for true volunteers was 18.9%, The Draft Motivated individuals

and the True Volunteers showed no appreciabla differences among the moderating
partitions '"cost to attain.”

Mobley, Hand, and Logan (1977), which was previously reviewed, used
the Job Diagnostic Survey to provide a group of ten predictors of intention
to complete first term enlistment., None of theme predictors became a portion
of the prediction equation,

Nelson and Berry, in a study previously reviewed, used "2 year MOS"
and "2 year Command (ground or air)" as moderators of attitude toward re~
enlistment, The product-moment corralation were ,03 and .0l, respectively.
That is, no relationship existed among the Job Content surrogates (MOS and
Command) and reenlistment attitudes.

The Office of Peraonnel Operations (Army), in a study previously
revieved, included several Jnb Content factors in the questionnaire. Only
one of these factors was among the top five mentioned as either a "Strong
Influence to Stay" or a "Strong Influence to Leave." The item "Number of
working hours per week" was the third strongest influence to leave. As

previously indicated, all data was reported in percentage form.

Summary-Job Content Related to Reenligtment Intentione

Using "coasta to attain" as a moderator for numerous other predictors

(climate, leadership, and group process and individual outcomes), the

TR
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prediction of intention to reenlist is enhanced in the case of Choice

o R R

i Motivated individuals., Improving the prediction by partitioning suggests
5; that much of the past research has been too broad in scope and that pre- ,%
Zﬁ dintion may be improved in the future by using large samples partitionad 5 k
;i into meaningful sub=classifications. The balance of the ressarch reviewed é}
R on Job Content is either ambigious or indicated that Job Content had little 9
i}
y sffect on reenlistment intsntions. i
4 P
Summary-Job Content ﬁ
; ’ Table 4 summarizes the findings on Job Content variables. The military :}
1 literature has shown that minimal evidence exists that Job Content is ﬁ
1 strongly related to withdrawal behavior. ‘ ?h
1”; ; 5
i P
l... : l '
‘ l.w
'.? ’ 3
]
3 i
h .
]
3
g i




T IR

P RS

58

SR b e

(08" = 2¥) JuoE) 1| U334 (6961) “

U351 LUS3) P3IDLPRAd {emae paIsLiue Jysn uangy1p 3 A5161nd Aed Awororyoad U
YU eade) g

Yy o3 351 ¢ -

JuUoE} 1| U334 saayjesq | (6961) (s0u) W
Jjuam]sL|u3a1 Pa1ILpaLd Len3oe :Amay Kasno) 3 Aespui K} e1da3ds woijednoap Auelt]in :
g
JUDERSL | US4
0} pa3InNqLJiiuod '} UM S1 U233k
3qeLeA 3U0 SBM 10}J1paug jenjoe soultel 000°00/ (¥61) 1 39 Joqey gor Aiewlag jud.4n)
*u01433 115 padipad
JUSEUCJILAUD qOf djeipomml UL S (USDJ paistiua AaepN
3y} YIm ucLIoRySLIeS penyoe Wid3-352L4 $6G€ {1L6L) 4301015 sa|qeLde] Jusuo) gof
*A10633ed qof 403 $EL° JUSESE [ U3 poISLiue
03 05" wouy pabues ,1ud lemoe  wu33-3S4L} [17°] (9261) 1e 33 3deay sajqeLde; Jud3uo) qop
2013541350 03 POIP{ad JadM pIIsSLiud
sSuoLsusaLp Ju3juod qof Oj uoLjtajje auLden 096° 1 (261) i= 32 A3iqoy (sar) 4Asaung >:3souberq qop
HSNOI 1V13
.ma mmﬁ.%:w__ VIN3LI4D IdWVS (s)soH1V (s)¥01210N4d

SITAVIUVA INIINGD ®Of
¥ °1Gel




oM L RHE Ay G -t Gl v R
W-W<mzummmw
r

[ S T

59

-U0LJ3] 14D U0 dUINLJUL

352bu0I]S p4Ly) SEem IR uoLJudIUL poIsL|ud {Amiy) suoijeaadp
43d sanoy Butnach JO JOgENN JUSWSL [ USIL Amay yE0°12 {3uu0SJ43d 0 IJLII0 sJ103Je4 u3ju0) qop
«{412 40 punoib)
10° ==t 2 uoLjuuL sauLJey pucemo) Jeak 2, 2
£0° =4 1 JuSm]S1{ UL wio} 3s41) 009€  (8961) Ausog 3 UOSIN -SOM Je3X 2, L
uoL3enbd uoissaabau asimdags
_3y) OojuL PaLIUI SOF P uo13uIuL S3LNA03L
JO suoisuamip 3Y] JO JuoN JUSM]S {uSod autrley 0961 (£261) 1@ 313 Aoiq0M sar
 (sssajunioA ann) 6L° =
(slenpiALpul uten
03 aAisuadxaul) oF” = Ng
. {sienprarpur
pajeAljow 3dLoyd) LE° = ¥
(ssv2junjon & uo1IuRUL PIISLIUS
pojeALlom }jeuap) /[0 = NJ_ Juom) st juUdsd AreN 2252 (si61) 140 L1tys e bugurelle jo 3s03
JIHSNOI LYV TR YIYALIYD I14AVS (S)doHLN {s)u0121038d
0 SOMIGNIS

{-3u0d) ¥ 3iqel




B L L Ty P

60 1

Satisfaction Ralated to Actual Reenliatment

Bruni, Jones, and James (1975) was previously reviewed, A large rj
number of bi-serial correlations were computed betwasn various attitudes and

actual reenlistment. The correlation coefficilent of "satisfaction" was .47.

i.
i
{
i

|
In view of the large number of other variables in this study that may be 4
considered components of satisfaction, previously mentioned shortcomings

assoclated with correlation studies are evident.

3 Grace, Holstar, and Soderquist (1976) was previously reviewed.

Thirtesn catagories waere originally usad as predictors of reenlistment. Seven

of the thirteen variables wers found to relate to reenlistment when combined ar

into a single measure of career satisfaction, Thesa variables were Job, Vital

Statistics and Economice, Self-Worth/Esteen and Recognition, Growth and

Expectancy, Recruiter/Retention, Family, and Career Counmeling and Information.

The averags amount of variance accounted for by each of the above raspective V

%f categories is: ,032, ,033, .020, .022, .004, .20, and .022. Becauss of the ii

statistical properties Involved the preceding data are not additiva.
4 LaRoceo, Gunderson, and Pugh (1975) was previously raviswed. The i ﬁ

linear discrimiunant analysis accounted for 35% of the variance. General satis- i f

4 faction with the Navy was "the third most important variable." Satisfaction
with the Navy was alwo ncluded in the profile of those who reenlisted. il 8
Conversaly, the profile of those who wers not recommended for reenlistment

and/or ware prematurely discharged were "least satisfied with the Navy." The

variable "Overall Navy Satisfaction" sccounted for 7,6% of the varlance in

Stoloff (1971) was reviewed in two previous sections. A regression
. enalysis which accounted for 3.3% of the variance in reenlistment included

one satisfaction variable,

|
|
’ 1
Ti ; reenlistment by itself.
|
E
|
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Satisfaction Related to Intention to Reenlist

I
Bowers (1973) was previously reviewed., Satisfaction was ons of three

variables that accounted for 16X of the variance in intention to reenliat
at the lave) of individual analysis. Satisfaction was not s predictor in
the equation at the group level of analysis.

Carlisle (1975) was reviowed previously in two sections. The genaral
findings of the study, based on differences in means between two groups,
were that those reenlisting had more caresr satisfaction. Career satisfaction
was related to feelings of worthwhile accomplishment and perceptions of
their work.

Drexler (1975) was reviewed praviously in two sections. Satisfaction
was one of the facets of Group Process and Individual Outcomes, Satisfaction
accounted for the greatest amount of variance among those individuals that
were most expensive to train. Satisfaction generally ranked 3rd out of &
among the specialties that were inexpensive to train. The sample sirzes
werae small which resulted in a gensral instability in the coefficients. The
beta values for satisfaction, however, were generally stabla.

Stoloff (1972) wams previcusly reviawed. The total prediction equation
accounted for approximataly 31X of the variance in reenlistment intentions.
While the amount of variance accounted for hy satisfaction is not specifically
stated, it appears to be about one~half of the total amount. The components
of satisfaction aret Navy career is satisfactory, Z grame, not desiring a
civilian job compared to the Navy job, duty station and wife or girl friend

attitude toward reenlistment.

Summary-Satisfaction

The studies in the Satisfartion section generally suffered from mome

e e
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of the same problems as those in the preceding four categories, Spdcificnlly;
methodological problems generally praciude drawing meaningful conclusions
between the independent and dependent variables. Two etudiea, howevar,
accounted for 35% and 31X of the variance, respectively. Table 5 surmarirves
the findings of Satisfaction variablas. The balance of the studiaes provide

"

minimal evidence ostablishing a strong relatfonship betwesn satisfaction

and withdrawal behavior,

Satisfaction and/or Attitude Studies
Unrelated to Withdrawal Behavior

Ten studies were reviewed that appear to be unralated to any form of

withdrawal behavior. These studies will simply he noted with a brief da=~

scription of the study,
Booth and Hoiberg (1973) studias change in attitudes (toward tough-

nesn, spirit, affiliation, and authority) over time of 735 Marines, :

Booth and Uoiberg (1974), analyeing this data, factor analyzed the 96

item questionnaire which raduced to 10 factors, Turther analysis reduced

the original number of jtems to 5 factors.

Bowers and Backman (1974) studies value changes in society and their "

possible implications for Navy manpower and management practices.

Clum, Holberg, and Cole (1969) explored attitude changas toward the 3

USMC over time, The genaral findinge indicated attitudes toward the Marine
Corps became more positive - especlally among those who were younger, had
bulow average I.Q., and those from a lower socio-economic status.

Drexler (1974) investigated the effiect of managerial aud peer goal

t
f

emphasis on individual values and preferences. Goal emphasis accounted for lﬂ
only minimal variance in values and preferences, ,
!
|
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Goldsamt (1973), in a study of 1,837 category IV recruits, found that

recruit training was less difficult than expected,

Hoiberg and Booth (1973), investigated changes in attitudes of Marines

during the 1960's, 1In genaral, 1961 reacruits had the most favorable 5

attitudes and 1967 recruits had the least favorable attitudes,

Katz and Rafacz (1974) used occupational preferences as predictors

g of satisfactic. in the Marine Corps. Ons finding was that individuals

' working in their preferred occupational field indicated greater job satis-

Ly Eaction, : ,
E}t Katz and Schuneider (1972), in a study of 6,795 Navy men in AFQT ; 5
?' categories I, II, and III found about 60% satisfied with Navy lifa in ; ‘?

ﬁ{é genaral. Recruits expacted to have dif{ficulty with physical training,

b - working, class work, and getting enou;h slsep. Only 'getting enough slsep"

: turned out to be an actual problem.
? McDonald and Gunderson (1974), in a study of 5,851 Navy enlisted malaes

| aboard ships, found satisfaction to be significantly corrslated with age, 1

length of service, pay grade, co-workers, marriage, education (negative

| coefficient), and socioc-economic status of parsuts (negative coefficient). i

In as much as the preceding ten studies are unrelated to withdrawal behavior,

no summarizing comments will be made for this section. ;
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Intentions related to Original Choice

As part of a larger survey, Segal and Bachman (1976) asked over 12,000 |
graduating high school seniors in 1975, and over 13,000 in 1976 whether they |
would "probably" or "definitely" 1) attend vocational school; 2) serve in the
military; 3) graduate from a 2 year college; 4) graduate from a 4 year college;

{ or 5) attend graduate shcool, when they completed high school. 1In 1975, 14.2%

and 14.5% in 1976 said they would "probably' serve in the military. This

represented the smallest percentage of all the choices. The most frequent

response, ''graduate from a 4 year college," was selected by slightly more than

Bl 50% of the sample each year. Segal and Bachman followed up this study one
j' year later. The individuals were re-surveyed who had stated they would "def-
I initely" or 'probably" serve in the military (n=2500). The results showed that

24% of that particular sub-sample were actually serving in the military,

Intentions related to Actual Heenlistment
Alley and Gould (1975) queried m sample of 54,803 first term enlisted

Alr Force perscnnel whether or nnt they intended to reenlist at the end of

their present obligation. They also divided the sample by categories of
f their total montis of active military service. Thug airmen with 1-12 months
were considered in the first year group; those with 13-24 months were included

in the sacond year group, etc. At the completion of four years of active

constructed four equations defining relationships betwaen career intent

L JeNPrY

i
L1
ﬁ duty, each individual's actusl reenlistment behavior was obtained, The authors
[
I
t

31 and the actual career decision with the following functional forms: categorical, o

zurvilinear, linear, and simple, Both the categorical and curvilinear

1 .
F equations predicted better than the other two. There were virtually no

diffe-ences between the categorical and the curvilinear equations. Because
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of problems inherent to the categorical model (e.g. lack of data for a par-
ticular category), the curvilinear equation was judged to be more useful and
sufficiently accurate to serve as a basis for estimating reenlistment decisions.
The results indicated that for "years one and two" the aquation yielded low
multiple R2 with the ecriterion (Rz-.oz and Rz-.OS, respectively), with improved
prediction occurring for years three and four (nz-.1a and Rz-.zs. respectively).
The authors also explored the prediction after four years and reported time
differences in prediction. They concluded that updating the prediction asystem

every 2-3 years would probably improve forecasting ability.

Summary-Intentions

In summary the results of the Segal and Bachman (1976) study suggested
that there is only a small correspondence between intention and behavior.
The results of the Alley and Gould (1975) study suggestcd moderate prediction
of the actual reenlistment criterion only in the third and fourth years of
the sample. The results of these studies are not directly comparable, however,
because the Segal and Bachman results were reported in pracentage form and
Alley and Gould used regression, The Alley and Gould atudy predicts best
for individuals in the fourth year of their first term. At best, the equation
explains 28X of the variance. Because of the type of statiastics used, it ias
not poesible to determine the amount of variance accounted for in the Segal
and Bachman study. The Segal and Bachman sample was amked to predict future
behavior knowing little about the alternatives available to them. In the Alley
and Gould study, first and second year groups had been in their present situa-
tion a short time and may have been too uncertain of their past experiences to
accurately amsess thelr intention regarding reenlistment. However, individuals
in their 4th year, when prediction was best, were more likely to be aware of

alternatives availahle to them and were more likely to be able to predict their

i i i o o

o iy.:
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future behavior.

