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ABSTRACT

This study examines the value of the high sthool graduate as a

Squality indicator for identifying young men for enlistment in the Arrmed

SForces. The priiary inter.st of the study is directed toward the young

men who would be able to successfully complete their first enlistment in

the Marine Corps and the effect a high school diploma has on their success.

The study investigates the effects of a high school education as

it pertains to abnormal attrition, disciplinary problems, and job per-

formance in the military. Comparisons are made between servicemen with

high school diplomas and enlistees who are less educated at the time of

their enlistments.

The study found that the best indicator of quality among service-

men was th. cormpletion of high school prior to enlistment. High school

graduates were found to have lower attrition than recruits of other ado-

cational categories; however, age was a determining factor for all cat-

j egories. The recruits who were of the minimum age for enlistment, 17

years old; and the older men, 21 years or older, had higher attrition

rates.

The high school graouate was involved in fewer disciplinary prob-

lepis than the non-high school graduate within the Marine Corps. As the

percentage of high school graduates rose, Lhe rate of disciplinary prob-

lems decreased, The inental aptitude of individuals was deternilned as

having lIttle effect on the disciplinary problems in the Armed Forces.

Individuals who had completed high school were found to be more

productive and trainable than other servicemen. The high school graduate

""Now_
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had a hiqhcr coumpletion rate at formial schools and their perforrmJance wal

recognized by promotions more often than the non-high school graduate.

Special recognition for exceptional performance was meritorious promotion.

The individual who had completed high school was more frequently merito-

riously promoted.

The study concludes that the high school graduate is a quality

indicator for enlistment and that the best candivitz for Rnlistment in

the Marine Corps is the high school gradudte si.u. enlists at an early age.

The study suggests an enlistment contract that would benefit the Marine

Corps by insuring the highest quality personnel remain on active duty.

The reserve forces would benefit from this new procedure because the

trained personnel who elected not to remain on active duty would be

required to join the active reserves.
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CHAPTER 1

V- INTRODUCTION TO PROBLEM

, . Back-ground

In the early 1960's the Marine Corps became concerned about the

quality of the young men who were enlisting in the service. This inter-

est has intensified over Lho past decade, especially during the implemen-
tation of the All-Volunteer Force concept. Personnel problems were ex-

pressed in areas of growing abnormal attrition rates, increasing dis-

c(iplinary problems, and generally poor lob performance. The atmosphere

that was created by these adverse conditions causeel good productive
1

1harines to exit Lhe service. An environment that was not conducive to

persuading good men to remain in the Marine Corps and the difficulty that

recruiters were havin. enlisting a sufficient number of qualified young

men to meet the services' manpower needs added to the seriousness of the

quality of the people who comprised the majority of the Marine Corps.

These problems were coiipounded in the 1970's with the advent rof

the All-Volunteer Force conceot and the need to meet the demanding man-

power requirements. The Marine Corps has always been recognized as a

volunteer orqanization and has relied on volunteers to supply its person-
nel needs. On occasion the volunteers were auralented with younqj men who

had been drafted. This rnliinco on the draft occurred durincl a time Cf

national emergency when the Marines' recruiting forces were temporarily

unable to meet their increased goals because of the vast numbers of

people needed at a specific time. The draft served as a means of



iv ,ev in m hi iw utitf jv(ronIIU (1!f i L'i L. ihr dral't further aided the

f1dr ineý 1orps ' volunflteer rvcrtjitin U i ffort by al l owingu young men of dra~ft

at. 1 the opport in I Ly Lo on 1 Is~ t I n Lho Mi Piw m: Lorps ri~ther than to be

dlraf t ed i n to theo A rmy ; th orecf o ru, ninnyi o f t heo Mr-i rIn eni I s to.eCS were not

true voluntc.-rs but were draft motivated recruits." Once the All-Volunteer

Forcu conceniL wa's instituted, the Marine Corps and especially its recrute-trs

bectimp icutfelv aware of the draft motivated enlistees. Recruiters were

no lonpýer ablP to select the most qualified enlistee from 'sevor:Ji applica-

Lions in order to obtain his quota of new recruits; now, the recruiter

was required to search diligently for minimally qualified personnel, at

hest, to mleet their Increasing quotas. The recruitment of increasing

numbprs of ma rginal ly capable people added to thc decreasing pe rsonn&l

ipoethe standards of enlistment.

With pressure from thc Congress to redLICe the climbingj abnomrnil

attn tIon rates and internal desires to Improve the quality of menn en-

liist~ing, the Marine Cor 1~s berlan to analyze Its qual ity standards for on-

11 blsient.~ The initIal reaction was to increase Lhc mental standards for

entr. Tis urigstin wuldrequire re~xwi turs to seek Younq me.

hihrmental aitesndreduce the number of poople who were being

1'('C"U~~dand were within the mental group IV cateciory. limplementation of

thspiiydid no ~oieteMarine Corps with an adequate solution to

tepersonnel problem. There qas yce. mtother factor that needod to br.

reofgyoung and Impilemented in order to improve upon the overall quoilt~y

of yungrecrui ts. Since many studies had been conducted to detormiine

the effects of education and presented the high school graduate favorably,



3

the flri ne gor1t. US taI) ishhed a pol icy of recrofi ti n(! iore r'radudtcý. Th.

ueipha-is directed toward primarily recrui Ling from this section of soci-

ety became paramount. As a result, attrition rates began to decline as

did the disciplinary problems. The key to successfully eliminating .uore

of the personnel problems appeared to be the educational level of ro-

cruits entering the service.

The Marine Corps is convinced that the possession of a high school

diploma is an important indicator for identifying those individuals who

5will successfully serve as Marines. The success of these people has

been so qood that the Marine Corps presently has a policy that requires

75'111 of the young enlisted to be high school graduates.

This paper investigates the high school graduate as an indicator

of quality for the Marine Corps.

Statement of the Problem

To determine if the possession of a high school education upon

enlistment is an indication of the quality of an individual and his abil-

itiei to cope with and adapt to Marine Corps life.

Objective

The objective of this study is to determine the effects that the

hi(iher educated recruit has had on the Marine Corps. Specific areas that

the paper addresses are: the reduction of abnonmal attrition, discipli-

nary problems, and the increase in job productivity and abilities to as-

similate training. Eriphasis will be directed toward determining whether

i or not the high school graduate is the best indicator for obtaininq a

higher quality of recruits and, if so, if the benefits to be derived from

* this indicator are of sufficient value to warrant the additional effort

and expense to obtain them.

--,[ .. . . . . . . . . . ..
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4

Chlli•ltcor I I;tatt,!, Lhin pr-ob l(ell I,;~ h i.,h•,., o}hjcc t. iv•, l~l , 11 0'xl)I lli tr.

tihe scope of the study, ChapLer 2 provides a hisLorical pors;pectivt, Of

I' the Armed Forces' and the Marine Corps' concern fur the quality of their
personnel and the dilemmas that have been experienced in the past three

decades that have had an impact on this interest. Data that presents the

effects of preenlistment education on the serviceman's ability to success-

rully complete his first enlistment is presented in Chapter 3. A con-

clusion is drawn in Chapter 4, and a suggestion is presented that could

enhance the overall quality of Marine Corps manpower quality when con-

sidered with current enlistment standards.

Scope and Methodology.

S Data are collected by means of historical research techniques.

Resources are limited to reports, studies, and information readily avail-
Sable at the U.S. Army Command and General Staff College and Headquarters,

U.S. Marine Corps. The study is limited in scope to the presentation of

data as they apply to the education of enlistees in three general areas:

abnormal attrition, disciplinary problems, and Job performance. Motiva-

tion is not addressed because of the subject's complexity and the non-

availability of ample resources and a means of measuring them. Ledder-
ship is another important area that affects individual quality that is not

discussed because of the variation and degrees of leadership an individual

may experience. Other factors that have an effect on the quality of an

individual, but not posed, are family developments and geographic back-

girounds. These areas are considered to be complex and of sufficient mag-

nitude to warrant a separate study. The study will, furthermore, be lim-

ited to male serviwrir.n who are on their first enlistment in the Armed

' - ..- --orces.



