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The pux~ose of this study was to examine the issues related to accession - 

-

r 
and retention of enlisted personnel in the Reserve Military Forces. The mein
questions of interest were: •

What is the present level of accession propensity among
Potential Enlistees? What is the present level of propensity
to extend enlistment among Current Reserve members?

. Hcr.~ can more Potential Enlistees be encouraged to enlist
and how can more Current Reservists be encouraged to
extend their enlistments?

4.

What benefits might be effective?

What perceptions, attitudes, and motivations could
be tapped to encourage enlistment and extension of

• enlistment?
Which aspects of Reserve—related activities should be
emphasized in ccsrinunications to Potential Enlistees
and Current Reservists? Which aspects should be played
down? And, which aspects should be changed?

Who plays an influential role in encouraging enlistment
and extension of enlistment?

What types of persons will enlist and extend enlistment?

To explore these questions, 6 ,965 telephone interviews were completed
between April and July , 1977 with national samples of Non-Prior Service men,

Veterans, and current members of the Army National Guard , Anny Reserve, Air

f National Guard, Air Force Reserve, Navy Reserve, and Marine Orps Reserve,
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What is the Current Level of Propensity?

The table below suun~arizes the propensity to enlist for Potential
Enlistees (Non-Prior Service and Veterans samples ) and the propensity to
extend enlistment for Current Reservists (Army National Guard and Other •

Reserve ~~ i~ onents samples). Propensity to enlist or extend enlistment is • ~~~~~~~~~~

considered a good indicator of a person’ s general disposition toward the
Guard and Reserve.

• Potential Enlistees Current Reservists
Army O~ er

Non-Prior National Reserve
Service Veterans Guard Components

• Percent favorable 35% 23% ‘43% ‘43%

The rreasure of positive propensity employed in this study was generous.
Men who indicated even a slightly positive propensity were labelled as being
“favorable.” Even with this generous definition of propensity, less than 45%
of the Current Reservists expressed a positive or favorable propensity to
extend their enlis tment . Less than 20% of the Current Reservists indicated that
they intended to remain for the long term, i.e., 16 or more years.

Among Potential Enlistees, Veterans showed the l~~~st propensity to enlist.
Those Veterans with a positive propensity to enlist in any Guard or Reserve
carporent favored the branch in which they had served; however, even toward
that caTpcrent they were not very favorable .

Overall, Current Reservists had a higher propensity to extend enlistment
than the Potential Enlistees had to enlist .

What Benefits Might be Effective in Encouraging Men to Enlist/Extend’

•
~~~~~~~ t j :

Three possible benefits were examined: (1) financial assistance for
education; (2) bonus; and (3) pay increase . In addition, for Potential
Enlistees, the impact of a reduced length of initial enlistment was examined. •

L. •• • • • • - • •~~~~~~•~~~
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I All benefits were successful in increasing propensity to enlist or
extend enlistment . The financial assistance for education and bonus benefits

I were most cost effective .
It is unclear whether the education or bonus benefit was tie most cost

• I effective benefit. It depends on who will use the education benefit and for
what educational purpose. ‘I~.io estimates were made of the costs associated
with the education benefit. (These were not total costs to DoD. They were
only costs based on what members of the Guard and Reserve would receive

1. directly.) With a more conservative estimate , the education benefit was lese
expensive than the bonus benefit . With more generous allowances made for
tuition costs and usage, the education benefit was more expensive.

I For Potential Enlistees and Current Reservists, the pay increase would
cost the military twice as much as the bonus benefit for the same increase
in propensity to enlist/extend.

Offering a reduced length of enlistment did raise favorability . &it , it
did not raise it as much as the education benefit did.

What do Potential Enlistees and Current Reservists Know about Existing Benefits?
L What Impact Does this Knowledge Have on Propensity?

I Potential Enlistees were not familiar with current benefits offered by
the Guard or Reserve. More than half thought that an education benefit

1’ existed when in reality it did not exist . Most Potential Enhistees thought
that the initial enlistment was less than six years, were unfamiliar with or
overestim&ted pay level and did not know whether or not there was any
enlistment bonus. However, for Potential Enlistees, knowledge of the benefits
did not significantly impact on propensity to enlist e~~ept : (1) when the
required length of initial enlistment was underestimated , Potential Enlistees
were more favorable; and (2) when saTe Veterans underestimated the pay, they
were more favorable. These results indicate that a strate~ r based on

a.

H
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cc*xmunicatii~g current levels of educational assistance, pay, bonus and length

of enlistment to Potential Enlistees would have little or no impact on

propensity to enlist .
• Current Reservists were more familiar with benefits offered by the

Guard or Reserve. They knew that no reenhisbnent bonus was being given. ~n

both states with and without education benefits, there was a moderately high

percentage of the Army National Guard sample who were correct in their beliefs

about its existence. Also, far the Army National Guard sample, belief that

there was an education benefit was associated with a greater propensity to extend

enlistment . In those states offering education benefits, a strategy based

on communicating these benefits would have a positive impact on the extension

of enlistment for the Army National Guard . Because such benefits are

currently offered in only a few states and the strategy would impact only on

the Army National Guard, the strategy is of limited utility.

What ?,btivations, Attitudes, and Perceptions Could b~ Tapped to Encourage • 

• 
-

-

Enlistment and Extension of Enlistment’

To answer this question, four sets of variables were examined (1) life

goals, (2) reasons for enlisting/extending , (3) conditions perceived as

potentially arising in or occurring because of Guard/Reserve participation,

and (4) attitudes towards groups and organizations These sets of variables

were drawn fran previous studies as well as from observations and infor~ial

reports about accession and retention problems

Multivariate analyses of the responses to questions about these variables

yielded three general conclusions: (1) there are several features of the

Guard and Reserve that are strong irotivators for Potential Enhistees and

• Current Reservists, i.e •,  they are perceived as important ; (2 ) in many cases,

the Guard and Reserve is not perceived as measuring up to what the Potential
Enlistee or Current Reservist hopes to achieve; and (3) successful accession
and retention strat egies are dependent upon changes in Guard and Reserve
practices as well as more effective ccirtmmication of sane of the features that

currently exist in the Guard/Paeerve.

Lt 
_ _ _ _ _ _ _  

_
—~-— —
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A method was developed f or using the motivational, perceptual , and 
~ç4

attitudinal data to determine specific accession and retention strategies
— The method involves identification of central concepts arotm~d which accession

~~~~~~~~~ 
-
~~and/or retention strategies could be built Each concept consists of t~o

or more of the motivational, perceptual , and attitudinal variables included •
in the research. All strategies are based on variables that are most inpartant
to Potential Enlistees and/or Current Reservists and for which achievability In
the Guard/Reser”e relates highly to propensity to enlist/extend.

Potential strategies which should be considered on the basis of data
collected during this study are suninarized below.

Strategy 1 is called “Getting Ahead in the World” and is applicable to
Potential Enlistees and Current Reservists. It was developed fran responses
to questions regarding life goals and reasons for joining the Guard/Reserve.
Strategy 1 requires stressing that social and vocational self-actualization
can be achieved in the Guard/Reserve. Vocational self-actualization is part
of this strategy because Potential Enlistees and Current Reservists both rated
tie following as highly important to them:

Work that is challenging.
. Participating in activities that are exciting and

adventurcus.
. Being able to make my own decisions.

Social actualization is part of Strategy 1 because of the high ratings
of importance given to:

. Making good friends.

. Being a member of a team.
Developing my potential.

While most Current Reservists already believe that friendships and good
social contact can be found in the Guard/Reserve , Potential Enlistees are

r not certain . Utilization of this strategy requires developing a more
effective way of ccna~nicating this idea to Potential Enlistees.

r
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The desire to actualize one’s vocational potential was reflected in the

importance ratings of making decisions and participating in worthwhile
activities. To influence retention of Current Reservists, training activities

should be changed so that Current Reservists believe that Guard/Reserve - -

activities are challenging and wort~~hile.
Strategy 2 is called “Family Orientation” and is applicable to both

Potential Enlistees and Current Reservists. It was developed from ratings of

conditions that would occur while in or as a result of being in the Guard!
Reserve. Strategy 2 requires stressing that time required by Guard/Reserve 

-

activities is tine well spent . The focus on the family results from high

likelThood ratings that Potential Enlistees and Current Reservists gave to

the fol1~dng:

• Would take too much time away from your family.

Cause you problems with your job because of Guar’d/

Reserve obligations.

• WOuld take too much time away from your personal and

• social activities .

To influence accession and retention, inplenentaticn of Strategy 2

requires ~the restr~.ictuHng of Guard/Reserve activities to allow saie family

• participation and to compensate for loss of tine with the family .

In addition , Current Reservists rated the following variables regarding

waste of time as likely to occur:

Unit training assemblies would not prepare you to be

ccir~bat ready.
Classes would be cancelled or scheduled at the last

minute without much planning.

• Sunrer training camp would not prepare you to be

combat ready.
Would attend drills that are a waste of time.

- ;
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To influence retention, implementation of Strategy 2 also requires the
res-trt~turing of Guard/Reserve activities to eliminate the perception of
Guard/Reserve activities as a waste of time

Strategy 3 is called “New Social Interactions” and is applicable to
Potential Enlistees. It is based on attitudes toward organizations and
groups . Strategy 3 stresses that new friendships , social interactions, and

— novel experiences are av~~1,thle in the Guard/Reserve. New friendships and
novelty are included because of the relation between propensity and the
following variables:

• Belonging to the National Guard or Reserve would give
me a chance to get ~~ y f~~~ my ev~~~day life for
a while.

• The National Guard or Reserve is a place to meet good
buddies and make lasting friendships.

Social interaction or gregariousness is evident in the following two

Jj variables which were related to propensity:

• In my spare tine, I prefer doing things with others,
rather than being by myself.

• I like to belong to organizations or groups which help
me find more interesting things to do than being on

— my own.

Strategy ~ is called “Pride” and is applicable to Current Reser vists.
This strategy is also based on attitudes toward organizations and grc~ps.

It emphasizes pride in the Guard/Reserve as well as opporttx~ities for j
unique cca1unz~ity activity which also nay be a source of pride. Strategy le

1.

-

[El 
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is based on the relation between propensity and the following :

• I am proud to be a member of the Reserve/Guard .
• Belonging to the National Guard or Reserve would give

me a chance to get away from my everyday life for
a while.

• I like to become involved in projects in my community.

Implementation of this strategy requires the emphasis of Guard/Reserve
activities seen as important by the ccmnunity and the positive feedback fran
the camnunity concerning these activities. This strategy requires conTrunity
oriented activity changes within the Guard/Reserve. It also requires effective
public relations activities within the caTrnunity.

Not all of these strategies may be of equal utility. Based on speculation
about changes that might be required , they can be roughly ordered into the
following hierarcby of usefuthess.

• Pride (Retention)
New Social Interactions (Accession)

• Getting Ahead in the World (Accession and Retention).

• Family Orientation (Accession and Retention).

The strategies presented here are based on those variables studied.
These variables cover most of the si~~ificant life goals, reasons for jo ining,
concerns about conditions in the Guard/Reserve, and attitudes toward
organizations and groups .

Which People Play an Influential Role in Encouraging Enlistment and Extension
of Enl~sbrent?

For both Potential Enlistees and Current Reservists , the major source
of encouragement for join ing or remaining in the Guard/Reserve was provided
by individuals currently in the Guard or Reserve. Thus, word of mouth fran
current Guardsmen/Reservists both to other Guardsmen/Reservists and to
individuals not in the service seene to be operating as a positive influence

~~~~~~~~~~~~~~
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on enlis~~~nt and e~ctension of enlistment . This suggests that the Guardsnen

I or Reservists may be extremely useful in disseminating inforiraticn about the
Guard/Reserve.

Wives/girlfriends were observed as being the most negative tc*~ rd
enlisting/extending enlisbnent far both Potential Enlistees and O.u’xent
Reservists of the potential influencers studied.

I -
~ For both Potential Enlistees and Current Reservists, employers and

parents were identified as the least frequently consulted regarding Guard/

I Reserve participation. Neither employers nor parents seemed to be important
so~a~ces of encouragement or discouragement for joining or remaining in the

I Guard/Reserve.
No data were collected on the influence of recruiters/counselors.

T 
However, Potential Enlistees ta2iced with a recruiter/counselor about potential
enlistment more often than with anyone else and Current Reservists ta)ked
with counselors as often as with other Reservists and more frequently than with
any other potential influencers. From these data, it can be concluded that
the recruiter and career counselor can play an important role in accession/

I - 
retention.

Non-Prior Service respondents who had consulted with recruiters had
a relatively more stable employment history. This suggests that individuals
who ar’s more stable members of the work force tend to be more likely to
consult with recruiters and that for these people full-tine work is not
perceived as incarpatible with part-tine service in the Guard/Reserve .

I
What Aspects of Current Reserve Training~Related Activities Should be
F~phasized? Which Should be Played Down? And, Which Should be Changed?

Costs directly related to training activities are not a barrier t~
extension of enlisthient by Current Reservists. However, the amount of pay
lost over a period of one year as a result of attending drills had a low but
significant negative correlation with the extension of enlistment propensity.
Pay lost also negatively correlated with satisfaction with the Guard/Reserve.

_ _  JTT~~~~I~~~~ _
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Awareness of the location and availability of a training center is

not a barrier to enlistment of Potential Enlistees. Likewise, travel tine

to a training center is not a barrier to extension of enlistment by

Current Reservists.
Satisfaction with tine in service is highly correlated with propensity

to enlist among Veterans and with extension of enlistment propensity among

Current Reservists. Satisfaction with tine in service is also correlated

with satisfaction with one’s job specialty . These correlations suggest that

the type, content and outcomes of one’s job in the Guard/Reserve play a

central role in enlistment/extension of enlistment. This conclusion also 
~4 I

coincides with the stress placed upon vocational self-actualization in -
~~~~~i .

Strategy 1 and not wasting tine in Strategy 2 discussed previously. In fact,

it is possible that whil.~ benefits such as increased educational assistance

or a reenlistment bonus may be valuable, general satisfaction with one’s work

role in the Guard/Reserve may be necessary in order for im netary benefits,

such as those tested in this study , to materially affect retention.
Less than half of the Current Reservists reported that the benefits offered

by the Guard/Reserve had been explained to them. There is a low but

statistically significant relation between benefits explained and extension

of enlis1~ment propensity. These data indicate that whatever benefits are 
______

offered should be explained in detail to both Potential Enlistees and 
_________

Current Reservists .
Over 75% of the Current Reservists )a~ew that 20 years of service

in the Guard/Reserve was required to receive retirement benefits. These data

indicate that interest in the retirement benefit is high and that the

retirement benefit had been explained to Current Reservists or that Current

Reservists had sought clarification from sane source on the benefit. ________

I ~~~~~~~~~~~~~~~~ _ _ _ _ _ _ _ _ _ _ _ _ _ _
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~~at Types of Persons Will Enlist and Extend Enlistment?

- Potential Enlistees who have a positive propensity to enlist arte more
likely to have less than a college education, be younger, be unmarried, have
less stable employment histories, have lowar econanic indices , and be
planning to attend or attending school . The characteristics of Potential
Enlistees who have a high propensity at each level of each benefit tested

-‘ 
in this study varied slightly fran this profile. For the Non-Prior Service
men, the higher levels of the education benefit tended to attract more well
educated men and a larger percentage of men with high socio-econanic indices.
For the Veterans, the pay and education benefits attracted a larger percentage
of better educated nan and the bonus benefit attracted a larger percentage
of married men.

Current Reservists who have a positive propensity to extend their
enlistment are more likely to have less than a college education, be younger,
have less stable employment histories, have lower socio-econctnic indices,
and be planning to attend school. Ai~y National Guardsmen are nor’s likely
to be married while Other Reserve Components members are more likely to be
unmarried. The characteristics of Current Reservists who have a high

.11 propensity to extend their enlistment at each level of each benefit tested

T in this study varied slightly fran this profile . For the Army National
Guardsmen, all levels of the education benefit attracted a larger percentage
of unmarried men and the higher levels of the education benefit attracted
a larger percentage of well educated men. The pay and bonus benefits
attracted a larger percentage of men with no school carini thent. For the
Other Reserve Components members, the education benefit attracted a larger
percentage of better educated men and a larger percentage of nan who were

IT already attending school .
‘S

L.
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The preceding paragraphs indicated how the benefits changed the demo-

graphic ooa~csition of the nan with positive propensity to enlist/extend.
In all cases, the benefits increased the percentage of men with the demographic
characteristics noted. In only four cases did the benefits result in the men
with these characteristics becoming predcininant. In the cases of the pay
benefit for the Veterans and the education benefit for the Other Reserve
Canponents neithers, the better educated men become the majority and the less
educated nan become a minority at the higher levels of the benefits. The cash
bonus benefit for the Veterans resulted in married nan becoming predcsninant
and the education benefit far the ARNG members resulted in unmarried nan

• beccaning predaninant.

Conclusions

1. Among Potential Enlistees, the N3n-P’ricir Service men have a higher
propensity to enlist than do the Veterans. Therefore , accession
strategies are more likely to be successful far Non-Prior Service men.
‘lb maximize the positive propensity for the Veterans, a strong recruiting
effart should be made by the Reserve components representing the Irior
service branches of the Veterans. Even under these conditions, the
propensity of Veterans to enlist in their ~u~iar service branches is not
as hi~~ as the propensity of the Non-Prior Service men to enlist in
the Guard/Reserve in general. : 

-

2. Among C~~ ent Reservists, the Army National Guard and Other Reserve
Canponents members are equally favorable toward extension of enlistment.

• : 3. Of the benefits examined in this study, the education benefit and the • .•

banis benefit are most cost effective far both Potential Enlistees
and O..u’rwrt Reservists. However, for Oarent Reservists, while benefits
such as increased educational assistance and cash b~~~s are valuable
incentives, general satisfaction with one’s specialty in the Guard/Reserve
may be necessary in crder fcr rxraetary benefits to significantly affect :;.~ ~~ .

r tsnticn.

C
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4. Potential Enlistees are rot familiar with c~~~ nt benefits now offered
by the Guard or Reserve One valuable recruitment strate~ r would be

- to explain in detail the currently available benefits (e g , retirement
benefits) to Potential Enlistees.

• 5. Accession strategies based on the concepts of: (1) social and vocational
self-actualization ; (2) family involvement in the Guard/Reserve; and
(3) oppcr’tunities for new friendships and novel experiences prcinise to

- 
be most effective.

0 6. Retention strategies based on the concepts of: (1) social and vocational
self-actual ization ; (2) family involvement in the Guard/Reserve and the
value of Guard/Reserve activities ; and (3) pride in the Guard/Reserve

- - ~txinise to be most effective.

7. Honey and a comfortable life are not perceived as li)cely to be achieved
in the Guard/Reserve. Therefore, it would not be advisable to design
accession or retention strategies around the opportunities in the Guard/
Reserve to meet these life goals unless Potential EnJ.istees’ and Current
Reservists’ beliefs about their achievability could be dramatically changed.

-
~~~ 8. Recruiters/career counselors axe most frequently consulted regarding

enlisbxant/extension of enlistment (other than other Guardsmen/Reservists
for the Current Reservists sample). My enhancement of their capabilities
might be very cost effective.

9. For both Potential Enlistees and Current Reservists, the major source
of encouragement for enlisting/extending enlistment was provided by
individuals currently in the Guard or Reserve . This suggests that DoD
might consider strategie s that capitalize on this resource . 

-

‘II
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10. Wives/girlfriends are the most frequent negative influeroers. The
accession/retention strategies designed around family involvement
should concentrate on persuading wives and girlfriends that Guard/Reserve -

participation is positive .

U Since Potential Enlistees and Current Reservists infrequently consult
parents and employers about enlistment/extens ion of enlistment , the
magnitude of recnu.tment efforts directed toward employers or parents
should be reconside red However, since pay lost due to Gua rd/Reserve
activities is sare~Eiat negatively correlated with satisf action in the
Guard/Reserve , efforts oriented toward employers should be focused on
facilitat ing Guard/Reserve participation .

I
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1.0 INTROWCTION
‘I

1.]. Purpose

- !. The purpose of this study was to systematically examine the key issues

- - 

related to accession and retention of enlisted personnel in the National
Guard and Reserve forces in search of recommendations and directional hypotheses
for inproving accession and retention .

1.2 Background

L This study was undertaken to provide critical information on the
variables relating to the propensity to enlist or to extend enlistment in
the National Guard and Reserve forces by both persons with and without
prior service . The information was required because of the critical role
of the National Guard and Reserve forces in the Total Force Concept of an
Al] . Volunteer Military Service . At the tine this study was initiated , a
decided change was occurring in the strength of the National Guard and
Reserve forces. This change was rela ted to the shift to an All Volunteer
Milita ry statu s. When the press ur e of the draft tenninated , a powerful
incentive to enlist in the National Guard arid Reserve forces was eliminated
and a shortage in Selected Reserve strength resulted , particularly in the
Army National Guard ar id the Army Reserve .

This study was not the first to inqui re into motivation to enlist or
- to extend enlistment in the National Guard or Reserve forces . Pri or studies

had provide d some idea of variables that might affect accession and retention .
• These variables included educationa l and monetary benefits , length of enlistment

period , awareness of benefits , sour~ces of influence , quali ty of tr aining ,

-- conflict with job and family obligations , basic values or life goals , social
i. motivations such as community activity , and personal restrictions such as hair

regula tions . They had been cited frequent ly enough to be considered
legitimate variables for more intensive and systematic investigation which was
the purpose of this study.

r
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1.3 Research Approach

This study was desi~~ed to examine problems associated with attracting
new personnel and retaining current personnel in the National Guard and Reserve
forces. Specifically, the study was desig~ed to:

• Examine the propensity to enlist or extend enlistment ~~
among Potential Enlistees and Current Reservists.

Determine the impact of various benefits on propensity
to enlist or extend enlistment by Pc-rtential Enlistees
and Current Reservists .

• Determine the impact of attitudes toward , perceptions
of , and motivations about -the National Guard and
Reserve forces on propensity to enlist or extend
enlistment .

Data were collected fran:

• Potential Enlistees: - :
Non—Prior Service males

.. Veterans

• Current members of the Selected Reserve in the:
Army National Guard i -

Army Reserve
Air National Guard
Air Force Reserve
Navy Reserve
Marine Corps Reserve

I ~
-

U-
1) This term includes both extension of enlistment and reenlistment. 
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T The key varia bles analyze d were:

• Various demographics
— . Perceptions of benefits and potential changes in benefits

for participation in the National Guard and Reserve forces

• Several sets of attitudinal , perceptual , and motivational
variables predominantly derived fran prior studies ,
including:

~~~~ IT .. Life goals

- 
.. Reasons for jo ining

F •.  Expectcticns about various conditions occurring While
in the Guard/Reserve or as a result of being in the

IT Guard/Reserve

• Attitudes toward organizations and ~~~ups
— .. Contact with and effect of irif luencers

• Influence of military expectations , perceptions,
— and c’xperiences

To ex€ - ite this study , extensive telephone interviews were held with

i 
a randomly selected samp le of Non-Prior Service personnel, Veterans, and

L curmen-t members of the National Guard and Reserve forces.

l)~ Overview of Study Docu~ ntation

I
The results are presented in four volumes. Volume I , which is this

I volume , includes the Executive Surrrriary ; Section 1.0 Introduction;
Section 2.0 Methodology ; arid Section 3.0 Results .

— Volume II includes the technical details of the methodology and
supporting and supplementary statistical analyses referenced in Volume I.

-_ Volume III includes copies of the survey questionnaires; analysis of
the responses to each question broken out by positive and negative propensity
groups within the Non-Prior Service sample , Veterans sample , Arrrry National
Guard sample , and Other Reserve Components sample; and a key to the tables.

Volume IV includes cross-tabulations of each question by sample .

II
H’
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2.0 METhODOLOGY

2.1 The Sample

Four discrete samples were included in the study :

• Sample A -- Non-Prior Service (NPS ) males, 17½ to 26
years of age, non—college graduates.

• Sample B -- Males with prior active duty service of at
least two years (Veterans) having tine remaining ~mder
their initial six-year obligation and not currently in
paid drill status .

Sample C -- Males in the Army National Guard (ARNG ) in
their Lrth , 5th , or 6th year of initial enlistment and
in paid drill status.

• Sample D -- Other Reserve Components (ORC) . Males in
their L~th , 5th , or 6th year of initial enlistment and
in paid drill status in one of the following components :
Air National Guard (ANG) , Arrmj Reserve (USAR) , Navy
Reserve (USNR ) , Marine Corps Reserve (USMCR ) , and Air
Force Reserve (U SAFR) .

A total of 6 ,965 telephone interviews was ccirpleted . Table 2—1 shows
hcw these interviews were distributed across the four samples. Each sample
size was large enough to allow statistically valid investigation of the
relation between key variables and propensity to enlist or to extend enlist-
ment.

Also indicated in Table 2-1 is the actual rn.nther of names originally
provided by DoD for each sample . The additional names, over and above the
number to be interviewed, allowed for men whD could not be located or ~.tho
refused to participate .