The results of these studiea suggest that intentions are most accurate
as predictors of behavior when they are obtained reasonably close to the
actual behavior. However, even under this condition, prediction is poor.
Refer to Table 6 for a summarvy of the results. The research results indicate
that Intentions are predictors of the specified criteria. Howaver, the

magnitude of the variance accounted for is small,

S et —
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Expectations related to Original Choice

As part of a larger study investigating factors influencing both enllst~
ment and reenlistment, Glickman, et al (1973), outlined a model of career
motivation and socialization. Basically the model encompasses factors and
processes affecting the enlistment decision and the reenlistment decision,
Variables thought to affect enli{stment were job training and educational
opportunities, 1In the early stages of the enlistment decieion, the role of
the recruiter is theorized to be one of senaitivity to the needs of the
individual, although emphasizing the more positive aspects of the Navy. This
may produce unrealistic expectations within the individual. But other factors
are present which may also influence early smocialization, For example, the
individual may believe that the Navy is efficient and well disciplined, and
run by effective leaders and supervisors., He may also believe he is entering
a masculine role that is rigorous, important, and that he will develop
skills useful later in life. To the extent these expectations and ones like
these are net by the Navy, the ipdividual will likely to be satisfied. If
they are not met by the Navy, dissatisiaction is likely. This is particularly
important early in the individuals first term because it is likely to create
a positive or negative set regarding the Navy. If the set is negative, the
individual will probably accumulate grievances and/or actively seek out neg-
ative events to reinforce this view. During this time pefiod, the individual
is maturing and his values aud interest are changing. Often, he has taken on
the responsibilities of a wife and/or family, However, many areas exist where
the individusl and the wife have no control of decilsions, e.g. where to live.

To explore the factors possibly affecting enlistment, Glickman et al (1973)
incerviewed 53 men who had glven some commitment to enlist (all but two actually

reenlisted); twenty-eight individuals who had visited a recruiter but who did
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not enlist, and a group of 30 who had recelved recruiting information but o tg
did not enlist, In a second but similar study, the authors interviewed 20
college students who had contacted a Navy recruiter and 40 who had not.
Protocols were established from the interviews and "frequency of mention"
by the subjects was used to assess the influence of a factor effecting i :
enlistment. The results of this type of data reduction showed that the

following factors were positive influences on the decisions to reenlist:

job training, peers, travel, father, educational benefits, mother, financial ; | A

] sscurity, maturity, family member in the Navy. They also fouhd positive and
?f negativa factors effecting the enliatment decision of those who did not

' enlist, Some positive factors were: travel, job training, and educational : ‘s
benefits. Negative factors were: finish education, recruiter, job goals
on the outside appeared to be more appealing. The authora concluded that
while both groups (onlince;l and nonenlistees) were job and career oriented, ’ ?
the major difference appears to be in the perception of the Navy as providing
or being able to provide these goals., The critique of this study in previous

sections is equally applicable to this section.

b e

Expectations related to Attrition Prior to Completion of Obligated Service
In the only study found axploring attrition and expectations, Mobley,

Hand, & Logan (1977) reported the results of 1,690 Marine recruits who had 5

entered training at Parris Island in August, 1976. Using graduation veraus '3
both "intention to complete" training and "actual attrition from training" | :
as the criterion, the atudy longitudinally assessed individual expectations
regarding the probability of attaining a number of outcomes valued either as
a Marine or as a civilian. 1In addition recruit expectations were obtained
regarding organizational characterigtics such as leadership, job content,

and group characteristics, Both intentions and actual attrition were used

AT R IO AR L L. et
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as separate criterla, however only predictors of actual attrition were
reported. Only the results of the vegression analysis for pre-training
measures will be reported here. The results of a stepwime multiple re-
gression found the bast single predictor of subsequent attrition to be the
expectancy of completing first term enlistment (Rz-.035). Other praedictors,
in order of entry, were the sum of positive minus negative rols outcoma
expectancies - Marine (.7%); expectancy of finding an acceptable civilian
job (.6%); differences in role force: Marine-Civilian (.2%); and difference
oxpactancies: Marine~Civilian (.4%). The total variance accounted for by
these 6 varisbles was 7.9%. 7Theie results were interpreted to mean that as

recruits enter training, those who

"gsee 8 higher chance of completing their first term enlistment,

have more education, expect the Marine Corps to lead to more

positive than negative outcomes, ses a lower chance of finding

an acceptable civilian job, have a greater differaence in Marine

vule force and civilian role force, and expect to be more

satisfled, turn out to ba of lower attrition risks (p. 186)."

Expectations related to intention or attitudes toward reenlistment

Since the model and the procedure for the Glickman, at al study was
described in earlior sectlons of this paper, only the results related to
reenlistment will be described in this section. Five Navy men were inter-
viewed in each of the following atages in their firat enlistment for three
different ratings: 6-7 weeks; 6~12 months; 22-26 monthas; 39-45 months, fur
a total of N = 60 (4 stages x 3} different ratings x 5 individuals), The
resulte showed that, overall, interest in reenlisument declined as the number
of months in the Navy increased. But there were a number of positive and
negative factors effecting reenlistment intention. Bome of the positive
factors were: training, security, travel, and pay and benefits., Some naga-

tive factors frequently mentioned by the sample were: separation, losa of

freedom, unmet expectations, dissatlsfaction with leaders and disorganization,
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inequitable treatment, busy work, long hours, low pay, useless training,
and favoritism to higher rank.

Schneider (1973) used a form of 1pnstrumentality theory as a model for
surveying 128 Navy enlistees' attraction to both the Navy, and to a civilian
alternative along with the desirability of attainment of thease Hutcomes.
Schneider suggested that the desirability and availability of alternatives
to the Navy would influence the individual's reenlistment and carser intentions.
The results of this study showed that overall the sample expected that the
civilian work and environment was more attractive than the Navy, As one would
expact, reenlistment and career intentions were positively related to Navy
attraction (r2 = ,17 and r2 = ,13, respectively) and negatively related to
civilian attraction (r2 = .06 and r° = +07, respectively). A difference score
was calculated from the two attraction Indices to examine the influence of
the alternative work context. This difference score was then correlated with
both reenlistnient and career intentions, The results of this analysis showed
an improvement in prediction of the results. Correlations for reenlistment
and career intentions with the differences was significant (22 = .29 and r2 = 21
These reasults indicate that as attraction to the civilian work role increased,

the intention to participate in the Navy decreased.

Expectations relatéd to Criteria Unrelated to Withdrawal
Katz and Schneider (1972) and Booth and Hoilberg (1973) both used a long-
itudinal recruit training design with 6,795 Navy meh in AFQT cutegories I, II,
and TIY and 735 Marine recruits, respectively. Katz and Schneider surveyed
their sample at several points in time to assess their expectations regarding
training and then their actual experiencea. The results of the pre-training
survey showed that physical training, marching, class work, and getting enough

sleep were the most important anticipated problems. The follow-up results
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showed that only getting enough sleep was an actual problem,

With regard to expectations, Booth and Hoiberg (1973) found that recruits
with the most favoreble attitudes toward spirit, affiliation, and authority
ware bstter adjusted personally and socially, expected to graduate from

recrult training and to perform effectively in combat.

Summary-Expectations

In general the concept of expectations has been used in conjunction with
factors influencing enlistment and reenlistment decisions (Glickman at al, 1973),
the probability of attaining specific service related and civilian role out-
comes (Mobley et al,, 1977; Schneider, 1973), and in comparison to actual experi-
ences (Katz and Schneider, 1972),

Specifically the finding that expectations regarding completion of train-
ing have been found to effectively discriminate between sttrites und nonattrites
(Booth and Hoiberg, 1973; Mobley et al., 1977) suggests two possible explana-
tions. One ia that attrites and nonattrites differ in certain personality
trait dimensions such as confidence, anxiety, self-concept, atc. Tha othar
relates to state personality dimensions of similar types. This would suggest
that an influence of the unknown--an anticipated stresaful situation of recruit
training-~may interact with a particular personality dimension. One major
difference in the two 18 that the latter may be more amenable to modification
than the former. By providing individuals with realistic and accurate informa=-
tion about what to expect in training, it may be possible to reduce the antici-
pated stress of the ;ituation. This process is supported by resesrch in the
industrial literature (Ilgen and Seely, 1974; Wanous, 1973). Another finding
in this section i{s that the problems anticipated prior to recruit training were
not found to be problems.

In conclusion, the concept of met and unmet sxpectations as an explana-
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tory tool (Porter and Steers, 1973) may become quite useful to ressarchers.
However, in the military research reviewed, it currently appears to account
for a relatively small percent of the variance. Refer to Table 7 for a

sunmary of results. It is beliaved that more theoretical spacification is

neaded for the concept to be useful in prediction.

R e e

i e - —

Ry

2w

PR




-S2ATIPUIOITE

UBTTTAID 2ATIORIITE ‘IIITNID
—21 ‘voyleonpd [SIUL] :2I3A
gurysiTue jou asoyl £q pImeu
si03oe] 2af1edaN  “LAEN I3)I
ar 1aqueom ATIWEJ ¢£37anjew
¢{37anoas Teroupulj ‘iayjom
$g313J2uUaq [EUOTIRINPD 3134 e3y
speae1] ‘siead ¢@urureil

qof :poweu 3I9A JUIWISTTUS
Sppouanyjur S10310€3 aAaryIsod
BurmoT (0] 24l SMITAIIIUE JO
uotjuaw jo Koudanbaiy 3yl @WO1J

-3s1TuUe lou

PTP 3NQ UOTIEWIOJUL
Sur31TInId91 PIATID
-31 pey 0ym UdW (f
“3sifue 10U PIP

ang I93TNIdea B pI
ATSTIA pEy Oo4a UM 27
“Prp 7 Inq 1IT®) 3STT
-U2 03] JUINITENOD ©

(gL61) 1B 3@

-£1e31TTTE Y3 Inoge suoT1EIRdXT "1

GIHSNOTIVII
40 SONICNIS

J@mMSTIU2 9PER pRY oUm TIW ¢G uPEyITIS
YINILIND IS {S JUOHLRY
suot3e3dadxy
1 21921

1S)Y0iDICIUd




r.‘ii!"..«ﬂ_.,,w L i i g e PR R PE g, P o £ PO B 2p AT S i s i e S e L e R ‘..‘.ulm...,‘i . e AT R e NS ST ae " L8
?
2
-sinoy JuoT ‘yiom £snq
squamiesll aTqeaTnbour ‘noIILZ
~fuediosTp Pue SISPEIT WITA
uoT3dEISTIESSIP ssyoy3e3d9d
~-x2 j9omn ‘mopaaij JO S50
‘goyieaedas :213m pauoyluau
A7juanbaay si03oe3d aafjedoN
¢s31jouaq pue Lfed pue
¢[oaB1) “AITINOES s8urureil
1 :UCFICAIUYT JTVIWISTTUDIIX 32338 uoYIUIIUT (0961) 1 13
03 pa3ytodal siol1dBJ FATITSOd pli= siaqtTh pRISIT® LaBN 09 Ten{OT1 suoraeadedxy -1
6L0"=z4 12301
* (400" =z¥)
UBRFITAT)-OUTIEH :suofyelded -ssrasyaaldesend dnoild
-¥3 Uf aoueI93IIP Pue I(Z0D" $1033UB02 qof
nNMv ueYTIAT)-SULIeH ~30303 s xepedl
afoi ur IIuLIBIITP £ (900 =cH) * :ynoqe soorieldadxz g
qof uepTTATD ajqeidadoe ue Fur
-pur3 jo Koueldadxy :(L00°=,¥4) ~EeT{IAT?
aupaeq S10210e] JurmoTTod wﬁ. : e SE SIWOOINC ITQEILS3y
103 saroueldddxa swodIINo ITui Sutelle Jo SUOTIRIRAXT T
3aT¥Sau snurm ans13rsod jo wms
Rmmc.uwﬁv 3urcTedl JUrITNIINI -PUIIPK
Surjaydwmoo 3O suorjeidadxe Sururell JTNIRI S3TNIDI1 IUTIPH (LL61) e’ Se SamodIn0 3[qeITsap
ay3 sem z03d1paid a18uls 1sed ar tor3rilie 0961 Te 19 A3TQOR Bururelje Jjo soorleIdedxy 1
ATHSNCTLY TN L EIR W] VS {sy4oRLY {S)e0LiC3:

#0 SONIONILZ )

e e e ————————— e | e e e

(quod) [ 3TqEL




fidis 1 0 LY P

*ma1qoad
Ten3oe ue sea deos ySnows
Sur)ya8 LTuo pamoys aoudTIOdXY
-daats y3nous Svy3398 3 ‘Yioa
sser2 ‘Sujyoiem ¢-1-d :Jurpies
, =31 swaTqoxd jo suorieldadxy
{LPaTRdsal ‘SuoTIUIIUT IIIIBD
pue JUIMISTIUSBX 2/7° =51
umN.uNuv POSEIIJUY PTIIITID
‘posesldur 9701 RI0M TETTIAFY
243 o3 uorioeisle se IVl
poalodox osye fayl -(L0°=z3 3
u.\d.uu.nv Uof3oBi1iJe UBTITATD
1 031 pajerax L[aariedau pue
W mmﬂ.nNu unﬂ.nuuu woylIoBIIIE
] LKaeNy ©31 poieTo1 Araarirsed
| 339m suorjuslur 12918 puUR JUIM
~ISTTURI ‘osTV “AaeN 243 ueyl
BIATIOLIIIC SIOW 212 JUIMICITA
-u9 put }YIO0M UBLTIAYTD 34] WoyIu3UL
3noqe suorIeldRdxa ‘Treasag JVSWISTTUIDX

poasTIua Laey
G6L°9

paasiTue
KaeN g7T

(zL61) seaua1Iad
I2PpToWIS ~-X3 Tenloe yiia pazedmoo Burx
pue zjey ~ure1l 3urpexdai suvorjeldadxy -1 i

(€L61;
I2Pp1I3aUYIg *Ai1vaqy Loueldadxs jC BOISIAA YV T

JdIHSNOILIVIHY VIN31I¥)
30 SOHNIONIA

ERL

{s)¥oH1RY {SJ¥0L31CTMd |

B T e i B e G

(3u0d) ; 91qel




81

*jequos uy A[2Ar3

-39339 waojaad pue ajenpeild o3
palaadxe “A1ieroos pue L[yeuos
-i1ad peojsanfpe 19339q 9uoA pue
‘43r1043nEe pue “UOTIPIT:III®
rxyds Zurpae8oa sapnirile ITqe
—-10oa®) 3ISOWE 3yl YITA SITRIDIY

SITnIde1 JUTIER 1€167)
sapnirile SEL 3x3qrop pue yjoog

sooryeidadyg -7

dIHSNG IV
4G SINIONIJ

VIZILI¥D JIdNVS {su0HLAV

{s}801279384

(3uod) 7 a1qel




82
Demographic and/or Biographical Data related to Original Choice

The Glickman et al., (1973) study, reviewed in detail in earlier sections
of this paper, examined selected background variables. Some of the back-
ground factors found to influence enlistma?t werc the peer group, the indi-
vidual's father and mother, and having at least one member of the family in
the Navy. Father was reported to be a positive factor influencing thoae

who decided not to enlist.