For the purpose. of Lhis sLudy, all students, regdrdless of the

hih school attended, rcceived equal opportunities to achieve the same

acadenic experiences regardless of the geographic region in which they

1ma1y have lived. IL will be assumed that all high school graduates have

completed sirilar requirements for their diploma, primarily attending

high school full time until completion. Individuals who obtainod their

General Equivalency Diploma (rED) will be considorud as non-high school

'iraduates except when specified differently. The assumption that all

recruits receive the same quality of leadership while undergoing training

will prevail througihout this paper. While servicemen are located at

various bases and 'Installations around the world, it will be assumed that

this has no bearing on the paper even though some locations are more de-

sirable than others. A similar assumption will apply to the mission of

various units and the effect these units have on individuals. Unit mis-

sion will not affect the data presented in the study.

Importance of the Study,

The Marine Corps has always been very quality minded. The spe-

cific interest in quality personnel is illustrated by the experiences

encountered throughouL the past decade to eliminate personnel turmoil and

meet the challenges inherent with the All-Volunteer Force concept. W1hile

there are many indices that apply to quality personnel, possession of a

high school diplora was ranked among the most important quality indicators

for selecting young wien for enlistment into the Armed Forces. The high

school graduate is qenerally accepted within the Marine Corps and society 3

at, being a better candidate for success than a non-graduate. This paperjI• will attempt to determine if this fact is true or if the assumption is
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that the more educaLitn a person has the wore successful he will be.

Also, Lhe study will provide some insight into how the graduate and non-

graduate affect the previously mentioned problem areas. Information of

this nature is Importiit :,nd very necessary for recruiters to understand

* fully why they nust spend their efforts attempting to enlist high school

graduates when the non-graduate is more accessible. The recruiter and

I other Marines must also be aware of the effects that higher quality person-

nel have had on the Marine Corps and this data must be presented in a

manner that can be understood. Marines must understand what constitutes

quality within the young recruits and what is necessary to attract these

young men in a manner that will create a desire to become a member of the

Marine Corps. There must be no question about what is a quality indicator,

and the quality must be applied to its fullest among as many as possible

in order for the Marine Corps to maintain its high state of readiness.

MW

.. I

' ..

1>
L __

I i'

S. , , : .. . .'



FOOTNOTES

n . Bernard E. Trainor, "The Personnel Campaign Issue Is No LongerIn Doubt," M~arine Corps Gazette, January 1976, p. 25.

2. Trainor, p. 24.

3. Louis H, Wilson, "CMC Reports to Congress: 'We Are Ready
Spirit Is High'," Marine Corps Gazette, April 1977, pp. 22-23.

4. Traineor, p. 23.

5. Anne Holberg and Newell H. Berry, "There's No Doubt About It,
A Diploma Goes A Long Way For Combat Efficiency," Marine Corps Gazette,
September 1977, p. 58.

6. Samuel Jaskilka, "Quality ahd Leadership," Marine Corps
Gazette, January 1975, p. 14.

{'I

X

'I
4'7

1 1+ 1-.' *



i

CHAPTER P

A HISTORICAL PERSPECTIVE

Civilian and military organizations have been and continue to be

interested in the quality of personnel they employ. Institutions will

view quality differently and establish quality standards with respect to

their expressed needs. These standards are based both on the require-

ments of the organization and the availability of personnel in the man-

pj,,-er market. As a result of the manpower needs and the number of people

who are available to meet those needs, the quality standards of the ac-

tivity may fluctuate from time to time. The Armed Forces are no different

from their civilian counterparts in that they also are interested in ob-

taining the highest qualified enlisted personnel available within the

manpower market. The services have instituted standards of quality for'

enlistment that fall into three major categories: physical, moral, and

mental. These standards have been in existence for decades and, although

more refined than previously, they are in effect today.

The physical and moral criteria normally were kept stable with

respect to the desires of the services; however, this was not true with

regard to the minimum mental requirements for enlistment. It was not

II
until the Selective Service Act of 1948, that written minimum mental

standards for the services were established. While these nonns have

eliminated the possibility of many people entering the military, it did

allow the Armed Services the opportuniLy to enlist recruits from the

available market who would best serve the military. The process of

A I I
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Vstablishincl controls and standards continues to be an issue that con-

cerns the iiiit ary leaders today as they seek weans of improving quality.

The military varied the standards of quality for enlisted person-

nel over the past three decades to meet its manpower needs. The vari-

ations in the quality of newly enlisted servicemen were reflected in

changes in mental aptitude requirements of the recruits, not in any sub-
2Istantial difference in physical or moral traits. The ability of the

military to attract sufficient numbers of men who met the minimum mental

requirements had a major impact on the degree of change that took place

with regard to that standard. 3 During the late 1950's, the services di-

rected their attention to a growing need for higher mental ability among

enlisted personnel and identified four areas for increased quality:

knowledge of modern military technology, less costly training, reduced

disciplinary problems, and the staffing of noncommissioned officer posl-

tions with qualified personnel.4

The future modern battlefields and the weapons systems to be em-

ployed on them are becoming increasingly sophisticated, and the attendant
advanced technology requires an increasing number of highly skilled tech-

niclans and operators, Personnel are needed to operate computers, repair

aircraft, and, more importantly, exercise initiative quickly in a time of
. , crisis. Training costs are reduced by higher quality recruits who are

more readily able to absorb technical instruction. Attrition rates at

formal service schools are also reduced as the quality of the students

increases. Statistics clearly show that recruits of lower educational

levels are more likely to become involved in serious disciplinary problems

which require additional administrative costs and attention to maintain

good order and discipline. The fourth area that the services agree upon

,. . - - " _ _ _ _ ... M . = 7 7_ L.,



is the necessity for adequate staffing of noncorinissioned officer posi-

tions with people who could best do the job. The higher quality service-

men have proven themselves to be more likely to receive promotions,

whereas the lower quality personnel do not normally receive as many pro-

motions. This leaves reduced numbers of enlisted personnel eligible for

reenlistment, since those who are not promotable generally do not re-

enlist. The services believe it is essential that personnel of adequate

quality in sufficient numbers be the noncommissioned officers of the

future.

The level of mental aptitude among enlistees is determined by a
written examination which is administered to everyone who desires to

Senter the Armed Services. The first common enlistment exam to determine

aptitude was called the Armed Forces Qualifications Test (AFQT). In

recent years, the AFQT has been replaced by a new evaluator, the Armed

Services Vocational Aptitude Battery (ASVAB) which is similar in prin-

ciple to the standard "IQ" test. All services have adopted the ASVAB as

a method of determining the mental level of prospective enlistees. The

mental levels are determined by the percentile scores achieved on the

entrance test. The relationship of mental group to percentile score is
7

presented below:

Mental Group Percentile Score

93-100
II 65-92
IIIA 50-64
HID9 31-49
I VA 21-30
IVB 16-20
I vc 10-15
V 0-9

•,; i'



While all of the services' applicants are administered the ASVAB, each

sbrvice establishes minimum mental qualifications for its enlistees.

The Armed Forces were increasing the minimum requirements for en-

listment when elements of Congress began advocating an all volunteer force.

In 1964, members of Congress argued that the draft could be replaced with

a "volunteer force." As a result of the interest of Congress, the Depart-

ment of Defense began studies to determine the feasibility of replacing

conscription. At the same time, the President and the House Armed Serv-

ices Committee were also concerned with this subject. The President's

Marshall Commission and the Clark Commission launched by the House Armed

Services Commlttr•e.released their findings which supported an all-volunteer

force concept. Their studies resulted in congressional debate that, for

the time being, Ignored tneir findings- the draft law was renewed in
8

1967. Other studies, including the Gates Commissior., were conducted

later to determine if the nation's population could be expected to pro-

vide adequate numbers of people to support an all-volunteer concept.

While the studies addressed different areas relative to the na-

tion's ability to accept and support a "volunteer force," they dll ex-

pressed a common concern for- the quality of the recruit that would be

acquired. Opponents of the all-volunteer force, concept held that more

people of lower mental aptitudes would enlist than would be desirable for

the services. The services were particularly concerned about the possi-

bility of being required to accept the lower qualified mental group IV
9

personnel to meet their manpower needs during a no-draft environment.

This concern took place during a period when the services were trying to

reduce the need to accept lower quality enlistments, thereby increasing

overall quality of the forces.

*1 ~ ~~' n i~



The interest in attracting high quality people continues with th,

implementation of the all-volunteer force concept; however, the services

are identifying other factors that could contribute to an individual's

desirability as a member of the niilitaey while affording the services a

sufficient supply of personnel to meet the manpower demands.

