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ABSTRACT

This study cxamines the value of the high school graduate as a %

quality indicator for identifying young men for enlistment in the Arned ‘
Forces. The prinary internst 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. E

The study investigates the effects of a high school education as i

it pertains to abnormal attrition, disciplinary problems, and job per-
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‘ formance 1n the military. Comparisons are made beiween servicemen with i

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

it i ; their enlistuents, ?

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

;E; l % men was the completion of high school prior to enlistment, High school ; ‘
-f ; E graduates were found to have lower attrition than recruits of other edu- o
{‘ { L cational catenories; however, age was a determining factor for all cats

ii : egortes, The recruits who were of the minimum age for enlistment, 17

3;5 - years old; and the older men, 21 years or older, had higher attrition

:f% rates.

1} i The hiqgh school qgracuate was involved in fewer disciplinary prob-

?i ; E B lems than the non-high school qraduate within the Marine Corps. As the

i' | ; . percentage of high school uyraduatos rose, the rate of disciplinary prob- i
'{1 E lems decreased,  The mental aptitude of individuals was determined as ?
‘ﬁﬁ i having 1ittie effect on the disciplinary problems in the Armed Forces. ;
rﬁ i ; Individuals who had completed high school were found to be more ]
‘% ' % mroductive and trainable than other servicemen. The high school graduate ;i
ok 14 ;
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; had a higher completion rate at formal schools and their perforiance wa: i
% % B recognized by promotions more often than the non-high school graduate,
} %, Special recognition for exceptional performance was meritorious promotion,
%i % The fndividual who had completed high school was more frequently merito-_
. ? riously promoted. ]
: The study concludes that the high school graduate 1s a quality %v
{ + indicutor for enlistment and that the best candic 'tz for mnlistment in ;
the Marine Corps i1s the high school graduate wio enlists at an early age. f;
g The studv suggests an enlistment contract that would benefit the Marine i
% Corps by insuring the highest quality personnel remain on active duty. :%
; The reserve forces would benefit from this new procedure because the i

trained personnel who elected not to remain on active duty would be 1

required to join the active reserves,
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CHAPTER 1

INTRODUCTION TO PROBLEM

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

quatity of the young men who were enlisting in the service. This inter~
est has intensified over the past decade, especially during the implemen-
tation of the All-Volunteer Force concept. Personnel problems were ex-
nressed 1n areas of growing abnormal attrition rates, increasing dis-
ciplinary problems, and generally poor job performance. The atmosphere
that was created by these adverse conditions causeé aood productive
Harines to exit ihe servh:e.1 An environment that was not conducive to
persuading good ren to remain in the Marine Corps and the difficulty that
recrutters were having eniisting a sufficient number of qualified young
men to meet the services' manpower needs added to the seriousness of the
quality of the people who compr1sed the majority of the Marine Corps.

These problems were compounded in the 1970's with the advent of
the Al1-Volunteer Force concent and the need to weet the demanding man-
power requirements. The Marine Corps has always been recognized as a
volunteer organization and has relied on valuntears to supply its person-
nel needs. On occasion the velunteers were aurmented with youny nen who
had been drafted. This reliance on the draft occurred during a time of
national emergency when the Marines' recruiting forces were temporarily
unable to meet thefr increased goals because of the vast numbers of
people needed at a specific time. The draft served as a means of
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releving Lhis breiet personnel deficit.  ihe dreaft further aided the

Harine Corps® volunteer recruiting effort by allowing young men of draft

age the opportunily Lo enlist in the Marine Corps rather than to be

drafted into the Arny; therefore, many of the Marine enlisteecs were not

i ‘ true voluntcsrs but were draft motivated recruits.a Once the All-Volunteer

' Force concent was institutad, the Marine Corps and especially its recrulters
became acutely aware of the draft motivated enlistees. Recruiters were

! nn longer able to select the most qualified enlistee from sever:d applica-

Rl R el | 51 t el St St i

? tions in order to obtain his quota of new recruits; now, the recruiter
’ was required to scarch diligently for minimally qualified personnel, at ?
? best, to meet their increasing quotas. The recruitment of increasing %
% numbers of marginally capable people added to thc decreasing personnel %
! quality within the Marine Corps and made 1t imperative that actinn must '?
be taken to reduce this type of personne’ input and to beqin a provyram to g
; improve the standards of eantment.3 %
With pressure from the Congress to reduce the climbing abnormal %
attrition rates and internal desires to improve the quality of nmen en- é

11sting, the Marine Corps beqan to analyze 1ts quality standards for en-
Hstment.lI The initial reaction was to increase the mental standards for
entry. This suagestion would require recruiters to scek young e,
hiaher mental abilities and reduce the number of people who were being

. recruited and were within the mental group IV cateaory. Implementation of
this pnlicy did not provide the Marine Corps with an adequate solution to
the personnel problem, There was yei another factor that needed to be
recognized and implemented 1n order to improve upon the overall guality

of young recruits, Since many studies had been conducted to determine

E' the effects of education and presented the high school araduate favorably,

i
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? | the Harine Corps established a policy of rvecruwiting more graduates.,  The i

] @ emphasis directed toward primarily recrutting from this section of soci-

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

did the disciplinary problems, The key to successfully eliminating some

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

£¥ Co cruits entering the service.

{; 5 The Marine Corps 1s convinced that the possession of a high school
| diploma 1s an important indicator for identifying those individuals who fé
B} % will successfully serve as Mar1nes.5 The success of these people has ,ﬁ

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

{ 75% of the youny enlisted to be high school graduates. -

This paper investinates the high school graduate as an indicator

i | f of quality for the Marine Corps. g

L Statement of the Problem

To determine 1f the possession of a high school education upon i

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

ities to cope with and adapt to Marine Corps life,

i Objective
The objective of this study is to determine the effects that the
higher educated recruit has had on the Marine Corps, Specific areas that
,«% é . the paper addresses are: the reduction of abnormal attrition, discipli-
;fﬁ ' ' nary problems, and the increase in job productivity and abilities to as-
: similate training. Emphasis will be directed toward determining whether |
or not the high school graduate 1s the best indicator for obtaining a
- é higher quality of recruits and, if so, if the benefits to be derived from X

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

&- and expense to obtain them,
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Chapter 1 states Lthe problom, establivhes objoctives, and explain.

: the scope of the study. Chapter 2 provides a historical perspective of
the Armed Forces' and the Marine Corps' concern for the quality of their

personnel and the dilemmas that have been experienced in the past three

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

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

fully complete his first enlistment 1s presented in Chapter 3. A con-
clusion 1s 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.