I
- — - -- -———-—-••— — — — - - -   - —-- —
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TABLE 2-1. DISTRI3JTION OF fl~TERVIL~iJS BY SAMPLE

Number of Number of Number of Number of
Interviews to Names Caipleted Interview~SAMPLE be Ccepleted Provided Interviews Analyzed2~

A. Non—Prior Service 2 ,000 2 ,003 1,9014
B. Veterans 1,000 6 ,l’46 1,001 980
C. Army National Guard 2,000 6,040 1,989 1,935
I). Other Reserve Components

Dl. Air National Guard ‘400 1,658 384 369
D2. Army Reserve ‘400 2 ,008 ‘400 396
D3. Navy Reserve ‘400 1,600 393 386
1)4 . Marine Corps Reserve ‘400 1,600 397 393
D5. Air Force Reserve ‘400 2 ,068 398 385

TOTAL 7 ,000 21,120 6 ,965 6 ,748

I

1) Respondents for this sample were generated randomly on the basis of the
telephDne numbers of the respondents in Samples C and D.

2) Before analyzing the data , two data cleaning procedures were utilized
to detect si±jects whose responses were so grossly i.mstable or

t ~ inconsistent that they had to be dropped. A complete explanation of
these procedures is provided in Volume II, Section 3.

H:

II 
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The interviews were conducted fran the third week of April 1977 to the
third week of July 1977. To insure that variance in responses between samples
was not attributable to timing of the interviews , the interviewing of all
four samples was in itiated within a two-week period in April, and was completed
during a two-week period in July. Thus, all samples were being interviewed
simultaneously rather than successively.

2.2 Sample DesIgn

The samp le design was complex. For this reason , only an overview of the
design is presented here A complete, technical description is available
in Volume II , Section 1.0.

During the first stage of the sampling procedure, the DoD components
randomly selected samples from their respective populations . Thus , the
Ar~rrg National Guard, Army Reserve, Air Force Reserve, Air National Guard ,
Navy Reserve , and Marine Corps Reserve drew Samples C and D. Defense
Manpower Data Center (t~1DC) drew Sample B, the Veterans sample , by zip code
in proportion to the geographic dispersion of five digit zip codes for the
Army Reservists. The An~ r Reserve was used as -the basis for selection
because it had the broadest geographic dispersion of drill units among the
Reserve components , and it maintains zip code information based on a neither’ S
residence . Implicit in this approach was the value of contacting Veterans
who waild live in proximity to National Guard and Reserve training centers.
Samples B, C , and 1), as provided by DoD, contained more names than the
number of interviews required for the study. This allowed for names that
might be unusable or unreachable

In the second stage of the sampling procedure , the required number of
names for each sample was drawn fran the total list supplied by LtIDC and
each Reserve and Guard component . To accomplish this , an interpenetrating
block design, based on a zone system, was developed to insure maintenance
of the desired geographic representation . Samples B, C , Dl , D2 , D3, 1)4 , and D5

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

- — - -
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were developed separately using the interpenetrating block design . Sample A
(Non-Prior Service) was drawn from the tota l U.S.  population of males between
the ages of 17½ and 26 who had not graduated frcm college . To maintain
geographic representation and to insure comparability on other pertinent
characteristics , such as soclo-economic status and proximity to National Guard
and Reserve train ing centers , Sample A was developed fran the telephone nwibers
for Samp les C and D. A method of randomizing the last two digits of Samples C
and D telephone numbers was developed. Since Sample A was based on Samples C
and D, the interpenetrating block design and zone system were automatically
incorporated in the sample design .

At the end of the second stage of the samplIng procedure , each of the
required eight samples and backups for each number in each sample had been
chosen.

2.3  Questionnaire Design

The questionnaire was developed to conform to two sets of requirements.
First, for financial and methodological reasons , it was necessary that the

— interview not exceed 30 minutes . Prior experience indicated that a respondent ’s
tolerance does not exceed 30 minutes ; bad data and terminations are likely

— 
to result with longer questionnaires . Secondly , prior research , as well as
less formal observations and reports , suggested key issues that potentially
relate to accession and retention in the National Guard and Reserve .

The variabili ty in the background and experience of the men in the
eight samples resulted in a need to ask several different questions of each
sample . Consequently , eight basic versions of the questionnaire were
developed. Each of the individual questionnaire versions was designed for
the particular sample using language and terminolo~~ appropriate to that
sample . Also, certain topi c areas (for example , military background and

• 2xperience) were appropr iate only to specific samples.

p
1’
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In addition, there were variations of each of the eight questionnaires
in r-~- - 

- to rotate benefit questions and the initial propensity question for

- Samples A and B. One of the questionnaires is included in Appendix A of this
volume. Al]. versions of the questionnaire are contained in Volume III of this

report.

2. 14 Interviewing Procedure

Several weeks prior to beginning the interviewing, letters were sent by

DoD to all respondents chosen in Samples B, C , and D , informing them of their

potential participation, the purpose of the study , and the voluntary nature

of the participation requested.
The interviewing was performed by Valley Forge Information Service (VFIS) ,

under subcontract to Associates for Research in Behavior, Inc . A detailed

explanation of the interviewing procedure is presented in Volume II ,

Section 2.0.
During the interview, special attention was given to tracking Qach —

person who could not be located at a particular telephone number before
using a backup name . As meny as ten calibacks were made in sane instances.

Callback times were adjusted to obtain a naxirrnzn number of fr’uithil contacts.
These adjusthent procedures resulted in methodological information useful

in future studies. A detailed explanation of the callback procedures is

presented in Volume II , Section 2.0. An analysis of the effect of callback

procedures is presented in Volume II , Section 7.0. A detailed call record

was kept of every telephone call to allow Associates to calculate precise

caipletion rates and to determine the potential bias due to unreachable
respondents.

The caipletion rates were:

Sample A -- Non-Prior Service 77.2%

Sample B —— Veterans 72.3%

Sample C -- Army National Guard 71.3%

Sample D -- Other Reserve Ccfnpcnents 62.2%

- 
--
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I:
The poor quality of the lists provided by DoD components and t~IDC

- 

probably accounts for the generally lower canpietion rates in Samples B,
C, and D. The formula for determining completion rates is strongly affected
by numbers for which there was no answer, the number was busy, or the

- - respondent was not at hane . A detailed analysis of the completion rates by
sample is presented in Volume II , Section 7.0. An explanation of how the

• questionnaires were edited , coded , and checked for consistency is presented
in Volume II, Section 3.0.

- 
An examination of the final sample showed it to be representative of

I the population fran which it was drawn. This analysis is presented in

Volume II, Section 5.0.

1.

I t

ii
I

I
I



—10—

3.0 RESULTS

3.1 Introduction

This section concentrates on identifying factors which enhance the

propensity of enlistment by Potential Enlistees and the extension of enlist-
ment by Current Reservists.

Section 3.2 presents data on the propensity of Potential Enlistees to
enlist and Current Reservists to extend enlistinent~~ and the types of persons
that could be expected to enlist/extend enlistment.

Section 3.3 presents the effects of three possible benefits -- education
assistance, enlistment bonus, pay increase —- and one change in condition of
service —- decrease in length of enlistment -- on propensity to enlist for
Potential Enlistees, and the effects of the three benefits on propensity to
extend enlistment for Current Reservists.

Section 3.14 presents data on the effect of several sets of attitudinal,

perceptual , and motivational variables -- life goals , reasons for joining
the Guard/Reserve , likelihood of various conditions occurring in the Guard!
Reserve or as a result of being in the Guard/Reserve, attitudes toward
organizations and groups, contact with and the effect of influencers, and the
influence of military expectations, perceptions, and experiences -- on propensity
to enlist for Potential Enlistees and propensity to extend enlistment for
Current Reservists.

Section 3.5 presents a method for systematically integrating the
perceptual, attitudinal , arid motivational variables into strategies for
accession and retention and presents four potential strategies based on the
data collecte d in this study. - -

Data were also collected on propensity to enlist/extend enlistment under
hypothetical scenarios dealing with reinstatement of the draft, possibility
of war, and actual war. These data are presented in Volume II.

~
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1: 3.2 Propensity to Enlist or to Extend Enlistment

3.2.1 Introduction and Definitions

lii Propensity to enlist/extend enlistment was measured several tines:
early in the interview; with each level of each benefit; and near the end
of the interview. The response to the initial propensi ty question was
treated as a reasonably unbiased estimate of the respondent’s feelings toward
service in the National Guard arid Reserve . The measure taken after each

1 ’
benefit was reflective of the potential effect of that particular benefit.
The measure at the end of the interview was an attempt to assess the overall
iirpact of the type of information conveyed by the questionnaire.3-~

Initial Propensity Measure

- Potenti~ Enlistees (NP S arid Veterans) were asked about their propensity
to enlist in each of the seven National Guard and Reserve ccinporients. The

- 
highest of the sev2n propensity measures was utilized as the initial propensity
for Potential Enlistees.

- 
Current Reservists (ARNG and ORC ) were asked about their propensity to

-
~ extend enlistment in the National Guard and Reserve in general. This single

measure of propensity was utilized as the initial propensity measure for
Current Reservists.

I .. Additional Propensity Information

- ~~~ additional pieces of data were obtained fran the Current Reservists:

length of time they would extend their current enlistment.
Total number of years the respondents expected to stay
in the National Guard or Reserve forces.

fl The impact of the questionnaire data is presented in Volume II.

! ~ 
- -
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Propensity !~ asure Scale

The measure of propensi ty to enlist or extend enlistment had five
response categories. The top three categories were designate d as favorable

or positive ; the bottan two were designate d as unfavorable or negative. In

the analysis of prop ensity data , each propensity catego ry was assigned the
following value:

1 Definitely enlist/extend
2 = Pr obebly enlist/extend ositive Propensity
3 Might enlist/extend

14 Probably not enlist/extend
5 Definitely not enlist/extend Negative Propensity

The data presen ted in this section ar e based on the anal ysis of the se

values .

3.2.2 Propensity for Accession of Potential Enlistees

This section presents the propensity for accession data for the

Non—Prior Service and Veterans samples .

Propensity to Enlist of Non-Prior Service Sample

The prop ensity scores for the NPS samp le are shown in Table 3-1 . About

614% of the sample had a negati ve propensity to enlist and about 36% had a

positive propensity to enlist . Table 3-2 shows the propens ity of the NPS

sample to enlist in each National Guard and Reserve component . Analysis

of the data in Table 3_2 1) indicated that the Army Reserve and the Marine

1) All stat istical tests a.e reported in Volume II . In all analyses , a 
- 

-

.01 level of significance was used.
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TABLE 3-1. PROPENSITI TO ENLIST FOR ThE NON-PRIOR SERVICE SAMPLE

~ 

j l
•

T i  PROPENSITY
1)Sample 1,897 100.0

I Definitely enlist 56 3.0
I . Probably enlist 2514 13.14

Might enlist 380 20.0
r Probably not enlist 533 28.1

- 
Definitely not enlist 674 35.5

Mean2~ 3.799
Standard error 0.026

I Standard deviation 3.148
-

~~

TABLE 3-2. PROPENSITY TO ENLIST IN EACH NATIONAL WARD AND RESERVE
- COMPONENT FOR ~~ NON-PRIOR SERVICE SAMPLE

-. Percent Mean 2)CCtIPCNENT Positive Propensity

- 
Mr Force Reserve 18.9 4.21
Air National Guard 17.7 14.24

- .  Anny National Guard 16.9 4.25
Navy Reserve 16.8 14.27
Coast Guard Reserve 15.0 14.30

- 
Army Reserve 114.5 4.32
?arire Corps Reserve 11.9 4.39

Respondents with undetermined responses are not included.

2) 
I~ finitely enlist

2 :P r o bab ly  enlist
• 3 = M i~~t enlist

4 = Probably not enlist
1 5 = I~ finitely not enlist

11 
- ~~~ - -

-—
~~~

- 
- 
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Corps Reserve were significantly less preferred than the other Guard and

Reserve canporents.

Propensity to Enlist of the Veterans Sample

The propensities for the Veterans sample are shown in Table 3-3. More
than 75% of the Veterans had a negative propensity and less than 25% had a
positive propensity . More that 50% said they would “definitely not enlist .”

Table 3-4 shows the propensity scores of the Veterans - sample for each
of the components of the National Guard and Reserve. As with the NPS sample,

the Veterans had the highest propensity to enlist in the Air Force Reserve .
Analysis of the data showed that the Coast Guard Reserve and Marine Corps
Reserve were significantly less preferred than the other Guar d arid Reserve
caiponents.

~ carni nation of the preferences of the Veterans sample for each canponent
indicated that the Veteran s pre ferred the branch of service in which they had
previously served. For example , the ex-Navy men preferred the Navy Reserve
and the ex-Air Force men expressed the highest prop ensity for either the
Air National Guard or the Air Force Reserve . These data suggest that in
reoruiting Veterans , the service with the greatest chance for success would
be the one in which they had served previously.

3.2.3 Propensity to Extend Enlistme nt of Current Reservist s

This section presents the propensity for extension of enlistment data 
- 

-

for the Army National Guard and Other Reserve Components samples .

ii 

- ------ .— —~~~~~~-
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I’ TABLE 3-3. PROPENSITY TO ENLIST FOR ThE VETERANS SAMPLE

PROPENSITY n %

Samp le~-~ 980 100.0

Definitely enlist 18 1.8
Probably enlist 74 7.6
Might enlist 131 l3.~

L . Prthably not enlist 217 22.1
Definitely not enlist 540 55.1

Mean2) 4.211
Standard rTor 0.034

• - Standard Deviation 1.053
: 1

TABLE 3-4 . PROPENSITY ‘10 ENLIST IN EACH NATIONAL GUARD AND
- RESERVE COMPONENT FOR THE VETERANS SAMPLE

Percent Mean
COMPONENT Favorable Propensity 2)

Air Force Reserve 8.3 4.57
Air National Guard 8.6 4.58
ArTr~y Reserve 8.2 4.59
Army National Guard 7.9 14.61
Navy Reserve 6 . 7  4.6 14
Coast Guard Reserve 5. 3 4.68
Marine Corps Reserve 3.2 4.77

1) Respondents with undetermined responses are not included .

-• 2) 1 Definitely enlist
2 Probably enlist
3 Might enlist
4 = Prthably riot enlist
5 = Definitely not enlist

I •
~
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Propensity to Extend En1is~~~nt of Army National Guard Sample

Table 3-5 shows the propensity of the ARNG sample to extend their
enlistment. About 14:i% had a positive propensity to extend their enlistment .

Table 3-6 shows the intended length of the next extension. These data
were collected for only those respondent s who had a positive propensity, i .e . ,
answered that they “might extend” , “probably extend” , or “def initely extend”
the ir enlistment . Of those who had a positive propensity , about 75% would
choose a one-year extens ion . This , however , is not indicative of their
intende d length of stay in the Guard . Table 3-7 shows the distribution
of years the ARNG respondents expected to stay in the Guar d . A substanti al
n~ther of ARNG respondent s reported that they intended to stay for 16 years
or more . The length of extension and length of stay data are not conflicting.
Many ARNG respondents have made a long-term commitment to the National Guard
but have retained their option to annually reevaluate their commitment.

Propensity to Ex-t€~d Enlistment of Other Reserve Components Sample

The data on propensity to extend enlistment for the ORC sample are shown
in Table 3-8. The data show that about 143% had a positive propensity toward
extension of enlistment , and about 11% claillEd they will defini te ly extend
their enlistrr ent . Of those who had a positive prop ensity , the rrost freque nt ly
reported length of extension was one year . These data appear in Table 3-9 .
The total numbe r of years the ORC sample expected to stay in the National Guard
or Reserve is shown in Table 3-10 . The most frequent response of those with
a favorable propensity was 16 to 20 years. As with the ARNG sample , many
of the ORC respondents who planned to stay in the Reserve/Guard for a n~iber
of years would extend their enlis-th~nts in one year incr’en~nts.

The ORC samp le was composed of five different Reserve components. There

was no significant difference in propensity to extend enlistment among the

components of the ORC samp le. 

- - - -~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - - -  - - -~~~~~~—~~~~~~~~- - —~~
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TABLE 3-5. PROPENSITY TO EXTEND ENLIS~~~~T FOR ‘1~~ AR!~f~ NATIONAL
- - WARD SAMPLE

F PROPENSITY n

Sample 1,9261) 100.02)

Definitely extend 196 10.2
Probably extend 273 114.2
Night extend 365 19.0
Probably not extend 401 20.8
Definitely not extend 691 35.9

• - Mean3) 3.625
Standard Error 0.031
Standard Deviation 1.36 2

Respondent s with undeter mined response s are not included.

2) Percentages may not add to 100.0 due to rounding .

~ 1 1 = Definitely extend
2 Probably extend
3 = Might extend

-. 4 Probably not extend -

5 Definitely not extend

H

r _
~~~~~~~~~~~~~~~~~~~~~

—- --
~~
----— , _ *__ _ - - ~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~
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TABLE 3-6 . INTENDED LENGTH OF EXTENSION OF D LIST!’~~ I’ FOR MIY
NATIONAL GUARD SAMPLE -

I —
LENGTH n % [H

Sample 1,8801) i~~.ü
2) 1 -

0 years (would not extend) 1,101 58.6
l year 5814 31.1 L
2 years 99 5.3
3 years 31 1.6
14 years 5 0.3
s years 3 0.2
6 years 12 0.6
1’bre than 6 years ‘45 2. 14

L
TABLE 3-7. DISTRI~JTION OF TOTAL NUMBER OF YEARS ARMY NATIONAL I - -

GUARD RESPONDENTS E>TECTED TO STAY IN THE GUARD

TOTAL NUMBER OF YEARS n % I
Sample 1,6801) 100.02)

0 years (would not extend) 1,101 65.5 1.
l — 6 y e a r s  110 6.5
7 - . lo years 105 6 .3
11 — l5 years 13 0.8
16 — 20 years 279 16.6

• 2l or moreyears 72 ‘4.3

1) 1.
Respondents with undetermined responses are not included.

2) Percentages may not add to 100.0 due to rounding.

I ]~-
- —- - -- —------ - _ __ _ —- -- ~~~~~~~~~~~~~~~~~~~~~ -— •~~ • -•
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I

TABLE 3-8. PROPENSITY TO EXTEND ENLIS1~~~T FOR THE CYIHER RESERVE
COMPONENTS SAMPLE

- PROPENSITY n

Sample 1,9231) 100.02)

Definitely extend 20’4 10.6
Probably extend 269 114.0

- • . Might extend 31414 17.9

I Probably not extend 334 17.4
Definitely not extend 772 ‘40.1

[ 
Mean~~ 3.625

-~ Standard Error 0.032
Standard Deviation 1.398

1) Respondents with undete~~~ned responses are not included.

- 2) Percentages may not add to 100.0 due to rounding.

1 = Definitely extend
2 = Probably extend

• • 3 Might extend
4 Probably not extend
5 = Definitely not extend

F
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TABLE 3-9. INTENDED LENGTH OF DCTENSIQN OF ENLISfl~~IT FOR OTHER
RESERVE COMPONENTS SAMPLE

LENGTH n

Sample 1,8551) 100.02)

0 years (would not extend) 1,112 59.9
l year 355 19.1
2 years 177 9.5 1.
3 years 106 5.7
4 years 23 1.2
5 years 1 0.1
6 years 39 2.1
More than 6 years 42 2.3

TABLE 3-10. DI STRIBUTION OF TOTAL NUMBER OF YEARS O’fl~ R RESERVE
COMPONENTS RESPONDENTS EXPECTED TO STAY IN GUARD/RESERVE

TOTAL NUMBER OF YEARS n % I -

Sample 1,726 1) ioo.o 2~
0 years 1,113 6 14.5
1— 6 y e a r s  163 9.4
7 — l 0 years 91 5 .3
11 — l5 years 18 1.0
16 — 20 years 280 16.2
More than 20 years 61 3.5

1) Respondents with undetermined responses are riot included.
2) Percentages may not add to 100.0 due to rc&irtding.

I P
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L
3.2.4 Comparison of Samples on Propensity to Enlist/Extend Enlis~~~nt

I With respect to accession, the NPS sample has a significantly higher
1. propensity to enlist than does the Veterans sample .

- With respect to retention , there is no significant difference between
-the ORC and the ARNG samp les in their prop ensity to extend the ir enlistment.

r As might be expected , the propensity to extend enlistment of the ORC
and ARNG samples is significantly greater than the prop ensity to enlist of

- 
the NPS and Veterans samples . These data indicate that it is easier to

i I. - retain a person than it is to recruit a new one .

~~Ii 3 .2 .5  Demogra phic Characteristics by Enlistment /Extension of Enlistment
Propensity

The prior section described the level of propensity to enlist among
Non-Prior Service males and Veterans, and to extend enlistment among Army
National Guard members and Other Reserve Components members. But, who are

- the men who are prone to enlist or extend their enlistment ? Several demographic
categories were used to describe the men with positive propensities. These
categorie s are shc~n in Table 3—11 . Table 3—11 also define s the levels of

• each category for each of the four samples. The levels repr esent natural
breaks in the data or distinctions which , in the past , have been related to

accession and retention. (See Volume II for a detailed explanation of these
breakpoints.)

L Table 3-12 sh~~s the number and percent of Non-Prior Service men ,

- 
Veterans , Army National Guard members , and Other Reserve Components members
with positive initial enlistment or extension of enlistment propensities in
each level of each demographic category . The basic profile that emerged was

~ I 
a].nost the same for the four samples . For Non-Prior Service men , Veterans ,

- I .  Army National Guard members, arid Other Reserve Components members , the
greater percentage of men with a positive propensi ty to enlist or extendr
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TABLE 3-li. XS~~IPrI~~ OF 715 1ZV~ .S OF 1~~ ~~~~~~ APHIC CAi~~~ BII~

Are~i Other
Non—Prior National Pessrve

CA~~~~~ ~ru{.,. ___________ ____________ p~~~~ .. -

Eô,~atior :

Hi,&~ sd~oo1 Hi,Ø~ sd,col . Ni~~ sd~ o1. Hi~~ sd,ool. MiS. sobool .voo.tia,..1 vocati~~~1 ~~~i~~one1 vccatAonai
acJco2 or ieee ed~co1 or lass .c~~~1 or lees edioJi or less

College S~~~ college ~ or ~~~e ~~* or ~ ,e or
(not college years of years of ysaze of
~~aduate) college college college

You.gsr 1~l, — 20 21. or y~ a~ger 21 — 2~. 21 — 21.