The Marine Corps' role parallels closely the history of the other

branches of the Armed Forces with respect to the difficulties of recruit-

•; " ing quality personnel. Like the other services, the Marine Corps is and
10has always been concerned with the quality of the men enlisted. An

example of the early concern is contained in the following illustration

written in 1953, at Headquarters, U.S. Marine Corps:

The mental quality of the incoming recruit population is of con-
cern to the Marine Corps because the lower the quality, the greater
the proportion of men received who will be slow to learn, difficult
to train, and hard to utilize effectively. Within limits, a certain
number of the lower mental levuls can be assimilated with no great
difficulty. The problem, however, increases in seriousness as the
proportion of men of limited mental capacity increases and as the
concenf;ation of them in certain units or fields becomes more in-
tense.

Initial concern for quality was directed toward mental levels as

indicatPd in the above statement. The Marine Corps, like the other

services, opposed any program that suggested enlisting personnel of lower

mental levels in large numbers and sought means of attracting people of

"higher mental ability. Because of their concern for attracting quality

personnel, Marine officials continued to seek means of obtaining more

information about personnel quality. In 1960, the Neuropsychiatric Re-

search Unit (later named the Naval Research Center) began conducting

research for the Marine Corps to determine ways of best identifying

quality requirements, and continued research throughout the 1960's and
12

1970's, studying various individual quality characteristics. Analysis

F t . l•
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continues by the Department of Defense and civilian agencies in an at-

tempt to identify quality traits and to detenlmine what characteristics

an individual should possess in order to be successful in the military.

The concern of what constitutes "quality" in military personnel

began to take on new dimensions in the 1960's. Instead of using the

nmental level as the sole determinant of mental quality, other traits were

being researched in an effort to predict performance. A long recognized

indicator of quality in a person is the level of schooling achieved with

emphasis upon the completion of high school. 13  The interest in those

people who had earned the high school diploma suggested a need to identi-

fy the common characteristics of the group. Data were obtained in the

areas of discipline, abnormal attrition, and Job performance that began

to present the high school graduate as a superior candidate for enlist-

mnent in the Armed Forces.

The reality of the all-volunteer force concept caused serious

doubt about the services' ability to attract a sufficient number of high

school graduates as well as people of the higher mental groups to satis-

fy the manpower needs. Marine officials favored retaining a method of

determining mental aptitude as the sole means of establishing quality

control of the manpower. These officials rationalized that the variances

in the educational systems of the nation could not allow the high school

diploma to be used as a means of measuring intelligence. 14  The high

school diplomas awarded by many schools were considered to be merely at-

"A;, "tendance certificates since the students who received them were academ-

ically ill-prepared. They did not possess the knowledge commonly assoc-

inted with a high school education. The Marine Corps, in its desire to

improve quality among its enlisted personnel, sought young men who

'• i 4
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Interest in the quality of the people enlisting in the services

continued to increase. Congress began showing serious concern for the

quality of servicemen and in January 1974, directed that 55% of those

young men enlisting in the services during the fiscal year be high school

graduates. Since the Marine Corps was halfway through the fiscal year,

the recruiting forces considered it almost impossible to obtain the 55%

high school graduate quota from the manpower market at that time. The

quota was not met, however, the Marine Corps continued to reduce the number

of recruits of mental group IV and to increase its emphasis on obtaining

young men of mental groups I-I11, preferably of mental groups I-IIIA.'5

The requirement to obtain increased numbers of high school graduates was

not new to the Marine Corps. They had current directives requiring a min-

imum of 65% of the new recruits to be high school graduates; however, these

orders were not enforced at that time. 16

The Marine Corps was experiencing difficulties during this period

of adjustment to the all-volunteer concept. Marine officials finally
•-4

became convinced that the predictor of a successful Marine was the fact

that he had an earned high school diploma. Increased pressures to obtain
more high school graduates resulted from increasing disciplinary problems

and high attrition rates of trainees. The increased attrition that con-

cerned the Marine Corps and Congress made it imperative that something

be done to curtail this drain on manpower.17 Senior Marines became con-

vinced that the Marine Corps must enlist a higher percentage of high

t school graduates if quality manpower needs were to be satisfied. The

studies of recruit quality traits that previously had been conducted for

A7 ,.L|
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thu Marine Corps pruvided valuable inf'urintion that reermphasized the

iiportance of the high school diplowa. The Marine Corps, as a result,

established policies that increased the percentaqe of high school graduates

recruited and continued reducing the number of personnel of mental group
IV,. •_

The combination of the increased number of high school graduates

and the reduction of the number of mental group IV enlistees appeared to

be an offective policy for obtaining higher quality enlisted personnel in

the Marine Corps. Abnormal attrition began to decline and disciplinary

problems were reduced as the percentage of enlisted high school graduates
197

increased. Problems have been encountered in obtaining a sufficient

number of high school graduates because of serious competition in the job

tmarket; however, efforts to attract them to the Marine Corps were in-

creased, The increased efforts enabled the Marine Corps to meet its man-

power goals of high school graduates in sufficient quantities during
fiscal year 1977.20 Marine commanders in the finld soon recognized that

the Marine who had graduated from high school was more receptive to train-

ing and enhanced the quality of the Marine Corps.

The interest in obtaining quality personnel in the Armed Forces

has intensified in recent years. The beqinning of the emphasis in ob-
tlinino quality personnel began with the establishment of minimum mental

standards which were initiated in the late 1940's. Concern for the climb-

ing numbers of enlisted personnel from lower mental groups increased

throughout the Department of Defense and resulted in elevating the min-

Imum criteria for enlistment, Quality problems continued to worry the

/Armed Forces as interest was directed at the implementation of an

. , , , ; ; ;*; i i i i i i i i i i i
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O•l -volunteer force concept. Concern centered around toe question of the

quIL lity of younq mepn who would be attra•cted by the (ill-volunteer force

concept.

The Vietnam War era delayed the realities of the all-volunteer

force concept. Emphasis was initially placed on obtaining young men with

higher mental aptitudes and reducing the number of those people in the

low mental group IV category. Experience proved that this was the wrong

approach; difficulties were encountered with increasing abnormal attri-

tion and disciplinary problems. Congress expressed its concern by im-

posing a minimum percentage of high school graduates who would enter the

servies. The Marine Corps soon was convinced that the high school grad-

uate was a predictor of quality, and began to reduce and eliminate many

of the difficulties previously experienced.

'I I
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CHAPTER 3

THE VALUE OF EDUCATION

The concern for the quality of young men entering the Armed

Forces, and especially within the Marine Corps, has generated interest

in determining the type of person who Is most likely to succeed in the

military. Specific areas that are addressed in identifying what factors

constitute "quality" servicemen are: abnormal attrlion, disciplinary

problems, and job performance. These three areas %.,re selected because

k i of the problems experienced since the end of the draft as the services

intensified their interest in improving the quality of the enlisted pop-

ulation. 1

The Marine Corps and the other services were disturbed by the

costly abnormal attrition or early discharge rates. Disciplinary problems

also accounted for additional concern because of the increased waste of

funds and manpower that was being consumed with no recognizable bene-

"ficial returns. The hiqh cost of acquirinq and training replacement

personnrl for those servicemen who were discharged or whose actions re-

sult in disciplinary actions that inhibit their useful productivity is

a serious t.oncern. As efforts were directed toward reducing these li-

abillti.-s and improving personnel, interest intensified in the long

souijht after predictors that would identify the persons who would be suc-

cessful in the military environment. It is more economical to spend time

.nd money recruiting people who will do their jobs well and complete their

contracted enlistment time tOmn to tolerate lower quality personnel.

•Al i
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These quality individuals are in the same groups of people who are in

demand within the civilian manpower market; thus a very competitive

personnel atmosphere exists. The services are vitally interested in

determining what indicators, when possessed by recruits, would be key

indices of their ability to complete the enlistment period successfully.

This chapter presents data that identifies and supports a specific pre-

dictor.

Attrition

The data presented on abnormal attrition concerns enlistees dis-

charged prior to completing their first enlistment period. Reasons for

the early discharges are the servicemen's inability to meet the minimum
4

behavior or performance standards established by the services. Medical

discharges are not discussed nor included in this data.