Scopa and Methodology

Data are collected by means of historical research techniques.

Resources are 1imited to reports, studies, and information readily avaii-

able at the U.S. Army Command and General Staff College and Headquarters,

: : U.S. Marine Corps. The study 1s Timited in scope to the presentation of A
7
data as they apply to the education of enlistees in three general areas: i

abnormal attrition, disciplinary problems, and job performance. Motiva=-

tion 1s not addressed because of the subject's complexity and the non-

availability of ample resources and a means of measuring them, Leader-

ship 1s 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-

trounds, These areas are considered to be complex and of sufficient mag-

- M PSS = = T e T A I R S s it IR
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nitude to warrant a separate study., The study will, furthermore, be lim=

e e e e

{ted to male servicemen who are on their first enlistment in the Armed

Forces.
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Assumptions,

For the purpose of this study, all students, regardless of the
hioh school attended, reaceived equal opportunities to achieve the same
acadenic experiences regardiess nf the geographic region in which they
may have lived, 1. will be assumed that all high school graduates have
completed similar requirements for their diploma, primarily attending
high school full time until completion, Individuals who obtained their
General Equivalency Diploma (GED) will be considered as non-high school
araduates except when specified differently. The assumption that all
recruits receive the same quality of leadership while undergoing training
will prevail throuahout this péper. While servicemen are located at
various bases and installations around the world, 1t 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.

Inportance of the Study

The Marine Corps has always been very quality minded.6 The spe-
cific interest 1n quality personnel 1s 11lustrated by the experiences
encountered throughout the past decade to eliminate personnel turmoil and
neet the challenges inherent with the Al1-Volunteer Force concept. While
therc are many indices that apply to quality personnel, posscssion of a
high school diploma was ranked among the most important quality indicators
for selacting youny men for enlistment into the Armed Forces. The high
school graduate 1s generally accepted within the Marine Corps and society
as. beiny a better candidate for success than a non-graduate. This paper

wlll attempt to determine 1f this fact is true or if the assumption is

T T Sy PO

P R Sy



g |

4 1 6

that the more education a person has the more successful he will be,

-?‘ i Also, the study will provide some insiyht into how the graduate and non-

'?% Q nraduate affect the previously mentioned problem areas, Information of

';i- ! this nature 1s important ond very necessary for recruiters to understand

£¥ § fully why they must spend their efforts attempting to enlist hiah school

;ﬁn . araduates whon the non-graduate 1s more accessible, The recruiter and

Tg other Marines must also be aware of the effacts that higher quality person- ..

_55' nel h&ve had on the Marine Corps and this data must be presentedlin 3

l;;'_ manner that can be understood, Marines must understand what constitutes

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

;5;, young men in a manner that will create a desire to become a member of the 3
'éi ’ ¢ Marine Corps, There must be no question about what is a quality indicator. -;
)ff and the quaiity must be applied to 1ts fullest among as many as possible %i
%& in order for the Marine Corps to maintain its high state of readiness. ff
| 1
g |
| ';
i 1
; §
-

B T T T —

R s AT I RGN s




it o B S S e

Lt e ¢ ———— 1 AT i S e

FOOTNOTES

1. Bernard E. Trainor, "The Personnel Campaign Issue Is No Longer
In Doubt," Marine Corps Gazette, January 1978, p, 25.

2, Trainor, p, 24.

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

4, Trainor, p. 23,

5. Anne Hoibery 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,




CHAPTER ¢
A HISTORICAL PERSPECTIVE

Civilian and military orgaﬁ1zations have been and 60nt1nue to be
interested in the quality of personnal they employ. Institutions will
view nuality 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 1n the man-
pvter 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 ace
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
until the Selective Service Act of 1948, that written minimum mental
standards for the services were estabHshed.1 While these norms have
eliminated the possibility of many people entering the military, 1t did

allow the Armed Services the opportunity to enlist recruits from the

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

ry
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cstablishing controls and standards continues to be an issue that con-
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! cerns the military leaders today as they seek weans of jmproving quality.
, The military varied the standards of quality for enlisted person- ! é
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 1n mental aptitude requirements of the recruits, not in any sub- |
2 The abi1ty of the 3

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

¢ stantial difference in physical or moral traits.

requirements had a major impact on the degree of change that took place
3

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

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

4

enlisted personnel and identified four areas for increased quality:

! knowledge of modern military technology, less costly training, reduced

sieibe: Sniihhie s

disciplinary problems, and the staffing of noncommissioned officer posi-

tions with qualified personne1.4

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

ployed on them are becoming increasingly sophisticated, and the attendant ‘%

¢ e n e e

advanced technology requires an increasing number of highly skilled tech-
nicians and operators. Personnel are needed to operate computers, repair I
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

N A t—————

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

G
et e p e wit e

increases. Statistics clearly show that recruits of lower educational
levels are more likely to become involved in serfous disciplinary problems ]
which require additional administrative costs and attention to maintain

good order and discipline. The fourth area that the services agree upon
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is the necessity for adequate staffing of noncomnissioned officer posi-
tions with people who could best do the job., The higher quality service-
men have proven themselves to be more 1ikely to receive promotions,
whereas the lower quality personnel db 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 1s essential that personnel of adequate
quality in sufficient numbers be the noncommissioned officers of the
future.5

The Tevel of mental aptitude among enlistees 1s determined by a
written examination which 13 administered to everyone who desires to
enter the Armed Services. The first common enlistinent 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 prine
ciple to the standard "IQ" test. A1l services have adopted the ASVAB as
a method of determining the mental level of prospective enlistees.s The
mental levels are determined by the percentile scores achieved on the
entrance test. The relationship of mental group to percentile score is

presented be1ow:7

Mental Group Percantile Score
I 83-100
11 65-92
ITIA 50-64
111 31-49
IVA 21-30
1VB 16=20
Ive 10-15
v 0-9
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While all of the services' applicants are administered the ASVAB, each

- ey

service establishes minimum mental qualifications for its enlistees,

The Armed Forces were increasing the minimum requirements for en-
1istment 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 Congrass, the Depart- 4

ment of Defense began studies to determine the feasibility of replacing

et e B i RS i AT T T T

conscription. At the same time, the President and the House Armed Serv-
ices Committee were also concerned with this subject. The President's
Marshall Commissfon and the Clark Commission launched by the House Armed

Services Committre released their findings which supported an all=volunteer

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

; the time being, 1gnored tneir findings; the draft law was renewed in ;ﬁ
' 1967.8 Other studies, including the Gates Commissior., were conducted .