Older 21 — 26 25 or older 25 — 1.0 25 — 1.0

Marital Stetus~
Married Narri.d Married Married Married

Not xried Single, Single • Single • Single.
wid~~~d , wi~~~ d , vidc~~d, wid~~ed.
di~~med or divor~~d or div~~~ed or divorue d or
aepareted separated separated sepersted

~~~lngnen t Index: 1~
Lo~ ~~~1oyuent index 7 or l~ no’ 9 or laer 29 or l~~~r 21. or i~ Ar

Mis. .~~loyeent index S or hi~~,er 10 or hiVier 29 or hiS*r 25 or hiVler

socio..Eccnanic ir~ ex: 2~
— La’ socjo-.~~~~ic ij~~ x ~ ‘c~~ IV or (b’o~~ IV or ~ ‘a~p TV or ~~~~~ IV or

iaer 1aen~ laa r

Mu). aocio-s~~~~ ic index ~~oi .  III or ~~ciç III or ~~~~ III or ~~~~~ III a-
higher higher hi~ .er

Schtol ~~iini aent :

No sd~ool c~~r.i~~~nt Neither’ Neither Neither Neither
ettsndthg nor attend ing t~~ ’ att ending i~~~ attendin g nor
plarr.ing to plarming to p3a~ming to plerming to
atten d att end att end attend

Pl ing to attend sc2col P3ae~iz..g to Pl~e,ir g to P3~~uiizig to Pluming to
ett.~ within attend with in att end with in attend with in
next year’ next year next y~~~ next year
(not c.s rsntly (not cue~sntly (not cueyentiy (not c~s’rent1y
attending) attending) attending) attending)

Attending sd~ o1 Cweintiy C.n’rently Cwiently Cizssntly
attending attending atte nding attending

The ~~~1ayeent Index is en index of ~~~lcyeent s bility. It is a .1ltipli ~~rive index
based on occ.çstion. length of ~~a. on present j ob, end il~e~ i. ~~ job i. full — ~~~ Or
pert t i .  *i .t. ~~~s aasi~~ad to ~ .ee ~ wse variables as folla’s. 0oc,~ a~~on i.e

sired a va1.a fz~~ 1 — 10 baled a~ etenda!’d ~seau of argue ~~~lO)eent oetegoriss.
If the reepa~ ent i.e at his present job nor, then six yeere. he i.e sseW.ed a i.i~~t of
9; if he i.e at his present job lea. ~~~~ six ~~~~~~ 1* i.e aeaip.sd a eei~ .t of 1. If
~ a job eel a fuli-~~~~ job end ~. i ,.1.,.~~~~t also held a part —tee job , he i.e us4*d
a wei rt of ~~; if he held only a part-d~~ job , he i.e auip~.d a eei~~t 0! 1, if ha i.e
not açl~~~d. ha isa aseiçi.d a eeig.t of 0.

2) [ 1
The 9ocio.Ec~ ’~~~c Indsi. i.s ~~~~,t.d ising )bllln sd’s prosad.Ze. ~~~ reapa~~lit
i.a asai geud a ‘.sl.a for his ocagutiat end level of sde~~tia. . tec~~a~ en ~ IÔJontiOn
values reng.d beteeso 1 — 7. The aesiSad occlça~~~~2 i.l ue isa isi~~ted by 7 end the
uasi~ .ed s .,ostiatei value i.e eei~~tud by Ui . ‘flx i.i .t.d valve. isre noltl$i.d to
obtain ~~ Index. The value of ~ In~~x iasd to wip~ eadi aepa~~flt to a~ of
f ii. ordeTed ~~~~~~ The ra~ s renspd fr~~ ~ ‘aç I — the Mghart ascio-.oat~~ c çaç,
to ~~~g. V — ~ l.aset eodo-a~~ çteç.

__ _  
_ _ _ _ _ _ _ _ _ _ _  _ _ __ 
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TABLE 3-12. DESCRIPTION OF RESPONDENTS WITH POSITIVE PROPENSITY BY SAMPLE

- .  Az~rry Other
Non—Prior National Reserve

9 11 Service Veterans Guard Components
CATEGORY n % n n % n %

High school 516 I4l.~4 1214 •25.6 ‘485 ‘49.8 330 ‘44.7
College 1714 26.5 99 20.0 3147 36.2 1487 ‘41.0

~
- 

Younger ‘479 ‘47.3 170 26.0 1455 148.4 14148 145.9
- Older 211 23.7 52 16.0 377 38.0 369 38.8

Married 106 22. 14  108 20.5  620 43 .8  526 ‘41.5

1~1 Not n~rried 5814 ‘40.9 115 25.14 2114 41.3 291 ‘44.2
1,j 

Low employment index 420 44.2 139 29.0 453 ‘46.1 ‘477 ‘47.5
• High employment index 270 28.3 84 16.8 381 40.0 3140 36.8

L ~~~ soci~~ec~~~~ic index 446 37.2 152 25.7 1498 148.6 456 145.2
High socio—econanic inde x 149 29 .2  148 15.7 300 36.2 321 38.0

No school camiitment 2114 29.1 ‘43 15.3 508 ‘40.9 303 34.3
Planning to attend school 203 ‘4 0 .7  81 26.6 225 14 8.9  285 51.7

- i - ~ Attending school 270 40.8 96 24.9 92 41.8 219 146.1

1~I r~
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enlisbient :

- Had some high school education, had graduated fr om
high school, or had some post high school vocational
school traIning.

• Were yot~iger.
Were unmarried (except for Ax~i& National Guard members).

- Had a lower employment index .
- Had a lower socio-economic index. -

The one difference among the samples occurred with the school corrn~i~ rent category.
Nan-Prior Service men and Veterans who were planning to attend school or

~~re attending school had a higher propensity to enlist while only those Ax~~
National Guard members and Other Reserve Components members who were planning
to attend school had a higher propensity to extend their enlistment.

3.3 The Effect of Various Benefits on Propensity to Enlist or Extend Enlistment

3.3.1 Introduction and Definitions

One of the major purposes of the study was to assess the impact of four
types of benefits that could be of fered to encourage enlis~ nent or extension of
enlistment. Three were quasi-fir.~ncia1 or financial in nature. The fourth

was an alteration in one of the conditions of service. All four will be
referred to as benefits for the purposes of discussion . Each of the benefits
and their levels are shown on the next page. In addition to the hypothetical
levels of the four benefits, the current level of each benefit was also presented
to each respondent. For example, for the bonus benefit, a $0 bonus level was
presented and for’ the pay benefit , a 0% increase level was presented. For

the length of enlistment/extension of enlistment benefit , a six-year length
was presented. These were referred to as the current or the 0 benefit levels.

I.
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Benefit 1 -- Financial Assistance for Education:

Level 1: 25% of the cost of post high school training
i paid for while in the National Guard or Reserve .
-. 

- Level 2: 50% of cost of post high school training
paid for while in the National Guard or Reserve.

Level 3: 75% of cost of post high school training

1 1 -  paid for while in the National Guard or Reserv e .

- Level 4: 100% of cost of post high school training
paid for while in the National Guard or Reser ve .

Benefit 2 -- Bonus :

Ii Enlistment bonus (asked of NPS arid Veterans samples):

I i - Level l: $250 
-

- Level 2: $500 -

- Level 3: $1100

• Level ~4: $2200

Extension of enlistment bonus (asked of AR!’~G and ORC samples):

- Level 1: $250
Level 2: $500

J j . Level 3: $1100
- - Level ‘4: $2200

Benefit 3 —- Increase in Pay :

- Level 1: 10~ increase in pay
I . Level 2: 20% increase in pay
- .  

- Level 3: 50% increase in pay

1 Benefit ‘4 — Change in Length of Initial Enlistment (asked - -

of NPS and Veterans samples):

• Level 1: 4 years initial enlistment
- 

- - 

. Level 2: 2 years initial enlistment

Level 3: 1 year initial enlistment
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3.3.2 Analysis Plan

The analysis of the benefit data included four steps.

Step 1. Preliminary Checks on Possible Extraneous Factors Influencing
Reactions to the Benefits

There were several factors which might have influenced the reactions of
specific samples. These include :

The order in which the levels of the benefits were
presented , and

- Sore sta te s offer some benefits to members of the Guard
while other states do not .

Step 2~ Analysis of the Reactions of the Samples to the Benefits

The reactions of each samp le to the possible benefits were analyzed .

Step 3. Analysis of the Perceptions of the Current Levels of Benefits

Some of the respondents (especially the NPS sample) believed the benefits
existed when they did not, i.e •,  they had misperceptions about the benefits.

Some of the Reserve forces believed the existing benefits could be iniprovei.
The impact of the perceptions of the benefits on propensity to enlist and
propensity to extend enlistment was examined.

Step ‘4. Comparison of Benefits

The benefits were evaluated relative to each other . The reactions of
each sample to each benefit were compared and, more importantly , data on
which benefit attracted the most people most efficiently were examined.
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- .  3.3.3 Preliminary Checks on Extraneous Factors Influencing Reactions to the
- Benefits -

- 

The Effect of Order of Presentation of the Levels of the Benefits

I .  The order of presenti ng the variou s levels of each benefit was
- reversed for approximately half of each sample . For example, part of each

~~. sample was asked first about propensity with no bonus and the questions

- proceeded up to the $2200 bonus level. (This was the ascending order.)
- !. Others also started at the no bonus level, but then proceeded downward from

the $2200 bonus level to the $250 level. (This was the descending order.)
The effect of the two orders of presentation had a significant differential
influence on the respondents’ reactions to all benefits except the length
of initial enlistment benefit.1)

One example of this effect is shown in Table 3—13 and in Figure 3—1.
- It shows the propensity to extend enlistment with the bonus benefit for the

1- . APNG sample. As can be seen , the ascending order produced a higher propensity
• at each benefit level than did the descending orde r. 2)

TABLE 3-13. EFFECT OF ORDER OF PRESENTATION OF LEVELS OF BONUS BENEFIT ON
- 

MEAN PROPENSflY FOR ARMY NATI~~AL WARD SAMPLE

I Order
BONUS BENEFIT Ascending3~ Descending3~ Overall

0 benefit - - 3.85 3.80 3.83
L $250 3.84 ‘4.18 4.00

$500 3.64 4.00 3.80
$1100 3.20 . 3.57 3.37

• $2200 2.88 3.07 2.97

— 

- 

Where there was a significant effect, separate plots were made of
the propensity scores ror tne ascend ing and descendl.ng orders tor a.Li.

I benefit levels. These plots showed that the mean score was an appropriate
measure in all cases.

2) There was also a significant interaction. However, the means are an
- appropriate representation of the reactions to the levels of the benefits.

1 ~~finitely enlist ; 2 Probably enlist ; 3 Might enlist; ‘4 Probably not
enlist; 5 I~ finitely not enlist.

_ _ _ _  
_ _

_
_ _ _ _ _ _ _ _ _ _ _  

_ _ _- I
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The data presented in Figure 3-1 and Table 3-13 show that when benefit
levels were presented in a descending order, the ARNG sample ’s propensity at
the $250 bonus level was lower than the propensity at the current or $0 bonus
level. This drop is an artifact of presentat ion order . If the current level

- had been presented as the last benefit level in the descending order, it is
reasonable to assume that it would have resulted in a lower propensity than

r - it did when it was presented as the first benefit level in the descending
order. l) Consequently , it would have depressed the mean propensity to extend

- 

enlistment at the current level of the “overall” curve shown in Figure 3—1.
This same order presentation problem exists for all benefits. For this reason,

* the current or 0 level data are not used in the analysis of the impact of the
levels of each benefit.

The Effect of the Current Level of Benefits in Some States

In some state s , the Nationa l Guard offers educational benefits. Analyses

showed that the existence of educational benefits did not affect respondents’

- 
initial propensity in those states.

III 
_________________________________________3.3.4 Reactions to Possible Benefits by Potential Enlistees
_____________________________________________________________

Effect of Pc -ssible Benefits on the Enlistment Propensity of the Non—Prior
Service Samp~~

Education Benefit

• 
. 

The ~~‘aph of the reactions of the NPS sample to the education benefit
appears in Figure 3-2 and the data are summarized in Table 3-14. An analysis

- .  
of these reactions showed that there was a statistically significant increase

- in the propensity to enlist at each step of the benefit fran the current level
- . to the 100% level.

- The decision to present the current level first for both the ascending and
descending presentations was based on the desire to obtain a zero or base
level measurement prior to obtaining measures of impact of increases of

L benefits. The procedures of setting a zero level and reversing order of
levels of benefits , in retrospect , appear incompatible .

, ll 
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TABLE 3-14. REAC1’IONS TO POSSIBLE BENEFITS BY THE NON-PRIOR SERVICE SAMPLE

- Percent Increase
Percent Over

BENEFIT Favorable Previous Level ~~an

Educational Assistance :

25% cost of education paid 33.5 3.84 [ • -50% cost of education paid 51.4 17 .9 3. ’42
— 75% cost of education paid 65.0 13.6 3.02

100% cost of education paid 73.1 8.1 2.70

Cash Bonus :

$250 21.5 4.12
$500 27.2 5.7 3.96 f$1100 42.1 14.9 3.60
$2200 53.9 11.8 3.32

Pay Increase :

10% increase 27.3 3.98
20% increase 32.7 5.4 3.87
50% increase 43.8 11.1 3.62

Length of Enlistment:

‘4 years 23.6 4.10
2 years 47 .3  23. 7 3.58
1 year 55.7 8.4 3.33

- -
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The data showed big increases in the percent of the NPS sample who were
favorable between the 25% and 50% levels. At the 75% education benefit level ,
about 65% of the NPS sample were favorable. The 100% level of the education
benefit resulted in the highest percent of the NPS sample who were favorable -

at all levels of all benefits presented.
One basis for comparing benefits is to consider wha t level of benefit

would result in 50% of the sample having a favorable propensity to eniistJ~
In the case of the NPS sample and the education benefit , paying 48% of the
educational expenses would result in 50% of the NPS sample having a positive
propensity.

A critical aspect of the education benefit is the degree to which it
might be used . With greater use , the costs will be greater , but its appeal
will be more general. Respondents who had a favorable enlistment propensity

under a 100% education benefit were asked if they would use it. More than
60% would definitely expect to use the benefit and virtually everyone (98%)
reported that they might use it * These numbers suggest that this benefit has
a relatively widespread appeal to those who have a positive enlistment propensity .
This finding is critical since some of the other possible benefits such as a

cash bonus and a pay increase are automatic and applicable to everyone and are ,
therefore , more expensive incentive programs to implement .

Bonus Benefit

The graph of the reactions of the NPS sample to the cash bonus appears
in Figure 3-3 and the data are summarized in Table 3-14 . An analysis of these
responses showed that the enlistment propensity increased significantly at each
successive level, except between the current and $250 level. Table 3-14 shows

Linear approximations were used in making these estimates. The data, - -
however, were not perfectly linear . Consequently, these numbers should
be treated as reasonable estimates and not as exact .
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- that a 15% increase in positive propensity occurred when the bonus was increased
$600 fran the $500 level to the $1100 level. However, there was only a 12%
increase in positive propensity when the bonus was increased $1100 fran the
$1100 level to the $2200 level. This suggests that there is a point of

- diminishing returns between the $1100 and $2200 bonus levels. At the maxirrnzn

- 
bonu~. level , 54% of the NPS sanpie were favorable . A bonus of approximately

- 
$1836 would result in 50% of the NPS sample having a favorable propensity.

Pay Benefit

The reactions of the NPS sample to the pay benefit appear in Figure 3-4
• - and are summarized in Table 3-14 . An analysis of these reactions showed that

there was a statistically significant increase in the propensity to enlist at
each step, from the current level to the 50% level.

Figure 3-4 shows that the enlistment propensity increased slowly across
all levels of the pay benefit. For example , as seen in Table 3-14 , the change
from the 10% level to the 20% level increased the percent who were favorable

- 

by a little over 5%. The change from 20% to 50% raised the percent favorable
- 

by about 11% . The maximum positive propensity was 44%. It would take about
- . a 67% pay increase to result in 50 % of the sample having a favorable propensity.
- - When compared to the percent of the sample positive at the maximu m level of

all other benefits, the maxirru~m level of the pay benefit was least effective .

- . Length of Initial Enlistment Benefit

The graph of the reactions of the NPS sample to the length of enlistment

• 

- 

benefit appears in Figure 3-5 and is summarized in Table 3-14 . An analysis
r of these responses showed that enlistm ent prop ensity increased significantly

at each successive benefit level. As the required length of initial enlistment
was reduced , more of the sample became favorable . The maximum increase in

- 
~~
. favorability occurred between the four-year and the two-year levels of length

- ,~. of initial enlistment.

~
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Length of enlistment seemed to be a relatively strong inducement . Reduction
of the initial enlistment length to about one and two—thirds years would result
in about 50% of the NPS sample having a positive propensity. I3~.~ever, the
hi~~est level of the length benefit (one year) produced a lower total percent

- favorable than the nexirnumi education benefit (10 0% educational assistance).

- With a one-year length requirement , 56% of the sample was favorable toward
enlistment . With the maximum education benefit, about 73% of the sample was
Zavorable.

Beliefs about Existence of Benefits

- There was considerable confusion over the education benefits available
to the National Guard and Reserve members. Less than 10% of the NPS sample
believed that an education benefit does not exist .

Less than 20% of the NPS sample thought that a cash bonus cane with
enlistment . Most respondents did not know whether there was or was not a

- bonus.

- - Sixty-six percent (66%) of the MPS sample were unfamiliar with the pay

- in the Guard/Reserve. About 26% overestimated the pay levels.
Many of the NPS sample were not familiar with the requirement of an

- - 
initial six-year enlisment. The approximate distribution of beliefs about
enlistment requirements is shc~~ below:

- 
. 15% estimated it to be six years or more

— . 60% estimate d it to be less than six years
- 

. 25% didn’t know

- - 
Only the beliefs about the required length of the initial enlistment

significantly affected the initial propensity to enlist of the NPS sample .
- Those who thought the requirement was less than six years were more favorable

than the othersU.

Ill
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Demographic Charecteristics of the NPS Sample ~.zith a Positive Propensity
to Enlist when Given Specific Benefits

The NPS m~n with a greater propensity to enlist is more likely to be
less educated, younger, unmarried, have a lower employment index , a lower

socio-economic index, and attending or planning to attend school . The effect

of the benefits on the demographic characteristics of the NPS sample with a

positive propensity was examined. The profile remained the same with all
levels of the pay increase , bonus , and length of enlistment benefits . The
higher levels of the education benefit increased the percentage of better
educated men and men with higher socio-econanic indices .

Eff ects of Possible Benefits on Enlistment Propensity of Veterans Sample

Education Benefit

The graph of the reactions of the Veterans sample to the educat ion benefi t

is shown in Figure 3-6 and is su’rnarized in Table 3-15 . An analysis of these

reactions showed that there was a statistically significant increase in pro-

pensity at each step fran the current level to the 100% level. The data

show that there was a relatively constant 11% increase in favorability with

each additional 25% increase in the education benefit. At the highest

education benefit level, 57% of the sample was favorable. This level of

education benefit provided the highest enlistment propensity of all levels

of all the benefits offered to the Veterans. Eighty-two percent (82%) of

educational expenses paid would result in 50% of the Veterans sample having

a positive prupensity.

Respondents who had a favorable enlistment propensity at the 100% benefit -

level were asked if they would use the education benefit . Almost 67%

definitely expected to use the benefit and almost everyone (about 97%)
indicated same likelthood of using it. These numbers suggest that the education

benef it has a relatively widespread appeal to those who have a positive enlistment

propensity.
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TABLE 3-15. REACTIONS TO POSSIBLE B~~EFITS BY THE VETERANS SMPLE

Percent Increase
- - Percent Over

BU4EFIT Favorable Previous Level Maan

Educational Assistance:

-I ~~. 25% cost of education paid 20.7 4.20
50% cost of education paid 33.0 12.3 3.89
75% cost of education paid 47.3 14.3 3.52
100% cost of education paid 57.3 10.0 3.16

Cash Bonus :

$250 12.8 4.46
$500 16.1 3.3 4.36
$1100 27.5 11.4 4.06
$2200 37.2 9.7 3.77 —

I I .
Pay Increase:

10% increase 17.2 i4~~~~33
20% increase 21.8 4.6 4.22
50% increase 31.6 9.8 4.00

Length of Enlist ment :
i t  4 years 9.4 4.56
• 2 years 24.1 14.7 4.20

1 year 36.1 12.0 3.92

1 -j -

I —— . _~~~~~~~~~~~ —- - - -  -~~~-~~~~ -- ~~~~~~~~~ _ • 1i_ ____ - - .  .—-— • - - -- —~~~~~~ -— — — ~~~~~~~ ._____
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Bonus Benefit

The graph of the reactions of the Veterans sample to the cash bonus
benefit is shown in Figure 3-7 and the data are summarized in Table 3—15 . t

An analysis of these responses showed that the enlistment propensity
increased significant ly at each successive level , except between the 0 and
$250 level.

Table 3-15 shows that the increase in benefit from the $250 to $500 [
level produced only a 3.3% increase in favorability. The j ump from $500 to
$1100 produced an 11. 14% increase in favorability . The response of the 11
Veterans to the bonus benefit was not as favorable as to the education
benefit. The $2200 bonus level resulted in the second highest percentage
of Veterans with a favorable prop ensity to enlist of all levels of all
benefits presented. A cash bonus of $3650 would result in 50% of the
Veterans having a favorable propensity .

Pay Benefit

The graph of the reactions of the Veterans to the pay benefit appears J 1~in Figw’e 3-8 and the data are summarized in Table 3-15. The propensity to
enlist increased significantly at each successive increase in the pay benefit .
The rate of increase in the percent who were favorable was low. For example ,

the change from a 10% increase to a 50% increase in pay only changed the
percent who were favorable by about 14 percentage points.

With the max3.inum benefit of a 50% pay increase, 31.6% were favorable .
When compared with the maximum levels of the other benefits , the pay benefit
resulted in the lowest percent favorable . A pay increase of l0~% would
be required for 50% of the Veterans sample to have favorable propensity.

Length of Initial Enlistment Benefit

The graph of the reactions of the Veterans sample to the
reduced length of initial enlistment appears in Figure 3-9 and the data are

_______ ________ ________ ______ ______________ __________
~~.. ~~~~ 
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summarized in Table 3-15 . An analysis of these re~ponsec shc~~d that enlis~~~nt
propensity increased significantly at each successive level. The reduction in

- .  length of initial enlistment fran four to two years resulted in an increase in
favorability of 14 .7% . Reducing initial enlistment from two years to one year

- resulted in an additional 12.0% increase in favorability.

Beliefs about Existence of Benefits
~ Ii

There is considerab le confusion over the education benefits available
to the Guard and Reserve meithe r’s . Less than 15% of the Veterans sample knew
that the educational benefit does not exist. About 50% believed it does

- exist . These perceptions about the availabili ty of an education benefit,
I -~ however , did not affect the Veterans’ initial propensity to enlist .

Less than 10% thought a cash bonus cane with enlistment , and about 48%
1 .  believed a bonus is not offered. The rest of the samp le did not know whether

~~~

, or not there was an enlistment bonus . These pri or perceptions about the
availability of a bonu s did not affect the Veterans ’ initial propensity to
enlist.

About 50% of the Vete rans sample did not know what the pay levels are .
About 25% of the sample thought the pay was less than it is, and another
25% thought it was higher than it is. Prior beliefs about pay did

• significantly affect the Veterans ’ initial propensity to enlist . Those who
- tnderestimated the pay tended to be significantly more favorable than the

respondents who answered “don ’t know. ” The data suggest that there is
1 

- 
considerable confusion over the pay benefit available to Guard and Reserve
nerribers and yet the current pay level was favorably received by saie.

- 
The Veterans sample was relatively unfamiliar with the requirement of

an initial six-year enlistment . About 60% thought it was less than six years.
Approximately 18% thought it was more than six years. These beliefs did have

J a si~~ificant effect on initial enlistment pr ’~~ensity. Those who believed
the initial enlistment requirement was less than six years had a higher

- - enlisthQnt prop ensity than those who thought it was six years or more.

~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

_ _ _ _ _  - _ _ _ _ _ _
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Demographic Characteristics of Veterans Sample with Positive Propensity
to Enlist when Given Specific Benefits

The Veteran with a greater propensity to enlist is likely to be less
well educated, younger , unmarried, have a lower emp loyment index , have a lower
socio-economic index , and either be attending or planning to attend school.
The effects of the benefits were examined. The pay arid education benefits
tended to attract a somewhat greater percentage of more well educated Veterans.
This was particularly true when the pay benefit reached the highest level of
increase (50%). The cash bonus benefit attracted a greater percentage of

married men .

3.3.5 Reactions to Possible Benefits by Current Reservists

Effect of Possible Benefits on the Extension of Enlistment Propensity of the
Ax~ny National Guard Sample

Education Benefit

The graph of the reactions of the ARNG sample to the levels of education
benefit is shown in Figure 3-10 and is sum~~rized in Table 3-16 . An analysis
of these reactions showed that there was a statistically significant increase

in prop ensity at each level of the benefit. At the 100% level, about 75% of
the ARNG sample had a favorable propensity. When compared to all levels of all

benefits presented to the ARNG sample , the 100% level of the education benefit

resulted in the highest percentage of -the ARNG with a positive propensity.
An education benefit level of 33 .4% would result in 50% of the ARNG sample

having a favorable propensity.
Respondents who had a favorable extension of enlistment propensity at the 100%

edveation benefit level were asked if they would use the benefit. More than

50% definitely expected to use the benefit . Almost everyone (about 94% )

might use the benefit .

Bonus Benefi t

The reactions of the ARNG sample to the cash bonus benefit are shown in

Figure 3—li and are s~irmarized in Table 3—16 . Analysis of these data showed that

the extension of enlistme nt prop ensity increased si~~ificantly at each successive

_ _  .~~~~~~~~~~~~~~-rn.
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- TABLE 3-16 . REACTIONS TO POSSIBLE BENEFITS BY THE ARMY NATIONAL GUARD SA~~LE

- S

Percent Increase
Percent Over

L B~~EFIT Favorab le Pr evious Level Mean

Educational Assistance:

- 25% cost of education pai d 44.3  3.51
- 

50% cost of education paid 61.2 16.9 3.05
- 75% cost of education paid 71.2 10.0 2 .68

100% cost of education paid 75. 4 4 .2 2.41

Cash Bonus:

$250 28.0 3.99

1 $500 314.1 6.1 3.80
-. $1100 48.9 114.8 3.36

$2200 61.5 12.6 2.96

Pay Increase :

10% increase 40.6 3.6 7
- .  20% increase 49.5 8 .9  3 .41

50% increase 67.5 18.0 2.8 7

I

~ll 
_ _ _ _ _ _ _ _ _ _ _
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- level , except between the current level and $250 level . The maximum point

(a bonus of $2200 ) was the least effective of the three maximum benefit levels
presented to the ARNG sample . A bonus of $1196 would result in 50% of the
ARNG sample having a favorable prop ensity.

Pay Benefit

Figure 3—1 2 sh~~s the graph of the reaction s of the ARNG sample to the
pay increase benefit . The data are presented in Table 3-16 . An analysis of

- 

these reactions shc~~d that there was a statistically significant increase in
- the propensity to extend enlistment at each increase of the pay benefit from the

current level to the 50% level. The pay benefit had a re latively strong impact
on the ARNG samp le . The 50% level resulted in nearly 67% of the samp le having
a favorab le propensity . A 21% pay increase would result in 50% of the ARNG
sample having a favorable prope nsity.

Beliefs about Existence of Benefits

I Various education benefits exist in several states for the PIBNG sample .
The states were categorized into four groups :l)

High benefits : state s which provide d approx i~ ate 1y 50%
tuition benefits or more. (Six states Were in this catego ry.)

Low benefits: state s which provide d some financial
education benefit but lower than 50% tuition benefits. (Six

- I states were in this catego ry. )
• A .  

- Minimal benefits: some states provided survivor education

• bene fits , a limited number of scholarshi ps , and/or credit

~ L for military education . (Nine states were in this catego ry.)
No bene fits.

TI
; 1. ________________

1) Only state s in the Continental United States were considered since the sample
was restricte d to them .

It  
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- The ARNG sample was aske d whether financial assistance for education
was availab le in their state and , if they believed it was available, they were

• - asked if they were using ic.  The level of the avai lable benefit had a
- .  significant impact on whether or not the Guardsmen believed the benefit existed.