Demographic and/or Biographical Data related to Attrition Prior
to Completion of Obligated Service

A large number of variables have been studied under this topic. But
one of the more consiastent variables has been the level of formal education.
In one study of at rition, Lockman (1976) surveyed over 66,000 Navy recruits
in 1963, obtaining information regarding age, education level, race, dependents
and test scores. Recruits were grouped by combinations of predictors defined
in binaty form and loss rates were calculated froam each group. The criterion
of loss or survival was also binary. The variablea were divided into 15 levels
and all were used as predictors in a regression equation. The results showed
that 924 of the varilance was explained by the 15 predictors. The bost aingle
predictor of losa was lower education level, i,e. the lower the education lavel
of the recruit, the more likely the individual would attrite from the Navy.
This finding has been aupported from other studies: Mobley et al. (1977)
found that attrites from recruit training had lems education than graduates:
Creanberg and McConeghy (1977) reported aimilar results with attrites:
and Plag ot al, (1970) found that those who had comploted high school were
more likely to be an "effective'" Marine, Plag defined an "effective' Marine
by combining a variety of disparate indices of adjustment and performance
most of which related to whether the individual was demirable for retention

(e.g., sultability, recommendation for reenlistment, vtc,)., Mathaws (1977)
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found similar support for desertion and early attrition: those with high
school diploma were lesa likely to desert or attrite, with r? = 4% and 5%,
.respectively. Guinn (1977) reported that regardless of mental group cate-

gory, non high school graduates had much higher attrition rates.

. .A“-—\ P ot el

Age has also been a factor related to attrition. In one study, Plag
et al. (1970) surveyed over three thousand Marine enlistees using 63 pre-

dictor variables and the effectiveness criterion mentioned. The Plag et al.
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study found that the loss rate for the 17 year old group was highest, while

i
i
i
|
{
|
.
|

the loss rate for 18 and 19 year olds was lowest. The finding regarding the
17 year old group was recently supported by Guinn (1977). Lockman (1975),

on the other hand, found that the variable ''20 and older" when used as an

independent variable was positively related to loss. Mathews (1977) aleo
found that those enlisting at age 21 or greater to be poorer risks, howaver
the R2=,5%. It appears that the relationship is not linear. a

Lockman presented data to determine the relationship of race to

PR

loss. He found that minority loss rates were higher than non~-minority loss
[
rates. But when he partitioned by eligibility for military school, he €ound §

that the loas rate to be higher for non-minorities (26,.3%) than for minorities

PR T

(22.6%). In another partition, civilian education, the non-minorities group f

was higher (22.2%) than the minorities group (19.9%). !

However, Mathews (1977) found that Caucasians were more likely to desert |

and to attrite early, but added little to the overall prediction equation.

Plag et al, (1970) used effectiveneam as the criterion with enlistees admitted S
under a "new mental standard" (lower than previously allowed). Although the
difforence was small, he found that minorities were less "effective" than

non=minoritien.

Several biographical/demographic ncaleu/bro!ilon have been found to be
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related to attrition. Guinn et al. (1975) combined two subscales (Prediction
of Emotional Insatability and the Predicetion of Drug Use Admission (or PDA)
of the listory Opinion Inventory to form an adaptation index. The PDA by
itself was found to be almost as effective as the ADI in predicting attrition,

Richardson et al, (1975) used the Enlistee Profile (EP), Early Experience
Questionnaire (EEP), the What's Your Opinion Questionnaire, and the Work
Environment Preference Schedule to predict attrition within the first 180
days with an Army sample of 3,304, Attrites were found to answer two-
thirds of the questions in the EP and the EEQ significantly different than
those not attriting within the 180 day criterion. The combinad EP and EEQ
accounted for 17.6% and 10.2% of the variance respactively.

Marital status of the parents has been found in one study to be related
to attrition. ;Plgg et al. found that recruits whose parents were living
together had higher effectiveness scores (X = .6492) than when one or both
were deceased (X = .5933) or separated, divorced, adopted, or from a foster
home (X = ,5340).

Not all the research has been positive with regard to demographic/bio~
graphic variables and attrition. Larson and Kristiansen (1969) related a
number of scales (Personal Opinion Scale, Paychopathic Delinquency Scale,
Neurotic Delinquency Scale and Subcultural Delinquency Scale; the Overall
Acceptability, and several background variables with a criterion of early
identification of potential disciplinary offenders. The criterion was
comprised of several factorw including Article 15, AWOL, court martial,
undeslirable discharge pending, and punitive discharge. This combination of
predictore accountad for 3% of the variance,

Summary-Demographic and/or Biographical Data related to Attrition Prior to
Completion of Obligated Service
The studies reviewed in this section suggest that education level

may be the most conwistent predictor of attrition of the biographical/demo-
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graphic variables., Six studies (Grecnberg & McConeghy 1977; Guinn 1977;
Lockmnan, 1975; Mathews, 1977; Mobley et al., 1977; Plag et al., 1970)
consistently found that the higher the level of formal education (i.e.
through high school) the more likely the individual would not attrite.

The research relating age to attrition has been less consistent.

Plag et al. (1970) found a positive relationship. However Lockman (1975)
found that the highest loss rate was for the youngest group (17 year olds),
the lowest loss rate was for 18-19 year olds, and the 20 and older group
having a loss rate between the other two categories.

With the exception of the Lockman (1975) study, the variance explained
by demographic/biographic predictors rarely exceads 10X. When the Lockman
study is examined, it ils noted that grouped data were used as predictors,
that is recruits were grouped by comphyinations of pradictors defined in
binary form and rates were calculated for aach group of recruits., The utility
of the Lockman analysis is limited to predictions of group behavior. The
use of demographic/biographical variables to pradict attrition seems to be
based on the intuitive theory that those individuals who leave the military
prior to the expiration of their term bring into the military a completely
different set of personal characteristicas from those who remain. Further,
that given adequate time, money resources, atc., these characteristics can
be identified, and the results will be a more accurate melection of individuals,
It appears that the use of demographic/biographic data by themselves, will
ba inadequate as long as important situational constraints and vaeslities of
the military are not vlso given explicit concurrent consideration., A more

comprehensive view of factors affocting attrition is therefore recommended

for future research.
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Demographiec and/or Biographical Data related to Reenlistment

A large number of variables have been reported in this area of resgarch.
Race, has been reported in at least six studies (Enus, 1974; Grace et al.,
1976; Haber et al,, 1974; Lindsay & Causey, 1969; Nelson, 1970; Quigley and
Wilburn, 1969) to be related to reenlistment. The Grace et al. and Haber et
al. studies found that race had little impact on reenlistment. The Grace
et al, study constructed tables and used phi coefficients to determine the
relationships between variables for 627 first term enlisted men. These results
were cross validated on a second sample of 218 by comparing means., In this
manner it was found that "race other than white, proved to be the weakest of
the significant predictors. Haber et al. (1974) used a multidimensional
contingency table analysis with 700,000 marines, a large number of pradictor
variables, and A reenlistment criterion., The results of this study were that
race had little impact on the reenlistment rate.

The four studies finding that minorities were more likely to reenlist
than non-minorities used regression analyses (Enns, 1975; Lindsay & Causey,
1969; Nelson, 1970; Quigley & Wilburn, 1969)., Whether or not this could account
for the difference in findings is not readily determinablae.

The influence of education on reenlistments has also heen explored.
LaRocco et al. (1974) used discriminant analysis with biographical data and
797 Navy, white, enlisted personnel to predict reenlistment. The results for
the education level variable whowed that those not recommended for reonlistment
had less oducation than both those who reenlisted and those who were recommended
but did not reenlist. Enns (1975), with a sample of 1,638 Navy, Army and Air
Force raenlintees, found that education level was negatively related to
reenlistment rate, This finding was wupportad in a study by Quigley & Wilburn

(1949) where oducation wam a significant contributor to two model equationa
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accounting for 79% and 90% of the variance. Two other studies have found
that education had little impact on reenlistment (Haber et al., 1974,
Nelson, 1970).

LaRocco et al, (1975) found that age was a significant predictor in a
regression equation that accounted for 35% of the varianca. The results D
showed that those who were recommended for reenlistment and actually did
reenlist were slightly older than those who were recommended but did not
reenlist and about 2 veers older (on the average) than those who were not
recommended or prematurely discharged. In contrast, Enas (1975) found, that
age at enlistment tu be negatively related to reenlistment rate. Haber et al,
(1974) found that age had little effect on reenlistuent.

Not surprising are the findings that grade or rank is positivaly related

to, and typically one of the most significant factors, predicting reenlistment

(llaber et al., 1974; Lindeay & Causey, 1969).

e

Another consistent, yet not surprising finding, is that the number of

dependents a service member has serves to increase tha probability of reenlist-

T ————
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ment (Haber et al., 1974; LaRocco et al., 197%).

Haber et al. (1974) have reported a number of other variables related to

reenlistment., They found that the longer the length of first term enlistment

(up to four years), the greataer the probability of reenlistment. In addition,
it was found that the military occupation of the member was an important factor

in influencing reenlistment, e.g. the probability of reenlisting is 60% highaer

e L TR e A L B it LIt

for individuals whose primary job is "general repair" than for individuals

whose job is a ground combat spacialty., Individuals classifisd as "other

skille" had almost as great a probability of reenlisting as did those who

were classified as "general raepair."” Clerical and related skills fell between

"ground combat" and "other skillas" for probability of reenlisting.
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Region of the country has also been found to be related to reenlistment.
Haber et al, (1974) found that individualas from the West had the highest
probability of reenlisting. The South and North were next in order, respec-
tively., The East had the lowest prubability of reenliating. Haber et al,
(1974) found that the population size of the county of residence prior to
enlistment had little impact ovn reenlistment. Other geographical variai les
have been found to be related to reenlistment. Lindsay and Causey (1969)
grouped states into five categories on the basis of per capita income. The
rasults indicated that the highest rate of rasnlistment occurred with indi-
viduals from low income states. Further, that this relationship was negative
linear. LaRocco et al, (1975) reported that reenlistees were more likely to

have been brought up on pocrer homes than those not reunlisting.

Summary~Damographic and/or Biographical Data related to Reenlistment

In summary the overall findings for this section are that a low and

inconsistent relationship exists batween tha predictors and the criterion.

Demographic/Blographic Variables related to Intentions/Attitudes toward Reanlistment
Four studies were found to have demographic/biographic variables related
to reenlistment intentilons or attitudes (Holoter et al, 1973; Hole and
Schreiber, 1977; Nelson and Berry, 1968; Stoloff et al., 1972),
Stuoloff examined the reenlistment intencions of 3,)15 Navy men aboard
ships in this first term of enlistment. Using regression analysis, they
created a profile of a typlcal reenlistes. For the demographic/bviographic
variable, they reported that the typlcal reenlistee ias married, has a larger
family which lives near to the mhip's home port, and comes from a family of
lower soclo~economic status. The finding that reenlistment is more likely

among Individuale with lower mocio-sconomic status was partially supported in
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the study by Holz and Schraiber (1977). They randomly selected & sample
of 1,564 Army enlisted non-commissioned officers. They used a number of

predictors with reenlistment intention as the criterion. The results

showed that socio-economic etatus (in conjunction with other varisbles) . i

I e

was negatively related to recnlistment intentions only for non=first term

VPR

enlistees, i.e., sacond term or career personnel, This variable accounted ‘ bl

T

for 3% of the variance.

AT

Holoter et al., (1973) made an attempt to evaluate the impact of the

3 Navy's Career Counseling Program on reenlistment intentions with 2 sample

of 1,711 firet, mecond or extended term enlisted personnel and its impacc.

i Other variables were used but the results of the analysis by race ahowed that
’ neithar blacks nor whites thought the Career Counseling Program had any im-
pact on their intention to reenlist.

X Nelson & Berry (1968) examined change in attitudes toward re-snlistment ) ﬁ

over two pointe in time with 900 first term marines: 1) after 10 weeks of ) Q

training; 2) after 2 years of service., The results showed that attitudes

toward raenlistment decreased at the end of the 2 years of servica.

Demographic/Biographic Variables related to Recommendation for Reanlistment 1 ji
Plag (1969) classified 3,630 Navy recruits into effective or ineffective ‘
categories, An effective recruit was defined as having completud a 4 year
term and being recommanded for reenlistment. Ineffective recruits were {
defined as those having early separation and/or not recommended for reenliate

ment. Plag followed subjects for 4 years and administered the surveys four

timemt 1) pre-enlistment; 2) 2nd week of recruit training; 3) final wveek of
recrult training; and 4) after 2 years of active duty. The rosults of multiple

sroduct=moment correlations of the uniquely significant variables for esach

stage showed that education and family stability was positively related to

E o L scm—————— o A
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;i effectiveness, and that the number of expulsiona/suspensions from school was ﬁ
.} . negatively correlated with effuctiveness (except for Stage 3 where it was ﬁl
g positively related to the criterion). L’

Sande (1976) used a criterion similar to the Plag (1969) study with the

predictors being 1) AFQT score; 2) numbar of years of school; 3) number of

expulasions/suspensions from school. The results of a regression analysis

with his sample of 364 Navy personnal accounted for 9% of the variance.

B R SRR
—

Regressions coefficients for the thres independent variables were positively E
related to the effectivenass criterion. Thclolfindingl are not totally
conaisteant with the Plag study. For example, both studies found that educa=-
tion was positively ralated to effectiveness. The rasults of the studies
disagree for the variable "number of expulsions/suspansions." Plag found it

to be negatively related while Sands reported a positive relationship. : f:

Demographic/Biographic Data related to other Forms of Withdrawal : ?

Drucker et al. (1973) used a sample of 2,072 enlisted men to compare

é soldiers AWOL with a group not going AWOL on a number of variables. Tha
% results of t-tests betwesen these groups indicated that AWOL subjects had %
i significantly lesa education than the non=AWOL group. f ;{

Larson & Kristiansen (1969) attsmptad to predict disciplinary offenses
in a sample of 1,999 male trainses with a number of biographic/demographic i !?

predictors. The total varaince explained was 3%. S

Demographic/Blographic Data and criteris unrelated to Withdrawal : ;ﬁ
AR Hoiberg and Booth (1973) compared the attitudes of 3 samples of recruits i
' *ﬂ solected during 1961, 1967, and 1969, The sise of the samples warae 704, 476,

481 respectively, Although they wers mainly interested in attitude differencea : ii

‘TR among Lhe throe wamples, several differences in demographic/biographical data

ware alwo reported. They found that the 1961 group was young, less educated
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and more likely to be single, The 1967 recruit had a highsr level of educa-
tion and was more likely to be unmarried than the other groups. No statement
wvas made of the sampling technique thereby casting doubt on the validity of
the study.

. Goldeamt (1973) compared pre and post training attitudes 1,873 catsgory IV
Navy recruits toward 21 attitudes items grouped into the following categories:
job related factors; interpersonal relations; physical and mental wall=being;
education and training. He also used saveral biographical/demographic variableas
as moderators. The results of the analysis using the mnderators, found race,
education, and geographic area had sume effect on modifying the means for the

many of attitude items. Tha multiplicity of results ware dicussed in a previous

i

section, '
Plag et al, (1968) obtained samples of AFQT Category IV Navy and Marine

| corps enliated personnel. A psrformance effectivenass scale was daveloped

which was based on a number of conduct and proficiency ratings. Performance

was measurad at three points in time: 1) during recruit training 2) after 2

yaars of active duty; and 3) at the end of the lat enlistment. For the Navy
y sample, "years of school completed" was positively related to effectiveness.