; Jater to determine 1f the nation's population could ke eipected to pro~ E
| vide adequate numbers of people to support an all-volunteer concept.

o While the studies addressed different areas relative to the na- 1
' ' tion's abiiity to accept and support a "volunteer force," they all ex~ .ﬁ
: ; 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
ﬁ ; L the services. The services were particularly concerned about the possi-
bil1ty of being required to accept the lTower qua]1f1ed mental group IV

9
personnel to meet their manpower needs during a no- dnaft environment,

‘fj ‘ This concern took place during a period when the services were trying to
b E ‘ _ reduce the need to accept lower quality enlistments, thereby increasing

overall quality of the forces.
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The interest in atlracting 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 military while affording the services a 1
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- 1
ing quality personnel, Like the other services, the Marine Corps is and
10
has always been concerned with the quality of the men enlisted. An
example of the early concern is contained in the following 11lustration f
written in 1953, at Headquarters, U.S. Marine Corps: 3
The mental quality of the incoming recruit population is of con-
cern to the Marine Corps because the lower the quality, the greater 3
the proportion of men received who will be slow to learn, difficult 4
to train, and hard to utilize effectively. Within 1imits, a certain
number of the lower mental laevils can be assimilated with no great ;
difficulty. The problem, however, increases in seriousness as the 3y

proportion of men of 1imited mental capacity increases and as the ';

concen?;ation of tham in certain units or fields becomes more in-
tense,

Initial concern for quality was directed toward mental levels as ;
indicated in the above statement, The Marine Corps, 1ike 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

1970's, studying various individual quality character1st1cs.]2 Analysis
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continues by the Department of Defense and civilian agencies in an at-
tempt to identify quality traits and to determine 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
mental 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

13 Thé interest in those

emphasis upon the completion of high school.
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 rresent the high school graduate as a superior candidate for enlist-
ment 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 & method of
detormining 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 schooil
diploma to be used as a means of measuring 1nte111gence.'|4 The high
school diplomas awarded by many schools were considered to be merely at-
tendance certificates since the students who received them were academ-
ically 111-prepared. They did not possess the knowledge commonly assoc=

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

improve quality among its enlisted personnel, sought young men who
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poassessaed higher mental aptitude but did not necessarily have a hiah schoe
i diploma,

Interest in the quality of the people eniisting 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 1t almost impossible to obtain the 557
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-III, preferably of mental groups I-IIIA.]5 §
The requirement to obtain increased numbers of high school ygraduates was '%

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

| h

|

l

i

{ imum of 65% of the new recruits to be high school graduates; however, these
E orders were not enforced at that time. 6

The Marine Corps was experiencing difficulties during this period
} of adjustment to the all-volunteer concept. Marine officials finally
became convinced that the predictor of a successful Marine was the fact

that he had an earned high school diploma. Increased pressures to obtain

i

more high school graduates resulted from increasing disciplinary problems

AP e St B v G Lt e L A

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

cerned the Marine Corps and Congress made it imperative that something

17

be done to curtail this drain on manpower, Senior Marines became con~
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vinced that the Marine Corps must enlist a higher percentage of high

e T

school graduates 1f quality manpower needs were to be satisfied. The

studies of recruit guality traits that previously had been conducted for
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the Marine Corps provided valuable infurmation that reemphasized the

g ; inportance of the high school diploma. The Marine Corps, as a result,

i; é ustablished policies that increased the percentage of high school graduates ¥
${ 3 recruited and continued reducing the number of perzonnel of mental group ?
gf IV.]ﬂ -{

The combination of the increased number of high school graduates

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

;%l be an effective policy for obtaining higher quality enlisted parsonnel in -
ki 3 the Marine Corps. Abnormal attrition beqan to decline and disciplinary -g}
: : problems were reduced as the percentage of enlisted high school graduates ig

1ncreased.19 Problems have been encountered in obtaining a sufficient
number of high school graduates because of serious competition in the job
market; however, efforts to attract them to the Marine Corps were in- 3
creased, The increased efforts enabled the Marine Corps to meet {ts mane k.
power qoals of high school graduates in sufficient quantities during

20 Marine commanders in the field soon recognized that 'f

fiscal year 1977,

%1‘ : the Marine who had graduated from high school was more receptive to train-

ing and enhanced the quality of the Marine Corps.

Sumiary

The intercst in obtaining quality personnel in the Armed Forces
has intensified in recent years. The beqinning of the emphasis in obe
taining quality personnel beqan 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 Tower mental groups fncreased
=1; ; throughout the Department of Defense and resulted in elevating the min-
ﬁ'i _ ; fmum criteria for enlistment, Quality problems continued to worry the

i b Mrmed Forces as interest was directed at the implementation of an
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all-volunteer force concept, Concern centered around the question of the
quality of youny men who would be attracted by the all-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
Tow 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
servizes, 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,
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CHAPTER 3

THE VALUE OF EDUCATION

e ek 1 St Tttt

The concern for the quality of young men entering the Armed

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

I in determining the type of person who is most 11ikely to succeed in the
military. Specific areas that are addressed in identifying what factors
i constitute "quality" servicemen are: abnormal attriiion, disciplinary
problems, and Job performance. These three areas wi:re selected because

of the problems experianced since the end ¢f the draft as the services

intensified their interest in improving the quality of the enlisted pop-
1

ulation.
The Marine Corps and the other services were disturbed by the

2
costly abnormal attrition or early discharge rates.” Disciplinary problems

L T < e

also accounted for additional concern because of the increased waste of

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

n 1 ficial returns. The high cost of acquiring and training replacement -
| nersonnel for those servicemen who were discharged or whose actions re- |
sult in disciplinary actions that inhibit their useful productivity is
a serious ~oncern, As efforts were directed toward reducing these 14-
: abilitins and improving personnel, interest intensified in the long

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

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

A e T S e en s Aot s o

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

contracted enlistment time than to tolerate lower quality personne1.3
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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
behavior or performance standards established by the serv1ces.4 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 Tawmakers 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 youny 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
have a high school diploma.5 This increase in the educational level of
voung 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
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of discipline, requlated daily schedules, and demanding training require-
rents,  Some voung men were unable to adapt to or cope with the vrigors
of recrudl teadning, theveby becoming fneffoctive as Tuluwre servicenen
and they were subsequently discharged from recruit tra1n1ng.6 Marines
responsible for recruit training were interested in {dentifying charactér-
istics in a young man that would enable him to adjust more eastly to
military 11fe and be more trainable.