In low benefi t states , about 66% of the Guardsmen believed the benefit existed;

- - 
in high benefit state s , 79% of the Guardsmen believed the benefit existed.
In all states , the ARNG samp le was generally correct in their beliefs about —

the existence of the benefit. Reporte d utilization of the education benefit
was also examined. There was no significant difference between the percentage

- 

of Guardsmen reporting usage of the education benefit in the high and low
benefit states. The surprising feature of these data were that only 13% of the
Guardsmen reported that they were using the education benefits even in high

- benefit states . Caution should be used in interpreting these data because
10% of the ARNG members who resided in states without an education benefit

- 
also claimed to use it. Perhaps there is confusion over state vs. “GI Bill”
education benefits .

From the point of view of reten tion , the critical question is whether
or not beliefs about existence of an education benefit effect prop ensity to
extend . Beliefs about an education benefit do have a significant impact on
prop ensity to extend . Those who don ’t believe the education benefit exists

- are significantly less likely to extend their enlistment than those who
believe it does exist .

- , .  Less than 6% of the ARNG sample thought that a cash bonus cane with
extension of enlistment ; over 85% correctly believed no bonus is offered ;

- 
and less than 10% said “don ’t know .” Beliefs about the existence of a cash
bonus did not affect the ARNG ’s prop ensity to extend the ir enlisbnent )~

One question in the interview asked, “What is the one most important thing
that would cause you to extend your term of enlistment ?” About 36% of the

- - ARNG sample mentioned “more pay” as the main induce ment required to get them
- interested in extending.2) This might suggest that pay has a significant

impact on the propensity of part of the ARNG sample to 2xtend the ir enlistment .
However, when the initial propensity measures for those individuals mentioning

There was a significant overall effect but camparisons between the groups
fl with different beliefs were not significant .

2) This was 36 . 3% of those who suggested an inducement .

I:
- 

- _____
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more pay were compared to those not mentioning more pay , among the “more pay”
group more than 50% were favorable compared to 39% fc~’ the rest • When the
reactions of the two groups to the various pay increase levels were canpar’ed ,
the “more pay” group increased their favorability more rapidly than did the
group not mentioning more pay . This suggests that those who complained about
pay may be more satisfied with same of the proposed pay increases than those
who did not make a comment about pay and that those who camplained about pay
were really not dissatisfied .

Demographic Characteristics of Army Nat ional Guard Sample with Positive
Propensity to Extend Enlistment when Given Specific Benefits

The ARNG member with a greater propensity to extend is more likely to be
less well educated , younger , married , have a lower employment index , a lower
socio-economic index , and be planning to attend school . The effects of the
benefits were examined . The profile remained basically the same . At the
higher levels , the education benefit attracted a greater percentage of more
well educated men and a greater percentage of unmarried men. The cash bonus

and pay benefits attracted a higher percentage of high propensity ARNG members
who had no school cc~m~itment .

Effect of Possible Benefits on the Extension of Enlistment Propensity of the
Other Reserve Components Sample

Education Benefit

Figure 3-13 shows the graph of the reactions of the ORC sample to the
education benefit. The data appear in Table 3-17. The data show that there
was a significant increase in prop ensity with each additional 25% increment
in the education benefit. At the 100% level, about 76% of the ORC sample had
a favorable propensity. A 29.1% education benefit would result in S0% of the

ORC sample having a fa vorable propensity.

F’
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TABLE 3-17. REACTIONS 1D POSSIBLE BENEFITS BY ~~~ O’flER RESERVE COMPONENTS SAMPLE

- .  Percent Increase
Percent Over

BENEFIT Favorabl e Previous Level Mean 
—

Educational Assistance:

25% cost of education paid 47.4 3.42
50% cost of education paid 63 .3  15.9 3.00

- - 75% cost cf education paid 71.5 8.2 2.64
- 

100% cost of education paid 76.4 4.9 2.36

fT Cash Bonus :

$250 30.3 3.94
$500 35 .7  5 . 4 3. 78

- $1100 50.1 14.4 3.35
$2200 61.4 11.3 2.95

- 
1. Pay Increase:

- - 10% increase 38. 4  3.74
— 

20% increase 4 6.7 8 , 3  3. 49
- 50% increase 6 4 .8  18.1 2 .93

F
‘

~~ 
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- 
Respondent s who had a favorable propensity at the 100% benefit level

- 
were asked if they would use it. About 67% definitely expected to use the
benefit and almost everyone (97% ) reported that they might use it. This
suggests that it had a relatively widespread app eal to those who had a

• - positive propensity to extend their enlistments .

- .  Cash Bonus

- 
The graph of the reactions of the ORC sample to the cash bonus is

- 
shown in Figure 3-14 and is summarized in Table 3-17 . An analysis of
these responses showed that prop ensity increase d significantly at each

- 

successive level of the cash bonus benefit . However , there is a marked
- 

change in the rate of increase in propensi ty around the $1100 bonus level.
- Between the $250 arid $500 benef i t levels , a $97 increase in cash bonus resulted

in a 5. 4% increase in the percent of the sample with favora ble propen sity ;
- - between the $1100 arid $2200 bonus levels , an increase in the cash bonus of $97

resulted in a 1% increase in the percent of the sample with favorable propensity.

- - At the maximum benefit level, 6 1.4% of the ORC sample had a favorable

- 
propensity . A bonus of $1097 would result in 50% of the ORC sample having a

- .  
positive propensity.

- 

Pay Benefi t

- 

Figure 3-15 graphs the reactions of the ORC sample to the pay
- .  increase benefit. The data ar e sum~~ rized in Table 3—17 . There was a

- statistically significant increase in prop ensity at each level of the benefit
fran the current level to the 50% level . Figure 3-15 shows that the biggest
change in favorability for each percent of increase in pay came between the
10% and 20% levels of the benefit . After the 20% level was reached , there was

. only diminished impact .

1 
At the maximum level of the pay benefit , 64.8% of the O~~ sample had a

favorable propensity. A 25% pay increase would result in 50% of the respondents
having a favorable propensity toward extension of the ir enlistment . 

- — . - -~~ - ••
~

- -- - ‘-~ -~~~ - - - •~~~~~~ 
-
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Beliefs about Exi stence of Benefits

There was little confusion about the availa bi lity of a bonus for
- .  extension of enlistment among the ORC sample . ~Approximately 83% )c~iew there
- was not a bonus ; 3.2% believed there was one . Pr ior beliefs about bonus

did not significantly affect the ORC sample ’s prop ensity to extend their

- 
enlistment.

Like the ARNG sample , same ORC members suggested that a pay increase
could be an inducement for extension of their enlistment . About 27% of all

- 

respondents who mentioned an inducement to extend their enlistment cited
- * “more pay . ” “More pay” was the most frequently mentioned induc ement . When

F 
the initial extension propensity for the “more pay ” ~~oup was caipared to
those not mentioning more pay , those mentioni ng more pay had a significantly

- higher initial propensity. Furthermore , the “more pay” resp ondents increased
1. their percent favorability faster than those not mentionin g more pay as the

-- pay benefit increased.

Demographic Cha ra cteristics of Other Reserve Components Sample with a

F Positive Propensity to Extend Enlistment when Given Specific Benefits

The ORC member with a greater prop ensity to extend is more likely to
be less educated , unmarried , younger , have a lower employment index , a lower
socio-economic inde x, and be planning to attend school . The effects of
benefits were examined. The profile remained basically the sane with all
levels of the bonus and pay benefits . However , with the education benefit

- a higher percentage of more well educated ORC members and a higher percentage
— of ORC members attending school were attracted. This was particularly true

when higher levels (75% , 100% ) of the education benefit were presented.
This might indicate that ORC members in school tend to value educational
benefits differently than those who are inclined to go to school , but haven ’t
taken the step .

- _ _ __ _  _ _  
..
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— 
3 . 3 .6  Comparison of Benefits —— Some New Approaches

In this section the benefits are caupared using several new approaches . • -

The impact of each benefit on the positive prop ensity of each sample is - . 
-

examined. The implications of the benefits for accession and retention 
, 

-

are discussed . 1)

Approach ~l -- What Does it Take to Get an Increase in Favorabili ty of
One Percentage Point? -

For each benefit, for each samp le , the increase necessary to add 1% of the -

sample to the “favorable ” category was determined . The necessary increase
was calculated using each successive pair of benefit levels .2~ The results
of these calculations are shown in Table 3-18. For example , using 75% and
100% education benefit levels for the NPS sample , a 3.09 percentage point
increase in the benefit was necessary to increas e the percentage of the - -~

sample who were favorable by 1%. -

For Potential Enlistees , the data presented in Table 3— 18 indicate :

The NPS sample tende d to be more responsive to the educati on
benefit than did the Veterans samp le at the lower levels -

while the Veteran s tended to be more responsive at the - -
;

upper levels .
To obtain a one perce nta ge point increase in favorability - 

—

for the Veterans required a higher bonus than it did for the I -

NPS sample at all levels.

The NPS sample tended to be more respons ive to the pay

benefit than did the Veterans sample at all levels. - 
-

1) - -

This study only examined the benefits individually. It did not examine the
effect of combinations of benefits.

2) The current level to first benefit level could not be used. It should be 
-

recalled that two question orders were used. This procedure had a strong - 
-

impact on the propensity measure at the current benefit level. 

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - - -
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I
- . TABLE 3-18 . BENEFI T REQUIRE ) TO OFrAIN 1 PERCENTAGE POINT INCREASE IN

I ~ FAVORABIL I’IY AT EACH BENEFIT LEVEL

I 
~~

-. POTENTIAL ENLISTEES
- Non-Prior Service Sample

Education Bonus Pay Lenrh in Years
- Benefit Requi red Benefit - 

Required Benefit Required Benefit Required
LEvel Increase Level Increase Level Increase Level Increase

25—50 1.40% 250—500 . $43.86 10—20% 1.85% 4—2 .08
50—75 1.84% 500—1100 40.27 —— — — ——L . 75—100 3. 09% 1100—2200 93.22 20—50% 2 .70% 2— 1 .12

Veterans Sample

Education Bonus Pay Length in Years
Benefit Required Benefit Required Benefit Required Benefit Required

I. Level Increase Level Increase Level Increase Level Increase

25—50 2.03% 250—500 $75.76 10—20% 2.17% 4—2 .14I 50—75 1.75% 500—1100 52.63 —— — —— ——
- . 75—100 2.50% 1100—2200 113.40 20—50% 3.06% 2—1 .08

I CURRENT RESERVISTS

Ar’~~ National Guard Sample

Education Bonus Pay
Benèfit - Required Benefit Required Benefit Required

- •1 Level Increase Level Increase Level Increase

25— 50 1.48% - 250—500 $40.98 10—20% 1.12%
50—75 2.50% 500—1100 40.54 —— ——
75— 100 5.95% 1100—2200 87.30 20—50% 1.67%

Other Reserve Caiponents Sample

1. Education Bonus Pay
Benefit Required Benefit Required Benefit Required

F Level Increase Level Increase Level Increase

25—50 1.57% 250—500 $46.30 10—20% 1.20%
50—75 3.05% 500—1100 41.67 —— ——
75—100 5.10% 1100—2200 97.35 20—50% 1.66%

I F
-

~~~ ~ -- ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ____________
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• The NPS and Veterans samples resp onded similarly to the
reductions in the length of initial enlistment .

For Current Reser vists , the data present ed in Table 3—18 indicate : j -

• The ARNG sample tended to be more resp onsive to the lower

levels of the education benefit while the ORC sample tended 
- -~

to be more responsive to the upper levels.

. The ARNG and ORC samp les responded similarl y to the
bonus benefit.

• The ARNG and ORC samples responded similarly to the pay

increase benefit.

Approach #2 -- What is the Annual Cost per Person to &et 50% Favorabil ity
with the Educat ion, Bonus and Pay Benefits?

By making severa l assumptions and approxi mations , the education , bonus , ~- -

and pay benefits can be compared in terms of dollars and cents .

Ass~ nptions for the Education Benefit

‘I~o Sets of estimates were made for the educat ion benefit . One, called

“Conservative ” , seemed to provide reasonable estimates . The other , called

“Liberal” , provided the upper limits to costs for the educati on benefit . The
estimates were : J -

Who will use the benefi t -- The number of men using the

bene fit was approxi mated by taking a percent of those who

said they would definitely use the benefit plus another

lower percent of those who said they would pr obably use it. }
These ratios are commonly used in estimating purchases of

a product . The rat ios used for the “Conservative ” estimates : -

were 70—30 ; the ratios used for the “Liberal ” estimates

were 80-20 . These rat ios reflect the assumption that many

people ’s plans nay not work out or that they will not do

what they say.
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1 . The number of years the benefit will be used -- Respondents
- .  were asked about their educational activities and plans.

The answers to these questions provided the data for estimating
the types of schools which might be attended. These
estimates were based on those planning to go beyond or who

- I -- 
were already beyond high school. Individuals who were just

- 
“taking courses” or “don ’t know” were included in the
j unior college category . Those going to graduate and

professional schools were classified as equi valent to college .

I The aspirations of the four samples were as follows :
- 

NPS Veterans AP.NG ORC

- [ Vocational school 23.2% 24.2% 24.5% 20.4%

Junior and community college 19.3% 29.4% 23.4% 21.0%

College 57 .5% 46.4% 52.0% 58.5%

These aspirations nay be on the high side.

L . Length of stay at college -- The following assumptions were
made regarding how long people would be in school:

1.! Conservative Liberal

Vocational school 1 year 1 year

• Junior and community college 2 years 2 years
College 3 years 4 years

I. The assumption of three years for college in the “Conservative”
• - estimate reflected the fact that some individuals would drop

out, and some would already be in college or graduate school

- 
when they enlisted or extended .

-~ 1. . Tuition costs -- Estimates of tuition costs were as follows:

f Conservative Liberal

Vocational school $1300 $1300
Junior and community college 1300 1500

- - College 3000 3600

~ 1’

L 
_ _  _ _ _ _ _ _ _ _ _ _ _ _ _  _ _ _ _

~~~~~~~~~~~~ -- -~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - - --~~~~~~~~~ —~~~~~~
— ______ _____
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Analysis of these estimates provided total costs per person over six

years . The dat a were divided by six to give the average costs per person

per year . These estimates are shown below:

Estimate of the annual cost per person per year for educat ion

for each sample : I -

NPS Veterans A~~G ORC

Conserv ative estimate $514 $462 $443 $552

Liberal estimate 818 728 693 895

Assumptions for the Pay Benefit

At the tine of the study , the pay for an E-2 with less than two years

of service was $832. One might assume that rr cruits would be pr a~cted every

two years from E-2 to E-3 to E-4 . This would require pay over six years

of approximat ely $5805 or $968 per year. These data were used to estimate

the pay benefi t costs for the NPS and Vetera ns samples 
1

Pay benefit estimates for the ORC and ARNG samples were based on the

assumption that the average numb er of years in the National Guard and Reserve

was about five years . Slightly more than 50% of the re spondents were

below E-5 and a~~~st 50% at or above E-5. The average pay over the next I.

few years was estimated at $1300 using the rates applicable when the study - - 

-

was made . Allowances were not made for aviat ion or hazard ous duty pay . [
I-

—
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Annual Cost per Pe~’son to get 50% Favorabili ty

Table 3-19 indicates the costs that would result if each sample were
- to be brought to the 50% favorable level. The concluèior is that can be

drawn are as follows :

- - . The pay benefit is the least cost effective arid can be
- 

~~• eliminated from consideration .
The bonus and the education benefits are potentially equally

- 

i cost effective . It all depend s on the assumptions made . If
the “Conserva tive ” assumptions are correct , the education
benefit is more cost effective . If the “Liberal” assumptions

• are correct , the bonus is more cost effective . This is true
- - in all cases except with the Veterans , where the educati ona l
- - benefit is rrost cost effective with both “Conservative” and

“Liberal” assumptions.

i i i
TABLE 3—19 . ESTIMATES OF COST PER YEAR PER PERSON TO MAKE 50% OF EACH SAMPLE ~- 

-

- j FAVORABLE TO~~RD ENLISTING OR EXTENDING ENLIS~~~~T WITh THE
~~JCATION, BONUS AND PAY BENEFITS

Potential Enlistees Current Reservists
- • Non-Prior Ar~j Other Reserve

BENEFIT Service Veterans National Guard Components

- . Ed~~ation :

Conservative estimate $247.00 $377 .69 $148.10 $160.57
‘ Liberal estimate 393.49 595.14 231.68 260.34

Bonus 306.07 608.59 199.33 182.64
T Pay 646.21 1029.24 270.83 331.10

.r
~

- ~~~ ---- ~~----- - - —--- -—--— ~~~~~~~~~ -~~- -~~_ _ _
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Approach #3 -- Comparison of the Maximum Percent Favorable with Each
Benefit with Each Sample

‘It .~o of the benefits have maxiim.un levels, e.g. , education and length of
enlistment. It is not practical to reduce enlistment below one year.
Similarly , it is not practical to pay more than 100% of tuition costs. A t -
comparison of these benefits at their maximum level appears in Table 3-20.

This table shows that the reduced length of initial enlistment benefit
is less effective at the maximum level than the educational benefit. Since
the maximum levels of each are natural limits for the resp ective benefits , [
the educational benefit is a more effective benefit.

TABLE 3-20. THE MAXIMUM PERCENT FAVORABLE WITH EEUCATION AND LUS~ Th OF
~~LIS’I1~~ T BENEFITS FOR EACH SAMPLE

Potential Enlistees Current Reservists

Non-Prior AxTny Other Reserve
BENEFIT Service Veterans National Guard Canponents - 

-

Education (100% tuition) 73.1 57.3 75.4 76.4

length (1 year) 55.7 36.1 —— - 
~ -

Are the Responses to the Benefits Inflated? 
[1 

-

Hypct~~tica 1 choice data is often confounded by unrealistic enthusiasm. • -~

~e are ~~~~~ more enthusiastic when they are merely thinking about a

H
_ _  - -
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choice than when making the choice . There is evidence 1) that indicates

that the propensity to enlist or to extend enlis~~~nt with each benefit is

- 

somewhat inflated. Ideally, exact numbers of people who would enlist/extend at
each benef it level c~..~u1d be deter nined. Unfortunate ly , a calibration to
provide this data is not available . A best estimate might be the percent of
people saying that they would definitely enlist/extend at each benefit 2)

Table 3-21 presents the percent of respondents in each sample who reported that

r they would “definitely enlist/extend ” with each level of each benefit.

• 3.4 Perceptual, Attitudinal and Motivational Variables Analysis

- .  3.4.1 Analysis Plan

A four~-step data analytic strate~~’ was used for analyzing (1) life
goal achievability ; (2 )  life goal importance ; (3) the achievability of reasons

- . for j oining the Guard/Reserve; (4) the importance of reasons for joining the

- - Guard/Reserve; (5) likelihood of situations occurring in the Guard/Reserve;
and (6)  attitude s toward organizations and groups. The purpose of each of

- - the four steps is outlined below.

• Step 1. Mean Ratings Analysis

This step examined the ratings for each statement and compared them in

fT ter~ns of high and low ratings ( for example , importance ) both within and

between samples.

Step 2. Correlations and Multiple Regression Analysis

The correlations were used to examine the relationship between the

ratings of each statement and enlistm ent/extension of enlistment prop ensity.
This analysis sought to determine whether there was a relation between the
responses to each question and enlistment/extension of enlistment propensity.

• 1) This evidence is detailed in Volume II.
2) This assumes effective comm unication of the benefits and frequent opportunity

to enlist/extend . 
-

- 
_________ ~~~~~~~ - _ _ _
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TABLE 3-21. PERCENT OF RESPONDENTS WHO STATED THEY WOULD DEFINITELY ENLIST!
EXTEND fl~~IR ENLISThENT AT EACH BENEFIT LEVEL

H
Potential Enlistees Current Reservists
Non-Prior Arriy Other Reserve

BE~LFIT Service Veterans National Guard Components

Educational Assistance:

25% 1.5 1.1 9.0 11.8
50% 4.6 2.8 15.3 17.1 

-

75% 10.8 6.3 2:4.0 27.5
100% 21.2 16.3 36.0 39.8

Bonus

$250 1.5 .4 5..9 6.9
$500 2.8 .8 8.4 8.9
$1100 4.8 1.7 114 .4 14.4
$2200 8.2 5.5 22.7 24.4

Pay Increase:

10% 1.7 .8 7.5 7.1
20% 2.2 .8 10.4 10.2
50% 4.1 2.6 21.0 20.4

Length of Enlistment:

14 years 1.7 .4 —— ——
2 years 14.3 1.2 —— ——
l year 8.6 2.4 —— ——

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  
_ _ _  _ _
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• Multiple regression analysis is designed to select a composite set of
questions which together can provide the best prediction of enlistment!

1 - - extension of enlistment propensity . A related analysis is termed stepwise
multiple regression. In stepwise multiple regression, the questions forming

- - 
the composite were ordered in tern~ of the decreasing contribution each rrade
to the prediction of enlistment/extension of enlistment propensity. The

statistic used to determine how well multiple regression equations predict.
- enlistment/extension of enlistment propensity is the multiple R. Values

greater than .30 were considered here as worthwhile rrentioriing and values ‘
\

- - above .50 were considered significant.

.. The multiple regression analyses were cross-validated. That is , a
test was done to insure that the results of the multiple regression were

1 stable and not simply a result of sample data fluctuations.

Step 3. Factor Analysis

- - Due to the diversity of the questions composing each section (life goals,

reasons , etc.) , it would be expected that a smaller number of types of
situations (factors ) can be selected which would represent the larger set ,

- ,  each of which is relati vely indep endent of the others . Factor analysis is a
technique for consolidating a number of diverse situations/questions into

-

~~ relatively homogeneous factors which “underlie” the larger set. In this study ,

this technique was used to develop factors which could be used both to under-

stand the relationshi ps observed , as well as to predict enlistment/extension

of enlistment propensity.

Step 4. Factorially Homogeneous Item Dimension Analyses ( flhlD’s)

i F This technique uses the underlying factors from the factor analysis to
predict enlistment/extension propensity. It helps the reader to understand
not only how good the prediction is using these derived factors, but it also

- can tell the reader which underlying factors are most predictive of enlistment,

extension of enlistment . Multiple R value s were used as an index of how
well the FHID’ s identified could predict enlistment /extension of enlistment.

I~
II

j

— -- - - ~~~~- - - - - - - - - --- •---—•- -- --- - ~~~~ -- - -
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This section presents only the results fran the two most critical and
inforiTative analytic steps -- that is, mean ratings analyses and FHID analyses .
The mean ratings analyses enable the reader to look at each question individually
and relate it to other questions for a ~ .ven sample and across samples . The
EHID analyses allow the reader to deter~ine how well enlistment/extension of
enlistment propensities can be predicted using stable and meaningful constructs
identified in earlier analyses.

All statistical analyses are presented in Volume II.

3.4.2 Values and BelIefs about Life Goal Importance and Their Achievability
i~ the Guard ,’Resèrve

Significant decisions usually involve consideration of basic values.
Such values are relatively enduring and decisions made are generally consistent
with what is valued. It is reasonable to think that the decision to enlist
or extend enlistment in the Guard or Reserve is significant . If basic values
play a role in how a significant aecision is made , it is then reasonable to
explore the relationship between significant values and propensity to enlist
or extend enlistment .

“Life goals” is the term adopted by previous investigators when considering
basic values, objectives consistent with basic values or derivatives of basic
values. For the sake of consistency, the term “life goals” is also used in
this study. It would be expected that the decision whether to enlist/extend
enlistment in the Guard/Reserve or only to pursue civilian activities or work is
dependent on the degree to which an individual’s life goals are viewed as more
achievable with each alternative.

Nine life goals which had shown promising relationships to enlistment
propensity in the active forces in a study performed by Market Facts in
Spring 1976 were identified. Seven of these life goals could be related to

the 36 basic values isolated by Rokeach (The Nature of Human Values, The Free
Press, 1973). The other two appear to be specific derivatives of basic
values.

Five additional values isolated by Rokeach which intuitively seemed
related to enlistment or extension of enlistment in the Guard and Reserve
were also selected.

t
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• The life goals that were examined were:

Work that is challenging .
- 1~ . Participating in activities that ar e exciting and

adventurous.
Making good mon ey.
Being able to make my own decisions on the job .

- 
- Obedience.

• - A warm, happy family lif e .
Being patient and working a long tine to get what I want.

- - . Developing my potential .

- 
. Job security -- a steady job.

Working for a better society .
- 

- Learning as mu ch as I can.

Recognition and status.

A comfortable life without a lot of problems.

A country protected from attack .
Ii

Life Goal Achievability and Importance — Mean Ratings Analyses

- 
Potential Enlistees and Current Reser vists viewed as most achievable

in civilian occupations , “making good money” , “a warm, happy family lif e”,
and “being able to make my own decisions .” Seen as more achievable in the

~ j Guard/Reserve were “a country protected from attack” , “job security -- a
steady job” and “obedience .” The only life goal which was viewed differentially

Ji by the samples in ter ms of its attainability in a civilian activity or in the
I I Guard/Reserve was “working for a better society .” Some Potential Enlistees (NPS )

F 
arid , to a lesser extent, some Current Reservists (ARNG ) saw this goal as more

I - achievable in Guard/Reserve activities.

Potential Enlistees and Current Reservists tended to differ only slightly
in their importance ratings of life goals . All general ly rated as most

- 

important “developing my potential”, “a warm, happy family life” , “a country

-, i_i

El
T-. 
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protecte d fran attack” , and “learning as much as I can .” Rated as least
important were “recognition and status”, “obedience ” , “being patient and
working a long tine to get what I want” , and “participating in activities
that are exciting arid adventurous.”

Thbles 3-22 through 3-25 combine the importance and achievabi lity ra tings
with the life goals rank ordered in terms of importance for each sample .
For Potential Enlistee s and Curren t Reservists , “a country protecte d from
attack” and “job secur ity -- a steady job” tende d to be the only life goals
ra ted among the most important life goals and more achievable in the Guar’d/
Reserve .

Life Goal Achievabi lity — FUll) Analyses

The achievement of two basic types of life goal s (identified by two
FHID’ s) seems to be re lated to enlistment /extension of enlistment propensity .
For Pote ntial Enlistees , these were (1) job status and money goals and
(2) securi ty and obedience ; and for Cur rent Reservists , these were (1) job
status and actualization goals and (2 )  securi ty and obedience . The excepticnal ly
important and slight ly different first FHID for the Potential Enlistees
samples as compared to that of the Current Reservists samples seems to be
a function of the Potentia l Enlistees samp le ’s greate r concern with shorter
range and immediate monetary goals and the Current Reservists sample ’s greater
concern with longer range job actualization in the Guard /Reserve goals.

The multi ple R values obtaine d indicate that the FHI D’ s derived for life
goal achievabi lity provide for only moderate prediction of enlistment
propensities for the Potentia l Enlistees samples . One might suspect that
either critical life goals were riot included in the intervi ew or else life
goal achieva bility as phrased here is not a major factor contributing to the
decision to enlist for these groups . On the other hand , the multiple R
values for the Current Reservists samples provide satisfactory levels of
prediction . This might imply that perceived achievement of life goals in
the Gua rd/Reserve will be much more of a factor in this group’s decision
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TABLE 3-22. LIFE GC~A.L ACHIEVABILflY RANK ORDERED IN TERMS OF IMPORTANCE --
- 

.. PO’IINTIAL ENLISTEES (NON-PRI OR SERVICE SAMPLE )

MOPE ACHIEVABLE IN CIVILIAN ACTIV flY MORE ACHIEVABLE IN GUARD/RESERVE

MORE IMPORT ANT PERSONALLY

- 
Developing my potential

- 
Learning as much as I can

- I A country protected from attack
A warm , happy family life

I Job securi ty -- a steady job
- .  Being able to make my own decisions

- on the job
Making good money

I~i 
_ _ _ _ _ _ _ _  

-

[1 
LESS IMPORT~~T PERSONALLY

Working for a better society
Wor k that is challeng ing
A comfortable life without a

/ lot of problems
• Participating in activities that

are exciting and adventurous

- 
Being patient and worki ng a long
time to get what I want

Ii Obedience
Recognition and status

~r1
I.

. 11

_  _ _ _ _ _  

- 

___ •1
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TABLE 3-23. LIFE GOAL ACHIEVABILrrx’ RANK ORDERED IN TE~ 1S OF IMPORTANCE --
POTE~rIAL ENLISTEES (VETERANS SAMPLE)

I
MORE ACHIEVABLE IN CIVILIAN ACflVITf MORE ACHIEVABLE IN GJAP.D/RESERVE

MORE IMPORTANT PERSONALLY

Developing my potential j
Learning as much as I can -

A ~~xm, happy family life
A country protected from attack I -

Beiri~ able to make my own
decisions on the job

Work that is challenging
Job securi ty -- a steady job

LESS IMPOR TANT PERSONALLY

Making good n~~ey - -

Working for a better society
A comfortable life without a [
lot of proble ms -

Participating in activities that
are exciting and adventurous

Being patient and working a long
tine to get what I want -

Obedience
Recognition and status

-
-

- -~~~~~~~~~~~
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TABLE 3_2L~. LIFE GOAL ACHIEVABILI’I? RANK ORDERED IN TERMS OF IMPORTANCE --
CURRENT RESERVISTS (ARMY NATIONAL GUARD SAMPLE)

M3RE ACHIEVABLE IN CIVILIAN ACT IVI1Y MORE ACHIEVABLE IN GUARD/RESERVE

MORE IMPOR ANT PERSONALLY

- A war~n, happy family life
- Developing my potential

Learning as much as I can
j A count ry protecte d from attack

- - 
Job securi ty -- a steady job

Being able to make my own
- 

I .  decisions on the job
Working for a better society

LESS B~~ORTANT PERSONALLY

I T - Making good mcney

:i Work that is challenging

r A comfortable life without a
lot of problems

Being patient and working a long
- time to get what I want

Participating in activiti~s that
are exciting and adventurous

- Obedience

Recognition and status

-i