Abnormal attrition rates were escalating at the conclusion of the

Vietnam conflict. This loss of potentially valuable manpower became the

focal point of Congressional legislation in 1974. The lawmakers were

convinced that an increase In a young man's educational level would en-

hance his chances of success in the military, thereby improving the

composition of manpower in the services. In an attempt to reduce or

control the high rate of young men being discharged abnormally early, the

Congress directed the Marine Corps to obtain more high school educated

recruits; specifically, a minimum of 55% of all future enlistees must
5

have a high school diploma. This increase in the educational level of

young recruits was expected to he a means of reducing or solving the

attrition problem.

The Marine Corps experienced high abnormal attrition shortly after
young men reported for active duty. Recruits are exposed to a life style

~ ~~~U fit • . r., •• 'Li -
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of discipline, reciulated daily schedules, and denmanding traininq require-

v n, Lnts . Somn young mon were. unoble to adap t to or cope with the ritiors

o'f '•'r'crwiL I'.,il lnI , tLhilrolly hoconi mi I l t'c iN 1,11vo Cti f Irvium ,ei'v iii

6and they were subsequently discharged from recruit training. Marines

responsible for recruit training were interested in identifying character-

istics in a young man that would enable him to adjust more easily to

military life and be more trainable.

The Marine Corps' first reaction toward reducing attrition was

to recruit people who could be trained more easily. The expPriences en-

countered with the discharging of young rmen at the recruit depots sup-

ported the idea that more emphasis must be directed toward recruiting

persons with higher mental aptitude. Emphasis was placed on the hypoth-

esis that the higher mental group personnel would be more receptive to

military training. As more enlistees were rocruited with higher apti-

tudes and the number of individuals of mental group IV were reduced, the

attrition rates remained high with no appreciable changes. A limitation

was placed on the number of young men who could be discharged as an
7

alternative. Th;:. policy met with adverse reaction from within the

Mlarine Corps as -It was perceived that lower qualified personnel were being

allowed to remain in the service. The dilemma caused by the attrition

of young men became more intense. Recruits had to be trainable and while

their mental abilities were related to their capabilities to learn, an

increase in mental standards for enlistment was not the answer to re-

ducing the attrition rates, Another Ingredient was necessary, and that

ingredient appeared to be the perseverance of seeing a Job through to its

completion or motivation. Young men who had completed their high school

education had demonstrated, to some degree, the ability to remain with

an objective until it was completed.

..4 . , ,
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Table 1 presents data tha t supports the higqh school rirtduate as

one who is least likely to be discharged because of failure to meet min-

imum behavior or performance standards. This group of enlistees presents

the lowest attrition percentages within all mental groupings. Within

that segment, mental groups I-Ill present the lowest attrition rates.

While the mental group IV has the highest discharge rate of the high

school graduate category, the people comprising that group are discharged

far less frequently than either the mental group I or II non-graduate.

8
Table 1

Percent of Enlisted Accessions Discharged for Failure to Meet
Minimum Behavior or Performance Criteria: Fiscal 1971

Enlistees Separated as of 30 June 1973. (Percent)

Mental Category

Education I-II III IV All

HSG 6.6 9.4 13.7 8.6

NHSG 20,7 24.5 26.8 24.6

All 8.8 15.7 21.1 14.3

Source: "Attrition Rates for Failure to Meet Minimum Behavior or Per-
-- formance Criteria by Geographical Region of Entry," Directorate

for Manpower Research, Office of the Assistant Secretary of
, - Defense (Manpower and Reserve Affairs), Manpower Research Note

74-2, February 1974, Table X.

The total percentage of high school graduates who are discharged

for failure to meet minimum behavior or performance standards is only

8.6 percent as compared with the total non-high school graduates' per-

centage of 24.6 percent. The large difference between the percentages

of these two groups of young men indicates that the more desirable recruit

MR, - -
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should have a high school education. The least desirable enlistees

would be those who are in mental group IV and who have riot completed hiqh

School. 9  Table 1 also indicates that almost 25% of the non-high school

,radunt, enl•stens are discharged early because of their inability to reet

nilinmum behavior and performance expectations. Since the services are

interested in recruiting primarily from the mental group I-III manpower

market, nearly twice as many non-high school graduates are attrited early

in that category when compared with those recruits who were high school

graduates and fall into the mental group IV category. 1 0

The figures presented in Table 1 concern men who joined the mil-

itary in 1971. Based on studies conducted by the Department of Defense

over the past 20 years, the information remains valid and represents the

same basic conclusions. Attrition rates have varied greatly over the

past 20 years; however, the relative difference in aptitude and education

has remained comparable. 11

L, J iTable 2 presents data pertaining to attrition as affected by age ,
and educational level. Initial analysis of the table shows recruits

having 1 to 10 years of education as being the least desirable of all

"the age groups. These individuals have an average discharge rate of al-

most 50% of those enlisted in that category. Those recruits who are 17':
:4. years of age and have received some college have the same 43% attrition

rate as the 18 and 19 year olds who have 1 to 10 years of education.

Personnel who have obtained their General Equivalency Diploma

(GED) may be considered in the same category as those people who have 11

years of schooling because of the similarity in their attrition percent-
12ages. The only significant difference appears in the 21 or more age

group. These recruits who are 21 years of age or older have a lower

""' "
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Two' Year Early Attrition Rates By
Aqe and Educational Level

Age at Enlistment

Educational 21 TotalLevel 17 18-19 20 or more al-I ages

1-10 Years 41% 43% 51% 61% 43%I 11 Years 32 33 40 47 34

L.General Equivalency
Diploma (GED) 32 33 41 37 38

High School Graduate 17 17 24 28 19

Trade School Graduate a 9 16 29 20

Some College Training 43 21 23 26 25

Total, All Educational
Levels 34 26 31 38 30

aToo few for statistical comparison.

Source: Warren T. Matthews, "Quality of Marines: Test Scores, Personnel
Data, and Performance," First Term Enlistment Attrition Volume
I: Papers ed. H. Wallace- InaiKo, (Rashings, u..:-
Smlthsonion Institution, 1977), p. 430.
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,ttrition rate than those of the same age with 11 years of education.

Regardless of the simil~riy between the two groups, those servicemen

I.'Ith an 11 year education or who have obtained their General Equivalency

Diploma have an overall attrition percentage that is higher than personnel

who have at least completed their high school education.

The lowest overall attrition rates of any group in the table are

presented by high school and trade school graduates. Of the two, the

trade school graduate excels in the area of reduced attrition in all age

categories except the 21 years old or older group; their attrition rates

are slightly higher than for the high school graduate of the same age.

The early discharges in all categories rise when the servicemen have an

entry age of 20 years or greater. The high school and trade school

graduates 21 years of age and older closely equate to the same attrition

rate as those who have 11 years of education and who are younger. The

enlistees who have some college are found to be between the high school

and trade school graduates and those who have 11 or more years of educa-

tion but have not graduated. The ideal grouping of recruits, -those who

possess the lowest attrition percentages, are the high school and trade
school graduates of 18 to 19 years of age. The trade school graduates

of 18 to 20 years of age are shown as the most favorable with the lowest

attrition.

The figures presented support the Marine Corps' decision to re-

duce the number of non-high school graduates because of the group's
13

history of high attrition rates. The knowledge gained from schooling

does not seem to be of importance as far as predicting success; what is

important is that the person has the characteristic of completing one

14
program before beginning another. The enlistment of lower quality

i, "" '-l
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increases the expenses of maintaining an armed force.
* I t

Disciplinary Problems

Discipline has always been an integral part of training, not only

in the Marine Corps, but in all military services. The necessity to

transform young men from a multitude of civilian walks of life into a

well-functioning team within a short period of time demands, as a minimum,

the obedience to orders. In order to accomplish this task, young men

inust bn willing to subject themselves to a disciplined environment, which

only comes from experiences of their rearing and background. Marine re-

cruits are taught the meaning of discipline and the essentiality of every-

one working toward the betterment of the .iroup in the early stages of

recruit training. The lessons learned about discipline during recruit

training serve as building blocks for future military success. All

aspects of the military relate in some degree tLo discipline; therefore,

I they explain the intense interest that the services have oriented toward

this subject. A deterioration of discipline in any area is a serious

situation which requires immediate responses to correct the inadequacy

as quickly as possible.