The Marine Corps' first reaction toward reducing attrition was
to recruit people who could be trained more easily. The experiences en=
countered with the discharging of young men at the recruit depots sup-
ported the idea that more emphasis must be directed toward recruiting
persons with hiaher 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 recruited 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 Timitation
was placed on the number of young ren who could be discharged as an
a1ternat1ve.7 Thiz policy met with adverse reaction from within the
Marine Corps as i1t 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 1n 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. Younq men who had completed their high school
education had demonstrated, to some degree, the ability to remain with

an objective until it was comploted,
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Table 1 presents data that supports the high school graduate as
ong who is least 1ikely 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-III present the Towest 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.

Table 18

Percent of Enlisted Accessions Discharged for Fajlure to Meet
Minimum Behavior or Performance Criteria: Fiscal 1971
Enlistees Separated as of 30 June 1973. (Percent)

Mental Category

Education [-11 Il Iv Al
HSG 6.6 9.4 13.7 8.6
NKSG 20,7 24.5 26,8 24.6
AN 8.8 15.7 211 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

The total percentage of high school graduates who are discharged
for failure to meet minimum behavior or performance standards 1is.only

8,6 percent as compared with the total non-high school graduates' per-

centage of 24.6 percent. The large differance between the percentages

of these two groups of young men indicates that the more desirable recruit
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should have a high school education. The least desirable enlistees

1 would be those who are in mental group IV and who have not completed high §

9

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

graduate enlistees are discharged early becausc of their inability to neet

'ﬁ ' minimun behavior and performance expectations, Since the services are

. interested in recruiting primarily from the mental group I-IIl 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
10

graduates and fall 1nto the mental group IV category.

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

N
has remained comparable, k

Table 2 presents data pertaining to attrition as affected by age k

ahd educational level, Initial analysis of the table shows recruits

| s = Ao S (ST T s T e e

having 1 to 10 years of education as being the least desirable of all )
! : the age groups, These individuals have an average discharqe rate of al- i

most 50% of those enlisted in that category. Those recruits who are 17

vears 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,

o e ettt e e
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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-

ages.]2 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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Table

Two Year Early Attrition Rates By
Age and Educational Level

Age at Enlistment 5

- Educational 21 Total
" Level 17 18-19 20 or more all ages
3 110 Years 1% 43y 51% 61% 43%
N Years 32 33 40 47 34
General Equivalency
Diploma (GED) 32 33 41 37 30
High School Graduate 17 17 24 25 19
t Trade School Graduate a 9 16 29 20
i Some College Training 43 21 23 26 25
Total, A1l Educational
Levels 34 26 31 k}1} 30

8700 few for statistical comparison.

Source: Warren T. Matthews, "Quality of Marines: Test Scores, Personnel
! Data, and Perfonmance." First Term Enlistment Attrition Volume

! ; I: Papers ed. H, Wallac& STHETRO, (WESATAYTOM, ~TC. 7
' ; Smithsonion Institution, 1977), p. 430.
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attrition rate than those of the same aye with 11 years of education,
Reqardless of the similcrity between the two groups, those servicemen
with an 11 ycar 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
presantad by high school and trade school graduates. Of the two, the
trade school graduate excels in the area of reduced attrition in a1l age
categories except the 21 years old or older group; their attrition rates
are s1iohtly higher than for the high school graduate of the same age.
The early discharges 1n all categories rise when the seryicemen 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
nf 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 qgroup's
history of high attrition rates.13 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

program before beginning ano'cher.l14 The enlistment of lower quality
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1 | individuals, those with Tess cducation, results in earlier discharges anu

E | |

B ; increases the expenses of maintaining an armed force, !
E | Disciplinary Problens }
=_ T ‘:

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

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

|
i
!
transform young men from a multitude of civilian walks of 1{fe into a j
well=-functioning team within a short period of time demands, as a minimum, l

i

1

the obedience to orders. 1In order to accomplish this task, young men

P

must be 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- !

e s+ o o roron Tt o 1

one working toward the betterment of the qroup in the early stages of
recruit training. The lessons learnad about discipline durinyg recruit

training serve as building blocks for future military success, All

aspects of the mil1itary relate in some degree tuv discipiine; therefore,

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

situation which requires immediate responses to correct the 1nadequacy

~% : this subject. A deterforation of discipline 1in any area is a serfous
| ,

\

}

1

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-

cern. Unauthorized absences, major crimes, and desertion were among ;

{
!
!
l
|
:@! ' the arcas of increasing disciplinary troub1es.15 Non-judicial punish-
{ ' ment and courts=martial statistically increased as the Marine Corps sought
| to cope with the problems and bring to justice those responsible for the § ?
! :
i infraction of orders, The magnitude of this problem was new to the Marine I3

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

- Y .o S
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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 Jjustice 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 satisfuctorily. The added responsibilities that faced
these individuals and the associations they had with the offanders 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-
ing to escape.17

There were many reasons for disciplinary problems within the Armed
Forces. A significant consideration 1s the serviceman's inability to adapt
to service 1ife. The services sought means of identifying those chare
actaristics 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-
c¢iplinary problems and mental groups.18 The age of the individual at
the time of his enlistment in the service had a definite effect on at-

trition, but it added 1ittle or no information that could be used to
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| predict disciplinary rwob]ems.]q The best predictor of possible disci-

Rt s s o aaabuc - 1
-
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plinary trends was identified as the educational level of the young re-

cru1t.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 prob1ems.21 An example of the lack of disciplinary involve-
ment of the group 1s that courts-martial and non-judicial punishment
occurred 1,5 to ? times as often among non=high school graduates as they
d1d among those who possessed a high school d1p1oma.22

| In 1975, the Marine Corps began placing more emphasis 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- %
1

Tished that required 75% of the enlistees recruited in fiscal year 1977

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

i
|
i
| |
% three months of fiscal year 1975 (July, August, and September):zaof those 5
{ young men enlisted, 76% of them had graduated from high school. Table
f
|