~~~ 

i_~_ _~ -
~~~ ~~~~~~~~~

-
~~~~~

- - - 

- 

~~~~~~

—
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TABLE 3-26. LIFE G~~L ACHIEVABILrIY RANK ORDERED IN TERMS OF IMPORTANCE --
CURRENT RESERVISTS (OTHER RESERVE COMPONENTS SAMPLE)

MORE ACHIEVABLE IN CIVILIAN ACTIVITf MORE ACHIEVABLE IN GUARD/RESERVE

MORE IMPORTANT PERSONALLY

Developing my potential L
A warm, happy family life

A country protected from attack
Learning as much as I can
Being able to make my own decisions
on the job 

- -

Job security -- a steady job
Work that is challenging

LESS IMPORT ~1T PERSONALLY

Making good im ney
Working for a better society
A comfortable life without a
lot of problems
Participating in activities that
are exciting and adventurous

Being patient and working a long
tine to get whatlwant [ - 4

Obedience
Recognition and status

11

-- -- - - 
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to extend enuistrent. For all of these groups , perceived achievement of
job status and actualization goals seems to be a dominant factor affecting

- 

enlis~ nent /extension decisions .

- ~~~ - 3. L~ ~3 Reasons for Joining the Guard/Reserve and their Expected Achievability

I Specific reasons for enlisting/extending enlistrent in the Guard/Reserve

can be identified. Since these reasons are , generally, more specific than
life goals they might be expected to relate more directly to enlistrrent/
extension propensities when their perceived relative achievability in the
Guard/Reserve or civi lian activity is taken into account .

I A  Eight such “core” reasons selected as applicable across Potential Enlistees and
Current Reservists were selected for study and were used both for importance ~

- 

-

1 - and achievability questions. One additional reason was identified as specific

r - to both Potential Enlistees samples (NPS and Veterans ) and two additional reasons

• as specifically appropriate for the Veterans sample . Along with the eight

- - 
core reasons , four additional reasor.-~, derived from the life goals, were

I included among the achievàb ility questions. These questions , along with
“developing my potential”, served as part of the reliabili ty test discussed in
Volume II , Section 6.0.  Since they also seemed to be more specific than some
of the other life goals, they were included in the multivariate analyses.

The reasons that were selected for study were:

Doing work that is challenging .
Being a member of a team.
Learning as much as I can.

- - . Making good money.
- . Serving my country.

Making good friends.

L . Serving my con~nunity .
Having good benefits.

. Developing my potential.

. Having a chance to use my hobbies or interests.
Gaining recognition and status .
Warking for a better society .

~~~~~~~~~~~~~~~~~~~~~~~~~

- - 

_
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Training to prepare ire for a civilian job (NPS and Veterans only).
Chance to maintain grade (Veterans only).
Chance to maintain MOS (Veterans only). -

Reasons for Joining the Guard/Reserve , Achievability and Importance --
Mean Ratings Analysis - 

-

Viewed as more achievable in the Guard/Reserve by Potential Enlistees -

and Current Reservists were “serving my country” and “being a member of a -

team .” No other reasons were viewed by any of the samples as having greater -

achievability in the Guard/Reserve. -

Reasons viewed by individual samples of Potential Enlistees as having 
-

greater achievability in the Guard/Reserve were , by the NPS sample , “working
for a better society”, “serving my country”, and “having good benefits” ;
by the Veterans sample , “having good benefits.” Reasons viewed by individual
samples of Current Reservists as having greater achievability in Guard/Reserve
were by the ARNG sample, “serving my coirrnunIty” , “working for a better
society” , and “making good friends ” ; by the ORC samp le, “being a member of a
team” and “serving my country .” Those reasons generally seen as most achievable

in civilian life by Potential Enlistees and Current Reservists were “making 
-

good money” and “having a chance to use my hobbies and interests . ”
The Potential Enlistees samples tended to show almost complete agreement

on the relative importance of the reasons most important for joining the
Guard/Reserve . The most important were “developi ng my potential”, “for
good benefits”, “opportunity to serve my country”, and “opportunity to make
good friends.” All reasons , h~~~ver , were rated by the NPS sample as more
important than the Veteran s (or Current Reservists) sample . -

The Current Reservists samples seemed to show stro ng agreement with each other.
Current Reservists considered as most important the reasons “opportunity to - -

serve my country” , “opportunity to make good friends ” , and “being a member of
a team . ” Also considered highly important were “opportuni ty to serve my 

-

corrrnunity” by the ARNG sample and “develop my potential” by the ORC sample .
Generally viewed as least (but still somewhat ) important by the Curr ent
Reservists samples was “ chance to use my hobbie s or interests. ” Interestingly , - ;

“training to prepare me for a civilian job” was rated lower in importance by -

both the Pote ntial Enlistees samples than many other reasons . -

— - - 
—-—- - - - --- -
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It is inforixa tive to compare the reasons viewed as important for joining
- .  the Guard/Reserve with those deemed more achievable in the Guard/Reserve.

Tables 3—26 through 3-29 show this analysis for the Potential Enlistees and
Current Reservists samp les . “ Serving my country ” was the only reason rate d
by all Potential Enlistees as well as the Current Reservists both as an
important reason for j oining the Guard/Reserve and as more achievable in the

- Guard/Reserve. Of the Current Reservists , only for the .ARNG sample were the
most important reasons for j oining the Guard/Reserve the sane ones seen as

- - most achie vable in the Gua rd /Reserve . The ORC sample saw the more important
reasons for j oining the Guard/Reserve of “de veloping my potential” and

- - “making good friends ” as more achievable in civilian activities. These sane
- - three reasons were seen as more import ant by Potential Enlistees .

- 
Reason Achievabi ity -- fl-lID Analyses

- 

~I~.zo basic type s of reasons seem to be related to enlistment/extension
of enlistment propensity . These are (1) job actualization and money reasons

- - and (2 )  service reasons , with the forme r much more important than the latter.
- The multiple R value s obtaine d indi cate that the FHID’s derive d for the

• achievement of reasons for joining the Guard/Reserve provide for only moderate

- prediction of enlis b~ent prop ensity for the Potential Enlistees samples.

- 
In a manner analogous to that discussed in “life goals” , one might suspect

- 
that either ~~itical reasons were left out ; or , more likely, reasons such
as those indicated here only form part of the input to the decision to enlist .

- 

For the Current Reservists , prediction is more accurate . Job actualization
- 

and money reasons plus ( less importantly ) service considerations might be
- .  suggested as potential reasons importan t in the extension of enlistment
• decision .

• - 3 . 4 . 4  Life Goal and Reason Achievability —- FHID Analyses

- 
In an exploratory at tempt to gain a better understanding of the concepts

underlying enlistment/extension of enlistment, the FHID’ s developed for 

- - - - -__—--~~~~~~~~-- - - -~~~~~~~~~~_ _
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TABLE 3-26 . AQ~~~VABILITY OF REASONS FOR JOINING GUARD/RESERVE IN TE~1S OF
I?~~ RTANCE -- POTENTIAL ENLIS~~~S (NON-PRIOR SERVICE SAMPLE)

MORE AG[~~VABLE IN CIVILIAN ACTIVITf MORE AQiIEVABLE IN GUARD/RESERVE

MORE I~~ORTANT REASONS FOR JOINING GUARD/RESERVE

Developing my potential

Having good benefits

Serving my country

Making good friends

LESS I~~ORTANT REASONS FOR JOINING GUARD/RESERVE

Serving my cxminunity

Making good h oney

Having a chance to use my hobbies
or interests

Being a menber of a team

[j
~

I iiH
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11 TABLE 3-2 7. AOiIEVABILITY OF REASONS FOR JOINING GUARD/RESERVE IN TER~~ OF
IMPORTANCE - POTEN’rIAL ENLISTEES (VETERANS SAMPLE)

MORE AC}IIEVABLE IN CIVILIAN ACTIVHY MORE AQiIEVABLE IN GUARD/RESERVE

MORE IMPO~~ANT REASONS FOR JOINING GUARD/RESERVE

Developing my potential

Having good benefits

Serving my country

Making good friend!

LESS IMP OR TANT REASONS FOR JOI NING GUARD/RESERVE

Serving my corr~nunity

Making good money

Being a rr~niber of a team

Having a chance to use my hobbies
or int erests

r

II
II
__________________________
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TABLE 3-28. AG~IEVABILITY OF REASONS FOR JOINING GUARD/RESERVE IN TERMS OF
IMPORTANCE -- CURRENT RESERVISTS (AR~1 NATIONAL GUARD SAMPLE)

MORE AGiIEVABLE IN CIVILIAN ACTIV~ 1Y MORE AQiIEVABLE IN GUARD/RESERVE

MORE IMPORTANT REASONS FOR JOINING GUARD,;~ESERVE j I

Serving my country

Making good friends

Serving my corrrnunity

Being a member of a team

LESS IMPORTANT REA SONS FOR JOINING GUARD/RESERVE

Hav ing good benefits

Making good money

Developing my poteiitiaJ .

Hav ing a chance to use my hobbies
or interests

~1

I i~
ft

~

—-—-- --- --
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TABLE 3-29 . ACHIEVABILITY OF REASONS FOR JOINING GUARD/RESERVE IN TERMS OF
IMPORTANCE -- CURRENT RESERVISTS ((YTHER RESERVE COMPONENTS SAMPLE )

MORE ACHIEVABLE IN CIVILIAN AC~IV~IY MORE ACHIEVABLE IN GUARD/RESERVE

MORE IMPORTANT REASONS FOR JOINING GUARD/RESERVE

Serving my country
Making good friends
Developing my potential

Being a member of a team

LESS IMP ORTANT REASONS FOR JOINING WARD/RESERVE

Having good benefits
Se

~~~~g m y  corrmunity
Making good money
Having a chance to use my hobbies
or interests

I-.

U

II 
. ~~~~
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achievability of life goals and achievability of reasons for joining the Guard!
Reserve were combined into a single analysis. Predictability of enlistment/
extension of enlis~~~nt was not measurably improved. What was dramatically
shown, however, was that for Current Rà servI sts fran both a life goals and
reasons for j oining perspective , job actualization and job status concerns are
the better predictors of extension of enlistment propensity, with money
considerations a secondary concern . For the Potenti al Enlistees , job
actualization and money concerns are the better predictors of enlistment
propensity.

3.I.~ .5 Likelihood of Conditions Occurring While in or As A Result of Being in
the Guard/Reserve

An individual ’s attitude s toward the Guard/Reserve can be expected to
be strongly influenced by his expectations concerning specific conditions and
require ments that ney occur or continue to occur if he enlists/extends enlist-
ment in the Guard/Re serve . One would think that the more the individual
believes that outcomes positively relate d to prop ensity exist , the more likely
he will be to enlist/extend enlis-bre nt ; and , the greater the number of
outcomes negatively related to prop ensity that he believes exist , the less
likely he will be to enlist/extend enlistirent.

The perceive d likelihood of various conditions occurring and the
interre lationships between those expectations and enlistment/extension of
enlistire nt prop ensity were examined. Seven conditions were presented to
Potential Enlistees and Current Reservists , two additional ones were asked of
only the Potential Enlistees and seven additional conditions were presented
only to Current Reservists .

The situations pre sented included :

A system of praro tions that would be fair.
Would take too much tine away from your family .
Would result in the chance of your being called to
active duty in case of war or emergency ( Potential
Enlistees only). 

~~~~ — . . —. .. . .- -.
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Good opportunity for promotions.
Having military supervisors who would hassle or harrass
you.

Would have your hair cut short (Potential Enlistees only).
- . Would attend dr ills that are a waste of time .

Cause you pr oblens with your job because of National. Guard

- 
or Reserve obligations.

The unit tra:ining assemblie s would prepare you for
mobilization for emergencies such as floods , riot
patrols , etc . (Current Reservists only).

The Instruct~~s would be well quali fied to teach their
subjects (Cur rent Reservists only).

You would have modern , up-to-date training equipment
(Curr ent Reservists only).

1. . Unit trainin g assemblies would prepare you to be combat

- .  ready (Cur rent Reservists only).

.! 
. Classes would be cance lled or scheduled at the last minute

without much planning (Current Reservists only). H,

You would be well inforre d by the Guard abou t general Guard
infor nation such as training schedules , changes ,
qualification tests , etc . (Current Reservists only).

Sunne r training carp would prepare you to be car~bat

-- ready (C~.n’rent Reservists only).
Would take too much tine away fran your personal and social
activities.

Likelihood of Conditions Occurring While in or As A Result of Being in the
Guard/Reserve -- Mean R~t d.ngs Analyses

In an absolute sense , Potential Enlistees viewed as more than sc~ewhat

T likely “the chance of your being called to active duty in case of war or
emergency . ” Also viewed ~s more than somewhat likely by the Veterans was

-. “would have your hair cut short .” Among the Current Reservists , none of the

situations were viewed as more than somewhat likely.

II
II 
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It is useful to look at each sample individually in tenns of what
conditi ons they per ceived to be relative ly more likely or less likely to
occur. It should be noted that since this is a relative analysis , individual
conditions seen as more like ly for one sample may be ra ted , in an absolute
sense, lower than another condition seen by some other samples as less
likely to occur in the Guard or Reserve .

Table 3—30 shows such an analysis for the Potential Enlistees and
Table 3—31 shows that sane data for the Current Reservists.

Between the Potential Enlistees sanpies (NPS and Veter ans) there is
more agreement in expectatiors about what conditions are more likely to
occur in the Guard/Reserve (“ would result in the chance of your being called
to active duty in case of war or emergency ” and “would have your hair cut
short ”) than agreement about what is less likely to occur (only agreeing on
“caus e you problems with your job because of National Guard or Reserve
obligations ” ) .  It might be concluded that there is a great deal of difference
between Non-Prior Service men and Veterans in the expectations each of these
samples has about what Guard/Reserve service is likely to entail .

On the other hand , considerable agreement on how Guard/Reserve service
is viewed is appare nt in comparing the more like ly and less likely situations
describe d by the Current Reservists samples . These groups agreed on four out
of the five more likely to occur situations and three out of the five least
likely to occur situations . Their responses seem to suggest that drills are
not adequate ly preparing them to be combat ready , that the equip~Tent they are
training with is outdated , and that they are encountering proble ms with
resp ect to the tint requirements of Guard /Reserve duty . Inte restingly , neither
group indicated that they had problems with their jobs because of the Guar d/
Reserve obligation . Satisfaction would also seem to be present with the
current policy of informing these Guar dsmen and Reservists of training
schedules , changes , qualification tests , etc.
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- TABLE 3-30. LIKELIHOOD OF CONDITIONS OCCURRING WHILE IN OR AS A RESULT OF
BEING IN ThE GUARD/RESERVE -- POTENTIAL ENLISTEES (NON-PRIOR
SERVICE AND VETERANS SA1~~LES)

t .  NPs Veterans

MORE LIKEL Y SI’RIATIONS TO (&UR IN GUARD/RESERVE
Would result in the chance of your

• being called to active duty in Would have your hair cut short .
case of war or emergency

Would result ~ri the chance of
Good opportunity for promotions your being called to active duty

-) in case of war or emergency
- .  Would have your hair cut short

Would attend drills that are a
1 A system of prar ~tions that would waste of time

be fair
• Having military supervisors who

Would take too much time away fran would hassle or harrass you
your family

Would take too much time away
fran your personal and social

- act ivities

LESS LIKE LY SII 1JATIONS 10 OCCUR IN GUARD/RESERVE

Would take too much time away from Would take too much time away
- - your personal and social from your family

activities

Have milita ry supervisors who would Good opportunity for pra~otions
hassle or harrass you

- Would attend drills that are a A system of pr cm~tions that would
waste of time be fair

Cause you problems with your job Cause you problems with your job
- because of National Guard or becaus e of Nat ional Guard or

Reserve obligati ons Reserve obligat ions

II

II
-~~~~~~~~ -~~~~--~~~ —,
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TABLE 3-31. LIKELIHOOD OF CONDITIONS OCCURRI NG WHI LE IN OR AS A RESULT OF
BEING IN •i~~ GUARD/RESERVE -- OJRREN~ RESERVISTS (AR!’W NATIONAL
WARD AND GTHER RESERVE COF~ONfl~VIS SAMPLES )

- 
ARNG ORC

MORE LIKELY SI’IlJATIONS ‘10 OCCUR IN GUARD/RESERVE

You would be well infonTed by the Guard You would be well informed about
about general Guard infor mation such genera l Reserve infoniation such
as training schedules , changes , as train ing schedules , changes ,
qualification tests , etc. qualificat ion test s, etc .

The unit training assemblies would
prepare you for mobilization for Would take too much time away from
emergencies such as floods , riot your family
patrols, etc .

Would take too much time away from Would take too much time away
your family from your personal and social

activities
Would take too much time away fran
your personal and social act ivities Would attend drills that are a

waste of time
Would attend drills that are a
wast f V The instructors would be welle ~ qualified to teach their subj ects

LESS LIKELY SI11JATIONS ‘ID OCCUR IN GUARD/ RESERVE

Ck~sses would be cancelled or Sumer training camp would prepare
scheduled at the last minute you to be combat ready
without much planning

Cause you problems with your job
You would have modern, up-to-date because of National Guard or
tra ining equipment Reserve obligations

Cause you problems with your job Unit training assemblies would pre-
• because of National Guard or pare you to be cai~ at ready

Reserve obligations
You would have modern , up-to-date

Unit tra ining assemblies would pre- tra ining equipment
pare you to be combat ready

The unit train ing assemblies would
Having military supervisors who would prepare you for mobilization for
hassle or harrass you emergencies such as floods , riot

patrols , etc. 

[ i F
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Likelihood of Conditions Occurring While in Or As A Result of Being in the
- 

àI Guard/Reserve -- NtD Analyses

Four basic types of conditions (three per sample ) seem to be related to

- - enlisbtent/extension of enlis~ rent propensity. These are (1) time and job
problems (all samples); (2) compulsory actions/functions (Potential Enlistees);
(3) training and preparedness (Current Reservists); and (4 ) promotions
(Potential Enlistees arid Current Reservists).

The multiple R values obtained indicate that the FHID’s deriv ed for the
- j  

- likelihood of conditions occurring while in or as a result of being in the Guard/

Reserve for the Potential Enlistees show a low relationship with enlistment
• - inte ntion . None of the three FHID’ s seems to be very useful .
1. For the Current Reservists , prediction was considerably more accurate .

- - The pattern of the importance weights suggests that the most important condition
is tine problems, with the more a current Guards men/Reser vist feels such a
problem exists the less likely he is to demonstrate a positive extension of

I 
enlisbnent intention . On the other hand , the better he sees his training
preparedness and the greater the opportunity for and fairness in giving out
promotions, the more likely he is to show a higher extension propensity .

3.4.6 Attitudes toward Organizations and Groups

People tend to differ in the degree to which they want to work and
recreate with other people . Some people are loners , others are so gregarious
that they must always have the company of other people . This behavioral
distinction is important for the prob lem of accession and retention in the

- Guard and Reserve . The Guard and Reserve are group activities. They tend
- to offer the opportunity for coimadery, uniquely shared e~~eri~nces and a

“clubiness” which is attractive to scsne people . However, this affi liative
dimension is only one dimension of attraction. Other dimensions , e.g. , skill

enhancement , social status , military association, also exis t arid can attract

II men who may not be attracted for gregarious reasons . Thus , knowing the

‘ I
I
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relation between gregariousness motivation and propensity has implications
for how this motive is to be weighted relative to the other motivational
possibilities.

Twelve attitudinal que~t~Lons were asked:

The Reserve forces are highly respected in my coninunitv
(not asked of ARM G) .

I like the idea of belonging to a group such as volunteer
firemen or civil defense which helps people when they
have trouble .
I would be proud to be a member of the National Guard
or Reserve .

In ny spare time , I prefe r doing things with others rather
than being by myself.

I’ ye a2~~ys liked the idea of wearing a uniform.
I like to beiong to organizations or groups which he lp

me find more interesting things to do than being on my own

• The National Guard is highly respected in my ccm~unity
(not asked of ORC ) .

. Our country is too militaristic.
Belonging to the National Guard or Reserve would give ~~
a chance to get away fran my everyday life for a while.

I like to become involved in projects in my coninunity .

• The Nationa l Guard or Reserve is a place to meet good buddies
and make lasting friendships .

• The National Guard or Reserve offers an opportunity to become
involved in projects in my coTrin unity.

- 11

______  
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I ~ Attitudes toward Organizations and Groups -- Mean Ratings Analyses

t ~ 
Current Reservists were more than somewhat in agree ment with the state-

nent that “I like the idea of belonging to a group such as volunteer firemen

-
~~ or civil defense which he lps people when they have trouble.” The NPS sample

of the Potenti al Enlistees was also more than sarewhat in agree ment. The
Veterans sample , however , was less than somewhat likely to be in agree ment.
Both sample s of the Current Reservists were also more than somewhat in
agreement with the state ment s that “in my spare time , I prefer doing things
with others rather than being by myself” , but only the ORC sample agreed more
than somewhat with the sta tement that “I like to become involved in projects
in my community” and “the Nationa l Guard and Reserve is a place to meet
good buddies and meke lasting friendships • “

- - It is useful to look at each sample individua lly in terms of what state-
ments they were relatively in more agreement with . It should be noted that
since this is a relative analysis , individual statements more agreed with by
one sample mey be rate d , in an absolute sense , lower than another state ment
less agreed with by other samples. Table 3-32 shows such an analysis for the
Potential Enuistees and Table 3-33 shows that sane data for the Current
Reservists.

Table 3-32 shows that Potential Enlistees samples expressed the most
agreement to four of the sane statements and the least agr eement to three
of the same statements . Table 3—33 shows that Current Reservists samples both
showed the most agree ment with the sane five statements and the least agree—
rre nt with the same five statements.

Hi
Attitudes toward Organi zations and Groups -- FHID Ana lyses

Three basic attitude constructs derive d for the Potential Enlistees
samples and three derive d for the Current Reservists samples (all identified

by the FHID’s) seem to be related to enlisbnent/extension of enlis~ nent
intention. For the Potential Enlistees samples , these are (1) corruru nity

~ j  

respect; (2) gregariousness (a group-preference construct); and (3) new
friendships and environment. For the Current Reservists samples, these are
(1) work; (2) gregariousness; and (3) militarism.

— I 
~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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TABLE 3-32. AGREEMENT WITH ATrfl1JDE STATD4~~TS -- POTENTIAL ENLISTEES
(NON-PRI OR SERVICE AND VETERANS SAMPLES)

NPS Veterans

MORE AGREE 
1. -

I like the idea of belonging to a I like the idea of belonging to a
group such as volunteer firemen group suc1~ as volunteer firemen
or civil defense which helps people or civil defense which helps people
when they have trouble when they have trouble

In my spare tine , I prefer doing In my spare tine , I prefer doing
things with others rather than things with others rather than
being by myself being by myself

The National Guard is highly I like to become involved in
respecte d in my commun ity projects in my corrirunity

The National Guard or Reserve is The National Guard or Reserve is
a place to meet good buddies a place to meet good buddies
and make lasting friendships and make lasting friendships - -

t 
The Reserve forces are highly I like to belong to organizations
resp ected in my corrm unity or groups which help me find more

The Nationa l Guard or Reserve interesting things to do than
offers an opportuni ty to become being or-i my own
involved in projects in my The National Guard is highly
community resp ected in my corrinunity

i -

LESS AGREE

I like to become involved in The Reserve force s are highly
projects in try community resp ected in my comm unity

I like to belong to organi zations or The National Guard or Reserve
groups which help me find more offers an opportunity to become
interesti ng things to do than involved in projects in my
being on my own corrinunity

Belonging to the National Guard Belonging to the National Guard I - 

-

-

or Reserve would give me a chance or Reserve would give me a chance
to get away fran my everyday life to get away from my everyday r -

for a while life for a while
I would be proud to be a member I wou ld be proud to be a member
of the National Guard or Reserve of the National Guard or Reserve

Our country is too militaristic Our country is too militaristic

I’ve always liked the idea of I’ve always liked the idea of
wearing a uniform wearing a uniform

-- — ~~~~~~~~~~~~~~~~~~~ — ___________

------

~
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TABLE 3-33. AGREEMENT WITH ATrI’IUDE STATEMENTS -- CURRENT RESERVISTS

i i (ARMY N~.TIONAL GUARD AND OTHER RESERVE CCtIPONENTS SAMPLES)

I] ARNG ORC

F MORE A -~REE

- I like the idea of belonging to a In my spare tine , I prefer doing
group such as volunteer firemen things with others rather than

- or civil defense which helps people being by myself
when they have trouble

- - I like the idea of belonging to a
In try spare tine , I pref er doing group such as volunteer firemen
things with others rather than or civil defense which he]~~

- - 
being by myself people when they have trouble

The Natio nal Guard or Reserve is I like to become involved in
a place to meet good buddies projects in my carmnunity
and make lasting friendships The National Guard or Reserve is

I like to becare involved in a place to meet good buddies
- projects in try ccmnunity and make lasting friendshi ps
- I like to belong to organizations I like to belong to organizations

I I or groups which help me find or groups which help ire find
- more interesting things to do more interesting things to do

• than being on my own than being on my own
I would be proud to be a member I would be proud to be a member
of the National Guard or Reserve of the National Guard or Reserve

LESS A-~REE -

F Belonging to the National Guard or Belonging to the National Guard or
Reserve would give ire a chance Reserve would give me a chance
to get away from my everyday life to get away from my everyday life

- 
for a while f or a while -

The National Guard is highly The Reserve forces are highly
j respected in my corilnunity respected in my caim~.n-iity
1. I’ve always liked the idea of The National Guard or Reserve

• wearing a uniform offers an opportunity to becare

1- The National Guard or Reserve involved in projects in fly
offers an opportunity to become COIT!flUfli tY -

- involved in projects in my I’ve always liked the idea of

I caruauiity- wearing a uniform
Our country is too militaristic Our country is too militaristic

n
______ -