The Marine Corps was faced with serious problems during the first

half of the 1970's as declining discipline became an area of major con-

corn. Unauthorized absences, major crimes, and desertion were among

the areas of increasing disciplinary troubles.15 Non-judicial punish-

uent and courts-martial statistically increased as the Marine Corps souqht

to cope with the problems and bring to justice those responsible for the

infraction of orders. The magnitude of this problem was new to the Marine

Corps, as never before had problems of this nature been experienced in

'.= L
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The seriousness of the actual disciplinary problems concerned the

Marine Corps; however, there were other areas that were equally as dis-

turbing. The administrative burden of bringing to justice those responsi-

ble for the infractions was expensive and time consuming. The expenses

were not restricted to cost alone. They included legal proceedings and

required additional personnel to perform such varied duties as adminis-

trative clerks and prison guards. These jobs often were performed by

Marines who had initially been trained to serve in other occupational

specialties, such as driving tanks and firing artillery weapons. The

performance of these missions placed an added burden on the Marines who

were performing natisfactorily. The added responsibilities that faced

these individuals and the associations they had with the offenders of

military standards were more than some of these young men could take.

Some left the Marine Corps, compounding the already high unauthorized

absence rates and became members of the groups from which they were try-
17 'Ing to escape.

There were many reasons for disciplinary problems within the Armed

Forces. A significant consideration is the serviceman's inability to adapt

to service life. The services sought means of identifying those char-

actoristics which would be inherent to a person's ability to adjust to

the service. Mental ability had been associated with trainability; how-

ever-, little correlation appeared to exist between the number of dis-

18
ciplinary problems and mental groups. The age of the individual at

the time of his enlistment in the service had a definite effect on at-

trition, but it added little or no information that could be used to
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predict disciplinary problems. The best predictor of possible disci-

plinary trends was identified at the educational level of the young re-

cruit.20 The possession of the high school diploma was determined to be

a means of predicting those individuals who were less likely to become

disciplinary problems.21 An example of the lack of disciplinary involve-

ment of the group is that courts-martial and non-judicial punishment

occurred 1.5 t. 1 times as often among non-high school graduates as they
22'

did among those who possessed a high school diploma.

In 1975, the Marine Corps began placing more emiphasis on recruit-

ing high school graduates in order to resolve the disciplinary problems

and improve the overall quality of the Marine Corps. A goal was estab-

lished that renuired 75% of the enlistees recruited in fiscal year 1977

to be high school graduates. This goal was exceeded during the first

three months of fiscal year 1975 (July, August, and September): of those
23

young men enlisted, 76% of them had graduated from high school. Table

3 illustrates the changes that began to take place within the Marine

Corps as a result of the increasing number of high school graduates being

recruited. As the number of high school graduates and the higher mental

gIroups (I-IlIA) increased, mental groups IV-V decreased as did attrition,
deserters, average confinement population, and the unauthorized absence •

rates. More time could be utilized to effect better training which en-

hanced the readiness posture of the Marine Corps. Individual Marines
were more satisfied and began to realize the experiences expected upon

enlistment. An increase in the morale of the individual Marine began

to escalate, increasing individual effectiveness.

" I: Table 4 presents the percentages of high school graduates that

were recruited over the past eight years. The years from 1970 to 1974

_M=7 -- -
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Table 3

* Quality Changes Taking Place in the Marine Corps From
£ FY 1975 Through the 3rd Quarter FY 1977*

*Information contained in Table 3 was provided by Headquarters,
U.S. Marine Corps. (Code MPP), Washington, D.C.

1. Diploma High School Graduates increased by 13.7%

2. MG I-IlIA% by Recruit Depot Testa increased by 9.0%

3. HlG IV-V% By Recruit Depot Test decreased by 13.7%

4. Avoraqo Monthly UA Rate (per 1000) decreased by 46.7%

5. Averago Monthly Desertion Rate (per 1000) decreased by 50.0%

6. Mlajor Crime Statistic (Available from decreased by 11.1%
FY 1976 through 3rd quarter FY 1977)

7. Average Confined Population decreased by 51.3%

3. flJor Command Special Courts-Martialc decreased by 25.6%

9. Non EAS Attritiond decreased by 17.0%

10. Deserter at Large Populatione decreased by 61.6%'
11. UA at Largo Populatione decreased by 48,4%V

ý'All tMarines are tested at AFEES and again upon arrival at the
recruit depots. Recruit depots' test results are utilized in classifi-
cation and assignment process.

blncludes forcible rape, murder, larceny, burqlary, aggravated
assault, auto theft and robbery committed aboard Marine Corps conmmands
"with a PMO.

CIncludes only those SPCM where Marine Corps Military Judges
presided.

dIncludes only unsuiLable, unfitness, misconduct, good of the
snrvice and expeditious discharges. FY 77 and FY 76 figures Include
respectively 1656 and 2644 discharges under Expeditious Discharge Pro-
gram which was implemented during November 1975.

eEnd of June 1977 data.

•I I



ind(ica ted ai decr'a;se in the high schiool qridud tes enlisted, while the

years from 1975 to 1977 presented a steaidy increase in the percentagues

of high school graduates entering the Marine Corps which surpasses the

previous 4 year period. These figures support the fact that Marine of-

ficial's re lIzpd the value of completing an education with respect to the

young man entering the service.

Table 4

Percentage of High School Graduates Obtained
by Fiscal Year (Does Not Include GED's)*

FY 1970 52.81

FY 1971 49.9,

FY 1972 50.8/%
!4

FY 1973 49.6%

FY 1974 48.9%

FY 1975 51.5%

FY 1976 60.9%

FY 197T** 75.4'/.,

FY 1977 70.0;,Z,
*Statistics provided by Headquarters, U.S. Marine Corps, Code

MPP, Washington, D.C.ii

P.*FY 197T was an Interim period of 3 months, July, August and
September, in 1976 when the federal government changed the dates of the
fiscal from July to June to October to the end of September of each year.

The obvious improvement that the Marine Corps made in reducing

the disciplinary problems it once encountered is indicative of the ef-

fort that has been expended to identify those characteristics within the

person who would be less likely to become involved in disciplinary action.
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Young uiln who met the academic as well as the behavioral standards of

I high school and their commnunities are( more Ilkely to confon,,i to the disci-

pIi es and standards of the servi ces.; Thls knowledge has enhanced the

services' ability to reduce hdny uf their disciplinary problems.

Job Performance

Job performance is one of the most important indicators of a

25
serviceman's potential for success. The manner in which young men ac-

cormplish their tasks indicates the degree of reliability and dedication

necessary to succeed in military and civilian jobs. An Individual whose

Job performance is considered to be satisfactory or better is not-mally

recognized for his efforts. The most common method of recogniing good

Job performance is promotion within the organization. A means of reward-

ing military personnel who perform in an exceptional manner is to promote

them rmcritoriously, that is, ahead of their contemporaries.

The individual who is considered to be a quality performer pos-

sesses those traits that are considered desirable in that they lead to a

$! hirIher quality of accomplishment and result In a motivated force, 26  Pro-

ductivity, or jub performance, has been identified as a major factor which

I directed the services' desires in personnel.27 It was one of the reasons

the military sought to reduce the number of enlistees who were classified

as mental group IV.28  An ultimate goal of all employers is to hire people

who will perform adequately with minimum supervision; *his is 'less expen-

sive and often requires fewer people for the job.

* Trainability could be considered the initial step in identifying

good job performance. Studies have revealed that there is one quality

indicator that prevails in the area of trainability: the level of educa-
29

tion the trainee completed prior to enlistment. Those servicemen who

17. 
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have completed their high school education are more receptive to train-

ing and perform much better when attending formal military schools than
30

those of similar mental groups who have not graduated. The success of

the military trainee goes farther than how well he masters his subjects

in school: the trainee who possesses a high school diploma is more likely

tb complete the school, whereas the non-high school graduate has a much
ý31higher failure rate while attending schools than the graduate. Chart

A presents a good illustration of the failure rates between high school

graduates and non-graduates.