3 11lustrates the changes that began to take place within the Marine A

Corps as a rasult of the increasing number of high school ¢graduates being

recruited. As the number of high s¢hool graduates and the higher nmental

groups (I-IIIA) increased, mental groups IV-V decreased as did attrition, ;i

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

e e e e su

to escalate, increasing individual effectiveness.
Table 4 presents the percentages of high school graduates that

were recruited over the past eight years. The years from 1970 to 1974
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" : Table 3
3? ? Quality Chanues Taking Place in the Marine Corps From 1
i § FY 1975 Through the 3rd Quarter FY 1977%* 1
e ‘ %
§  E *Information contained in Table 3 was provided by Headquarters, ii
&; i U,S5. Marine Corps. (Code MPP), Washington, D.C. f
%g- é 1. Diploma High School Graduates increased by 13.7% ;%
E : 2. MG [-IIIAX by Recruft Depot Test? {ncreased by 9,04
%; E 3. NG IVaV% By Recruit Depot Test decreased hy 13.7% ;
%g é 4, Average Monthly UA Rate (per 1000) decreased hy 45.7% j
%; . é 5. Average Monthly Desertion Rate (per 1000) decreased by 50.0% ;
-@% | ! 6, Hajor Crime Stat1st1cb (Available from decreased by 11.1% ;
f ' | FY 1976 through 3rd quarter FY 1977) ;
bt : 7. Average Confined Population decreased by 51.3% ?
g e MaJor Command Special Courts-Martial® decreased by 25,6% f
| 9, Non EAS Attr1t1ond decreased by 17.0%
f 10. Deserter at lLarge Popu'latione decreased by 61.6% ?i
% 11, UA at Large Popu1at10ne decreased by 48,4% 1

, AA11 Marines are tested at AFEES and again upon arrival at the
; : recruft depots. Recruit depots' test results are utilized in classifi-
cation and assiqgnment process.

bInc1udes forcible rape, murder, larceny, burqlary, aggravated
g a?S§U]tﬁMSUt° theft and robbery committed aboard Marine Corps commands
ST with a .

: t i Includes only those SPCM where Marine Corps Military Judges §
. . presided.

k- dIncludes only unsuitable, unfitness, misconduct, gnod of the
‘ service and expeditious dischardes. FY 77 and FY 76 figures include
respectively 1656 and 2644 discharges under Expeditious Discharge Pro-
gram which was implemented during November 1975,

€End of June 1977 data. h
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indicated a decrcase in the high school yraduates enlisted, while the
vears fromn 1975 to 1977 presented a steady increase in the percentages

of high school graduates entering the Marine Corps which surpasses the
previous 4 year period., These figures support the fact that Marinc of-
ficlals realized the value of completing an education with respect to the

young iien entering the service, -

Table 4

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

FY 1970 52, 8% |

i FY 1971 49,95 1 :
FY 1972 50. 8% =

: FY 1973 49.6% , :
| FY 1974 48.9% !
FY 1975 51,5% .
i FY 1976 60, 9% .
5 FY 1977+ 75.4%
FY 1977 70,07

*Statistics provided by Headquarters, U.S. Marine Corps, Code ;

; MPP, Washington, D.C. o
é ' **FY 1977 was an interim period of 3 months, July, August and §
\ September, in 1976 when the federal government changed the dates of the :
5 . fiscal from July to June to October to the end of September of each year, )

b
The obvious improvement that the Marine Corps made in reducing 4
f the disciplinary problems 1t once encountered is indicative of the ef- %

fort that has been expended to identify those characteristics within the

parson who would be less 11kely to become invoived in discipliinary action.
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Youny men who met the academic as well as the behavioral standards of
hiah school and their communities are more 1ikely to conform to the disci-
pPlines and standards of the services.24 This knowledge has enhanced the

services' ability to reduce many of their disciplinary problems,

Job Perforizance

Job performance is one of the most important indicators of a
serviceman's potential for success.25 The manner in which young men ac-
complish their tasks indicates the degree of reliability and dedication
necessary to succeed in military and civilian jobs., An individual whosc
Job performance 1s considered to be satisfactory or better is noimally
recognized for his efforts. The most common method of recogni.ing good
Job performance is promotion within the organization. A means of reward-
ing military personnel who perform in an exceptional manner is tc promote
them meritoriously, that is, ahead of the1r.contemporar1es.

The individual who is considered to be a quality performer pos=-
sesses those traits that are considered desirable in that they lead to a
higher quality of accomplishment and result in a motivated force.26 Pro-
ductivity, or jub performance, has been identified as a major factor which
directed the services' desires in personne1.27 It was one of the reasons
the military sought to reduce the number of enlistees who were classified

as mental group IV.Z8

An ultimate goal of all employers 1s 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 1n identifying
gooc job performanice. Studies have revealed that there 1s one quality

indicator that prevails in the arca of trainability: the level of educa-

29
tion the trainee completed prior to enlistment. Those servicemen who

e
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have completed their high school education arc more receptive to train-
ing and perform much better when attending formal military schools than
those of similar mental groups who have not graduated.30 The success of
the military trainee goes farther than how well he masters his subjects

in school: the trainee who possesses & high school diploma is more 1ikely
tb complete the school, whereas the non-high school graduate has a much
higher failure rate while attending schools than the gr‘adue\te.s.I Chart

A presents a good 1llustration of the failure rates between high school
graduates and non-graduates.

A firm indicator of the serviceman's success 1s the promotion he
receives within a given period of time. Again, the high school diploma
appears to be one of the major nredictors in identifying those most 1ikely
to gain this recognition. The high schoo] graduate, mental group ILII,
has a significantly greater probability of obtaining higher rank than the
non-high school graduate of mental group I or 11.32 Table 5 11lustrates

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

at the end of their four year enlistment. 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
a diploma (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
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| Table 5% _ﬁ
‘; Estimated Productivity of Enlisted Perqonne] at the End ?f
i of Four Years of M111tary Service® A
i (percent)® i
b - ‘;
2; Mental Group ;
4 Education I 1 11 v AN
A ,
Collene Graduates 107 107 108 (c) 108
1 * Some College M3 105 106 100 107 s
A ; High School Graduate 108 103 100 96 103
1: i ‘,.
. s 94 52 90 82 90 3
i Some High School 96 90 83 75 85
AN 09 102 98 0  100° 4
N i
@
A E Source: Unpublished tabulations provided by Robert M, Gay, The Rand .
%5 Corporation, _ : 3
ﬁi i Asupervisors were asked to rate specific individuals in their
ﬁ?; l ; charge on a percentage scale relative to the average four-year
1. ; specialist, Estimates based on 25,000 individuals from 50 oc-
. : cupational specialties 1n the Army, Navy, and Air Force.
ff : ; b100 percent equals the average four-year specialist.
_; o b 4
T : CLess than 10 observations,
1o d"GED" refers to the General Education Degree and reflects
F _ individuals who do not have a high school diploma but who have
I o passed a high school equivalency test.
v { . ]
B ! g CEstimates were normalized so that the entire population averaged ‘
A T, 100 percent. The actual sample-wide average was 97,9. Thus, A
H the raw score for each cell was adjusted by dividing by 0.979. 3
| 1
' li ; ‘
| :
. ; 4
o q
- b p
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coploted their high school education o being more receptive to their
subervisers' instbractions and they are able to satisfy better the derands
of the job by surpassing their less educated counterpart's performance
according to their supervisors,