- ~~~~~~~~~~ --—-- .--- -- -— - - --- -— ——-- ~~
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The multiple R values obtained indicate that only moderate success was

observed in predicting enlistment intentions for the Potential Enlistees

samples. The mcet important attitude dimension in predicting enlisbre nt

was “new friendships and environments.” It would be expected that attitudes

other than those included here in addition to other considerations would

be involved in the enlistment decision .
On the other hand, for the Current Reservists samples, prediction was

considerably more accurate. This was due to the almost overwhelming importance
of a single underlying dimension — pride in the Guard/Reserve and pride in
Guard/Reserve work as performed in a new environment. This factor is highly
consistent with the job actualization needs cited earlier.

3. Li~.7 Influencers

The decision by an individual to enlist or extend enlistment is not
made in a vacuum. It can be hypothesized that the decision, for many
individuals, will be affected if not determined by the reactions of the

individuals with whom they have actively discussed enlisthe nt/extension of
enlistment. This hypothesis was explored .

An influencer was defined as anyone with whom an indi vidual spoke about
enlisting or extending enlistment. For Potential Enlistees , recruiters/career
counselors were consulted more than twice as often as any other potential
influencer. For Current Reservists, other members of the Guard/Reserve along
with career counselors were the primary potential influencers. Wives!

girlfriends also were frequently consulted by Current Reservists. For both
Potential Enlistees and Current Reservis ts , employers and parents were
identified as least frequently consulted .

For both Potential Enlistees arid Current Reservists, the major source of
encouragement for joining or remaining in the Guard/Reserve~~ was provided by
indi viduals currently in the Guard or Reserve. Thus, word of mouth from current
Guardsmen/Reservists both to other Guardsmen/Reservists and to individuals riot
in the service seems , on the average , to be operating as a positive influence
on enlistment and extension o±~ enlistment.

1) It was assuTed that recruiters/career counselors encouraged them to 
— 

-

enlist or remain in the Guard/Reserve . As such , the encouragement question - -

was not asked for recruiters/career counselors .
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Wives/girlfriends were observed as having the largest influence a$airist - -

enlisting/extending enlisbient for both Potential Enlistees and Current
- - Reservists. Interestingly , for the NPS sample, employers are a much stronger

sot~ce of encourage ment than for any of the other samples. This suggests
- that the relation between the current campaign to obtain industry cooperation

and enlisiment should be looked at more carefully .

Irifluencers’ Effects on Enlistment/Extension of Enlistment

Correlationa l analyse s were conducted which a ttempted to relate enhisbrent /
- .  extension of enlistment prop ensity to consultation and encouragement by

- various influencers. Analyses included relating influencers with sufficient
- consultations directly to enlistment after weighting by the degree of

• - encouragement or discouragement given . This was done for each sample .

f No statistical relations were observed which accounted for more than 5%
I 

- 
of the variance .

As noted earlier , the three variables -— employment , occupational status ,
and length of enlistment -- were combined into a composite variable , employment
index (E l) . El was used to carpar’e respondent s consulting and not consulting

• career counselors arid recruiters . Statistically significant results were
found only for the NPS sample (Z 2.36 , p ~ .01) among the Potential Enlistees

-. with individuals consulting recruiters observe d to have higher El scores.
- - This suggests that individuals who are more stable members of the work force

- . tend to be more like ly to consult with recruiters and that for these people

• full-tine work may not be inccfrp at ible with part-time service in the Guar’d/

Reserve .

• 3. L~. 8 The Influence of Military Expectations, Perceptions and Experiences

Ii Military expectations , perceptions and experience s can all be anticipated
to have a substantial influence on an individual ’s decision to enlist/extend
enuisthent . For the NPS sample , among the Potentia l Enlistees , these
expectations and perceptions can be the result either of efforts initiated

II
h

a
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by them to lear n about the Guard/R eserve or of the efforts initiated -

by other’s (for example , friends , media , etc.). Their direct experiences
will largely be limited to their a.~n efforts to enlist in these services .
The Vetera ns , since they already have been in the mili tary , in making any i -

decision involving taking on fur ther military obligati ons , can be expected
to be stro ngly influenced by their prior experience s and their evaluati on
of (satisfaction or dissatisfaction with ) those experiences. 

-
Current Reservi sts have the most direct and curr ent kn~~ledge of the

benefits and obliga tions of Guard/Reserve service . Unlike the Veterans who
must rely on their memories to recall what military life was like , these
respondents have only to consider their curre nt satisfacti ons and dissatisfactions .

The expectations , perceptions and experiences of Potential fl-ilistee s and -

Current Reservist s with regard to Guard/Re serve servi ce were examined and the -

effects of those expectations , perceptions and experiences on sati sfaction/ -

dissatisfac tion with the Guard/Reserve ( for the Curr ent Reservists ) and with
enlistment/extensio n of enlistment propensity ( for both Potential Enlistees -

arid Current Reservists ) were determined.

Enlistment Activity I
Table 3_ 3 L ~ shcws the percentag e of re spondents who taJ Jc ed to a jrecruiter/counselor and/or with someone else about enlisting/extension of

enlistment. Substantia l perce ntage s of Potential Enlistees arid Curr ent
Reservists have ta iked to re crui ters /career counselors . As the number of I - 

-

resp ondent s atte mpting to enlist or extend enlistment is small , it can only
be concluded that the recruiter and career counselor can play an important 

I -

role . Their actual effectiveness must be judged by other data . [
I-I -
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~~ TABLE 3- 34. INCIDENCE OF TAL1~ NG WITH RECRUITER/COUNSELOR AND/OR WTIH
- .. SOMEONE ELSE ABOUT ENLISTING/E)C~ENDING ENLJSfl~ NT

- - Potential Current
Enlistees Reservists

RECRUITER/COUNSELOR ~~S Veteran s ARNG ORC

Talked 653 5314 521 784
3t4~ 3 5 14. 5 26.9 40.6

-- Did not talk 1250 1445 11413 11l44
65.7 145. 14 73.0 59 .3

Don’t know/refused 
0J 0J 0J 0J

-~ SOMEONE ELSE

Talked 409 225 864 808
21.5 26.0 44.7 41.9

Did r -~-t talk 1495 725 1071 1121
78.5 74.0 - 55.3 58.1

t i
Perceived Obligations Mong Potential Enlistees

.1 Slightly more than half of the NPS sample (56.5%) indicated that they
thought there was a period of active duty for initial training . Only 13.6% ,

1 
however, were incorrect in their responses -- 29.9% did not know.

- .  
NPS respo ndents correctly rep orting that there was an active duty

require ment were asked how long that period of duty was. There were significant
1. difference s in perceptions . Of those respondents , 45.6% thought less

11

~ 
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than three months was required; 16.9% responded that three to four ua~iths
were required; and 37 .5% thought -that more than four months was required.
Only 146.5% of the eligible respondents , however, gave answers. The rest
indicated that they did not know.

Only 141.6% of the NPS sample correctly identified the number of weekends
per year required; 18.3% under’estineted the number of weekends required;
13 . 8% overestimated ; and 26.3% gave no answer. Arxng the Veterans ,
appro thnately two-thirds ( 67 .2% ) were correct with approximately one-tenth
underestimating (12 .4% ) , overestimating ( 10.5% ) , or answering that they
didn’t know ( 9 . 8 % ) .

Approximately two-thirds of the NPS sample ( 67.9% ) correctly identified
sinmer camp as required. Among the Veterans , 88.1% were correct.

Of those NPS respondents corr ectly identifying si.unne r camp as a require -
ment and willing to make an estiimate of the number of days required , 61.2%
were correct . Of those Veteran s resp ondents correctly identifying suirrre r
camp as a requirement and willing to make an estimate of the number of days
required , 83 .6% were correct .

Costs

Pote ntial Enlistees arid Current Reservists were aske d how much pay they
would expect to lose over a year as a result of attendi ng drills. Respondents
rep orted that atte nding drills would cost them either a great deal or very little .
Consideri ng only those responding and employed , nearly half of the Pote ntial
Enlistees (NPS 45 . 8% ; Veter ans 53. 1% ) arid the Cur rent Reservi sts (ARNG
146 . 7% ; ORC 1+9 .5% ) felt they would lose nothing . On the other hand , over 25%
of both the Potentia l Enlistees (NPS 31. 8%; Veter ans 2 14. 6% ) and Curren t
Reservists (ARNG 25.8%; ORC 25 .4% ) reported that it does or would cost
them more than $500 .

I 

~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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The amount of pay lost was correlated with enlistment/extension of
-_ enlistment propensity ( for Potentia l Enlistees and Current Reservist s) and

satisfaction with the Guard/Reserve (ARNG and ORC samples). Only for the
— Current Reservists samples were significant (low, but statistical ly significant )

correlations observed. Pay lost was observe d to con-elate with extension of
enlistment - .15 for the ARNG , and - .20 for the ORC sample . Pay lost correlat ed
with satisfaction with the Guard/Re serve - .14 for the ARNG , and -.18 for
the ORC sample .

Current Reservists samples were asked how much it cost them to attend
.1 training assemblies and summer camp . Among those responding , for the ABNG

- — sample , 39.2% felt that their expenses to attend Guard/Reserve assemblies
arid surruier camp were less than $100; 29% indicated tha t it cost them $100 —

$199; and 32 . 7% indicated that it cost them over $200 —- approximately half
of which thought that it cost them $200 — $299. For the ORC sample , 35.9%
felt that it cost them less than $100 , 28.3% indicated that it cost them
$100 — $199; and 35 . 8% indicated that it cost them over $200 --
approx imately half of which thoug ht it cost them $200 - $299. A corr elational

-

~~ analy sis of the relation between perceived expenses and extension of enlistment
propensity and with satisfaction with the Guard/Reserve found no significant

— relations hips. All correlations were less than . 10. These data would indicate
that costs directly associated with Guard/Reserve act ivity are not a weighty

— consideration in the decision of Curr ent Reservists to extend enlistme nt .

Training Center

Awareness of Training Cente r Locations Among Potential Enlistees

In the NPS sample , 78.8% indicated that they were aware of a training

• — center in their area ; 9.9% said there was not one in their area; and 11.3%
- - did riot know. In the Veterans sample , 87 .0% indicated that they were aware

of a training center in the ir area ; 5.9% said there was not one in their

F
II
II 
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Ii
area; and 7.0% indicated that they did not know. While this study did not 1 1
check on the correctness of their knowledge, it would appear that their
knowing whether a training center was available would not be a barrier to
-accession of Potential Enlistees. - -

Travel Time to Training Centers Among Current Reservists 1 1

In the ARNG sample , approximately one-third (32.4%) indicated that the I
one-way trave l tine to their regular training center was less than 15 minutes; 

-

-‘ approx imately one-third (3 1.2% ) said it took them 15 to 29 minutes ; and
approximately one-third said it took them longer than 29 minut es --

half of which thought it took them 30 - 1+4 minutes .

In the OI~ samp le , the different caipor ients varied so dramat ically t. J
(Air Reserve had the longest trave l time) that an average tine can be very -

misleading. More than half 0± the respondents (61.8% ) rep orte d that it took H
them less than 45 minutes to get to their training center .

Can-elations of tra vel tine with extension of enlis~ rent prop ensity 1
i i

and with satisfaction with the Guard/Reserve were found to be low (all less

than .10). Given that most trav el time was less than one hour , and that there L ~was no corre lation between travel time and satisfac tion , it is unlikely that
the amount of tine Current Reservists have to trave l would be a barrier to
extension of enlistment.

MOS/Specialty Rating /AFSC in Re lation to Veterans ’ Propensity to Enlist F
In an atte mpt to relate their prior experience in the military with

satisfaction with their military experiences and current enlistment propensity, l -

the Veterans were asked wheth er they received the MO S or Specialty Rating or AFSC

they wanted when they joined the service . Of those who expressed a preference,

58% received the MOS they wanted and 42% did not . In teni~ of their satisfaction

with their lIDS, 70. 4 % expressed at least sane satisfaction .

ii-
lt
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Table 3-35 shows the correlation matrix for satisfaction with tine in
service, satisfaction with MOS , receipt of desired MOS , arid enlistment
propensity. While all except one of the correlations are statistically
significant, only the three correlations between (1) satisfaction with MOS

11 and receipt of desired MOS, (2) satisfaction with tine in service and satisfaction

- - 
with MOS , and (3)  satisfaction with time in service and enlistment propensity,
account for enough variance to be worth reviewing. The more satisfied the
Veteran was with tine in the service the more likely he is to have a higher

- 

enlistment propensity for the Guard/Reserve and, satisfaction with time in
the service seems to be strongly correlated with satisfaction with the MOS he

- had while in the service . These data suggest that enlistees in the active
- ~~
. forces should be encouraged to express a desire for a job special ty. To

maximize the prop ensity of the men for further associat ion with the military
every effort should be made to see that a men is trained in his preferred
area .

1~

- 
— - TABLE 3-35 . CORRELATION MkTRIX FOR SATISFACflON WIT H TIME IN SERVICE , RECEIPT

I -. OF DESIR fl) MOS , SAT1SFAC1~ION WITH MOS , AND INTENTION TO ENLIST
FOR ‘i1~~ VETERANS SAMPLE

F
Satisfaction Satisfaction

-- With Time Receipt of With
In Service Desired MOS lIDS

Receipt of desired lIDS .08
I

-,; p~C .O l

Satisfaction with lIDS .144 .2 1+
-- p~.001 p (.O0l

- Extension of enlistment intention .2 6 .00 .11
p~ . 001 P<.1+1+2 P~ .00l

~
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Knowledge of Retirement Benefits An~ng Current Reservists I -

Eighty-t wo percent (82% ) of the ARNG sample and 71.5% of the ORC sample
knew that they had to be in the Guar d/Reserve 20 years before receiving

retirement benefits . This suggests that interest in this benefit is high .

The message has been lear ned.

The Effect of Explaining Benefits on Extension of Enlistment Propensity for
Current Reservists 

- -

i i
Only 41.8% of the ARNG sample and 145 . 7% of the ORC sample indicated

that most of the benef its offere d by the Guard/Reserve had been explained to

them. Correlations between benefits explained and extens ion propensity were - - 
-

low for both the ARNG (r = .13) and ORC (r = .04) samp les . Between benefits

explained and satisfa ction with the Guard /Reserve they were somewhat higher ,

but still low ( for ARNG , r = .20; for ORC , r .16) .  As such , there app ears

to be only a low but statistic ally significdnt re lation between benefits

explained and extension of enlistment pro pensity . These data indicate a feeling

that rot enough of the benefits had been explained. Such feelings should not

act as a barri er to extension of enlistment , nor should they rule out the

use of new or erthanoed benefit infor mation.

Satisfaction with Tine in Service arid Propensity to Extend Enlistm ent Among
Current Reservi sts

For the Veterans sample , satisfacti on with tine in service tended to

correlate at an acceptable level with enlistment intention. A similar analysis

was done for Current Reservists where general satisfaction with the Guard/
Reserve was correlated with extension of enlistment propensity. Extension of
enlistment propensity correlated with general satisfaction with the Reserve/
Guard exceptionally well — for the ARNG sample, r = .61, p < .001;

in t~e ORC sample, r .60 , p < .001. This result points out the possibility

that a generel satisfaction index obtained from Current Reservists may be a
reascnably good lead indicator of fut~~e propensity.

I -
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a.

1 3.5 Development of Accession and Retention Strateg ies
4.

- - The previous section on perceptions , attitudes and motivations provided
-‘ many significant results. ~~ile implications can be directly drawn fran

- 1. each result , it is more fruitful to canbine the results to plan ccznprehensive
strategies. This section suggests an approach for canbining data and

presents potential strategies which might facilitate accession and retention

I. of enlisted pers onnel in the Guard /Reserve .

- - 
The strat egies developed here are based solely on the findings in this

study . ~~ether any or all are iinpl~ nenta ble will depend upon whether they
are canpatible with other on-going accession and retention efforts and current

[ ~~D policy .

3.5.1 Approach to Generation of Strategies

‘IWo general principles should be followed in the generation of strategies

- 
to facilitate accession and retent ion of enlisted personnel in the Guard/
Reserve.

- 
1. Select sets of concepts which are potentially powerful in

1. fostering accession and retention.
2. Identify which conditions of the Guard/Reserve must be retained

[I and which must be dramatically changed in order to make the
Guard/Reserve experience consonant with those concepts which
foster accession and retention.

• The steps involved in apply ing these principles are as follows :

Select the Q~ncepts for a Str ate~~r

1~ The strate~ ’ may be based on one or more perceptual, attitudinal or noti-
vatio na]. statement s examined previously . Some may also be based on a collection
of underlying ideas called FHID ’s. PHID ’s provide statistically verified ,

P
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stable collections of ideas .
The number of concepts selected to create a single strategy should be

limited to three or fewer. More would be hard to handle simultaneously .
The selection involves four steps :

1. Choose the concept which is most important (it is necessary to can—
municate features to which the listen9r will pay attention ) .~~~~~ The
importance data is used in this step.

2. Deter-mine if the degree to which the concept is perceived as
achievable in the Guard/Reserve is related to propensity to
enlist/extend , i.e. , examine the corr elation of achievability
with propensity . (The cctTununications will be designed to change
people’s beliefs. This correlation indicates whether the change

has the potent ial to inf luence accession and/or retention. )
3.  Repeat the above two steps with the next few concepts . Pick the

one which maximizes both the inportance ratings and the correlation
between achievability and propensity.

14. If more than one concept is being selected make sure they do not
duplicate one another . 2)

Identify Conditions of the Guard/Reserve to be Made Consonant with the
Strategy

1. Determine if the concepts selected are already believed i.e. , people
already feel they are a condition of Guard/Reserve participation . If so ,
the referrent condition in the Guard/Reserve should be retained and
emphasized .

2.  If the concept (s) is(are) not believed , then drametic changes
have to be made .

For example, data indicat ed that the Veterans do not believe that they can

Segrentation strate gies could be developed using the correlations of
inportant FHID ’ s with intention to enlist/exte nd . However , the implementation F 

I
of any strategy seema complex enough without pursuing a se~~ented one. t2) The FHID ’ 5 minimize duplication . Single attitude statements may duplica te
one another. The factor ana lyses presented in Voluae II indicate the degree
of overlap .

_________________________________ —-——— -— -
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I retain their long hair. If long hair is one variable in the concept of self-
actualizing and this concept were to be selected as a focus of the strategy
(it wasn ’t selected ) , some policy change would have to be made regarding
hair which might dramatically alter the Veterans ’ beliefs .~-~

Similar ly , Current Reservists do not think that Unit Training Assemblies
(~frA ’ s) are worthwhile . Should the concept of becoming combat ready be chosen ,

— UTA activity would have to be markedly upgraded. This nay involve policy
changes relative to training approaches or tec~~iical changes in training
activities. In either case , it would require an active effort to make training
conditions in the Guard/Reserve consonant with the strategy .

3.5.2 Generation of Potential Strategies
4.

Several strategies are presented in this section. Specific tactics for
implei~enting these strategies are also provided. However, these tactics may

r be inpractical or ruled out for policy reasons. They are for illustrative

purposes only.

j  Strategy 1. Getting Ahead in the World, Vocationally and Socially

This strategy is applicable to Potential Enlistees and Current Reservists.