For the Marine group, years of education, religious (Catholic) and age were

2 ez st i

positivaly related to the effectiveneas criterion. Frequency of dating was

curvilinear. Education was the best aingle pradictor.

Summary-Demographic and/or Biographical

i i
P Sy

Ovarall the most noteworthy finding in thim section is that -« of all the

biographical/demographic predictors of attrition reviewed here - the lovel of

. formal education 1¢ the most consistent predictor. TVour studios were reviewed
that found that the higher the level of formal education the more likely the

fndividual wou.d remaln, 1t mhould also be noted that this relationshiip was

h
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not always linear. The remaining demographic/blographical variables were
somewhat inconsistent in the relationship to their respective criterion.

When statad, the amount of variance accounted for was rdlatively small.

Refer to Table 8 for a summary of results.

R L e T ———




™
-]

*UOLUD LD
0] paze(aa A|3A3LS04

“(S0° 7 v0° = p4) 93ta33e
40 Jaesap 01 ALajL]

SS3] aJ4am ewo|dip

SH UIim stenpiatpu]

-speab SH uey3y uoriLale
4aybry pey -speub SH uoM

*saulJew ,3AL339443,
3q 03 AL aJow
949M -GH burjapdwod asoyy

-~ " pajednpa
SS3| 243M SBILJAIY

"(520° =p¥) sajenprib veyy
IL3eINPa SSA| PRY SIFLAFIY

26" = gy 1e103 fucijtuaije
2y3 A1ay1] a.ow 3yl
[9A3] u0oL1BONPD JBMOL

SS3UAAL]D34 ;D

uoirjLaize AiJes
pue uoL314353p

LOOY2S Y233
furanp uorjtuaije

SSOUIAL1I3}Jd

uot3ta3ge

burureay 3inuadau
up uotjtdijye

pajsiue
autaen Shbe

SaULAeY

8¥6°SY

991194 £314nd35
J¥sa 1S0b

palsLiud
aurdey Sppe

palsLiud
autdeN 0001

S3LNLI3U
autJdey 0961

S1LN4294 AAeN

(oL61)
(e 33 beyd

(2L61) smoyjen

(£161) uurng

(0L61)
e 312 beyq

{LL61)
Aybauo)yon
pue A4d3QuadJy

(£261)
e 32 “a1qoW

aby -1

uorjednpy |

uog3eanpy

uotyeonpl |

uoijesnps |

uoLjednpy -\

= 40301paad 3(buts 3sag uoLjLaie 000°99 (9161) ueund01 uotyednpl |
“KAeN Iy3 ul
4aquam £)Lwej dauo Hulaey
puE “a3yjou pue Jayjej
s, lerptatput “dnuab aaad
13J49M JUBUSLIUD U0 (€L61)
S3JuUIN|JuUL IALILSOd JuaunstL|ua udu £g [e 19 ueupdL(9 salqeLJea punoabyaeg |
di~3Nuiiy i3y VIHILIH) JdWYS (SI¥OHLIDY (S)un191034

o SONIaONId

sajqersep |edrydeaborg so/pue 2ryderbousq

B I U s

8 Lqey




e

94

“(igv ue

Moy 03 2 pue | pauLquwo) ¢
(vad; uoissiupy
§3LNJDDA asn bHnag jo uoLIdipadd "¢
“Igy se 4VShi (sL61) (13d) A3titqe3su] [euoizoud
9AL109449 SU Sem 3uoje yid uoijtdjje 252°st {e 32 uuing 30 uoLIdLp3ad "L
sJaquam
dnoab K3Laolew ueyy pa1SLiuUd
9A1102149 SS3| 3JIM autey (oz61)
saaquaw dnoab A3L.ouly SSOUDA LD} 4D GtYE Le 32 beyd aoey 2
‘9314330 03 ALy uoLjralje saulJdey
340w 343M suelsedNe) pue uoiLla3assp gv5° S (£161) sSmayjel asey 1|
-+peab GH -uou se -peab SH
pue {004yd>S-Uou "SA |OOYdS
Aq pojeJdpow sem ejep
Li3un Ajtsofew uey) J2ybLy S1LN1234 AAeN
som 9384 SSO| A1J40ULW ucLita3je 00099 (6L61) ueunid07] aaey 1
*S3SS0| djeLpaudajul ‘g ,abe jo saedk g1-8l, by °€
*535S0| 3SajedL] "¢ .abe jc saeak /|, by -2
saulJdey
-sasso| abae7 uoijtualie 8Y6°Sh (L£61) sayled 42PLO pue |7, 3By "L
*SS0] S3LNA034 AAeN
03 paje|as K|3ALlLsod votjLayle 000°99 {5:61) ueurd07 .43pl0 pue 0z, by 1L
dIHSNOT LV VIY3LTY) ITdWYS (s)doHiny (s;¥0121Gz.

¥0 SONIONIS

(3,u02) g 31qelL

i

\ o ——— o ———

PRI




" *(vo) aieds
0 A3111qe3dad0y |[R4AAQ °§
‘ajess
A>uenbutyag Leanindens ¢
Kouanbu rosnon
- (uoLJII LA U_n—u 1190 DLI0IMRN ¢
uitn ¥0) 10° = 24 S49pua4 40 (6961) L oo "2
alburs 3saybLy ayr “‘€0° Aaeut)diosip jo ‘ wsue LIS LIy : ajeas
= 540301p3.d []® JO Y UOLIEIL;LIU3PL Kjaea pue uosJe uopurdg (euossad - i}
*WOY JA91S04 © Wouj JO :
pajdope a4aM S3LAND3U i
3yl 40 Spase3addp UM !
3J40W 40 3UO °pIJL0ALP :
<pajededas auam sjudued .
3SOYM SILNUI3A uRyl
$3.409S SS3UIAL]IDSSD
a3ybly A{jueorjyrubrs pey :
J43y3abol buraL| du4sm pajsL|ud (oz61)
sjudJaed asoym S3LNADNY SS3U3AL]}I93JO JuLJeH GHbE Le 32 beid sne3ls [eilaeN | 3
3
"201° = Z4 ‘D33 3| NP3YIS IdUBUIj3ld :
f9/1° = 4 ‘dl JUSUWIOALAUT J4O0M “F
paurquod dlirke3s ¢91J4PUUOL]SIAINY
IS0y] ueyj JuaJadlp uorurdo 4nok S,JeyM "¢
Alaueorsiubis H33 pue t(d33) a4teuuorysan)d
43 342 30 suorisanb 9ouatJsadx] Ajuey -2
3yl Jo Spatyl-omy -skep 081 1s4lJ STLNAI3U (sL61) *(d3)
paJamsue S33L431yY uLylLm uoLjtayze Auay $0g*€ le 13 uospJeyaty a1L404d @NSLUI L
i
! dIHSHOI LYY ViYL ERE L (s)yoHLV {S)¥0i21034d
A Y6 SONIONIS

(-3u0)) 8 aiqelL




bod
o

¥0 SONIONIA

2%1 pue
9661 udaMjaq
*suoijenba [apow 03 dvsn buruajue (6961) u4nq|1N
403NQLAJUOD JuedLjLublS  JucuSiiudaa enjoe s|enplALpu] pue £a16ind ey i
"A3LL1qe
butuJded uUet[iALd
Lerjuazod 03 paInqlaly
“Syoe|q J0J uty) J43MO| ‘961 Ut
Alledljeuredp SeM S3JLym S39151 US4 W33
J0j 104 JUSUQSLUITY  JUSWSLIUBJA [emyde Isapd Ay {(0z61) uosiaN ey [
‘0L 14D 0] paje[ad * SpU0IJ
sajqeLdeA juedLilubts uorjededas (6961) Aasne)
|BJ43A3S JO BUC Sem 3JBY  JUSWISL{u33J4 |enjoe 9961 A4 Auuy pue Aespuil asey 1
*UOLJIILAD UO *pIISLiuUd
joeduiL 31331} Pey ey  JUBGSELUSBA [enie auiJey 000°00L (vi61)
e 19 43qey ey |
‘JUdU S1|uUda4 Juanbasqns
pue uoLjoejsijes uo (2 9jdures) g2
7oedwi 9133L] pPey adey juAMQSL{UIAA |enjde (| 9| dures) pI3SLLUR (9is61)
a3 IS4} /29 le 39 3deay N |
Ts23iym ueyy
IstLiuaaua 03 Aaxnty $39]SLuddd Auuy
340l 2J3M SIJLYMUON  JuIMNSEuUIdL [Enjoe *4ysn AAeN 8c9l (s/61) suul ey |
{ "3u0)) uasueilsia)y sa|qetJdea
pue uosde] punoabyoeq jeaarss -9
JIHSNOIIVIY VIN3ILTY) FIYS (s)yoHiny {$)¥0131034d

(-3u0)) 8 3qel -

.

i




2.9M OYM 9SOy} ueyl 43pio0
saeak g pue 3siiuasd
~30U pip 1Nq PpOpUSLIIOI3L
* aJam Oym 3soyl ueyy
J4aplo AL3ybL|s auomM
3SL{uaad pLp pue judugsly
-u35J J40} PIPUDIULICIBL
3J9M Oym s|enpLatpu]
*GE" = 2¥ lejol
*suoijenbd [apow 0}
A03Nqi43u0d Juedl}Lubls

-uoL43} 145 U0 JJeduL
91331 Pey uotiednp]

U013 L4 uo oedul
3133L{ pey uoLlednp3

suoryenba [apow 03
103NQLAJUOD FJURDLLUDLS

UOLJ3LUD 0] paIe(ad
A13ar3ebou sem uoLiednp]

-G¢* = z4 Lelol
*3S1{uaaJ Jou pLp Ing
¢ pADUSMLODAL I43M OYM

asoy] URY]} UOLIEINPR
sSa| pey uaunsi|uddd
10} PIpUSMLOI34 JOU
349M OyM S{enpLALpu]

JuamMmsSLiudad {enjoe

quaUQSL{uddd |enjde

JuUluUQSLjuaa4 {enjoe

qUQSL{UIBJ [en3Ioe

JuaunS1|u3dd |enjoe

Juaun S1]uUdd4 |emjde

paysLue
Aaey a11uym 76/

96l ul
SI9]SLLuUdsJa 13}
15413 Auly

paIsL|ua dulJey
©00°00Z

2961 % 9561

uyaam}aq Jvsn
buLJalud
S|enpLALpU]

$993S1Udad
4ysn pue Auy
pue AAeN 8£91

poIsLIud AaeN
aLYm /6]

{s6L) L®
19 02320Yye]

(0L61) uosiaN

(pz61)
Le 39 J43qey

(6961) uanqiM
pue £a1bind

(g/61) suu3

(¥L61)
te 33 0220ye]

aby -1

uoi3ednp3 "

uoijednpl |

ucL3edonpl -y

uoljednpy °|

uoL3enp3 1|

dIHSNOIIVI3Y
30 SONIOGNIS

VId311ud

TIdWVS

(s)doHLINY

(s)u0s210nid

(-3u0)) 8 3aiqel

M
i
t
4
;
‘
&
3
H




(3oeq 335)
« , d1edaa |esauab,

0
=}

B

y3im 40300y Jueldodu]=g pa3sLud A13unod ay3 jo uotbay g
uOLJ3} 14D auLaey (bL61) SN "¢
07 pajelad A19AL1iSOd=! JuduE]SLudaad |emoe 000° 00L (e 32 Joqey y3buay -y
U0LA33 LAD paisLIud Aney (s61) 1®
07 pajelad A;9a131504 IumSLiulAd [emIe JILYM /6L 32 0220y ©] sjuapuadap JO JOQuW |
p3aisLiud
uc. :33L42 auLaey (vi61)
07 pojelaa A|PALGiSed  JUdMSL|UIBA [emyde 000°00.L te 13 Joqey sjuapuadap jO JOquN i
* SpA0234
*s403004 juelaodul Jsom uoijeaedas
34y} 40 U0 pue UDLJIILLD 9961 (6961) A3sn®)
03 pareias A9ALILSOd  JUSUGSL]UIIL |BMIIE Ad Amay pue A3spuil juea 40 dpedyg |
*$40300) JURILOOL: }SOW pa3SLIuUR
3y} 30 SUO pue UOLLILJLD aulLJaey (vi6l)
03 pIje[ad A[3ALILSOd JuUSMQSL]UIAL {emoe 000° 00L LB 39 J3geH jued 40 3pedy " |
pajsLue
*UOLJDILAD U0 JuLJaey (vL61)
1oedwt a133L{ pey aby Jusnspjused jemoe 000° 00 e 13 J43qey aby -1
S$39]511Usad
"uQLAIILLD dvsn “Away
01 paje|ad A|3Al1jebaN  judUQSL{uddX |Enyoe ‘AaeN 8€9L (5z61) suu3l aby - |
(-qu0d) {5/61) L®
‘paba2ydsip A134anjeuoad 319 0220ye
A0 PIpuUDURI0IBUL jou
4IHSNOI LV T3 VI¥3ILIN) ERE I (sYuoHiny {s)¥0L210d

40 SONIONIZ

ia s o dimgteli et s o ko ogion

(-3u0)) 8 @1qel




o0
o
"€0° = ¥ * (auuossad
433400 J0 UII}-PUOIBS U0
Aluo Ing “uo143lLdd 03
Dje|a4 Al2ALjebau sem g3I¢

*S3S Jamo| O Ajimrey

P wWoJ4j S3w0d pue AfLuey
J96ue| e sey ‘p3ItdJew
SL 991SL{uUdaa [eaLdf]

;393 S1 [UBDA-UOU ueY) SIAUDY
4adood ui dn jybnoaq

usaq aaey 03 L[afL

340U UM SIIYSL{UITY

‘USRS L (U334 uo joedut
2133t pey 40331padd

*(diysuoLzeiads
Jeaui] pue aAaryebay)
dnoub BuwoouL 3samol
3yl Y3tm Sem ajed
U S [UIBL ISAYOLY

*31se3 ‘yd4oN ‘yanos
‘JS9M = 1SL{U9d4 03
A(axt| 3sou jO J3pLP=¢

*abuea
ajeipauajul 3yl ul
L1234 SLLLXS pajelad

pue {@21U3]0 I IYM

SuoLuUIIUL
QU S1 | Udd

Su013UIUL

UM SL | USIA

jUB S| |USDL fenjoe

quou ) (U3ad jenjoe

JUSUSL{UIAA |enjoe

*S,00N pue
usw palsLud
Aaiy 4951

sd_ys p4roqe
pasisLiue
Aney S11E

p33sLiud AaeN
ALYM (6L

“paIsiue
auiJey

000°00.