The frequency that servicemen are promoted 1s 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 péobab111ty 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-1I, 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
years.34 An overall predictor within the Marine Corps of those individ-
uals who would achieve promotion to ranks through Sergeant (E-1 through
E«5) was the possession of a high school d1ploma.35 This same charac-
teristic applied to young Marines completing recruit training, High
school graduates are more 1ikely than the non-graduates to exhibit excep-
tional performance that would warrant promotion to Private First Class
(E=2) upon completion of recruit tra1n1ng.36

Young Marines who perform exceptionally well, demonstrate unique
potential to excel, and desire spectal recognition for their efforts are
meritoriously promoted to the next higher rank as an award for their

6vera11 excellence, Table 6 presents the meritorious promotions from
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? Marine Corps Meritorious Promotions, E=1 Through E~5
: 1 Of First Term Enlistees

Invalid é
E-1-E-5 Count NHSG GED HSG HSG+ §_
Total Marines 144,419 2,186 54,928 13,811 65,886 7,608
% of Total Marines 1.61% 38.03% 9,56% 45.62% 5.27%
Tntal Meritorious
Promotions 21,503 270 6,647 855 11,832 1,899

% of Meritorious

Promotions 14,89% 1%.&2&..&%&9}1._&&1&_

Total Marines 149,756 2,997 62,731 14,624 72,850 {,554
% of Total Marines 2,000 35.21% 0.76% 48.65% 4.38%
Total Meritorious

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

% of Meritorious

Promot ons LG 28,04 VL E1A7K 6101

Total Marines 146,131 4,783 44,258 13,350 76,875 6,765
% of Total Marines 3.27%  30.29% 9.14% 52.67% 4.63%
Total Meritorious
Promotions 23,030 403 4,563 1,536 14,964 1,561
% gf Mer}torious : 6 8
romotions L.76%  19,81% 67% ,90%  6,78%
9T Rl
lotal Marines 143,587 157 37,323 12,090 87,025 6,992
% of Total Marines 1% 25,999 3.42% 60.61%  4.87%
Total Mer{torious
‘Promotions 24,788 341 4,330 1,270 17,164 1,683
% of Meritorious 1.38% 17.47% 5.12% 69.24% 6,79%
Proniotions
‘ 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% 4,893
Total Meritorious
Promotions 5,407 646 955 352 3,193 kI3
% of Meritorious
._Promotions 11.22%  17.40% 6,42% 58,19% 6,21%

*Data provided by Headquarters, U.S. Marine Corps, Code MPP,
Washington, D.C.
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E-1 through E-5% awarded to Marines on their first enlistment from fiscal
yvodr 1974 until the end of September 1977. The data indicale that youny
men who have received a high school or higher education are meritofiously
promoted more often than those Marines in the other categories, Those
Marines who have received more than a high school education possassed 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 araduate 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 1s 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 {ncrease overall quality. People

who are more productive will be the key to this issue,

L
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Qualities Developed Within A High School Graduate

Those young men who hgve completed their high school education
ake considered to be the quality personnel sought by the Armed Services.
The trajts 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 superiori{ty when compared with those less educated.
The comparison 1s not just one of close relationship, but one of major
separation,

The academic achievements of what the students have learned 1in
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 1s 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 schonl 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 1s required 1n 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
requirements directed by the educational system.37 More {importantly, they
have demonstrated that a degree of discipline has been instilled in them
as they have met certain behavioral standards not only in the school but

in their communities as we11.38

This acceptance of discipline is a major
characteristic that places people in this category ahead of the non-

graduate,

PR PR NP ILE ORT. -1 PRy
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% Parents of these young people also play an important role in their
[ scholastic success. Often it is the parent's concern and encouragement

i that has kept the students 1n school and helped them gain an understanding
! of completing those jobs that are started, Parental supervision and
guidance i1nsti11 certain qualities in young men that have helped them
overcome many difficulties that have caused others to throw up their hands
and quit whan the requirements became demanding. These spacial {nterests
have also assisted the graduate in accepting discipline as he has nmost

g 11kely been subjected to some degree of discipline throughout his 1ife;

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

: The perseverance that is gained in order to meet the many require-
i ments for graduation 1s one of the most important characteristics that

s the high school graduate develops. It 1s this trait that has & major
effect on the quality of the personnel entering the services, Racruits

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

efforts of remaining with a specific job until 1t 1s 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 penple are motivated and

§ . receptive to discipline and create a very competitive manpower market

becausa the civilian labor forces and the mil{itary alike have a strong

e =

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

AT G VI TR

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 qood performance characteristics and create ] ?

SRR o

fewer disciplinary problems. The benefictal impact that the graduate
provides the Armed Forces 1s monumental, and data indicate that the di= B

3'7 g ploma 1s a very important instrument for predicting quality young men.

There 18 no doubt about 1t, the high school graduate 1s clearly

[P T

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

l § in every aspect to the less educated personnel. The benefits received : ]

E 1 from this quality segment of society far outweigh the additional efforts | ?f

] required to obtain them. The quality that is attributed to those young k
y ¥
\

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

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

3 : Marine Corps.

5 § Y Topic For Further Investigation _ ;
! I ‘
T % This study provides data that presents the high school graduate '
gl : ? as a definite quality indicator, one that should direct the Marine Corps’ i

E % recruiting efforts in a direction leading toward personnel improvement. 3

i § This solution addresses one part of overall manpower improvement within i

i i L
L 1 !;-, . '.
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the Marine Corps, Another area is the methods or procedures cstablished
to increase retention of good Marines and build a strong reserve force,
This 1s a major undertaking, aespecially since the segment of the national
population that is of military age is declining, and recruiting for re-
serve forces 1s 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 system. A young man who meets all of the current en-
1istment requirements and 1s a high school graduate would be enlisted for
a period of six years of activa duty. This portion of the contract con-
tains basically the same conditions as the current enlistment military
contract for al1 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 s1x.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.

When the young Marine reaches six months of active duty, the time
will arrive for him to renew his contract with the Marine Corp; and for

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

[f the Marine desires to continue his enlistment and the Marine Corps

A I YT I M R
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feels that he has demonstrated adequate potential to become an asset to
the organization, the remaining portion of the six year commitment would

become effective with no further requirements. If either party desires

HETPREYE HET

L i to terminate the contract at this time, the Marine {s 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 1t provides
a means of strengthening Marine raeserve units. The requirement to Jjoin

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

4 R P A L D I N e T

not be 1n vain, but would be an excellent means of obtaining the maximum

benefits from the training. This new procedure does not advocate that a

pa
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mass of undesirables would be forced into struggling resarve 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 fronm

the service as 1s the current policy.