A firm indicator of the serviceman's success is the promotion he

receives within a given period of time. Again, the high school diploma

appears to be one of the major predictors in identifying those most likely

to gain this recognition. The high school graduate, mental group III,

has a significantly greater probability of obtaining higher rank than the

non-hiqh school graduate of mental group I or II.32 Table 5 illustrates

the percentage rating given by supervisors of 25,000 individuals who were

at the end of their four year enlistrent. These people were evaluated on

their productivity and then grouped in the areas of educational levels

and mental aptitudes. Those individuals who had obtained at least a high

school education were rated far superior in relation to productivity than

"the less educated, regardless of mental group scores. The only close

comparison between the graduate and those individuals who have not earned "J

a dinloma (includes GED graduates) is the comparison between the mental

group IV high school graduate and the mental group I non-graduate. These

ratings are very subjective because they are the individual opinions of

supervisors; however, the vast number considered lends credibility to the

data. The data clearly set aside those individuals who have at least ji T 4MA
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Table 33

Estimated Productivity of Enlisted Personnel at the End
of Four Years of Military Servicea

(percen t)

Mental Group

Education I II III IV All

College Graduates 107 107 108 (c) 108

Some Col lege 113 105 106 100 107

High School Graduate 108 103 100 96 103

GEDd 94 92 90 82 90

Some High School 96 90 83 75 85

All 109 102 98 90 100e

Source: Unpublished tabulations provided by Robert M. Gay, The Rand
Corporation.

* aSupervisors were asked to rate specific individuals in their

charge on a percentage scale relative to the average four-year
*specialist. Estimates based on 25,000 individuals from 50 oc-

cupational specialties in the Army, Navy, and Air Force.

b 1o0 percent equals the average four-year specialist.

CLess than 10 observations.

td i
"d"GED" refers to the General Education Degree and reflects

!l.;:Iindividuals who do not have a high school diploma but who have
passed a high school equivalency test.

eEstimates were normalized so that the entire population averaged

100 percent. The actual sample-wide average was 97.9. Thus,
the raw score for each cell was adjusted by dividing by 0.979.

i T ' ; ii* 11•:..•;2
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of tho job by surpassing their less educated counterpart's performance

according to their supervisors.

The frequency that servicemen are promoted is directly related to

how well they perform their jobs. Chart B explains in detail how the high

school graduate compares with the non-high school graduate with respect

to the probability of promotions in various experiences and occupational

areas. The more rapidly people are able to be promoted within a given

time period, the stronger tne indications are that they are performing at

a much higher level of performance than others who are not recipients of

promotions. Education appears to be a key factor in how well individuals

compete for promotion, There are two areas where the non-high school

graduate, mental groups I-II, did excel beyond the high school graduate,

mental group IV-V. These areas were the ability to perceive technical

knowledge and the attainment of promotion to the grade of E-5 within two

IL 34years. An overall predictor within the Marine Corps of those individ-

Suals who would achieve promotion to ranks through Sergeant (E-l through

35E-5) was the possession of a high school diploma. This same charac-

teristic applied to young Marines completing recruit training. High

school graduates are more likely than the non-graduates to exhibit excep-

tional performance that would warrant prorilotlon to Private First Class

(E-2) upon completion of recruit training. 3 6

Young Marines who perform exceptionally well, demonstrate unique

potential to excel, and desire special recognition for their efforts are

meritoriously promoted to the next higher rank as an award for their

"overall excellence. Table 6 presents the meritorious promotions from

?1 vera Z-'J



Table 6"

Mlarine Corps Meritorious Promotions, E-1 Through E-5
Of First Term Enlistees

Invalid
E-1-E-5 Count NHSG GED HSG HSG+

FY 74

Total Marines 144,419 2,186 54,928 13,811 65,886 7,608
% of Total Marines 1.51% 38.03% 9.56% 45.62% 5.27%
Total Meritorious

Promotions 21,503 270 6,647 855 11,832 1,899"
Z of Meritorious

Promotions 14.89% 1,26% 30,91% 3.985 55.03% ,831, - ' ' y~Y 75_ ,

Total Marines 149,756 2,997 52,731 14,624 72,850 3,554
%. of Total Marines 2.00% 35.21% 0.76% 48.65% 4.38%
Total Meritorious

Promotions 25,739 603 7,294 1,469 14,793 1,580
% of Meritorious

Promotions 2J4% 2§j34% 5.71% 57.47% 6.14%S...... .... ~FY 7_._6 . . ..

STotal Marines 146,131 4,783 44,258 13,350 76,975 6,765
of Total Marines 3.27% 30.29% 9.14% 52.6704 4.63%

Total Meritorious
Promotions 23,030 403 4,563 1,536 14,964 1,561

ZJ' of Meritorious
EPromotions l.75.. 19081v. 6167% 64209,11 6,78%T:. l. FY 17._ _'7

lotal Marines 143,5B7 157 37,323 12,090 87,025 6,992
, of Total, Marines .11% 25.99% 8.42% 60.61 1. 4.87%

, Total Meritorious
SPromotions 24,788 341 4,330 1,270 17,164 1,683

% of Meritorious 1.38% 17.47'% 5.12% 69.24% 6.779%
Promotions

FY 7T (3 months, July, Aug & Sept)

Total Marines 145,975 137 35,239 12,271 91,190 7,138
of Total Marines .09% 24.14% 8.41% 62.47% 4'.89',1V

Total Meritorious
Promotions 5,407 646 955 352 3,193 341

; of Meritorious
Promotions 11.77% 17.40% 6§42% 58.19% 6.211

*Data provided by Headquarters, U.S. Marine Corps, Code MPP,
Washington, D.C.

....................................................................
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E-1 throucih L-5 twarded to Marines on their first enlistment from fiscal

yeair 19/4 until the end of Septitmbn.r 1977. The data indlcaLe thot younq

men who have received a high s;chool or higher education are meritoriously
promoted more often than those Marines in the other categories. Those

Marines who have received more than a high school education possessed the

highest percentage of meritorious promotions and in most years, almost

25% of them became the recipients of a meritorious promotion. The non-

high school graduate who had received his General Education Development

certificate had the least chance of being meritoriously promoted in most

years. The non-high school graduate has only a slightly better chance

than the GED holder of being promoted meritoriously. The higher the level

of education upon enlistment into the Marine Corps, the better the chances

of being awarded a meritorious promotion.

Charts C and D exhibit additional data that relate to the potential

success of the high school graduate when compared with the non-high school

graduate. The high school graduates' chances of succeeding are greater

than the non-graduates in almost all areas. Those areas where the non-
! high school graduate is introduced as having a better chance of success

is so small that they are not considered to be of any significance.

The quality of Job performance is correlated to the years of

education a recruit receives prior to his enlistment. The higher his

education, the greater his productivity will be and the frequency for

which he will be recognized for his efforts by promotions to the next

higher rank will increase. Productivity will continue to be an impor-

tant aspect of the services' desire to increase overall quality. People
who are more productive will be the key to this issue.
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Qualities Developed Within A High School Graduate

Those young men who have completed their higfh school education

ape considered to be the quality personnel sought by the Armed Services.

The traits that they possess, as presented by the data, create a group

of people who will have a major impact on the overall quality of the

Armed Forces. This unique group of people are placed on a pinnacle which

portrays their overall superiority when compared with those less educated.

The comparison is not just one of close relationship, but one of major

separation.

The academic achievements of what the students have learned in

school are not the primary reasons of the graduates' success. As pre-

viously pointed out, mental group IV graduates surpass the high mental

group I and II non-graduates in many areas, therefore, there is another

predominate factor that bears a major impact on these young men. This

factor is the experiences afforded high school students as they progress

through the school years. In order for them to successfully graduate,

students must learn to cooperate with not only the school's faculty, but

they must also get along with their fellow students. A degree of team-

work is required in many classes that assists the persons in adapting

more easily to military service. Those young people who graduate have

. Indicated that they are trainable in that they have met certain academic
37requirements directed by the educational system. More importantly, they

have demonstrated that a degree of discipline has been instilled in them

its they have met certain behavioral standards not only in the school but

in their communities as well. 38  This acceptance of disciplin, is a major

characteristic that places people in this category ahead of the non-

graduate.



Parents of these young people also play an important role in their

scholastic success. Often it is the parent's concern and encouragement

that has kept the students in school and helped them gain an understanding

of completing those jobs that are started. Parental supervision and

guidance instill certain qualities in young men that have helped them

* overcome many difficulties that have caused others to throw up their hands

and quit when the requirements became demanding. These special interests

have also assisted the graduate in accepting discipline as he has most

likely been subjected to some degree of discipline throughout his life;

therefore, these make the transition within the military a much easier one.