Step 1. Select the Concept

This strategy evolved from responses of Potential Enlistees and Current
Reservists to questions regarding life goals arid reasons for enlisting/extending

• r enlistment. It is based on two concepts which were both very important to the
I respondents and had high corre lations between perceive d achievability and

propensi ty to enlist/extend enlistment .

~~~ iL
p 1) Ethics require that atte mpts to chan ge beliefs must be based on making them

canpatible with the true state of affairs , i . e. ,  in this example , Veterans
would not be told they could keep their hair unless it were true .

In
_ _ _ _ _ _ _ _  

-a

_ _ _ _ _  ~ - - -~~ -~~~~~~~~~~~ 
_ _ _ _
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Concept 1 (Frczn Life Goals Questions) -

• Work that is challenging
Participating in activities that are exciting and adventurous
Being able to make my own decisions

Concept 2 (Fran Importance of Reasons Questions)l)

• Making good friend s

• Being a member of a team

• Developing my potential

Both concepts are similar in that they both refer to self actualization ,
They differ in the area in which developnent is sought. One stresses
intellectual/vocational expertise developnent. The other stresses social
involvement and social developnent .

The two concepts could be used to develop separate approaches to the

“Getting Ahead” strategy or could be used jointly . There is no reason to
suspect that a joint strategy would be more or less efficient than separate
strategies . If they are cai~ined, the approach might be to say , “Because
Concept 1 is true, then Concept 2 is true,” e .g . ,  “Because a Guardsman/
Reservist is an expert , he has many friends .”

Concept 1, by itself , could be implemented in several ways . The
following two nay serve as examples . First , expertise involved in the
successful cc-!W letion of exciting and challenging work could be related to
decision making. The inference would be that the Guard/Reserve activities
would aid in increasi ng vocational success. To facilitate this approach ,
the policy of allowing an enlistee to select an area of specialization could
be reinstituted. Should the chosen area re late to the enlistee ’s vocation ,
it would not be too difficult for him to perceive arid accept the idea that
increased challenge and proficiency in his Guard/Reserve job could lead to
increased challenges, responsibility and rewards at his full-time job . If
the chosen area of specialization were related to his avocation, the increased
challenge and opportunity for decision making could be directly related to
his activity in the Guard/Reserve .

1) For the ARNG, Concept #2 was not the second most effective concept . However,
the aifference was ininiscule between it and the other potential concepts ,
and its inclusion allows the development of a caruion strategy.

~~~~~~~~~~~~~~~~ 
— 
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- This approach has more credi.biity than one might suspect . The Inter-
actiona]. Correspondence School has been successful ly employing a str ategy

- 
incorporating the three elements of Concept 1 for over 50 years. They are

~ I 
still successfully employing them today .

There are two problems with this type of implementat ion . First , it is a
I weak one to use to retain Current Reservists or to enlist Veterans. Current

Reservists and Veterans may not believe that current Guard/Reserve activities
- are capable of providing the skills or opportunities to reach the goal.

Before they would believe it , perceptible improvement in UTA activiti es would
have to occur. A second problem with this implementation approach is that

~~tential Enlistees do not perceive “training to prepare me for a civilian
job” as very important . In fact , of all the reasons for jo ining the Guard/
Reserve, this is the least impci~*ant to Potential Enlistees .

A second implementation apj~-oach could involve the possibility of achieve-
ment within the Guard/Reserve organization . To borr ow from the Marine Corps
slogan , the idea one might want to caninunicate is that the Guard/Reserve wants

- sane men to become skilled experts in various areas and to become involved

in making crucial decisions about security affairs around the world . The
- - current Army Reserve advertising campaign incorpora tes one aspect of this
•. strategy by portraying different, interesting occupational skills available .

T - Concept 2 includes three seemingly disparate themes —- “developing one’s
own potential ,“ “making friends ,” and “working as a member of a team”, however ,

-- it is a psychologically valid cluster . Evaluation of one’s own achievements
-. or potential is done primarily in a social context . The person acquires much

• of his belief that he is , indeed , developing in potential if “friends ” and
- L. “team members” tell him he is doing so.

. 
This concept is being partially implemented now in sane DoD corrinunication~

which refer to joining a team, etc . This study did not measure reactions to
that implementation. However , these data suggest that people should be encouraged
to perceive that joining a team would be quickly associated with making friends
arid developing one ’s potential -- i . e . ,  joi n the team “to make friends and

II
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influence people” , and , as an important outcome , develop one ‘s social
potential.

Step 2. Identify if Changes are Required to Make the Str ate~~ Consonant
with the Guard/Reserve Experience

There is modest agreement anong Potential Enlistees and Current Reservists
that the Guard /Reserve experience is or could be challenging and exciting . How-
ever , very few believe that the military allows people to make their own
decisions . This poses a severe problem for a strategy using Concept 1. It
would appear as a blatant falsehood

A tactic for chang ing belief could be to show the diverse types of
difficult decisions that enlisted personnel face in using their sophisticated
skills acquired in the Guard/Reserve .

Beliefs about the variables in Concept 2 are mixed. Both Potential
flflistees and Current Reservists accept the idea that Guard/Reserve membership
will make them a “team member . ” Current Reservists also believe that they
make “good friends .” The Veterans , also accept the idea of making “good
friends . ” Non-Prior Service men , who have not had military experience do not
have as strong a belief about it. However , this is not a major problem. Minor -

adjus -bnents to Guard/Reserve cormiunications are probably all that are -

required to stress this point . -

This is not the case with the idea of “developing my potential” . Those -

with more experience (Veterans and Current Reservists) do not believe it. Non—
Prior Service men are less skeptica l , but , nonetheless, are still skeptical. -

Changing this belief would require changes in the actual experiences that 
-

Reservists encounter. This is more difficult than changing the thrust of 
-

caiinunicat ions to make it sound more believable ,

Assessment of the “Getting Mead in the World” Strategy i - 
- 

-

The strategy is fairly effective to highly effective as an accession

F ’

I:
-

~

--- -

~

-

~
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~

- - - =—~~~~~~ - -



~ - --—-~~~- - ‘ - ‘-- ‘~~~~~~~~~ — - ~~~~ — ------ -—— —— — —--~~ --~~~~

—103—

- strategy and less effective as a retention strategy .

Strategy 2. Family Orientation

This strategy is applicable to Potent ial Enlistees and Current Reservists .

Step 1. Select the Concett

This strategy is derived fran consideration of responses to the questions
about the types of conditions respondents thought would result if they enlisted/
extended enlistrient in the Guard/Reserves

There are three variables , all of which are very important to Potential
- Enlistees and Current Reservists arid all of which have re latively high

correlations with enlisbnent/extension prope~ sity .~~ These are :

- . Would take too much time away fran your family .
- . Cause you problems with your job because of Guard/Reserve obligations.

- - . Would take too much time away fran your personal social activities.

- For Current Reservists four other variables in order of importance are:
- .  

. Unit training assemblies would (not) 2) prepare you to be canbat ready .
Classes would be cancelled or scheduled at the last minute without

- much planning.

• - . Summer training camp would (not)2) prepare you to be combat ready.

- . Would attend drills that are a waste of time.
- 

- The problem is that the Guard/Reserve takes up social and family time , and
in addition , is often a waste of t ime . One way to convert the problem into an

- opportunity would be to incorporate more family related activities into the

- 
program . For example, wives and children might be offered training in medical
assistance during training weekends as a supplementary resource in time of

j carvmini ty disaster . Another possible app roach would be to make Guard/Reserve
* activities more visible to the corrinunity so that wives , children , and employers

- 
~~. 

1) The correlat ion i~ between likelihood of conditions and propensity to
enlist/extend .

2) The word ing has been revised to make the direction of the correlatio ns
consistent .

-
Ii
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could be r~otz1 of their spouse ’s, father ’ s , or employee ‘ s involvement .
For ex nj.._-~, the Guard/Reserve could play in caiimunity softball leagues to
assis t local charities.

For Current Reservists, who have had direct experience , the loss of
family and social time is cc*npounded by the feeling that time spent in the
Guard/Reserve is wasted . Improvement in UTA activities would be necessary to
change this feeling.

Step 2. Identify If Changes are Required to Make the Strategy Consonant
with the Guard/Reserve Dcperience

The second step in developing a strategy is to identify if dramatic changes
are required or if existing features of the Guard/Reserve sys tem can be main-
tained. For Potential Enlistees , the social , family and personal problems
are perceived as likely to occur , but they are not among the most likely
perceived conditions. This is crucial. If they were among the most likely ,
it might be impossible to use this strategy because the resistance to believing
the Guard/Reserve could change would be too great . Thus , while it is feasible
to use this strategy it will be necessary to make relative ly dramatic changes
to convince a Potential fl-ilistee that family life and social life will not be
disrupted. The data suggest that without such signif icant changes a “Family
Orientation ” strategy will not work with Potential Enlistees.

Current Reservists will be even more cynical or difficult to convince
that the fami ly strategy is consonant with the Guard/Reserve activities . This
is also -true with respect to believing that UTA’ s will help then beccine canbat
ready , i .e . ,  it will be difficult to convince them that waste of tine
can be eliminated . Changes to affect these beliefs will have to be very
dramatic to positively affect retent ion with this str ategy . In fact , problems
involved in chang ing these beliefs may be insutmountable .

Assessment of the “Fami ly Orientation ” Strategy

If changes can be made to alter the beliefs , this strategy should work
fairly ~~ll for retention of Current Reservists. It would be somewhat less
effective for Potential Enuistees. 

- -

_ -- _ _ _ - _ _ _ -—- _ - _ _ 
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Strategy 3 —- New Social Interactions

This stra tegy is applicable to Potential Enlistees .

- Step 1. Select the Concept

This strategy is developed on the basis of attitudes towards organizations
- and groups.1) , 2) 

~\.io concepts have apparent influence on Potential Enlistees :

- New Friendships and Environment
- Gregariousness

The concept of new friendship s and environment , however , appears to exert

the greate r influence . The concept of gregariousness funct ions to reinforce
- - the new frien dship part of the first concept. The correlation between gre-
- gariousness and prope nsity for enlistment is not as high as the correlation

- - between new friendships and propensity for enlistment .
- _ The variables determining new friendships and environment are:
- 

. Belonging to the National Guard or Reserve would give me a chance
- to get away from my everyday life for awhile.

. The Nationa l Guard or Reserve is a place to meet good buddies and
make lasting friendships .

The variables determining gregariousness are :
— . In my spare time, I prefer doing things with others , rather than

being by myself.
I like to belong to organizations or groups which help me find more

1. interesting things to do than being on my own.

The respondents indicated that the Guard/Reserve offers an opportunity to
change social patterns (i.e., doing new or different activities), in addition
to serving as a social platform (e.g., ability to meet new people). This is

-
- IT also an extension of the family orientation concept derived in Strategy 2.

The relation can be seen in that , for both strategies , a personal involve-
ment is the center of focus . However , in Strate gy 2 , there is a definite need

.t

II 1) 

-

Because no data on importance were obtained , the analysis was confined to
investigation of item corre lations with propensity for enlistment .

2) Because of the range of attitudes towards organizations and ~rvups concepts
examined, the inspection of the results was confined to pr eviaisly determined

I 
FHID’ s and their subset of items.

- -~~~~~~~~~ --—— -~~-~~~~~~~ ~~- ~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ---— -- - - - - —-
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to include the whole family in order to create a more positive attitude toward

enlisbnent/extension of enlistment in the Guard/Reserve. To imp lement

Strategy 3 , a wide range of exciting activities and functions available to

Guardsmen and Reservists should be coninenced. The activities and functions

should be those not available in everyday civilian life and , thus , novelty

or change can be inte rjected .
In addition , the Guard/Reserve should make aware the close friendships

that can develop during Multiple Unit Training Assemblies ( MUTA’ s) and sumi~r

camp . As an extension of this idea , it can be demonstr ated to Potential

Enlistees that the involvement in the Guard/Reserve need not be limited to

the Guardsmen or Reservists . Throu gh development of fami ly activities , it

can be shown how he can involve the family. This would be a ir~.iltipu rpose

implementation . It would also be useful in implementing the “Fami ly Orientation ”

strategy. In other words, one tactic can be used to implement parts of —

several strategies.

Step 2. Identif y if Changes are Re9uired to Make the Strate gy Consonant
with a Gua rd /Reserve Exper ience

The variables which comprise the new friendships ar id environment concept

offer both the best possibilities and the most difficult problems in dealin g

with Potential Enlistees . The item -- The Natio nal Guard or Reserve is a

place to meet good buddies and make lasting friendships -- is only moderately

believed to be tr ue . However , among Current Reservi sts, there is strong

positive agreement with this statem ent. The effort should focus on trans-

mitting the Current Reservists’ beliefs to the Potential Enlistees. Such

informat ion should be effective as Potential Enlistees already believe it to

sane degree.
The greater concern is with the second feature of the concept -- “Getting

away fran my everyday life”. Belief in this idea is very low. To change this

belief would require the restructuring of Gua rd/Reserve tasks so that they are [
fun or quite diverse fran civilian life . Even this may not be sufficient . The

item of getting away fran civilian life may be incompatible with serving only 1~1

a weekend a month or a few weeks a year. Perhaps a better possibility is to

ccnnunicate the idea of “taking a break fran civilian life” .

~~~~ - ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ —-- - ~~~~~~~~~~~~~~~~~~~~~~~~~~
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Assessment of New Social Interactions Strate gy .

- 
Without substant ial alterations of beliefs about the differences

between civilian life and Guard/Reserves and the pdssibilities of finding
new friendships in the Guard/Reserve, this strategy would have only a moderate

- 

chance of attracting Potential Enlistees. With the changes discussed, the

value of the strategy would be reasonably good)-~

Strategy ~ -- Pride

I I This strategy is applicabl e to Current Reservists , It was developed on

- 
the basis of attitudes towards organizations an i groups,

1 1-i 
_______ ______________________
Step 1. Select the Concept

For Currer~ Reservists one strong concept can be developed —— Pride.
The variables related to this concept are:

. I am proud to be a member of the Reserve/Guard
Belonging to the National Guard or Reserve would give me a chance

1 - to get away from my everyday life for awhile,

• I like to become involved in projects in my carmunity .

These variables ind icate that one important aspect of pride is related
to work in the form of corrununity projects and that it is being sought in

1. activities that are unique to the Guard/Reserve.

r - Implementation of this strategy requires the cooperation of the cciiniunIty.

1. Both opportunities to perform public service functions and to be visibly and

- 
amply rewarded for then is necessary . These functions should be of the type
in which the Guardsmen and Reservists cannot readily participate in their
civilian roles. For most effectiveness, these functions should be of the type

- 

that would not be accomplished unless performed by the Guard/Reserve.

1) There were no importance ratings for the attitudes toward organizations
and groups. These conclusions therefore are weaker than those given forII the previ ous two strategies.

II 
--- ‘- -- - - -~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~-—
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Step 2. Identify if Changes are Required in Order to Make a Guard/
Reserve Experience Consonant with the Strategy

The data show that the Ar~~’ National Guard members believe that it is
possible to feel pride about their activities to a greater degr ee than Other
Reserve Cc*iponents members do. This implies that the Other Reserve Components
might welcome the opportunity to participate in activities which generate pride,
e.g., notable work in the comrm~nity. Clearly , a change would have to be made
in ccirrnunity orientation and involvement of Other Reserve Components member s,
if this strategy is to succeed. The low belief in the ability to get away
from one ‘ s everyday lif e means that opportunities created for community
involvement should be unique .

Implementation of this strategy requires the emphasis of Guard/Reserve
activitie s seen as important by the community and the positive feedback from
the carniunity concerning these activities. This stra tegy requires community
oriented activity change within the Guard/Reserve. It also requires effective
public relations activities within the carimunity. Data collected from the

NPS sample indicate that the community respect for the Guard/Reserve is greater
than the Guard/Reserve perceive it to be. This community respect should be
communicated to the Guard/Reserve.

Assessment of Pride Strategy

Currently , it has mixed possibilities because of the differences between
the Guard and Reserve members ’ beliefs about opportunities to participa te in
community activities. The strategy could be very useful if the Guardsmen and
Reservis ts believed the opportunities existed.

Variables that Are Not Likely to be Useful in Other Strategies

There are a ni.unber of variables which have not been used in the
four strategies presented. The data indicated that many of these variable s
will not be useful in developing other accession and retention strategies .
They are rated too low in importance.l) (While these specific variables will
not be useful , varia nts of them could potential ly be useful.) Among the

1) This j udgment was usually based on the Lelat ve importance of the item.

_~
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variables asked about in “life goals ” arid “reasons for joining” , the ones
which may be less useful include:

Training to prepare me for a civilian job (NPS and
- 4 •

Veterans only).

• Chance to use my hobbies or interests.
• Chance to maintain grade (Ve terans only).~~
• Chance to maintain MOS (Veteran s only).2~
• Opportunity to earn extra income. (This is

marginal for Current Reservists.)
Obedience .

..

• Being patient and waiting a long tine to get what I want
P’~~igriition and status .

• A comfortable life without a lot of problems.

- I .. “Life goals” arid “reasons for j oining” variables which should be avoided

- J because strong belief in them would not necessarily lead to accession and

~ 
jj retention include :

• A country protected fran attack (NPS and Veterans only) .
— . Making good money (NP S and Veterans only).

. Serving my country (NPS arid Veterans only).

• Serving my community (NPS and Veterans only).

Among the conditions that might occur while in or as a result of being
in the Guard /Reserve , the variables that are too low in relative importance
to be usefu l in strategies include :

r . Fair prax )tions .
Ooportun ities for pr omotions .

r • Letting hair be long (NPS and Veterans only).

• ~~‘ills not a waste of time ( unimportant only for the NPS
and Vete rans ).

I . Being hassled (although this is somewhat important as a
predictor of propensity for Veterans ).

These items may be very effective when the person still is in active duty
status and the prestige of grade and a unique MOS is still operati ng.

Jj However, as context is lost , the usefulness of the strategie s diminish.
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For Current Reservists , almost any improvement in the Guard/Reserve
operations are correlated with prop ensity to extend enlistment , e.g. ,
“fair promotions ” , “modern equipment available . ” Such improvements would
be useful in retention strategies. However, by comparison to the factors
involving “no canbat readiness” and “drills being a waste of time” , such
improvements are just less important .

For the NPS and Veterans , it would not be useful to have a strategy
based on the concept of the likelihood of being calle d up to active duty .

While this concept is important , it doesn ’t matter whether they believe it
or not -- i .e . ,  believing this more won ’t produce accession .

Due to a lack of importance ratings of att itude s toward organi zations
and groups , it is not possible to assert , with any great reliability, what
vari ables in this category will not be useful . All except the att itude about
the country being too militaristic show some degree of correlation with
enlistment prop ensity among Potential Enlistees , and are therefore candidates
for consideration in accession strateg ies. Ratings of the ir importance ,

should they become available , will help sort out the more useful from the less

useful .

I
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I
Associates for Rcse..rch in Behavior, Inc.

- 7 3’IOl Mar3~et Street April, 1977

~ I 
Philadelphia, Pennsylvania 19104 1 — 4

~i.ism~
rr ~rUDy —- GR~ lP C S~R~~ 4ER S

• Hello, I’m fran Associates for Research in Behavior , a research o~~pany in
Philadelphia. May I please speak with (NA~1E ON CAR))? We are ~~~ductii ig a swwy for
the Federal Goveri a~~ t abut bthich you recently received a letter.

1. Are you cwr’ently a nen~er of the Ar~~i National Guard?
iC ) Yes 2( ) No (DID Th’~ RVEW)

2. IF YES:
A’~ you c~wrently serving your ffrst term of enlis~ient?

1( ) Yes 2( ) No (DID Th’I~~VID1)

3. Are you n~~ in paid drill status in the Guard, that is, attending night or i~ ekend
• • ,z,it b,eining assethlies and/or s’imer tra.ining canp? -

l( ) Yes 2( ) No (D~ D~TERVI~~)

3a. Have you ever served in active d’.ity in a regular ca~~*~er~t (Axe~r , Navy, Marines,
- * Aix’ Force, Coast Guard)?

1( ) Yes 2( ) N o (#4 NDCr)

3b. IF YES:
~a~ich c~~~~~nt?

iC ) Army 4 ( ) Aix’ Force
- 2 C ) Navy SC ) Coast Guard

3( ) Marine Corps.

- - 4. In ~~at iranth and year’ did you jo in the Army Natianal Guard?
Manth Year

- .  

6— iC ) January 7( ) July 7— l( ) 1970 or ear~lier
£ 2( ) February BC ) A~igust 2( ) 1971
I 3( ) March 9C ) Septeeber 3( ) 1972

&e ( ) April OC ) October 4( ) 1973
SC ) May XC ) Noven’ber SC ) 1974 or later
6( ) Jt,~e YC ) ~~o~ nber

--  
IT ~~FORE MAY 1971, DW nntRVm4.
IF AF1~~ MAY 1973 AND HAS ANSW~~~ “NO” ‘10 #3a , fl4D Dfl~~V~~W.
IT ATTD~ MAY 1973 AND HAS ANSW~~ED “YES” ‘ID #3a , ASK 04a ND~T.

I 
_ _  
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‘ea. In ~t~t i~~ th and year did you go in active duty with the (HA~1E ANSW~~ ‘ID #3b)?

Nonth Year

1C ) January 7C ) July 1( ) 1970 or’ earlier L -
2( ) February BC ) August 2C ) 1971
3( ) March 9C ) Septenber 3( ) 1972
4C ) April 0( ) October 4 C ) 1973
SC ) May XC ) Noveeher SC ) 1974 or later - -

SC ) J ~s~e YC ) Deoenber

IF ~~‘ORE MAY 1971 D~D IN’r~~VIEW.

IT pirrER MAY 1973 ~~D D1T~~VI~~.

5. Na~ old are you?
8— 1C ) 21- 24 3C ) 30 - 34

2( ) 25 — 29 4( ) 35 — 40

6. baiat is the last year of school or college you cai~1eted?

9— 1C ) Less than high school ~ ‘aduate
2 C ) High school ~~‘aduate
3C ) Vocational school/U’a.thin g after high school
4( ) Sore college
SC ) College ~~aduate
6( ) Post ~ ‘aduate work

A~~~~~S
criY STATE ZIP__________
D1?ERVEWD

~ 

D~ITE_________

~~
W L E S

~~~~~

- i  

L
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— Associates fcv ~~~~arc-~ .~n Se~ avior, Inc. April , 1977
3401 Mar.kat Street Jab 08147
Philadelphia, Pennsylvania 19104

D~LIS’1~-1D1r STUDY — GROUP C QUESTI~~NAIRE

Any information you give us is held cai ’letely confidential by our fine. Participation
in the survey is volts~tary and there wil.l be no ~~~sequenoes for fa.tb.s-e to respond

~ I 
to any particular question.

1, Are you cw’reritly attending any type of school or college?

j 10— IC ) Yes (#3 NDCT) 2( ) No
1 2. Are you planning to ~ttand any type of school or college in the next year or so?

r 3.1— 1( ) Yes 2( ) No (#6 ND~T)

1 3. IF YES DJ #1 OR #2:

~i~at type of school are you attending/planning to attend?
12- 1( ) High school

I 
2( .)  Voeatianal/traiidrig school after high school (06 NDCT)

. 3( ) ~flao-year college (#5 NI CT)
k( ) Four-year college (#5 MDCI)

4. I T H I~ i SCHOOL:
1~ you plan -to cceplete your high school edt~ atico?
13— iC ) Yes (#6 NDCT) 2( ) No (#6 MDC?)

5. IF~~~U.~~E~~4 #3:
i~at type of degree do you plan to get?

14— l( ) Associate (A.A./A.S. ) 3( ) Masters (M.A.IM.S.)
2( ) Bachelor CB.A./ L S.) 4( ) D~etcrate (Ph.D.)

SC ) P ofessional de~~’ee (1~ ctor,dentist,
1 6. Are you currently e~~1oyed? ].awyer,etc.-~

),DDO,L1D,etc.)
15— l( ) Yes 2( ) No (#10 MDC? )

7. IF ?ES:
Is that full tine or part tine?

- -  16— l( ) FtaU 3( ) Both
2C )~Part

- 7— 8. ~~at is :‘c~ ’ (full tine) occupation?_________________________________________

- Se. Are you imployed by
18- 1( ) The federal governne nt , SC ) Sa~eane else , or_______________

2( ) The s-tate govezrmen t , WRITE 12~
- 

- - 3C ) A local goverrment , SC ) Are you self e~çloyed?
8( ) Private business or industry

- 
b. ~~~ long have you been esployed there?

19— l( ) Less •than 6 aanths SC ) 3 — 4 years
• 2 C ) 6 ~~-tt}e — 1 year SC ) 4 — 5 years

3( )1—2years 7( ) 5 — S y e a r s
- ~C ) 2 — 3 years SC ) 6 ysar’s or

a. IT 1tE~~AL OR STATE Q~V~~NMD4T Di Q. Re:
- - Are you a civilian techoicien for a Q~iard ~siit?

20— 1C )Yes 2C )N o

F 
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10. Iiien you gc to annual s~mrer treining c.~p f o r  the Guard, do you get the tine for
it fran your enployer, as: - -

21- 1C ) Vacation, or (#12 NDCT) 2( ) Tine off?
11. IF TD~~ OFF:

~~ you get the tine of f  with:
22— ].C ) Full pay,

2 C ) The difference in pay bet~een what you get fran the Guard and
what your enployer pays you, or

3( ) Without pay?

12. If you were not in the Guard, what would you do with the tine you are now dewoting

23- iC ) W3rking, take a part-time job , etc.
24- 2( ) Belong to club, or~anizatiorn , etc.25— 3( ) Relax, rest , nothing
26— C ) Othrr

WRITE IN
i~. There are a nuther’ of things which yowng sen y~ n’ age might consider in the next few

years when your c~~rent term in the Guard is up. For exasple, ~~~ likely would you
be to extend your’ erths-~rent in the Guard — would you say that you would:
27- l( ) Definitely extend enlis-thent ,

2( ) Probably extend enlis-thent,
3( ) Might extend enlis-tnent , 

______‘e( ) Probably not extend enlis thent, 1 .16 MDCI5 ( ) Definitely not extend enlisuie~~~J
18. For how long would you extend your enlizbnent if soreone in your Guard tmit asked

you to extend?