It 1s true that some Marines who had performed poorly during their

initial six months of active duty would enter reserve units. On the other ;j
hand, Marines of the highest quality might elect to return to their homes ?
. because active duty does not suit them, or for varfous personal reasons =§
that may exist. This system allows both the Marine and the Marine Corps

o . 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 1ife 1s like,
both the good and the bad, priur to making a long term conmitment. They

obviously find military 11fe desirable and challenging, and as a result
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they will have higher morale and job perdormance., Many of these Marines
could be expected to reenlist at the end of thair enlistment as they had
adjusted 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 Jevels
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, Al1 other duties not related to training will have to be
carefully assigned on an equitable basis that is reasonable to all, not
requiring the yéunger. more inexperienced Marine to perform menial tasks
in 1ieu of experienced personnel because 1t 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 thet 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.

Having 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 leader 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 thelr requirements for large personnel quotas
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would be reduced, thereby allowing them the opportunity to truly seek

"A Few Good Men."
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APPENDIX

CHART A

Table 1

Probability of Attaining Rank E~4; Two-Year

Enlistees, 196

8 Cohortd

Age: 17 years
-18-19 years
20 years and over
Race: White
Non=whi te
Combat Experience:
Served in Vietnam
Mental Groups I and I1
Mental Group IIl
Mental Groups IV and V
Did not serve in Vietnam
Mental Groups I and 11
Mental Group III
Mental Groups IV and V
MiT11tary Occupation:

Ground Combat

Mental Groups 1 and II
Mental Group [II
Mental Groups IV and V

General Repair

Mental Groups I and [I
Mental Group III
Mental Groups IV and V

Less

b

Probabi11ty of
Attaining Rank E-4

44
51
57

55
47

Level of Education

than H.S, H.S, or above
45 .64
.35 .52
«30 42
+ 56 W77
.43 .65
39 .58
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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 1l .52 74
Mental Group Il 40 .03
Mantal Groups IV and V « 35 .54
Othar Skil1s
Menta) Groups I and II +50 W72

Mental Group III 37 .60 ] éﬁ
Mental Groups IV and V .33 .52 4 8

%the overall probability of attaining Rank E«4 {8 .B1.
baasad on the General Classification Test.
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Table 2

AT

Probability of Attaining Rank E-Sa Four=Year
Enlistees, 1968 Cohort

, Probability of
o Attaining Rank E-5
| Age: 17 goars 37

18-19 years .50

20 years and over .50

Race: White .51

Non-white .45

i Combat Experience®

Level of Education:

b M{11tary Occupation: Less than H,S, H.S, or above
i Ground Combat
)‘ .
| Mental Groups I and 11° 4 .58
% Mantal Group Il .34 45
; Mental Groups IV and V .29 .47
[ General Rapatr
{
! Mental Groups [ and 11 .49 .61
] Mental Group III 46 55
! Mental Groups IV and V .30 .42
R Clerical and Semi-skilled
Mental Groups I and [I .51 .73
| Mental Group III 37 .56
i Mental Groups IV and V .37 .62
o Other Skills
| | § Mental Groups I and II 44 .60
) . Mental Group III .42 .54
: Mental Groups IV and V «38 .54
:

R e

4The overall probability of attaining Rank E=5 1s .48.

bappiogiwate1y the same as the overall probability of attaining
an &,

CBased on the General Classification Test.

51
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Table 3

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

Probability of

. Attaining 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
Servad 1n Vietnam
Mental Groups I and 11° .06 Rl
Mental Group III 03 .06
Mental Groups IV and V .02 .03
Did not serve in Vietnam
Mental Groups I and Il 10 .21
Mental Group III .05 N
Mental Groups IV and V .03 .06

Military Occupation:

Ground Combat

Mental Groups I and II .08 .16
Mental Group III .05 .10
Mental Groups IV and V .04 .08
General Repair
Mental Groups 1 and II .07 1
Mental Group III .04 06
Mental Groups IV and V 0l 02
Clerical and Semi-skilled
Mental Groups I and Il .08 19
Mental Group III .04 .08
Mental Groups IV and V .02 06
52
St £ Ve ATARTN S ST R e e R s
vt e 11 oAb .|;.,r;,.;mls1na;-.ﬂ(~' Y




53
Table 3 (continued)

1 Lavel of Education
] Less than H,S. H,S., or above

Other Skills

ii Mental Groups I and Il 07 14
o Mental Group Il .04 .08
| ) Mental Groups IV and V .02 .04

4The overall probability of attaining Rank E-5 is ,06.

Lo bpased on the General Classification Test.
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g Table 4

e % ‘ Probabi1{ty of Attaining Rank E-4: Two=-Year
i Enlistees, 1970 Cohort?

o Probability of
. -t Attaining Rank E-4
£ Age: 17 years .32

= 18=19 years .39
20 years and over .48

B Race: White .43
Non=wh1 te +36

i Combat Experience b

. Level of Education:
oy Mi11tary QOccupation: Less than H.S, H,$. or above

i * Ground Combat

: } Mantal Groups I and Il 25 .48
X - Mantal Group III 19 37

.
b Mental Groups IV and V 16 .27
§?, ! b General Repair

. b
O Mental Groups I and II .33 .64
S Mental Group III 27 .56
' 3 Mantal Groups IV and V .26 49

fﬁ- N i Clerical and Semi-skilled A

Hﬂ} ﬁ Mental Groups I and II .53 71 :
|- P Mental Group III .34 52 A
o : Mental Groups IV and V .36 .48 !
. $ l i 1
| § !
3 A
b : ]
;. ¢ 2‘1‘

i
B \l .1
| " ;
& 54 |
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N Table 4 (continued)
f Level of Education:
: lL.ess than H.S, H.S, or above
i * Other Skills
ﬁ ' Mental Groups I and II .36 .64
1 Mental Group II1I +33 .50

Mental Groups IV and V 26 .45

4The overall probability of attaining Rank E-4 is ,39,

. Rank E 4bApprox1mate1y the same as the overall probability of attaining
3 anK ke

1 CBased on the General Classification Test. :

Source: Sheldon E. Haber, Factors Influencing Trainability in the Marine i
Corps, (Washington, D.C.: The George Washington ﬁniversify. ~
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CHART B

Formal School Failure Rates® By Educational
Level and Mental Group

Mental High School Non=High School
Group Graduates Graduates

I 2.6 4.2

II 3.4 7.7

I11A 3.2 9,5

Iris 5.3 1.2

IVA 5.9 13.4

Ive 14.0 20.8

v 23,6 32,9

%The table 1s hased on a sample of 24,380 recruits who entered
the Marine Corps between July 1973 and December 1974,

Source: Wi1liam H. Sims, Profile of a Sugc

essful _Marine, (Arlington,
Va,: Center for Naval Analyses, 19777, p.