The perseverance that is gained in order to meet the many require-

ments for graduation is one of the most important characteristics that

the high school graduate develops. It is this trait that has a major

effect on the quality of the personnel entering the services. Recruits

who possess this indicator are good performers and are rewarded for their

efforts of remaining with a specific job until it is adequately completed.

An individual's past performance is an indicator of present performance. 39

The practices and habits that are developed in just a few years

of schooling develop qualities within young men that will play an impor-

' •tant role in their future success. These young people are motivated and

* ireceptive to discipline and create a very competitive manpower market

because the civilian labor forces and the military alike have a strong

F need for these individuals as they are considered to possess the quality

indicators of success.
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CHAPTER 4

CONCLUSION AND TOPIC FOR FURTHER CONSIDERATION

High school graduates are clearly presented as highly desirable

manpower resources for the Armed Services. These young men are assets

which improve the quality and potential of the military in that they may

be depended upon to exhibit good performance characteristics and create

fewer disciplinary problems. The beneficial impact that the graduate

provides the Armed Forces is monumental, and data indicate that the di-

ploma is a very important instrument for predicting quality young men.

There is no doubt about it, the high school graduate is clearly

,K a quality indicator for the Marine Corps. Data indicate he is superior

in every aspect to the less educated personnel. The benefits received

from this quality segment of society far outweigh the additional efforts

required to obtain them. The quality that is attributed to those young

men who have graduated from high school is unparalleled by any other

segment of society that is eligible and would consider enlistment in the

Marine Corps.

rTopic For Further Investigation

This study provides data that presents the high school graduate

as a definite quality indicator, one that should direct the Marine Corps'

recruiting efforts in a direction leading toward personnel improvement.

This solution addresses one part of overall manpower improvement within

42
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the Marine Corps. Another area is the methods or procedures established

to increase retention of good Marines and build a strong reserve force.

This is a major undertaking, especially since the segment of the national

population that is of military age is declining, and recruiting for re-

serve forces is becoming continually more difficult. The means of pro-

viding some assistance in this area is a new enlistment commitment that

should be considered.

The new enlistment agreement that is suggested is similar to the

British enlistment mystem. A young man who meets all of the current en-

listment requirements and is a high school graduate would be enlisted for

a period of six years of active duty. This portion of the contract con-

tains basically the same conditions as the current enlistment military

contract for all services in that all young men entering the military

agree to a six year enlistment; however, the length of time served on

active duty will vary from six months for the active reserve to a special

program of six years active duty.

Under the new agreement, all young men would be enlisted for six

years of active duty except those who specifically desired to become

members of the active reserve. The six year enlistees would receive the

same recruit training that current recruits undergo and upon completion

of that training, they would proceed to their advanced training and

ultimately Join a unit where they would begin performing in the area for

which they were trained.

SIWhen the young Marine reaches six months of active duty, the time

will arrive for him to renew his contract with the Marine Corps and for

the Marine Corps to renew their portion of the contract with the Marine.

If the Marine desires to continue his enlistment and t.he Marine Corps

.77.
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the organization, the remaining portion of the six year commitmenL would

become effective with no further requirements, If either party desires

to terminate the contract at this time, the Marine is discharged from

active duty and becomes a member of the nearest reserve unit to his home

or place of residence.

Many advantages are recognized within this system as It provides
a means of strengthening Marine reserve units. The requirement to Join

a reserve unit would in3ure that training received to this point would

not be in vain, but would be an excellent means of obtaining the maximum

benefits from the training. This new procedure does not advocate that a
!i mass of undesirables would be forced into struggling reserve units. On

the contrary, Marines of current quality or higher would begin filling

reserve manpower needs. All enlistments would be of the highest quality

with maximum emphasis directed toward enlisting high school graduates.

Young men who are considered undesirable would receive a discharge from

the service as is the current policy.

It i•s true that some Marines who had performed poorly during thrir

initial six months of active duty would enter reserve units. On the other

hand, Marines of the highest quality might elect to return to their homes

because active duty does not suit them, or for various personal reasons

that may exist. This system allows both the Marine and the Marine Corps

the opportunity to decide who will remain on active duty.

Those individuals who elect to remain on active duty and are ac-

cepted have the opportunity to see firsthand what military life is like,

both the good and the bad, priur to making a long term commitment. They

obviously find military life desirable and challenging, and as a result

'*1
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they will have hiyher mordale and job li,'furiance. Many of these Marines

could be expected to reenlist at the end of their enlistment as they had

ddjusted well and found their employment meaningful.

A very important and beneficial side effect will take place as a

result of the implementation of this procedure. Commanders at all levels

will be required to exert the best possible leadership throughout the

Marine Corps in order to retain the higher quality Marines. A viable,

interesting, and motivating training program will have to be initiated

to maintain the interest of young Marines and afford them the experience

of satisfactory accomplishment that meets the goals they have established

and expect, All other duties not related to training will have to be

carefully assigned on an equitable basis that is reasonable to all, not

requiring the younger, more inexperienced Marine to perform menial tasks

in lieu of experienced personnel because it may be more convenient to the

*. commander. Efforts would be required to insure that everyone is treated

fairly and every effort is extended to the young enlisted Marine to in-

sure that he is properly cared for and trained in the most professional

manner possible. The qualities of leadership would be honed at all levels,

thereby building a stronger, more efficient Marine Corps team, and ef-

forts would specifically be directed at the key to the Marine Corps'

success and tradition: the individual Marine.

Havincp determined the quality trait that is necessary to improve

the Marine Corps' manpower, and having established a system that en-

hances leadership and encourages motivation, the Marine Corps would con-

tinue to be a leadcr among the world's Armed Forces. With the introduc-

tion of this new procedure, the Marine Corps would be an easier product

for recruiters to sell and their requirements for large personnel quotas

' I
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would be reduced, thereby allowing them the opportunity to truly seek

"A Few Good M1en."
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APPENDIX

CHART A

Table 1

Probability of Attaining Rank E-4, Two-Year
Enlistees, 1968 Cohort'

Probability of
Attaining Rank E-4

Age: 17 years .44
A 10-19 years .51

20 years and over .57

Race: White .55
Non-white .47

Level of Education
Comba t Experience: Less than H.S. H,S. or above

Served in Vietnam

Mental Groups I and 11b .45 .64
Mental Group I11 .35 .52
Mental Groups IV and V .30 .42

Did not serve in Vietnam

Mental Groups I and II .56 .77
Mental Group IV d .43 .65
Mental Groups IV and V .39 .58

Military Occupation:

Ground Combat

Mental Groups I and II .46 .66
Mental Group I1l .38 .57
Mental Groups IV and V .33 .51

General Repair

Mental Groups I and II .55 .74
Mental Group IV d .40 .54
Mental Groups IV and V .32 .42

•" •l •A"
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Table 1 (continued)

Level of Education
Less than H.S. H.S. or above

Clerical and Semi-skilled

Mental Groups I and 11 .52 .74

Mental Group I11 .40 .03

Mental Groups IV and V .35 .54

Other Skills

Mental Groups I and II .50 .72

Mental Group 111 .37 .60

Mental Groups IV and V .33 .52

Wo aThe overall probability of attaining Rank E-4 is .51.

"bBased on the General Classification Test.

•,
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Table 2

Probability of Attaining Rank E-5, Four-Year
Enltstees, .1968 Cohort&

Probabi I Ity of
Attaining Rank E-5

Age: 17years .37
18-19 years ,50
20 years and over .50

SRace: White .51
Non-white .45

Combat Experienceb Level of Education:

Military Occupation: Less than H.S, H.S, or above

Ground Combat

Mental Groups I and 11c .41 .68
Mental Group 11 .34 .4a
Mental Groups IV and V .29 .47

General Repair

Mental Groups I and II .49 .61
Mental Group I11 .46 .55
Mental Groups IV and V .30 .42

Clerical and Semi-skilled

Mental Groups I and II .51 .73
Mental Group Il1 .37 .56
Mental Groups IV and V .37 .62

Other Skills

Miental Groups I and II .44 .60
Mental Group 11 .42 .54
Mental Groups IV and V .38 .54

aThe overall probability of attaining Rank E-5 is .48.

bApproximately the same as the overall probability of attaining
Rank E-4.

CBased on the General Classification Test.