28- iC ) ~ e year SC ) Five year’s
2( ) 

~~~
— years SC ) Six years

3( ) ‘Three years 7C ) 1’bxe than 6 years
4( ) Four years SC ) ~~ n’t )a~ow

29— -

30- 15. In total, )~~~~i ~~~y years do you e~çect to stay In the Guard?____________________

16. )b~, W~ 1y iaxdd you say you would be to extend y~ u enlisthent in the Guard when
y~ r ~ g~ent t~~m is up if (NN~ E’~1D~’r) — would you definitely extend your
.n1is ~~~nt , prob.~iy extend, might extend , probably not extend, or definitely not
extend yaw en1ip~~~~t?

~ ctend Not Extend
Definitely Probably ~~~~~ Probably Definitely - 

-

a. ‘fler. mere a possibility of ~~~? 31— l( ) 2( ) BC ) ‘eC ) SC )
b. If these iesre en actual war? 32— 1( ) 2C ) 3( ) le( ) SC )

33- 17. Pls e think carefully r~~i about the idea of extending yc.~n’ enlisthent . Wiat is -the •

ae enst 1i~~ortmnt thing ~~~t would cause you to extend your term of enlis~~~nt?

15. Did a caseer ccwa.lor ever talk with you about extending your’ term of snli,~~~nt
in the Guard?
36~~ 1( ~~~~ 2C ) N o

- - - ——---- --
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- 19. Have you ever talked with anyone else about extending your enlisthent In the Guard?- 37— i( ) Yes 2( ) No (022 MDCI)

20. IF Y~~:- j With wham did you talk? READ LIST. QCCK ALL NN~~ BY RESPCt~DD~T
Q. 121

- 
Q.~~” Thcourage Discourage

- Strongly Sonewhat Neither Saiewhat Stra~glv

- 38— l( ) Friend in Guaro ‘4 3— l( ) 2( ) 3C ) ‘e( ) S C )
39.. 2( ) Scrneone else in the C ’~~d ‘4k— l( > 2C ) BC ) 

~4< ) S C )
‘40— 3( ) Parents inS— l( ) 2( ) BC ) InC ) 5( )
$41— “C ) Wife or girlfriend 146— l( ) 2( ) 3( ) k( ) S C )
82— SC ) fliployer ‘47.. lC ) 2C ) BC ) 4C ) SC)

1 ’  21. 1~)R EACI PERSC~4 TAU~~ WITH IN #20, ASK:
Ib~ ~~~ ngly did (N~IC P~~SON) encourage or discourage you about extending your
enlis-~ ent in the Guard? Did CNA~~ P~~SON ) strongly encourage you, sceewbat
encourage you , neither encourage nor discourage you, sareuhat discourage you, or

- 
strongly discourage you? RECORD A3)VE

- 22. l~~ long does it take you to go one wey to your regular tr’aining center?

$48— l( ) Less than 15 minutes 6( ) 1¼ bows, less than l~
- 2( )l5 — 29 nninutes 7C ) l ½ how’s, less th a n l3 /4

3C ) 30 — ‘44 minute s SC ) 1 3/4 hours, less than 2
1 

I nC )‘nS — S9 minutes sC ) 2 ~~~ n ’s o r e o r e
SC ) 1 hr., less than 1¼ (60—84 nuns.)

1 23. What is your cw~ent grede in the Guard?
j  ~~ 1C ) E — 1  SC ) E — 6- . 2 ( ) E — 2  7( ) E — 7

BC ) E — 3  SC ) E — 8
In C ) E — I n SC ) E — 9

~o_ SC ) E — 5
51— -

52— 24. What is your MOS?__________________________________________________________
- 

I
25. Are you currently receiving aviation or hazardous duty pay?

~~~~~ 
lC ) Yes 2 C )No

26. ~~ let ’s talk about benefits that may be offered by the Guard. First, own you
tell ne if financial assistance for education or training beyond high school is
available to you fran the Guard?

- 56— 1C ) Yes 2( ) No (#30 MDCI )
- -  27. IF YES:

~~ you use the financial educatianal assistance offered by the Guard?
- 5’~ 1C ) Yes 2C ) No

28. What types of schools or collages can you attend and get financial educational
assistance fz~~n the Guard?

- - SR— 1(. ) High ithool 6’n SC ) ~~ i’t ~IC~M
59- 2( ) Vocational or trelning sd~ool other than high ichool

- 60- 3C ) Jtmior college (2 years)
61— I n C ) Regular college (‘4 years)

• - 62— SC ) Post graduate colleges
63— OC )Other___________________________________________

-

~~~~ 

- - .

— 

1~~
___ 1_ _ 

_ _  
______ ____________ ________
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29. What percent of your expenses for education or training beyond high school do you
think the Guard pays ?

65— 1( ) 50% SC ) $300/year
2C ) 100% SC ) $500/year
3 C ) Other % 7C ) Other $ ai~ ixnts
‘. ) $250/year SC ) ~~ n ’t )anou~

30. W~. m.~ny years o.~ yo~i have to be in the Gusl-d before you can start collecting I -
‘~et2rejexit benefits. -

66— 1( ) tkider 20 years 3( ) Pt,re than 20 year’s I i2C ) 20 years ‘IC ) ~~ n ’t )o~ai

31. The Guar d offer’s a variety of benefits to its wwrbers. Ho., owuy of the benefits
offered by the Guard ~~uld you say ha .  been ~ çu1airned to you:
67- l( ) £11 the benefits were explained to you,

2( ) Pbst of the benefits var’s explained to you,
3( ) Scma of the benefits were explained ,
In C ) C~ily a few of the benefits were explained , or
5( ) Alacat no benefits were explained to you?

32a. If you extend your enlis-thent , for ho.i many years do you have to extend yaw’ tells
of enlistternt?

68— l( )~~~e SC ) Five
2C )~~~ 6C ) Six
3( ) Three 7C ) Other
In C ) Tow’ SC ) ~~rn ’t )m~~

b. If you extend yaw’ en].ia-thent in the Guard, do you get a cash bonus?
69— iC ) Yes 2( ) No SC ) ~~ n’t Icew

33. Over the ~~ m’se of a year, h~~i~ ouch pay, if any, do you lose frmau yaw’ regular
job as a result of attending Guard wnit training ass~~~1ies and sn~~~x’ o~~ ?

70— OC ) None ‘IC ) $300 — $399
1C ) Less than $100 SC ) $‘nOO — $499
2( ) $100 — $199 SC ) $500 or
SC ) $200 — $299

S’n . ~~~ ouch do you think you have to spend each year for car expenses, liia~thy, etc.
to attend the Guard wnit training assemblies and sueier caip?
71— 1( ) tbnder $100 SC ) $1400 — $499

2 C ) $100 — $199 SC ) $500 — $599
3 C ) $200 — $299 7( ) $600 ox’ ~~ e
“ C ) $300 — $399

I] ~
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35. You ~~~tiaied that you would CH~J~ ANSW! R 70 (13) extend yaw- enl.isbvent in the
Q.iard. These are sane things the Guard could do that might influence people ’s

- — decisions to extend their enlis-brents or not. I would like yaw’ persona]. reactions- 
- - to these ideas. First , if the Guard offered (NN-~c ITD’) , how likely would you be toextend your enlis-~ient — would you say you would be definitely likely to extendyaw’ enlia-tmant, sarewhst likely to extend your enlistnen-t, you might extend yourenl.is~~~nt , probably net extend your enlistment , or definitely not extend yaw’enl.istmant? -
-‘ 

Extend Hot Extend
~~finitely Proba bly ~~~~ Probably D~fAnitei ’

a. No financial educational assistance,
sèuith is ~ nu~ent1y the case. 72.. iC ) 2( ) SC ) ‘I C ) S C )

b. 25% of your’ sdu~at1on or tx’aining
after high school while you yr . in
th. Guard. 73-. 1C ) 2( ) SC ) ‘IC ) SC )

c. 50% of yaw’ education or’ training
after high school while you were in
the Guard. 74— lC ) 2( ) 3( ) leC ) 5 ( )

d. 75% of your education or training
after high school while you were in
the Guard. 75— i C )  2 ( )  S C )  - ‘ I C ) S C )

a. l00%of yaw’ education or training
• - after high school while you were in

the Qj ar ’d. 76— S.C ) 2( ) S C )  ‘IC )—#37 SC )—#3 ~NE~ .
-
~~~~~~

36. Mstenlng that the Guard were to pay for all your’ education or training after highschool , how likely would you personally be to use the education or training
assistance — would you say you would:
7~ . 1C ) Definitely use the education or training assistance ,• - 2( ) Probably use the education or training assistanc~e,SC ) Might use the education or training assi5tanoe,

‘I C ) Probably not use the education or training assistance , or
SC ) Definitely not use the education cx’ training assistance?

~~L 78- ‘iypg
~~L SD— (l)

37. #asuelng that there ii no education or training assistance beyond ~igh school, ifyou got ()W~ ITDI) ~~ us for extending yaw’ enlisbnent , bow ilksl? would you be toextend yaw’ enlis~~~nt — definitely, probably, might, probably no: or definitely not?
Extend Not Extend

• - Definitely Probably ~~~~ Probably Definitely
a. No. 5— iC ) 2( ) 3C ) ‘I C ) SC• - b. $2200 for a 6 year sn1is~iertt payable

i n a L wp sun j n 3 or l.~~~~ths. S— it ) 2 ( )  S C )  ‘ I C )  S C )
-~ ~• c. $1100 for a 6 ysax’ .nlis-~ ent payable

in a luip sun in 3 cr14 earths. 7— i( ) 2( ) 3( ) let ) S C )1 ~ d. $500 far a 6 year’ anu s-brent payable
ina l u ip sun j n3or ’Ioun t j , s. S— iC ) 2 ( )  S C )  ‘ I C )  S C )e. $250 for a 6 year anlisino nt payable

U 
inalna!p sian i n S o r lI scnths . ~— 1 ( )  2 ( )  S C )  ‘ I C )  So

II

_ _ _ _ __ _  
_
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38. Assuirin g there is no education or tr aining assistance and no en~~steertt bonus, ifthe pay were (ti~~ I~~l) , how likely would you be to sxtend your anlis~~~nt —

definitely, probabl y, might, probably not , cx’ definitely not?

Extend Not Extend
Definitely Probably ~~~~ Pro bably Definitely

a. ‘She Swan as it is now. 10— lC ) 2 0 )  3C ) ‘IC ) S C )d. Increa sed 50% . 11— l( ) 2( ) S C )  ‘ I C )  SC )
C. Incxeasad 20% .

13— 10)  2 0 )  S C )  ‘IC ) S C )

39. Different people have different ideas sb~it what they ~~rt out of life and how to get
it. As I read each state ment , please t.U am if it desorilres sarething that is very
isportant to you personally, sarewhat isportant to you personally, neither inportant
nor ~mispartant, saan~*~ t uthiportant, cx’ ~~ y uciaportant to you personally:

Isportant ~hiinportwrt
!. ~~~~~~ 

Scemwhat Neither Sanewhat !~~ - -

a. W~r~c that ~.s challenging. l&e..l( ) 2 0 )  3 C ) ‘I C ) 5 1 )
b. Participating in activities that are

exciting and adventurous. 15*10 ) 20 ) 3 1 )  ‘ I C )  S C )
c. Making good earey. 16—10 ) 2 0 )  3 0 )  1 4 0 )  5 0 )
d. Being able to make my ow decisions

on the j ab. 17—i C ) 2C ) 3( ) ‘I C ) 5 1 )  ‘- -

e. Obedience. l$—l C ) 2( ) 3 1 )  leo S C )
f. A weris, happy fanily life. 191C ) 2( ) 3 1 )  ‘ I C )  50 )
g. Being patient and working a long

tine to get what I went. 20—10 ) 2 0 )  SC ) ‘IC ) 5 C )  Li
h. Developing my potential. 21—it ) 2 0 )  3 0 )  ‘ I C )  S C )  - 

-i. Job secur’ity — a stea~ r job. 2 2 1 C ) 2 0 )  3 0 )  ‘ I C )  5 1 )
j . bbr dng for a better society. 23-iC ) 2 0 )  3 0 )  ‘41 ) SC )
k. Iaarning as in~ch as I can. 2’~

.lC ) 2 0 )  SC ) ‘ I C )  S C )
1. Becognition and status . 2S..1C ) 2 1 )  SC ) ‘IC ) S C )
m. A canfortable life without a lot

of problara. 26 1C ) 20 ) SC ) ‘IC ) SC )
a. A country protected frar attack. 27— 10 ) 2C ) S C )  ‘IC ) S( )

-H

11 ~: 61
1~ 

-
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,40 • Now thinking about ~~ se things which we just disoussed that people may went to
get out of life , please tell am as I read each one if you think you can get this

• UDre by serving in the Guard or sore by having another type of part-tine job or
using your spare time in sara other way. IF QJAPD OR Ofll~~: Would you say you are
aLch sore likely to get this in the Guard/other j ob/activity or scx at e likely
to get this in dm Guard/other job/activity?

- - Q~ard Job/Activity
ltech Sanewhat Neither SamaE~at Much

-. 
a. Becognition and status. 28— 10) 2( ) 30 ) ‘IC ) SC )

ç b. ebrlc that is challenging. 29— 1 0 )  2 1 )  3 0 )  ‘IC ) $ 1 )

~ f c. Participating in activities that
are exciting and adventur ous. 30— 10 )  2( ) S C )  SeC ) S C )

d. Making good ea~ey. 31— 10) 2C ) 30 ) ‘IC ) SC )
e. Being able to make aiy own decisions 

-on the job. 32— 1 0)  2 0 )  3( ) ‘IC ) SC )
f. A werrn, happy fenily life. 33- lC ) 2 0 )  SC ) $40 ) SC )

• - g. Obedience . 3’4— l( ) 2C ) S C )  ‘IC ) S C )
h. Being patient and war-icing a long

- - time to get what I went . 35— 1( ) 2 0 ) 30 ) ‘40 ) SC )
i. Job security — a steady job. 36— lC ) 2C ) 3( ) - ‘IC ) SC)
j. Nor4cirrg for a better society. 37— 10 ) 2C ) 3C ) ‘IC ) SC)
IC. Developing my potential . 38— l( ) 2C ) 3C ) ‘IC ) SC)
1. A canfortable life without a lot- - 

of problera. 39— 10) 21) SC) ‘40 ) 50)
e. A en.rery protected fran attack. 140- 10 ) 2( ) 30 ) 40) SC )
a. L.srT~ing as much as I can. 141— lC ) 2C ) SC ) ‘IC ) SC )

‘Ii. Mare give veriaa reasons for wenting to be in the G.aaxd. As 1 read each are, please
tell ma )~w iapcrtant or rzeiinportant the reason is to you personally — is it

- .  very important , sarewhat Important , neither Important nor u~inportwet , saiewhat
ueui~ ortant, or very uniaportant to you personally:

• I~~ortaret ~krinportant• !f.~~ Saanwhat Neither ~~rewhat !.~~a. Opportunity to .er,e exte iaccee. ‘42— 10 )  2C ) SC ) ‘I C ) SC )
b. Opç,ortrzeity to ser~~ my country. ‘I3- l () 2C ) 3C ) ‘40 ) SC )
c. Opporturity to make good friends. ‘4’e lC ) 2 0 )  3 0 )  ‘I C ) S C )
d. Orance to use my bobbies or

interests. ‘45- 10) 2C ) SC ) ‘IC ) SC)
a. Opport,rrity to serve my oae*nity. ‘45- 10) 2C ) 3 0 )  ‘IC ) SC )
f. Being a swather of a teen. ‘I7 l( ) 20) 3C ) ‘*0 ) SC )

1 g. Develop my potential . ‘48 1 0 )  2C ) 3 0 )  ‘IC ) SC)
h. For’ good benefits. ‘I~ 1 0 )  2( ) 30 ) ‘I C ) SC)

ii

ll
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$42 • Now I’d like to read you a list of staterants desar*Iseg things you can get out of
a part-time job or using yaw’ spare time In sane other way. As I read each one , please
tell ma if you think you would be acre likely to be CNA1~E fl~~) if you extend~d your
enlis~~eflt in the Guard or by another part-time job or using your spare time in sara
other way. Would Guard/other job/activi ty be much more likely or saam~hat core
likely to offer this?

Other Part-Tine
Guard Job/Activity

Much Sarnewhat Nei-ther~ Scine’-that ~~~~
a. wing ~~ 4c Usat is challenging. SO— it ) 2 0 )  3 0 )  ‘IC ) S C )
b. A~~~rLe~~of a teme. 51— ic ) 2 ( )  3 0 )  ‘ I C )  S C )
C. Iaaxsiing as much as I can. 52— 1( ) 20 -) 3( ) ‘IC ) S C )
d. Makthg good na*y. 53— i( ) 2 ( )  S C )  ‘IC ) SC )
a. Serving my country. S’s— 1 ) 2 0 )  3 0 )  ‘IC ) S C )
f. P~)dng good friends . 55— 10)  2 0 )  S C )  ‘ I C )  S C )
g. Serving ny c~~~m~ity. 56— 1( ) 2 0 )  3 0 )  M C )  S C )
h. Having good benefits. 57— 10)  2 0 )  3 0 )  ‘ I C )  S C )
i. Develcpthg my potential. 58— iC ) 2 0 )  3 0 )  ‘*0 ) S C )j . Having a chance to use my

or int~ests. 59— 10 )  2 1 )  S C )  ‘IC ) S C )
IC. Gaining recognition and status. 60— 10)  2 0 )  3 0 )  ‘I C ) S C )
1. ~~ idng ~~~ a better society. 

~~~
- 1 C )  2 0 )  -3 0 ) ‘IC ) S C )

‘43. Please teU am if you would be ~~ s likely CNN~ fl~~) If ~~.e sxt~~~sd yaw’
enlis~~~ t in ~ e or by ano~~~~ part-time job or using yar~ spare time
In amatimr’ wey. Would the Guard/ot~twa’ job/activity be isx.h n~~e likely or

~~~~e likely to enable you to ~~ this?
Other’ Part-Time

G.wad Job/Activity
~~~ Sarrewhat Neither Sanewhat Much

a. ‘lb ~~eiave your life ’s goals. 62.: iC ) 2 0 )  3 0 )  ‘*0 ) S C )
b. ‘lb live a productive life. 63.. 1 0)  2 0 )  3 0 )  ‘ I C )  S C )

1~
ii
I

ii 
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‘414~~ If you were to extend your enlisbient in the Guard, how likely or unlikely do you.. think the following things would be to occur ? As I read each statement, pleas. tell
am if it would be very likely to exist or occur , saen.that likely, neither likely nor

- - unlikely, saie~~at unlikely, or wry unlikely to exist or Occur? READ LIST

- I Likely Unlikely Q.
- .  ~~~ SaT~~~at Neither S~amihat ~~~~~~~~~

a. A system of promotions that would
be fair . 6’4—l( ) 2 1)  3 0 )  ‘I C ) S C )  

_____

b. Would t.~e too such time a~ay
frou your feniiy. 65—i C ) 2 0 )  3C ) ‘IC) SC ) 

_____

a. Good opportunity for yz~~~tiaes. 65-iC ) 2 C ) 3C ) ‘40 ) S C )
d. Having military supervisors wbo

would hassle or har’rass you. 67—10 ) 20 ) 3C ) 14( ) SC ) 
—• - e. Would attend unit training

assemblies that are a waste of __

• - tine. 68—10 ) 2 1)  3 0 )  ‘ I C )  SC ) 
_____

f. Cause you pr’oblens with your job -7
- because of Guard obligatbre s. 69—lC ) 21 ) 3 1 )  ‘40 ) 50 ) 

—

g. ‘lbs unit training asseiithlies would
- prepare you for’ mobilization f a r

energ erecies such as floods , riot
patr ols, etc. 70—i C ) 2C ) SC ) ‘ I C )  SC )

h. The instructors would be well
qualified to teach t)efr sthjects.7l—lC ) 2 0 )  30 )  M C )  S C )  

_____

i. You would have modei-~e , up-to-date

I training eqiiipnent. 72—ic ) 2C ) 3 0 )  ‘IC ) S C )  
_____

o j. Unit training assemblies would
prepare you to be cathat ready. 73— 10 ) 2 0 )  3 0 )  ‘I C ) S C )  

_____

• - IC. Classes would be cancelled or
- scheduled at the last minute

wi-t)~~it such planning. 7k—i C ) 2 0 )  3 0 )  ‘ I C )  S C )  
_____

1. You would be well infoxead by the
- - Guard about General Guard

infounat iae such as training
- schedules , changes, qua1Ifieat1a ~- tests, etc. 75-1C ) 2 0 )  3 0 )  ‘ I C )  SC ) 

____

a. Susrer training can~ would prepare
you to be combat ready. 76 1C ) 2 1 )  SC ) ‘IC ) SC ) 

_____

re. Would take too such tines muay fran
your personal and social activities. 1 0 )  2 0 )  3 0 )  M C )  S( ) 

______

COL.8O- C?)
‘ISa. l~eich one of these factors we just discussed is most important to you personally?

I. RECORD “1” ~~ APPROPRIA TE LD~E ABOVE. —

b. II~ide factor is second most I~~ortert to you? RECORD “2” ~~ APPROPRIATE LDC ABOVE

r $46. Now I’d like to talk with you about how you feel about the Guard r~~ that you’ve
- ~. been In for a ~Eeils. How satisfi.d would you say you generally are with the

Gua rd — would you say you are:
s_ 10 ) Very sati*fisd with the Guard,

- 1 20 ) Sariend~at satisfied ,
- 

- . SC ) Neither satisfied ncr dissatisfied,
‘IC ) Somma et dissatisfied, a’
SC ) V ry dissatisfied with the Guard?

~ L
II

p 
_______ __________________ 

__________
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147. Now I’m goireg to read you a list of statements. As I read each one, please tell

me if you strong2y agree with the statement , sane~~at agree, neither agree nor
disagree, sana’èeat disagree , or strong~y disagree with the statement. READ LIST

Agree 
_ _ _

Strongly Somewhat Neither Sa~ what ~trut ~~y

a. The Guard is highly respected in
my ~~ rz~ity. 10— 1 0)  2 0 )  3 0 )  M C )  S C )

b. I like the idea of belonging to a
group such as volunteer firemen or
civil defense ~~ich help people
~ een they have tc~~le. ~~ 1( ) 2C ) 3 0 )  ‘I C ) SC ) - -

c. I en proud to be a member of the
Guard. ~~~~— iC ) 2 0 )  S C )  ‘IC ) S C )

d. In my spare tine, I prefer doing
things with others rather than
being by myself . 13— 10) 20) S C )  ‘IC ) SC )

e. I’ve always liked the idea of
wearing a uniform. l~— 1C ) 2C ) 3 0 )  ‘IC ) 5C )

I. I like to belong to organizations or
groups b*~ich help me to find more
interesting things to do than
being on ney own. 15— 1 0 )  2C ) 3 0 )  ‘ I C )  S C )

g. Our oouiuy is too militaristic. is— i( ) 2 0 )  3C ) M C )  S O )
h. ~~bonglng to the Guard gives me a

chance to get eay fran my everyday
life for a ~*eile. 17— 1 0 )  2 0 )  3 0 )  “C ) SC )

i. I would like to get out of the Guard
rjg ~e t r ~~ . 18— iC ) 2 C )  3 0 )  M C )  S C )

j . I lr.ke to become involved in projects
In my ~~ umneity. 19— iC ) 2 0 )  SC ) ‘ I C )  SC )

IC. ‘l~~~~~ r d i s a p3.ace to et geod
buddies and asks listing friendihips. 20— 1C ) 2 0 )  3 0 )  M( ) S C )

1. lb. Guard offers an opportunity to
becom, involved in pr’oj.cts in my
~~~szeity. 21— 1C ) 2 0 )  3 0 )  ‘IC ) SC )

‘IS. ~Sa,v we have talked about asny specific details about the Guard. All things considered,
lew likely would you say you would be to extend your snlis~~~nt In the Guard —
iculd you say that you would: - -

22- 10 ) ~~fInitsly extend your enlis~~~ et ,
2C ) Pz~~ab1y extend ,
SC ) Night extend,
‘I C ) Probably not extend, or
SC ) ~~finit.3y ret extend your enlls~~~ t? 

~~~~
- 



- .---- --- — -- - - - ,  
-—r~~~~~ 

-- r -

.1

‘a -11-

-
~~ 1i9~ And now a few questions for classification purposes . Are you:

23— l( ) Married, C152 NDCT )
20 ) Single, or

- - 
30 ) Widowed, div~~~ d , separated? (#51 NEXT)

SD. IF SD GIZ:
• D~ you live at home with your parents?

2k— iC ) Yes 2( ) N o

Si. IF iie~i MARRIED:
* 1k, you have a steady girlfriend?

j 25— 10 ) Yes 20 ) N o

~ ~~ . 52. hSlat was the last grede of school or college ~~ur father coipleted?
26— I C ) Less than high school graduate

• - 2( ) High school gradoate
31 ) Vocational/training school after high sd~ oi

- ‘I C ) S ~~~~college•~ SC ) College graduate a’ more
60 )~~~~‘t )o~ow

- 27— 53. bleat is/was your father ’s occupation?_________________________________________

Sle . Md last , just to be st~e we ar e rep resenting all groups in this sw~~y, please- tell me whether’ you would desoribe yourself as:

• 28— lC ) kierican Indian
20 ) Nlack

- 
•.  30 ) Orientai

MC ) bleite
SO ) Dther______________________

WRITE Di

A~~~ SS —29j crw StA_It —30
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