* SPA0234
uorjededas
9961

Ad Amuy

(LL61)
J3qL34YdS
pue Z)oH

(2L61)
e 319 3301035

(5z61) e 18
02230Ye]

(v61)
e 39 JaqeH

(6961) A3snej
§ Aespuil

(“3u00)
1e 339 .dagey

(s3s) smes
2LWOUOID |PLIOS |

s3] qelJdeA
{eotydeaberg od1ydeabowdg - |

awodul A|Lmey °|

quaunsLjud 03 4otad
3ouapLsas Ajunod
40 8z:s uorjeindod -|

. sajels jo buidnoub

amodoul ejide) sad °|

dITHSKOL LV 134
40 SONIONIA

VIY3IlI¥)

31dHVS

{s)uoHLNY

(-3ue)) g 319qel




3 (6961)
= cen. $asu3j o saduies) uasueLlsl “S3[qetdeA
€0° - ;¥ L®30L Aaeuyydiosip ajem 6661 pue .”.wm.._.ma.._ ﬁ__nmgmo.pm\umﬁwmmo.aa 1
*S434p|0S JOMy-uou
uey] uoLIedINpa SSI|
(3593 3) Ajuedjrubls pajsijua (ei61) 1® "S3|qeLdeA
pey saa1plos TOMY 0My Asuy 2702 19 Jayonug os1ydeaborg/o ydeabowag -
"Uo143LLD
01 paje(3d A1aALysod - 1o0Yyos wo.4: suolsuadsns
JJ9M SIUILD144300 jsuoisindxa jo JoguW "¢
uoLssaubaa asuyl palsijue L[0CYOS JO SUP3K O Laquny 2
LY 60" = ;Y ie30f SS3UBAL3I3443 AreN ot (9461) spues 154y 1
TUOLJIDILLD 0}
pajelad Ajaaijelidu
auam suolLsindxa
J0 JaGUNU SuoluaILJd
03 paje[ad A|aAlysod sporLasd awl) ¢
a4am £3111921S S31Nu234 JDAO Sd}qPLJABA
A{iwej pue uor3ednp3l SSauUdAL)IDS4D AneN 0g9€ (6961) beid S1ydeaboirg/o1ydedbousg |
"sdedk 7 -3y
40 pud 3yj3 3e aariebau J3A0 Sapnlllle -pajsLIua
08 UM JuaunSE{ U SL U QuLJey WId3 (8961) Kaaog
-uUd3Jd pJdemo] S3pnILIY ut abueys 1541} 006 pue UOS|3N
‘uoL4aLAd polsL]ud
uo joedul Aue pey w9y
J40331paad jeyl Jybnoyl papualxa
3JPJ J43Yyll3u €3dea sioljuajul 40 °puolss (e/61) 1® ‘weuboud
Aq pauory13ad uaym U S L UL ‘Isdiy 111 33 493S}OH furjasuno) iaaue]) "t
JIHSNOI LYY VI43ILI¥D ERE 1N {s)yuonLny {(s1¥0121934¢
d0 SONIONIA

B T -SRI S,

(-3u03) 8 aiqei




‘ejep

23Ul LAIND Ul p33LNsad
Aouanbaay Hurjeg,

‘3| duwes duldey 3yl 404
uoL43} 14D 03 pajeid
A13AaL3Lsod auam nbe
pue ‘uorbi|a4 >dljoy3e)
‘u011eINPa SO SJARI),
‘atdues AAey o9y) 404
uoLJ33LAD 03 pajelad
A1aaLjisod sem ,p3lafduod
LoOYdsS jJO SJdea,p,

—
o
-
4

‘sapnilije

ayj jo sueau 3yl
Suilyipost UL 3234j3 SWOS
pey eaae d1ydeaboab
pue *udLiednps3 ‘adey

-sa|dues Jaylo

3Yy] ueyy palJteumn

aa 03 A]3y1] SJAow Sem
pue UuOLIEINP3 JO |IAJ|
49ybLy e pey ajdwes /96|
*a1buts ag 01 Ajaxty
340Ul pue pajponpa SsI|
<13bunok sem 3ajdures (96]
:s9jdwes ay3 buowe pajou
3J43M 40301paad 3y}

UL S3JUBJIJLLP |BAIAIS

*|njasn ag o} punoy
sJaM $10301paud 3yl 30
auou £} |enpLALpu]

auLy ui sjurod
sauy3 e
SSAUIALYID}SD

paIsi|ud Buley

pue AaeN Al
Kaobajey 104V

syLnudas AAeyN Al

sapniliye

A10631e) /81

18y = N ‘6961
9/b = N 1961
0L = N 1961
SILNJD3A dulJey
30 sajdwes ¢

(8961)
1e 13 beyd

(sz61)
Jwespjog

(€z61) ur00g
pue buaaqlol

{-3u0d} ucsuei)SILy

S UCSAET

sajqeLJeA
stydeabotrg/otydesbomag

"SA01RIIPON SB SI|JPLUBA
21ydeaborg/o1ydeabomssag

SI|qeLJEA
srydeaborg/oydeabousg

L

1

L

dIHSNOIivV13d
H0 SINIGNIL

- YIY3iIyd

F1dWYS

{(s)M0iHLW

(SYNCI2IT TG

(-3u0)) 8 3igel




102

Psychological Variables related to Attrition
Prior to completion of Obhligated Service
Yellen (1975) investigated the prediction of discharge for delinquent
behavior using the Delinquent Behavior Inventory (DBI) with 2,500 Navy recruits

during firast week of basic training. Specifically the study reported a nega-

tive attitude toward authority and discipline, delinquents had a general disregard

for law and order, a lack of motivation, and a4 general exhibition of antisocial

behaviors., However, the DBL accounted for only 64 of the variance.

Psychological Variables related to Other Forms of Withdrawal

Two studies were found that related psychological inventories to disci-
plinary offenses (Larson & Kristiansn, 1969) and AWOL (Drucker et al., 1973).
Drucker et al. administered the California Paychological Inventory (CPI) to
2,072 enlisted men and compared those who went AWOL with those who did not.
The results from the CPI showed that those absent without leave scored signifi-
cantly lower on all nine CPI scales than did the non-AWOL enlisted men. The
research utilized the test for differences in means. The pecrcent of variance
accounted for cannot be determined by this test., Larson & Kristiansen found
the Personal Opinion Scale and the Overall Acceptability Scale not to be very

useful in predicting future disciplinary vffenses,

Summary=-Psychological Variables

The studies reviewed in this section either accounted for an extremely
small percent of the variance or were designed in a manner that did not permit
the amount of variance accounted for to be stated. !inimal evidence was found

establlishing a strong relationship between psychological variables and forms of

withdrawal behavior. Refer to Table 9 for a summary of results.
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Aptitude related to Attrition
Prior to Completion of Obligated Service

Recently Guinn (1977) described the resuits of an attrition atudy with
aptitude variables enterilug into prediction. 7The study attemp 1 the eatly
identification of attrites. Two measures of aptitude were employed: Armed
Service vocational Aptitude Battery (ASVAB) and the Armed Furces (ualification
Test (AFQT). These measures were used in combination with various age and
educational standards. The results of this study suggest that, with a com-
bination cof predictors, judicious use of a selection index ma& result in savings
associated with military and technical training. The combunation of variables
found to be feasible for use was 2 composite score, age, and a non-high school
graduate., A second portion of the attrition study attempted the early identi-
fication of Security Police attrites. The procedure employed was to administer
three measures to a sample of 4,501 basic airmen who had been assigned to the
security police AFSC. The measures were: 1) History Opinion Taventory; 2) Air-
man Assessment Inventory; and 3) Vocational Interest Career Examination. The
results of regression analysis of these measures in combination with aptitudinal
data resulted in a multiple RZ = ,21. The model was reported to be able to
identify correctly 94% of the sample after technical training.

Mathews (1977) used a large number of aptitude and other variables in a
stepwise multiple regression format and was only able to account for 10% of
the variance. The criterion was attrition within two years. The following
aptitude scores entered negatively into the equation but did not individually
account for more than 1% of the varilance: Classification Inventory, Pattern
Analysis, General Information, Arirnmetic, Verbal. The AFQT was positively
related to attrition.

Lockman (1976) grouped recruits intu categories of mental groups by

dividing up AFQT scores In regression analysis. Tor the mental groups, the

(R RIS JO PN
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highest two mental categories (93 percentile & above and 65-92 percentile)
were negatively related to losses while the lowest categories (31th-bﬂth and
BOth percentile & below) were positively related to lossea, This suggests
that the higher AFQT scores (MGIL and I1I) are associated more with '"loss" while
the lower AFQT (MG IIT and IV) are associated more with "stay". The overall
equation with 15 variables accounted for 92% of the variance, however the
equation was predicting group behavior rather than individual behavior.

As mentioned in earlier sections of this paper, Plag et al. (1977) attempted
to predict military effectiveness from a variety of disparate indices of ad-
justment and performance in 3,445 "new mental standard" marines. The analysis
was done in three stages. The stages were described in detail in an earlier
section of this paper. The results of the regression ;nalysia for Stage 1
found that 4 variables accounted for 7% of the variance. The four variables
comprising the model‘equation (and their Beta welghts, all positive) were:
Educacion (.1776); Army Qualification Battery average (.0990); Parents Marital
Status (.0981); and age (.0837), The Stage II and III analyses for those Marines
graduating from recruit training were as follows: In Stage 2, six variables
entered and accounted for 8% of the variance. The beta welghts were: Educa-
tion -,16; age -.11; Basfc~ Average (arithmetic reasoning, mechanical aptitude,
general information test) -.09; Parents Marital Status -.08; Race .08; AQB - AE
(Armor, Artillery, and Engineering) -.07. 1In Stage 3, seven variables accounted
for 8% of the variance. The beta weights were: Education -,15; age -.10:

Race =-.09; Parents Marital Status -.09; AQB - AE -.09; Proficiency Platoon .08.

Aptitude Scores related to Actual Reenlistment
In an attempt to predict an airman's reenlistment potential, 3,062 first-
term enlistees who had completed 2.5 - 3.5 years of active duty were used to
develop a Reenlistment Potential Index, used in conjunction with aptitudinal

scores and flnal disposition of in/out of service. This study accounted
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for 30% of the variance using biographical, aptitudinal, & attitudinal data.
Contributions of aptitude scores to the equations, or the directionality of
the coefficients were not supplied. However, by using computer-determined
cutoff scores, 8l% of the sample were correctly classified with respect to
the reenlistment decision. Fifty-six percent of the reenlistees were incor-
rectly indentified, while 6% of the group who actually left the service were

incorrectly clasaified as careerists.

Aptitude Scores related to Recommendation for Reenlistment
Plag (1969) surveyed 3,530 Navy recruits in May and August of 1960 at

four stages: Stage A - prior to enlistment; Stage B - 2nd week of training:
Stage C ~ final week of training; Stage D - after 2 years of active duty.
Plag used a large number of variables adding several at each stage using an
effectiveness criterion considering an effective sailor as one who completed
4 years and was recommended for reenlistment. Ineffective sailors were those
having early separations and/or those not recommended for reenlistment. The
results of multiple correlations of the aptitude variables at each stage showed
that AFQT was positively related to effectiveness only at Stage A (rz = ,02).
Arithmetic scores were positive related to the criterion at Stages B, C, and
D (r2 = .02, .01, and .0l, respectively), while mechanical scores were only
significantly and positively related at Stage B (rz = ,015). The amount of
variance accounted for at Stages A, B, C, and D were .144; .152; .176; and
.25, respectively.

Using a similar criterion of effectiveness, Sands (1976) developed an
odds for effectiveness table (OFE) using aptitude test score, number of years
of school completed and number of expulsions/suspensions from school as pre-
dictors. This was a revision of an earlier OFE table which also included
number of arrests. The sample consisted of 3,649 divided into a developmental

sample of 2,471 and an evaluation sample of 1,178. The aptitude scores were

B
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the AFQT scores divided into 4 categories similar to the I-IV categories

used by the services. The results of the regression analysis was a regression

equation from which the OFK-2 table could be constructed. The regression

coefficient from that equation for the AFQT variables wce .82, The amount

of variance accounted for by the complete equation or each indapendent

variable was not stated.

Aptitude and Studies Unrelated to Withdrawal
Hoiberg and Booth (1973) measured attitudes toward the Marine Corps

of 735 recruits at four successive stagea: 1) Beginning of training;

2) End of phase I; 3) End of phase Il; and 4) End of training. They also

collected aptitude data from the General Classification Test (GCT). The

results of correlations with four attitude subscales and aptitude data

ey

indicated that those who had the most favorable attitude toward toughneas

had lower aptitude than other recurits (r2 = ,156)., On the other hand,

R

o

recruits who had a more favorable attitude toward spirit tended to be of

higher aptitude than other recruits (r? = .095).

T

Summary-~Aptitude

Refer to Table 10 for a summary of results, The studies using individual

data accounted for variance ranging from 7% to 30%. However, even within

I LR T e e

this range, some methodological problems existed.

e

The use of grouped data appears to be meaningful for the military

High amounts of accounted for variance are poseible through the :

Assuming that .

; services,

use of grouped data btecause the individual variances are lost.

the military services are primarily interested in retaining specified "groups"

rather than specified individuals, grouped data appears to be a viable,

approach to data analysis, |
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Performance Related to Actual Reenlistment

LaRocco et al, (1975) obtained performance satisfactoriness data on
797 Navy, white, enlisted men in this first term of enlistment at the
beginning of a 6-month overseas deployment. The independent measures
consisted of the previous Quarterly Performance Marks given to the 1nd1vidui1.
These included ratings of 1) professionsl performance, 2) military behavior,
3) military appearance, and 4) adaptability. In addition, both Promotion
Rate and the number of demotions, were used to predict actual reenlistment.
The criterion had three categories 1) recommended for reenlistment and did
reenlist; 2) recommended but did not reenlist; 3) not recommended or pre-
maturely discharged. The results of a step=wise Dimcriminant Analysie found
8 variables that accounted for a total of 34.,7% of the variance, Military
behavior and demotiona accounted for 12,3% and 8.5% of the variance, respec-
tively., Promotion rate accounted for 7.8% of the variance; number of timea
exprelled from gchool accounted for 6.2% of the variance., Reenlistment was
best predicted by those individuals with the best military behavior, lowest

demotions, highest promntion rate, and lowest times expelled fron school.

Performance related to Intentions/Attitudes Toward Reenlistment

Holz and Schreiber (1977) obtained data on 460 first torm and 236 non=-
first term Army true volunteers, The performance data consisted of self
reported pre-service delinquency and Army disciplinary/performance measures
correlated with expressed career intentions. The results of the correlation
unalysis indicated that all the significant disciplinary performance measures
were negatively related to career intentlons. Specifically for first term

enlisted personnel, the following Delinquency/Discipline performance measures

werc negatively related to Army Career Intentions: minor pre-service delin-
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quency index (x? = ,036); number of times AWOL (r = ,019); number of

Article 15's (r2 = ,029); and number of rank reductions (2 = ,029).

For the nonfirst term enlisted sample, the following performance measures

vere aleso negatively related to expressed career intentions: number of

school suspensions (r2 = ,029); minor pre-service delinquency index

(rz,- ,063); and major pre=service delinquency index (r2 = ,044). The

number of commendations was positively related to career intentions for the
non-first term sample and was also the best performance predictor of the group
(r2 w ,144), The total regression equation accouﬁted for 30X of the varianca.
No performance predictors were in the equation. The non-first term sumple
total regression equation accounted for 38% of tha variance in reenlistment
intention. In this equation, the number of commendations was the only per-

formance variable and it accounted for 3% of the variance.