51
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Table 3

Probability of Attaining Rank E-5, Two-Year
Enlistees, 1968 Cohort&

Probability of
.Attanlng RAnk E-5

Age: 17 years .04
18-19 years ,06
20 years .,and over ,07

Race: White .06
Non-white .06

Level of Education:
Combat Experience: Less than H.S. H,S. or above

Served in Vietnam
"Mental Groups I and ,0b .06 .11

Mental Group III .03 .06

Mental Groups IV and V .02 .03

Did not serve in Vietnam

Mental Groups I and II .10 .21
Mental Group I11 .05 .11
Mental Groups IV and V .03 .06

Military Occupation:

Ground Combat

Mental Groups I and II .08 .16
Mental Group Il .05 .10
Mental Groups IV and V .04 .08

General Repair

Mental Groups I and II .07 .11
Mental Group Il1 .04 .06
Mental Groups IV and V .01 .022 Clerical and Semi-skilled

Mental Groups I and II .08 .19
Mental Group I1l .04 .08
Mental Groups IV and V .02 .05

H 52
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rable 3 (continued)

-Less than H. ducatS.on above

Other Skills

Mental Groups I and 11 .07 .14
Mental Group 111 .04 .08
Mental Groups IV and V .02 .04

"aThe overall probability of attaining Rank E-5 Is .06.

bBased on the General Classification Test.
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Table 4

Probability of Attaining Rank E-4: Two-Year
Enlistees, 1970 Cohorta

Probability of
. Attaining -Rank E-4

Age: 17 years .32
18 l9 years .39
20 years and over .48

Race: White .43
Non-white .36

Combat Experience b

Level of Education:
Military Occupation: Less than H.S. H.S. or above

Ground Combat

Mental Groups I and II .25 .48
Mental Group I11 .19 .37
Mental Groups IV and V .16 .27

General Repair

Mental Groups I and II .33 .64
Mental Group 111 .27.6
Mental Groups IV and V .26 .49

Clerical and Semi-skilled

Mental Groups I and II .53 .71
"Mental Group I11 .34 .52

SMental Groups IV and V .36 .48

5'.
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Table 4 (continued)

Level of Education:

Less than H.S. H.S. or above

'Other Skills

Mental Groups I and II .36 .64
Mental Group I1I .33 .50
Mental Groups IV and V .26 .45

, "The overall probability of attaining Rank E-4 is .30.

bApproximately the same as the overall probability of attaining
r Rank E-4

CBased on the General Classification Test.

Source: Sheldon E. Haber, Factors Influencing Tralnability in the MarineCorps,(ahnon c. The George Washington U~niversify-,
•:; ~TMTO' pp. 10-13.
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CHART B

Formal School Failure Ratesa By Educational
Level and Mental Group

Mental High School Non-High School
Group Grdjtes Graduates

I 2.6 4.2

II 3.4 7.7

IIIA 3.2 9.5

IIIB 5.3 11.2

IVA 5.9 13.4
o 'IVB 14.0 20.8

V 23.6 32.9

aThe table is based on a sample of 24,380 recruits who entered
I the Marine Corps between July 1973 and December 1974.

Source: William H. Sims, Profile of a Successful Marine, (Arlington,
Va.: Center for "rvailIAnalfi' s;-'7,7 ,-"
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CHART C

Predicted Chances of Success: Profile 3

ASVAB

Mental Percentile Grades of.School Completed
"Grou"

1 93-100 90 90 77 77 72 67 62
II 65-92 88 89 76 76 71 66 60

INA 50-64 84 84 72 72 66 62 56
IIIB 31-49 80 80 60 68 62 58 52

IVA 21-30 74 74 61 61 56 51 45
IVB 10-20 73 73 61 G1 55 51 45

V 0-9 65 65 52 52 47 43 37

* Age 18

1 93-100 91 91 78 78 73 68 63
j1 II 65-92 89 90 77 77 72 67 61

IlIA 50-64 05 86 73 73 67 63 57
IIIB 31-49 81 El 69 69 63 59 53

IVA 21-30 75 75 62 62 57 52 46
IVB 10-20 74 74 62 62 56 52 46

V 0-9 66 66 53 53 48 44 38

1 93-100 88 88 75 %b 70 66 60
iI 65-92 86 87 74 74 69 64 58

IlIA 50-64 82 83 70 70 65 60 54
IIIB 31-49 78 79 66 66 61 56 50
IVA 21-30 72 72 59 59 54 49 44
IVB 10-20 71 71 59 59 54 49 43

V 0-9 63 63 50 50 45 41 35

Age 20

1" I 93-100 35 85 72 72 67 62 57
1 II 65-92 83 83 71 71 65 61 55

IlIA 50-64 79 80 67 67 61 57 51
IIIB 31-49 75 75 63 63 57 53 47

IVA 21-30 69 69 56 56 51 46 40
IVB 10-20 68 68 55 55 50 45 40

V 0-9 60 60 47 47 42 37 32
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CHART C (continued)

ASVAB
Mental Percentile Grades of School Completed

GroupScore _a1 1 1

ft Age 21

I 93-100 81 82 69 69 64 59 53
I1 65-92 00 80 67 67 62 58 52

IlIA 50-64 7C 76 63 03 58 54 48
1110 31-49 72 72 59 59 54 49 44

IVA 21-30 65 65 53 53 47 43 37
IVB 10-20 65 65 52 52 47 42 37

V 0-9 56 57 44 44 39 34 28

Age 22

1 93-100 79 80 67 67 62 57 51
II 65-92 78 78 65 65 60 55 50

IlIA 50-64 74 74 51 61 56 51 46!IIIB 31-49 70 70 57 57 52 47 42
iIVA 21-30 63 63 51 51 45 41 35

TOIV 10-20 63 63 50 50 45 40 35
I.V 0-9 54 55 42 42 37 32 2G

Source: William H. Sims, Profile of a Successful Marine, (Arlington, Va.:Center for Naval Analysis, 1977), Pp. 20-23.
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CHART D ~*

Success Potential: Diploma Graduate
(Probability of Successfully Serving 24 Months)

Combat Scal CC) ASVAB Mental irouR trctnjg5o

Age 17-20a

21 98 *,998 .96 .90 .84 .79 .73
19 90 9gga .94 .39 .83 .77 .71
17 74 .99 .93 .88 .82 .76 .7o
15 54 .98 .92 .86 .81 .75 .69
13 36 .96 .91 .85 .79 .74 .68
11 22 .95 .89 .84 .78 .72 .67
9 13 .94 .88 .82 .77 .71 .65

Success potential *+.0038 (MG) + .0063 (CC) + .5210

Success potential constrained to __.99.

Age 21 Or More

421 98 .93 .87 .82 .76 .70 .65
19 90 .92 .86 .80 .75 .69 .63
17 74 .91 .85 .79 .74 .68 .62
15 54 .89 .84 .7ý3 .7 2 .67 .61
13 36 .88 .82 .77 .71 .6r, .60
11 22 .87 .81 .7S .70 .64 .P

Success potential +.0038 (MG) + .0063 (CC) + .4381
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Success Potential: Non nraduate

(Probability of Successfully Servin9 24 Months)

SSl (ASVAB Mental rcentile Score•

Raw(e ntle 9 11(80) 11(65) eile •I 5 0) IIIB(35)

Age 17-20

21 go .83 .77 .72 .66 .60 .55I
19 90 .82 .76 .71 .65 .59 .53
17 74 .81 .75 .69 .64 .58 .52
15 54 .79 .74 .68 .62 .57 .51
13 36 .78 .72 .67 .61 .55 .50 I
11 22 .77 .71 .65 .60 .54 .48

9 13 .76 .70 .64 .59 .53 .47

Success potential a +.0038 (MG) + .0063 (CC) + .3384 jSL
Age 21 Or More

21 98 .75 .69 .63 .58 .52 .46
19 90 .74 .68 .62 .57 .51 .45 .
17 74 .72 .67 .61 .55 .50 .44
15 54 .71 .65 .60 .54 .48 .43
13 36 .70 .64 .58 .53 .47 .41
11 22 .69 .63 .57 .51 .46 .40

9 13 .67 .62 .56 .50 .45 .39

Success potential +.0038 (MG) + .0063 (CC) + .2505

Source: Warren T. Matthews, Quality of Marines: Pre Enlistment Screen-
ing Based on Predicted Performance, (Arlington, Va.: Center
for Naval Analysis, Unpublished), pp. 26-29.
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