Be 7.
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3 F CHART €

; f Pradicted Chances of Success: Profile 3

4 ; ASVAB

P Mental Percentile Grades of School Completed

3 i Growp  _Score = @Z 12 &0 1T iﬁ. 22

5 Age 17
i , 1 93-100 0 9% 77 77 72 6 62

3 ‘ 11 §5-92 88 89 76 76 7 66 60

" { 1IIA 50-64 84 84 72 72 66 62 56
g g 1118 31-49 80 80 60 68 62 58 52

i ' IVA 21-30 74 74 63 61 56 51 45

g } V8 10-20 73 73 61 61 55 51 45

3 : v 0-9 65 65 52 52 47 43 37

ol )

H { Age 18

;! i ).\

i ﬁ I 93-100 991 91 78 78 73 68 63
f f 11 6592 89 90 77 77 72 67 61

A r ITIA 50-64 85 86 73 73 67 63 57
b ¢ 111B 31-49 81 el 69 69 63 59 53

4 : IVA 21-30 75 75 62 62 57 52 46

P { Ive 10-20 74 74 62 62 56 52 46

. ! v 0-9 66 66 53 53 48 44 38
g;_ Age 19

f@. < ; 1 93100 88 88 75 75 70 66 60
By 11 65=92 86 g7 74 74 69 64 58

1 11IA 5064 82 83 70 70 65 60 54
£ o 1118 31-49 78 79 66 66 61 56 50

i . IVA 21-30 72 72 59 59 54 49 44

S IV8 10-20 7 7 59 59 54 49 43
ai : v 0-9 63 €3 50 50 45 M 35

;. {

-

: I} Age 20

| : I 93-100 3 85 72 72 61 6 57

. _ 11 65-92 83 83 71 7 65 61 54

» - ITIA 50-64 79 80 67 67 61 57 5
b | ‘ 111D 31-49 7% 75 63 63 57 53 & %
. : IVA 21-30 69 69 56 56 51 46 40 :
i ; V8 10-20 65 68 55 55 50 45 40
- f v 0-9 60 60 47 47 42 37 32
X E ] 57 o

; f: '{‘
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: . CHART C (continued)

f i _ ——

o

- .

- é ASVAB

, % Mental Percentile Grades of School Completed

e_ ¥ Group Score T @p . 1 1m0 0 B

g o Age 21

: ] 1 93-100 81 82 69 69 64 59 53

3 A 1 65-92 8% 80 67 6 6 58 52

[ £ T11A 50-64 76 76 63 63 58 54 48

A 3 1110 31-49 72 72 59 59 54 49 44

; ; TVA 21-30 66 65 53 63 47 43 37

@, i VB 10-20 65 65 52 52 47 42 37

o ; v 09 56 57 44 44 39 34 28

20
[ 1 93-100 79 80 67 67 62 5 5]

1 ¢ 11 6592 78 78 65 65 60 55 50

| I1IA 50-64 74 74 61 61 56 51 46
: 1118 31-49 70 70 57 5 52 47 42
: IVA 21-30 63 63 51 51 45 41 35
§ VB 10-20 63 63 B0 50 45 40 35
i v 0-9 54 55 42 42 37 32 26
{

o e

Source: Willtam 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:
(Probabi11ty of Successfully Serving 24 Months)

Dipioma Graduate

3

Combat Scale (CC ASVAB Mental Group (Percentile Score

aw ercentile U) IL(E9) AL5U) 1

Age 17-20%

21 98 99% 96 .90 .84 .79 73
19 90 998 o4 .39 .83 77 71
17 74 .99 .93 .88 82 W76 .70
15 54 .98 .92 .8G .81 o715 .69
13 36 .96 91 .85 .79 4 .68
11 22 .95 .89 .84 W78 072 67

9 13 .94 .88 82 .77 W71 .65

Success potential = +,0038 (MG) + .0063 (CC) + .5210
3Success potential constrained to 99,
Age 21 Or More

21 98 .93 .87 .82 .76 .70 .65
19 90 .92 .86 .80 .75 .69 .63
17 74 91 .85 70 74 .68 .62
15 54 .89 .84 7B 72 .67 .61
13 36 .88 .82 77 71 .65 .60
1 22 .87 .81 .75 .70 .64 5

9 13 .86 .80 74 .65 .63 .Y

Success potential = +,0038 (MG) + ,0063 (CC) + ,.438]

b mapesmd Sih e 2o 2l
24 | SRS

E

>

=L Ry

i

e R B

Cmeg o n W

B S P T S




T T N S P BT R T e T Y A G e e T e
s e - R C s o N TR AR SRS R I T R P e R SRS

:

T R

NI,

LA T

3 e

e

R aaac

60

Success Potential: MNonaraduate
(Probability of Successfully Serving 24 Months)

Corbat Scale (CC ASVAB Mental Group (Percentile Score
Raw (Percentile) I(95] II(B0] I T‘?ﬁﬂ'@e £0) 111835 207

Age 17-20

98 .83 77 72 .66 .60 55
80 .82 .76 71 .65 .59 .53
74 +81 .75 .69 .64 58 .52
54 W79 74 .68 .62 57 .51
36 .78 J2 .67 61 58 50
22 77 N 65 .60 .54 .48
13 .76 .70 .64 .59 .53 47

Success potential = +,0038 (MG) + .0063 (CC) + .3384

b et el el ek PN}
0 -2 W N ~IPO—*

Age 21 Or More

98 75 .69 .63 .58 B2 .46
90 .74 .68 .62 .57 .51 .45
74 72 .67 .61 55 .50 44
54 o7 .65 .60 .54 .48 .43
36 .70 .64 .58 53 .47 4
22 .69 .63 .57 .51 .46 .40
13 67 .62 .56 50 45 .39

—_— g s )
W — L3 GO~

Success potential = +,0038 (MG) + ,0063 (CC) + .25G5

Source: Warren T. Matthews, gua11t¥ of Marines: Pre Enlistment Screen-

ing Based on Predicted Performance, (Ariington, va,: center
for Naval Analysis, Unpublished), pp. 26-29.
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