Performance Related to Recommendation for Reenlistuent
Plag (1969) wa; previously reviewed several times in this report.
Several performance measures were obtained at each stage, The following
aignificant findings were reported: the number of expulsions from school
were negatively related to the effectiveness criterion at Stages A, B, and )
D (£2 = .015, .017, .007), respectively, but positively related at Stage
C (r2 =« ,015). Number of arrests and weekly test acores ware positively
related to the criterion (r2 = ,002 and ,008, respectivaly) at Stage C

only. Ratings by the division officer, pay grade, and the semi=-annual marks

ware positively related to the criterion at Stage D (r2 = ,019, .02, and f
.018, respectively). Fleet disciplinary action was negatively related

only at Stage D (r2 = ,015). /
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Performance Related to Criteria Unrelated to Withdrawal

Plag et al. (1969) used an effectiveness measure as the criterion in
a sample of 11,000 saillors and 13,000 Marines. The results of the correlation
analysis for the Category IV Marines found the number of arrests and number
of expulsions were negatively related to the criterion. Conduct and
proficiency marks, pay grade, semi-annual marks, and more favorable division
officer ratings were also lower than for average Marines. The Category IV
Marines also had more disciplinary actions taken againat them ("office houra"
and "court-martials") than did the avorage. The regression analysis accounted

for 9.6X of the variance in performance.

Summary=Performance ’

Performance variables, which include both performance before entry
into the service, and performance while in the service, appear to add a
small amount to prediction of the criteria reviewad in this section. Refer
to Table 11 for a summary of results, The r;uaarch results indicate that

performance is a predictor of the specified criteria., However, the amount

of variance accountad for is relatively small,
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Conclusions of the Literature Review

Seventy six military studies were reviewed that dealt with the enlist-~
ment, reenlistment, and/or withdrawal process. An attempt was made to
evaluate critically the contribution of the research fo a meaningful under-
standing of the various processes,

Because of the large sample sizes normally used in military research,
statistical significance was ignored. In place of statistical significance,
the "amount of varlance accounted for" was chosen as the evaluation criterion.
This criterion is appropriate because it gives a meaningful indication of
the predictability of the results of the various studies. As an example of
the disparity between "statistical significance" and "amount of variance
accounted for," readers way look through many of the astudies and find that
a predictor is statistically significant and yet account for a very small
percent of the variance. Individuals in the military services who are re-
quired to make orf implement policy decisions based on research studies need
to know the most likely effect of their decisions., It is the contention of
this review that the "amount of variance accounted for" best provides this
information.

Eleven categories uf independent variables were evaluated - economic/
incentives, organization practices, organization climate, job content,
satisfaction, intentions, expectations, demographic/biographic, psychological,
aptitude, and performance. Within each of the eleven categories, variations
existed in the specific definitions of the topic by the researcher(s).
However, the classification eystem was broad enough that each study was able

to be classified. Many of the studies appeared in several of the categories.

i
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For this reason, when possible, the amount of variance accounted for was
astated not only for the total study, but also for the specific category
of independent variable.

Research is appropriate for establishing policy and subsequent
decisions under two conditions: adequate research design and a substantial
amount of variance accounted for in a meaningful dependent variable.
Throughout the literature review, evaluations were made of many of the
research methodologies., One of the basic conclusions of this study and
in summary of the individual methodological critiques, future researchers
are urged to evaluate critically reseatrch design, Specific attention
should be given to sample representativeness and/or stratified random
samples, the inclusion of behavioral measures, the use of longitudinal
designs, the inclusion of neaningful performance variables, the development
and use of standardized and validated attitude measures, and the use of
appropriate and meaningful multi-variate statistics. Careful attention
should be focused on ueeting the assumptions of each statistical test.

In addition, it is recommended that future researchers provide "Management
Summary" sections in which the "actual" results of the study are stated in
terms understandable to potential users of the study.

When the research design is adequate, potential users of the research
may make decisions not only on studies that account fcr a high percent of
the varlance, but aleo studies that account for minimal variance. Under these
conditions, failure of studles to predict should be considered as equally
acceptable evidence of meaningful research. Future research can be built on
both predictive and non-predictive studies - but only when the reneargh design

is acceptable,
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With the exception of the Economic/Incentive category, the remaining
independent variables accounted for small amounts of variance. The second
basic conclusion of this study is that the enlistment, reenlistment, and/or
withdrawal process is clearly multi~variate in nature. That is, it is
unlikely that variables representing any one of the remaining ten categories
will account for a substantial amount of variance by itself. Therefore,
the need 1s to include the broadest possible spectrum of predictors to
increase the amount of variance accounted for.

The third basic conclusion of this paper is that the bulk of the
research has omitted two significant classes of predictors. The first class
is data essentially beyond the control of the military services, but which
appear to be important predictors. Included in this group are the size of
the population suitable for military accession, the current and/or projected
unemployemnt rate among this population, and the ratio of military wagas
to ¢ivilian wages for specific specialties. With a few exceptions, studies
using the preceding data did not also include the ten remaining categories
of predictors. The second basic class of predictor which was entirely
omitted from the research studies reviewed was that of the Separation Policies
of the vepartment of Defente, as embodied in DOD directive #1332.14, and
subsequently reflected in the corresponding policies of the Army, Navy,

Air Force, and Marine Corps. Inasmuch as these policies most likely represent
a major source of variance, inclusion in future studies should be mandatory.
The fourth basic conclusion of this study is that the bulk of the

studies do not deal with dependent variqplea of primary interest to the
military services. An analvsis of Figure 1 discloses that more than half

of the studies were not related to the Original Choice to enter the military
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services, attrition prior to completion of obligated service, or actual
reenlistment. Greater emphasis should be placed on research studies in
the preceding three categories.

Past rasearch provides a meaningful door for future research. The
purpose of this critical analysis of past research 1s to attempt to
provide guidelines for building on both the strengths and weaknesses of
previous studies. Research, like technology, builds slowly on the foundations
of previous successes and failures, Without success, there is no progress!
Without failure, there is no progress! This paper ie respectfully dedicated
to building a meaningful bridge to assist future military rasearchers to
provide the research so vitally necessary to the effective management of

the military services.

Cr s




5.

9.

10,

11.

123
REFERENCES

Alley, William E. and Gould, R. Bruce. Feasibility of Estimating
Personnel Turnover from Survey Data - A Longitudinal Study, ADA
018777, Alr Force Human Resources Laboratory, October, 1975.
(AFHRL~TR-70-49)

Altman, Stuart H. and Fechter, Alan E. "Military Manpower Procure=
ment: The Supply of Military Personnel in the Absence of a Draft,"
American Economic Review, April 1969, pp. 19-31,

Atwatar, David C., Skrobiszewski, Melitta, Alf, Edward. A Prelim-
inary Selection of Biographical Items For Predicting Recruit At~
trition, Technical Note 76~6, San Diego, California: Navy Personnel
Research and Development Center, May 1976,

Bachman, Jerald G. Values, Preferences and Perceptions Concerning
Military Service: Part II, AD 775 205, Ann Arbor, Michigan: Survey

Research Center, Institute for Socia) Remearch, The University of
Michigan, February, 1974.

Booth, Richard F, and Hoiberg, Anne. Change in Marine Recruits'
Attitudes Related to Recruit Characteristics and Drill Instructors'
Attitudes, Psychnlogical Reports, 1973, 33, 63-71. San Diego,

California: Navy Medical Neuropsychiatric Research Unit.

Booth, Richard F., and Hoiberg, Anne, "Structure and Measurement of
Marine Recruit Attitudes," Journal of Applied Psychology, 1974,
Vol, 59, No. 2, 236~238 and Report No, 72=16, Navy Medical Neuro~
psychiatric Research Unit, San Diego, California.

Berry, N.H. and Nelson, P,D. "The Fate of School Dropouts in the
Marine Corps," Personnel and Guidance Journal, September, 1966,
pp. 20-23,

Bowers, David CG. Organizational Practices and the Decimion to Re-
enlist, AD 772 414, Ann Arbor, Michigan: Institute for Social Re-
search, Uuniversity of Michigan, December, 1973.

Bowers, David G. and Bachman, Jerald G, Military Manpower and Modern

Values, AD 787 826, Aun Arbor, Michigan: Institute for Social Research,

University of Mirhigan, October, 1974,

Bowser, Samuel E. Non-Cognitive Factors as Predictors of Individual
Suitability for Service in the U.S, Navy, AD 7B0 438, San Diego, Cal-

ifornia: Navy Personnel Research and Development Center, April, 1974,

Boyd, H. Alton, Jr. and Boyles, Wiley R. Attitudes as Predictors of

Retention for Army Pilots, AD 688 816, Virginia: The George Washington

University, Human Resources Research Office, May 1969.




TR T = U RO T e AT v

2 s

12.

13.

14,

15.

16,

17.

18.

19.

20,

21.

22,

23.

24,

124

Bruni, Johr R., Jonea, Allan P. and James, Lawrence R. Correlates of
First-term Reenlistment Behavior Aboard Navy Ships, ADA 015 687, Fort

Worth, Texas: Texas Christian University, Institute of Behavioral
Research, May 1, 1975, (IBR Technical Report No. 75-8).

Carlisle, Rayon Hughes, Jr. An Investigatinn Into the Job Factors
Affecting the Reenlistment of Marines in the Telecommunications Fields,
AD-A00Q7 465, Monterey, California: Naval Postgraduate School, March,
1975,

Clum, George A., llolbert, Anne and Kole, Delbert N, "Attitude Change in
Marine Recruit Training," Psychological Reports, 1969, 24, 311-318.

Drexler, John A., Jr. An Inquiry Into the Effectiveness of Managerial

And Peer Goal Emphasis as Socjlalizers of Individual Values and Pre~
ferences, AD 775 308, Ann Arlor, Michigan: Institute for Social Research,
University of Michigan, January, 1974,

Drexler, John A., Jr. Enlisted Skill Ratings, Draft Motivation and the
Decision To Reenlist, ADA 013 080, Michigan: Institute for Social
Research, The University of Michigan, June, 1975.

Drucker, Eugene H., and Schwartz, Shepard. The Prediction of AWOL,
Military Skills, and Leadership Potential, AD-758 161, Alexandria,
Virginia: Human Reaources Research Organization, January, 1973, TR 73-l.

Enns, John N, Effect of the Variable Reenlistment Bonus on Reenlistment
Rates: Empirical Results for FY 1971, ADA 013 058, Santa Monica, Cal-
ifornia: The Rand Corporation, June, 1975, TR 1502 ARPA.

Fisher, Anthony C. "The Cost of the Draft and the Cost of Ending the
Draft,"” The American Economic Review, 1969, 59, pp. 239-254,

Fisher, Franklin M. and Morton, Anton 5. "Reenlistients in the U.S. Navy:
A Cost Effectiveness Study," American Economic Association, 1967, 57,
pp.32-38.

Foch, Craig and King, Nikki., "The Gatekeepers: First Term Enlisted At-
trition Policies and Practices," in Sinaiko, H. Wallace, editor,

First Term Enlisted Attrition. Washington, D.C.: Smithsonian Institu-
tion, 1977, pp. 24-39.

Frey, Robert L., Jr., Goodstadt, B.E., Korman, A.K., Romanczak, A.P.,
and Glickman, A.S., Reenlistment Incentives: More is Not Batter in
the Fleet Efither, AD 786 487, Washington, D.C.: American Inatitutes
for Research, June, 1974, (Technical Report No.4)

Glickman, Albert S., Goodstadt, B.E., Korman, A.K., and Romanczak, A.P.,
Navy Career Motivation Programs in an All-Volunteer Condition: I. A
Cognitive Map of Career Motivation, AD-759 079, Maryland: American
Institutes for Research, March, 1973.

Goldsamt, Milton R, Attitudinal Changes in Category IV Perceptions of
the Navy During Recruit Training. WIR 73-17, Washington, D.C.: Naval
Personnel Research and Development Laboratory, May, 1973,




o T

crias

CE R

25.

26.

27.

28.

29.

3°l

31,

32.

33!

34,

350

3é6.

37.

125

Gordon, Phillips N. Are We Operating With Obsolete Motivational Tools,
Ada 002 588, Carlisle Barracks, Pennsylvania: Army War College, 27
September 1974. Distributed by: National Technical Information Service,
U.S. Dept. of Commerce.

Grace, Gloria L., Holoter, Harold, Soderquist, Michele. Career Satis-

faction as a Factor Influencing Retention, ADA 025 810, Santa Monica,

California: System Development Corporation, 14 May 1976, TR4,

Greenburg, M.G. and McConeghy, G, "Exploratory Development Research

of U.S. Navy-Marine Corps Personnel - Phase I", in Sinaiko, H. Wallace,
editor, First Term Enlisted Attrition. Washington, D.C.: Smithsonian
Institution, 1977, pp.204-218,

Guinn, N., "USAF Attrition Trends and Identification of High-Risk Per-
sonnel," in Sinaiko, H. Wallace, editor, First Term Enlisted Attrition.
Washington, D.C.: Smithsonian Institution, 1977, pp. 360381,

Guinn, Nancy, Vitola, Bart M., and Leisey, Sandra A, Background and
Interest Meagures as Predictors of Success in Undergraduate Pilot
Training, ADA 025 851, Brooks Air Force Base, Texas: Air Force Systems
Command, Air Force Human Resourcea Laboratory, May, 1976, (AFHRL TR 76-9)

Guinn, Nancy, Johnson, Allan L. and Kantor, Jeffrey E. Screening for
Adaptability to Military Service, (AFHRL fR 75 30, Brooksm Air Force Base,
Texas: Alr Force Systems Command, Air Force Human Resources Laboratory,
May, 1975.

Guthrie, R.V., "Navy Voluntary Release Pilot Program,' in Sinaiko, H.
Wallace, e'itor, First Term Enlisted Attrition. Washington, D.C.: Smith-
sonian In jtution, 1977, pp.309-309,

Haber, Sheldon E., Ireland T., and Solomon, Herbert, Manpower Policy and
the Reenlistment Rate, AD 786 777, Virginia: The George Washington
University, Graduate School of Arts and Sciences, Econometric Reseatrch
on Navy Manpower Problems, 10 June 1974, (TR-1201)

Haber, Sheldon E, and Stewart Charles, T., Jr. The Reasponsiveness of
Reenlistment to Changes in Navy Compensation, ADA 012 437, Virginia:
The George Washington University, Graduate School of Arts and Sciences,
5 May 1975, TR--1254,

Hansen, W. Lee and Weisbrod, Burton A. "Economics of the Military Draft,"
Quarterly Journal of Economics, 1967, 81, pp. 395-421,

Hause, John C. '"Enlistment Rates for Military Service and Unemployment,"
The Journal of Human Resources, 1973, 8, pp. 98-107.

H-iberg, Aune and Booth, Richard F. Changes in Attitudes and Characterigtics
of Marine Reuruits During the 1960a, Sand Diego, Dalifornia: Navy Medical

Neuropsychiatric Research Unit, Report 72-41.

Holoter, Harold A., Bloomgren, E.L., Dow, D.S. Provenzuno, R.J., Stehle,

G.W. and Grace, G.lL., Impact of Navy Careaer Counseling on Personnel
Satisfaction and Reenlistment, AD-75, BOI, Santa Monlca, California: System
Development Corporation, 28 February 1973, NR 170-750

B S ARUUE = R~V




120

38, Holoter, Harold A., Stehle, G.W,, Conner, L.V. and Grace, G.L., Impact
of Navy Career Counsaling on Personnel Satisfaction and Reenlistment.
Phace 2, AD 777 461, Santa Monica, Caliioriia: Syatem Development Corp-
oration, 1 April 1974, TR 3.

39. Holz, R.F. and Schreiber, E.M,, "Increasing the Retention of Army Vol=
unteers: Meaningful Work May Be The Anawer," in Sinaiko, H. Wallace,
editor, First Term Enlisted Attrition. Washington, D.C.: Swmithsonian

Institutiou, 1977, pp. 475-494,

40, Huck, Daniel F. and Midlam, Kenneth D, "A Model to analyze the Cost
Impact of First-Term Attrition in the Navy and Marine Corps,' in
Sinaiko, H. Wallace, editor, First Term Enlisted Attrition. Washington,
D.C.: Smithsonian Institution, 1977, pp.52§-555.

g
i 41. 1lgen, D.R. and Seely, W, Realistic expectations as an aid in reducing

o voluntary resignations. Journal of Appliad Psychology, 1974, 59,

1;@ 452-455.

X .-
7’3 42, Jehn, Christopher, Kleinman, Samuel, Shughart, William. The Use of
Reenlistment Bonuses, ADB 008 573, Arlington, Virginia: Center for
‘Naval Analyges, Institute of Naval Studies, May 9, 1975,

43, Katz, Aaron, and Rafacz, Bernard A. Impact of Increasing Freference
Options in the Marine Corxps, ADA 003 452, san Diago, Cngiforninx Navy
Personnel Research and Development Center, November, 1974, (NPRDC TR 75-12)

44, Katz, Aaron and Schneider, Joseph. Prince Personnel Reactions to Incen~ 3
tives Naval Conditions and Experiences: A Longitudinal Resaarch Study. 3
Report No. 2: A Description of Recruits' Perceptions of Their Trainin -

; AD 745 312, Washington, D.C.: Washington Navy Yard, Naval Personnel i

o Research and Development Laboratory, June 1972, WRR 72«8, ' Cold

e

Bl S i b e o Lo
o G TS W T s
-

Ef 45, Kleinman, Samuel D, and Shughart, William F., II. The Effects of Re- ;]
i enlistment Bonuses, ADA 009 794, Arlington, Virginia: Center for Naval |
3 Analyses, Institute of Naval Studies, September, 1974. . j}

: 46, Klotz, Benjamin P. '"The Cost of Ending the Draft: Comment," The American
Economic Review, 1971, 61, pp. 970-196,

= 47. LaRocco, James M., Gunderson, E.R., Pugh, William M. Prediction of Re~
enlistment: A Discriminant Analysis Approach, ADA 010 TT7} San Diego:
Naval Health Rescarch Center, March 1975,

48. Lareon, Emilie E, and Kristiansen, Donald M. Prediction of Disciplinary

B Offense Early In Army Service, AD 692 306, Arlington, Virginia: U.S,
- Army Behavioral Science Research Laboratory, April 1969, TR 210.

i . 49, Lindsay, William A., Jr., and Causey, Beverley D, A Statistical Model .
k. for the Prediction of Reenlistment, AD 684 908, McLean, Virginia: Research .

. Analywis Corporation, March, 1969, ]h
5 Py
f.§ 50, Lockman, Robert F. A Modal for Predicting Recruit Lossea, Professional | ]
o Paper No. 163, Arlington, Virginia: Center for Naval Analyses, September, (-
| . 1976. .

w—

v o - Om s e ey PN
i n‘-«wm‘u‘.‘-‘wu\/\ﬂ»ﬁar&mwmul&y)u.»qﬁnm‘ e A ML P A bbb Hp muiﬂ\?\w‘ e e ot b s e g | NN
st at——————— s - ebakin




i
g

[

4

51.

52,

53,

55'

56,

57,

58,

5.

- 60,

ol

62,

63,

127
Lockman, Robert F. Chances of Surviving the First Year of Service: A
New Technique for Use in Making Recruitini Policy and Screening Agglicantl
for the Navy, CNS 1068, Arlington, Virginia: enter for Naval Analyses,

November, 1975,

Martin, A.J., "Trends in DOD First Term Attrition," in Sinaiko, H.
Wallace, editor, First Term Enlisted Attrition. Washiagton, D.C.:
Smithaonian Inastitution, 1977, pp. 3-23.

Massell, Adele P. Reservation Wages and Military Reenlistments, ADA
026652, February, 1976, Distributed by National Technical Information
Service, U.S., Dept. of Commerce.

,. Matthews, W.T., "Quality of Marine Test Scores, Psrsonal Data, and Per=-

formance," in Sinaiko, H, Wallace, editor, First Term Enlisted Attrition.
Washington, D.C.: Smithsonian Institution, 197/, pp. - .

Mobley, William H,, Hand, Herbert H., and Logan, John E, "A Longitudinal
Study of Enlisted Personnel Attrition in the U.S, Msrine Corps: Pre-
liminary Recruit Training Results," in Sinaiko, H. Wallace, editor,

First Term Enlisted Attrition. Washington, D.C,: Smithsonian Inatitution,

1977, pp.155-203,

McCall, John and Wallace, Neil, "A Supply Function of First~Term Re-

Enlistees to the Air Force," The Journal of Human Resources, IV, 3,
pp.293-310,

McDonald, Blair W. and Gunderson, E.K., Eric., "Correlates of Job Satis=-

faction in Naval Environments," Journal of Applied Psychology, 1974,
Vola 59, N0-3, 371-373-

Nelson, Gary R. An Economic Analysis of First-Term Reenlistments In
the Army, AD 711 609, Arlington,Virginia: Institute for Defense Analyses,
June 1970,

Nelson, Paul D. and Barry, Newell H. Attitudes of Marines During First
Enlistment, Technical Report Number 66-21, San Diego, California: U.S.
Navy Medical Neuropsychiatric Research Unit, May, 1966,

Ofifice of Personnel Operations (Army). Sample Survey of Military Personnel
(RSC _AG-366) as# of 31 May 1969. Survey Estimate of Retention of Army

Personnel, AD-AOQ9 787, Washington: Office of Personnel Operations, 31
May 1969.

01, Walter Y, "The Economic Cost of the Draft," American Economic Review,
1967, 57, pp. 39-62,

Plag, J.A. Predicting the Military Effectiveness of Enlistees in the
U.S. Navy, AD 700 875, San Diego, California: Navy Medical Neuropsychiatric
Regearch Unit, 1969, TR 69-23,

Plag, John A,, Goffman, Jerry M. and Phelan, James D. Praedicting the

Effactiveness of New Mental Standards Enlistees in the U.8. Marine Corps,
TR 71~42, 3an Diego, Californiat Navy Medical Neuropsychlatric Research
Un(t, December, 1970.




128

64. Plag, John A., Wilkina, Walter L. and Phelan, James D. Strategies for
Predicting Adjustment of AFQT Category IV Navy and Marine Corps Personnel,
TR 68-28, San Diego, California: Navy Medical Neuropsychiatric Research
Unit, October, 1968,

65. Porter, L.W. and Steers, R.M. Organizational, work, and personal factors
in employee turnover and absenteeism. Psychological Bulletin, 1973, 80,
. 151-176.

s e s - - .

66, Quigley, John M., and Wilburn, Robert C., An Economic Analysis of |§

4 First Teim Reenlistment in the Air Force, AD 697 810, Washington, ’j

: D. C.: Directorate of Personnel Planning (Air Force), Septamber, 3

1969, ﬂ

- 67. Richardson, Ballows, Henry & Co., Inc. The Feasibility of the Use %
: of Autobiographical Information as a Predictor of Farly Army At-

3 trition, Washington, D. C.,: Richardson, Bellows,

‘ enry & Co, Y
3 1976. }
68, Sands, Willium A, Development of a Revised Odds fnr Effectivenees : }

(OFE) Tabln for Screening Male Applicants for Navy Enlistment,
(NPRDC TN 76=5), San Diego, California: Navy Personnel Research
and Development Center, April, 1976.

69, Schneider, Jomeph. Prince: Fersonnal Reactions to Incentives, Naval
Conditions and Experiences: A Longitudinal Research Study. Report
No. 4: The Grass is Greener: A Comparison of the Navy Work Environ=-
' ment With A Major Alternative, AD-761 612, Washington, D, C.: Naval |
Parsonnel Reaearch and Development Laboratory, May 1973, TR 73-28, }
I
I
t

70. Schneider, Joseph. ''The '"Greener Grass" Phencmenon: Differential
Effects of a Work Context Alfernative on Organizational Participation
and Withdrawal Intentions,” Organizational Behavior and Human Per-
formance, 1976, 16, 308-333.

71. Schneider, Joseph, and Katz, Aaron, Prince (Personnel Reactions to g‘
Incentives, Naval Conditions and Experiences) A Longitudinal Research
Study. Report Number 3: Measurement of Attitude Change During Re- i
cruit Training, AD-756 632, Washington, D. C.: Naval Personnel Rue- :
search and Development Laboratory, January, 1973, WIR 73-11,

72. Segal, David R, und Bachman, Jerald G. "Post High School Dropouts
(and Stayers)," in Sinaiko, H, Wallace, editor, First Term Enlisted
Attrition. Washington, D. C.: Smithsonian Institution, 1977, pp. f
113-126. :

73, 8toloff, Peter H,, Lockman, R.F.,, Allbritton, A.S., and McKinley, Jr.,
H.H., An Analysis of First-Term Reenlistment Intentions, AD~784 971
Arlington: Center for Naval Analyses, November, 1972, CRC 232,

74, Stoloff, Peter H. An Exploratory Study of Job Satisfaction, Re~
tention, and Performance of Navy Enlisted Men, AD 723 559, Arlington:
Center for Naval Analyses, Inontitute of Naval Studies, Februvary, 1971.

75. Teberg, David T. Racial Attitudes and Their Effect on the Retention
of Inlisted Personnel Ln the Army, AD-764 803, Pennsylvania: Army

War College, B March 1972,

W o em rna — CRTT IRt . . M
oo —— e e e

S, ket arbyg s N2 Ll w alivr B



129 o

76, Wanous, J, P, Effects of a realistic job praview on job acceptance,

job attitudes, and job survival, Journal of Applied Psychology, 1973,
58, 327-332.

77. Wiskoff, Martin F. Review of Career Expectations Research: Australia,
Canada, United Kingdom, and United States, Technical Note 77-9, San
Diego, California; Navy Personncl Research and Development Center,
March 1977, :

78. Wiskoff, Martin F. Review of Career Expesctations Research: Australias
Canada, United Kingdom, and United States, San Diego, California: Navy
Parsonnel Research and Devalopmcnt Center, December, 1976. Technical
Nota 77«9,

79. Yellsn, Ted M.I, Validation of the Delinquent Behavior Invantor
As A Predictor of Basic Training Attrition. ADA 015 !51, California:
Navy Personnsl Research and Development Center, August, 1975, TN 76-3,




3 W&Wrwﬂ— .

Distribution List

LIST 1
MANDATORY
Office of Naval Research () copies) Library, Code 2029 (6 coples)
(Code 452) U. 5. Naval Research Laboratory
800 N. Quiney St. Washington, DC 20390

Arlington, VA 22217
Science & Technology Division

Director ' Library of Congress

U.5. Naval Repearch Laboratory (6 coples) Washington, DC 20540

Washington, DC 20390 .
ATTN: Technical Information Division i

Nefensge Documentation Center (12 coples)
Building 5

Cameron Staticn

Alexandria, VA 22314

Deputy and Chief Sclentist (Code 102)
Offica of Nnval Research
Arlington, VA 22217

Assistant Chief for Technology (Code 200)
Office of Naval Research
Arlington, Va 22217

Director of Technology (Code 201)
Office of Naval Research
Arlington, VA 22217

Aaslatant Chief for Research (Code 400)
Office of Naval Rewearch
Arlington, VA 22217

Director of Research (Code 401)
Office of Naval Research
Arlington, VA 22217

Manager, Program in Manpower R&D (Code 450) - 12 coples
Office of Naval Research
Arlington, Va 22217

Reaearch Msychologist
Ofice of Naval Research Branch OFffi: o

536 South Clark Straet ’
Chicngo, UL 601605

Paychologiat

Of'tce of Nuval Research Branch Oftice
4975 Summer Street

domton, MA N2210

Paychologint
Office ol Naval Research Branch Office :
1030 Eunt Green Street -
Pasadens, CA 91106




. Head, Manpower Training aud Reserve Group (Op-964D)
i Koom 4A538, The Pentagon
Washington, DC 20350

Manpower Analysais and Systems Development Branch (Op-121)
- Room 1606, Arlington Annex
- Washington, DC 20370

. Human Resources Program Manager
B | Naval Material Command (0344)
L Room 1044, Crystal Plaza #5
b 2221 Jerfferson Davis ilighway

[ Arlington, VA 20360

!
ﬁ} Technical Director - 5 copies

| Navy Personnel Research and Development Center
San Diego, CA 92152

: Scientific Advisor to the Chlef of Naval Personnel (lers Or)
L Naval Bureau of Pereonnel
. Room 1416, Arlington Annex
- Washington, DC 20370

- Speclal Assistant for Enlisted Force Aunalysis ,
Naval Bureau of Personnel (Fers-2x) . ,
|- Room 2628, Arlington Annex iy
| Washington, DC 20370 Nt

i

[ | Asalntant Deputy Chief of Naval Personnel for
= Retention Analysis and Coordination (Pers-12)
B | Room 2403, Arlington Annex

4 Washiugton, DC 20370

) - Military Aunistant for Human Resources

"y Office of the Director of Defense Research & Engineering
Room 3D129, The Pentagon

Washington, DC 20301

e i &

Fersounel Analysis Division
AF/DPXA, Headquarters USAF
Room 5C360, The Pentagon
washington, DC 20330

e T U N

Teehnical Director

= . 5. Army Research Tnast{tute for the

B Behavioral and Social Sciences

' 1100 Wilson Boulevard

Arlington, VA 22209 b
o

. o -

Director, Managewent Information Systams C'fice [
USD  (M&RA) ]
) ARYL/, The Pentagon 4
Washington, b6 20701 .,

B S 150 B S A e 1hyaa

ANt e v v e e m

.



s e e

Program Director

Manpower Research and Advisory Services
Smithsonian Institution

6§01 North Pitt Street

Alexandria, VA 22314

Dr. Bernard Rostker

Department of the Navy

Principle Deputy Assistant Secretary (M&RA)
Washington, D. C. 20350

CAPT W. A. Lamm

Department of the Navy

Office of the Chief of Naval Operations (OP-0l1Bc)
Special Assistant for Attrition

Washington, D, C. 20350

Code 3C7
Navy Personnel R&D Center
San Diego, California 92152

Dr. Norman J. Kerr

Chief of Naval Technical Training (Code 0161)
NAS, Memphis (75)

Millington, Tennessee 38054




LIST 2 k.
4

Wi

ONR FIELD ‘ |

4]

Director ONR Branch Office . :

495 Summer St. . S

Boston, MA 02210 3

[ L :
Fi Directos kY :.
: ONR Branch Office - ‘ a
v 536 S. Clark st. ‘ 3
i Chicago, IL 60603 .
, 2
Director = f

ONR Branch Office '
1030 E. Green St, : B -

Pasadena, CA 91106 s ;

14

Sum L. Renneker 3

ONR Regident Representative : R

Georgla Institute of Technology e

125 Hinman Research Building L

Atlanta, Georgia 30332 i

e

4

i

I‘l

R

i

l
i 4
w. o




LA

-

Navy Cont'd

Training Officer
Human Resource Management Center
San Diego, CA 92133 NIC

Scientifle Director
Naval Health Research Center
San Diemgo, CA 92152

Navy Personnel R&D Center (5 cys)
Code Ol
San Diego, CA 92152

Commanding Officer

Naval Submarine Medical Research Lab,
Naval Submarine Base New London, Box 900
Groton, CT 06340

Commanding Officer
Naval Training Equipmant Center
Technical Library
Orlando, FL 32813

Naval Aerospace Medical Research Lab.
(Code L5)

Naval Aerospace Medical Center

. Pensacola, FL 32512

Lt. Rebecca G. Vinson, U.5.N,
Navy Recruiting District, Boston
575 Technology Square

Cambridge, MA 02139

Chief, Naval Technical Training
NAS Memphis (75)

Millington, TN 38054

ATTN: Mr. Tom Warrick, N6¢2

Dr. C, Brooklyn Derr
Assoclate Professor, Code 55
Naval Postgraduate School
Montezey, CA 973940

Human Resource Management Center
Hox 21,
FPO  New York 09510

Human Resource Management Center, Mnrfolk
5621-23 Tidewater Drive
Norfolk, VA 23511

Human Resource Management Center
Bldg., 304

Naval Training Center

San Diego, CA 92133

Office of Naval Research (Code 200)
Arlington, VA 22217

ACOS Rasearch & Program Development
Chief of Naval Education & Training
Naval Air Station

Pensacola, FL 32508

(N-5)

Human Resource Managment Center
Pearl Harbor
FPO San Francisco, CA 96601

Human Rescurce Management School
Naval Air Station Mephis (96)
Millington, TN 38054

Capt. Charles Baldwin
Bureau of Naval Personnel
Pers 65

Washington, DC 20370

Director, Human Resource Training Department
Naval Amphibious School

Little Creek

Naval Amphibious Base

Norfolk, VA 23521

Navy Materiel Command

Employee Developmaut Office (Code SA~65)
Room 150 Jefferson Plaxza, Bldg., f2
L429 Jeff Davis Highway

Arlington, VA 20360

Human Resource Management Centar, Washington
Washington, DC 20370




e A e D N . _ o -
A T St e i 5 ot na e

e BT e

S e e 2.

L18T 3

PRINCIPAL INVESTIGATORS

br. karl A. Alluisi
0ld Dominion University Res. Foundation
Norfolk, Virginia 23508

br. Judith Daly

Decisions & Designs, Inc.
Suite 100

8400 Westpark Dr.

McLean, Virginia 22101

Dr. Jumes A, Bayton
Department of Psychology
Howard University
Washington, D. C. 2000l
)
Dr. H. Russell Bernard
Department of Sociology & Anthropology
West Virginia University
Morgantown, West Virginia 26506

Dr. Arthur Blaiwes
Naval Training Equipment Center
Orlando, Florida 32813

Dr. Milton R. Blood

School of Business

Georgla Institue of Technologry
Atlanta, Georgia 30332

Dr. Davis B. Bobrow

Univeruity of Maryland

Department of Government & Politics
College Park, Maryland 20742

Dr. David G. Bowers

Institute for Social Research
University of Michigan

Ann Arbor, Michigan 48106

Dr. John J. Collins

Vice President

Ersux Corporatlon

6305 Caminito Estrellado
San Dicgo, California 92120

Dr. Harry R. Day

University City Science Center
Center for Social Development
31624 Science Center
Philadelphia, Pennsylvania 19104

Dr. C. Brooklyn Derr
Agsociate Professor, Code 55
Naval Post Graduate School
Monterey, California 93940

Dr. George T. Duncan
Carnegie-Mellon University
5000 Forbes Ave.

Pittsburg, Pennsylvania 15213

Dr. Samuel L. Gaartner
Department of Psychology
University of Delaware
220 Wolf Hall

Newark, Delaware 19711

Dr. William E. Gaymon

Suite 200

1055 Thomas Jefferson St., NW
Washington, D.C. 20007

Dr. Paul S. Goodman

Graduate School of Industrial Admin,
Curnegie~Mellon University
Pittsburgh, Pennsylvania 15213

Dr. J. Richard Hackman
Administrative Sclerices

Yale University

56 Hillhouse Ave,

New Haven, Connecticut 06%20

Dr. Leo A. Hazlewood
CACI, Inc.

1815 Fort Myer Dr.
Arlington, VA 22209

A LN




Dr. Edwin Hollander

bepartment of Psychecloygy

State University of Hew York
at Buffalo

4230 Ridge lLaa Rd,

Buffalo, New York 14226

Mr. Daniel F. Huck

General Research Corp.
Westgate Research Park
Mclean, Virginia 22101

Dr. Charles L. Hulin
Department of Peychology
University of Illinois
Champaign, Illinois 61820

Dr. Rudi Klauss

Syracuse Univeraity

Public Administration Dept.
Maxwell School

Syracuse, New York 13210

Dr, Edward E. Lawler

Battelle Human Affairs Research Centers
4000 N.L, 4lst St.

P.0, Box 5393

Seattle, Washington 98105

Dr. Arife Y. Lewin

Duke University

Duke Station

Durham, North Carolina 27706

Dr. Morgan W. «:Call, Jr.
Center for Crea.ive Leadership
5000 Laurinda Dr.

p.OO Box P"’l
Greensboro, North Carolina 27402

br. Terence R. Mitchell

School of Business Adminfstration
Univermity of Washington

Seattle, Washington 98195

Dr. William H. Mobley

College of Business Adwministration
Univeraity of South Carolina
Columbia, South Carolina 29208

Dr. Thowmas D. Morris

''he Brooklngs Tnstitution
1775 Massachusetts Ave,, NW
Washington, D.C. 20036

Dr. James P. Murphy

National Analysts

A Division of Booz-Allen & Hamilton, INc,
400 Market St.

Philadelphia, Pennaylvania 19106

Dr. Peter G. Nordlie

Human Sciences Research, Inc.
7710 01d Springhouse Rd.
McLean, Virginia 22101

Dr. Herbert R. Northrup
Industrial Research Unit
University of Pennaylvania
Phildadelphia, Pennsylvania 19174

Dr. A.F.K. Organski

3068 Institute for Social Reseach
Universaity of Michigan

Anu Arbor, Michigan 48104

Dr. Paul Pedersen

Society for Intercultural Education
Training and Research

107 MIB, University of Pittsburgh

Pittaburgh, Pennsylvania 15260

Dr. Manuel Ramirez

Systems and Evaluations

232 Swanton Blvd.

Santa Cruz, California 95060

Dr. Irwin Sarason
Department of Psychology
University of Washington
Seattle, Washington 98195

Dr. S.B., Sells
Texas Christian University
Fort Worth, Texas 76129

[ T N
e I T

e

P

SRR LIRS

B - >




Dr. H. Wallace Sinaiko

Program Director

Manpower Research & Advisory Services
Smitheonla Institution

801 N, Pict St., -~ Suite 120
Alexandris, Virginia 22314

Mrs. Alice 1. Sayder

Mental Helath Clinic

Naval Regional Medical Center
Pearl Harbor

FPO San Francisco 96610

Dr. Richard Steers

Graduate School of Menagement & Businees
University of Oregon

Fugene, Oregon 97403

Dr. Victor H. Vroom

School of Organigational Managsment
Yule Univeristy

56 Hillhousa Aven.

New Haven, Connecticut 06520

Dr. Abraham R. Wagner

Analytical Asgessments Corp,

357 South Robertson Blvd,

Beverly Hills, California 90211

Dr. J. Wilkenfeld

Department of Government & Politics

College Park, Maryland 20742

ras iy
PUNRR R S pan)

5 ’
R T T LN Tha Ltk vl i




B T

LIST 4

MISCELLANEOUS

Afr Force
AFOSR/NL

Bldg., 410

Bolling AFB
washington, DC 20332

Military Assistant for Human Resources
OAD (E&LS) ODDR&E

Pentagon 3D129

Washington, DC 20301

HQ, USAF
AVFMPC/DPMYP
Randolph AFB, TX 78148

Air University Library/LSE-8110
Maxwell AFB, AL 36112

Army

Office of the Deputy Chief of Staff
for Personnel, Research Office

ATIN: DAPE-PBR

Washington, DC 20310

Chief, Plans & Operatfons Office

USA Research Institue for the '
Behavioral & Social Scilences

Room 278

1300 Wilson Blvd.

Arlington, VA 22209

Atmy Research Institue (2 cys)
Commonweslth Bldg.
1300 Wilson Blvd,
Rosslyn, VA 22209

ARI Field Unilt - Leavenworth
P.0. Box 3122 .
Fort Leavenworth, KS 66027

Headquarters, Forces Command
AFPE-HR

Ft. M¢Pherson

Atlanta, GA 30330

Marine Corps

bDr. A. L. Slafkosky
Code RD-1

HQ US Marine Corps
Washingron, LC 20380

Marine Cops Cont'd

Commandant the Marine Corps
(Code MPI -/20)
Washington 4 DC 20380

Coast Guar

Chief, Psychological Research Branch
US Coast Guard (G-P-1/62)

400 7th Sk, SW

Washington, DC 20590

Navy

Chief of Naval Personnal
Assistant for Research Liaison (Pera-0r)
Washington, DC 20370

Bureau ¢f Naval Personnel (Pers 6)

Assistant Chief of Naval Personnel for
Human Resource Managment

Washington, DC 20370

Bureau of Naval Personnel (Pers-6al)
Human Resource Management Financiul Office
Washington, DC 20370

COR P 1 D. Nelson, MSC, USN

Head, Human Performance Division (Code 44)
Navy Medical R & D Command

Bathesda, MD 20014

Assiatant Officer in Charge

Naval Internal Relations Activity
Pentagon, Room 2E329

Washington, DC 20350

Naval Postgraduate School
Monterey, CA 93940
ATTN: Library (Code 2124)

Professor John Senger

Operations Reesearch & Administration
Sciences

Naval Postgraduate School

Monterey, CA 93940

© 2 RN i AR AR MTA]




P—-'

g
Ff ARl A Stz v

Y

Personnel Research and Development Center . .
United States Civil Service Commission B
Burecau of Policies and Standards ‘
Washington, D. C. 20415

Depertment of the Air Force ;
Air Force Inatitute of Tachnology (AU) ; ’
AFIT/SLGR (LT Col Umstot) % |
Wright-Patterson Air Force Base, Ohin 45433 & .

Captain Joseph Weker . i
Depurtment of th. Army L
Headquarters, 32D Army Air Defeuse Command } ki
APO New York 09175 A

Code 310 . ¥
Navy Personnel R&D Center ‘ : - 4
San Dlego, California 92152 fw

N

Dr. Barry Goodstadt
ARRO ’
8555 16th St

Silver Spring, Maryland 20910 b

C. Cortland Hooper
Hooper, Goode, Inc. b
1200 Prospect St., Suite 500 : 1
LaJolla, California 92037 . i

1
! b,




bl

&

1
é

- o
b/

e

RN TR

goz

T T T




e g e e 2R

FD-AOLS T55— N\

R G R s o

THE UNIVEKSITY OQF SOUTH CAROLINA

COLLEGE OF BUSINESS APMINISTRATION
COLUMBIA, S. C. 26200

[ VISION OF RESEARCH
CENTER FOR MANAGEMENT AND
ORGANIZATIONAL RESEARCH

February 13, 1978

TO: Recipients of "Military Enlistment, Reenlistment, and
w1thdrawa1 Research: A Critical Review of the Litera-
ture. "

FROM: Herbert H. Hand
Professor of Management

Due to the late addition of several references, the numbering
system used in Figure 1 (Page 4A) of. the referenced Technical Report
is out of sequence.

Please substitute the enclosed revised Figure 1 in your copy
of the report,

RSTRRITE TR

CULTHAT, ST P,




-
-+ 1
“U0|139g DUALaS Y1 Ui SIIPAIS PIIIGENU 0] 49134 XLAJEY UOLIRILILSSRL) Y JO S||3D SNOjIeA 3y} uy SIaqEny
Far 40pACYI [ | BMEID !
. . AL R L -4}1K 03 pae|
9 S L L ] ‘S1°r1°6°9°S o or -3aJuf] SLPMS
. LEneLpyI LN 30
A gr'it SMI04 43I0
US| USTY
10} p3puImE0IY
) pue WId| JSJij
29 8929 8929 29 29 30 vo113(dmon
£9°09° 65 UG 5| Uy
) cone . . 09 .mm.nm.w— . €£°69°09° LE D1eM0] 3PNILIWY
6€ £L°65°6€° (4 69°£2 err9te1's] “es'seeoi| ‘E1's'y| e2'zztElvfezezi0z'el 40 woj3uaju]
93°85
gs ey v’ .99 “9c‘cq oy SISl U3y
1) 82| [82°92° 8l R EETANL N TAr A W M T AL T2 e d | RT Al Tak-1Y 1en2y
) SILALIS
c19'£9°s5 pa1ebLq0 Jo
‘£9°¥5 Y5 15°05° . uolja|dmo) 03
‘0582 or focsz 12'c SS S5 S§ 1€ L2 Joiagd uoL3IEINY
19°9¥°GE L0Y)
£2 £2 2L £z £2 | “pe*C2 €1°2 1eutbiig
awydeborg PIEELIETEL saAp3uaN] Yioeindog
SAML0J-434 | s3u00S sI|qulaeA 40/pue fsuoyreiiedng suogauazug pue 3393u0) | 3jeut]) | SR d0/pue
apn3yady ﬁnowuo—!.u»mu b1 ydeabosag spnL Y 9of uojjeziuebi) 2twou0d3 | ko) qepaep
Juapuaiapy
SITANLS TYMWVHOHLIN
AUVAITIM 304 XIYIWH NOLIVOIJISSYTD
- (postady) t 2anbey




