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PREFACE E

This report covers the second survey of a céhort of youth who were age
14-21 on January 1, 1979. The cohort will be 1%terviewed annually for the
next four years to trace the experiences of the %outh over the period. The
purpose of these surveys is to better understand the factors affecting success
in the labor market and in life generally. E

This cohort of youth is part of the Natioéa] Longitudinal Surveys of
Labor Force Experience (NLS), which were begun in?1966. Funding for the NLS

t
comes from the Office of Research and Development and Office of Youth

Programs, Employment and Training Administration, Q.S. Department of Labor and
. |

a military funding consortium consisting of tﬂé Office of the Assistant
Secretary of Defense (Manpower, Reserve Affairs an Logistics), Army Research
Institute, Air Force Office of Scientific Resea;ch and the Office of Naval
Research. .f

A key role in the design of the military co%ponent of the NLS was played
by Zahava D. Doering, Defense Manpower Data Cente#, and David W. Grissmer, The
Rand Corporation. They initiated the idea of' a military component, and
designed the military portion of the questionna%re. The funding consortium
was coordinated by Al Martin, former Director, Acéession and Retention, Office
of the Assistant Secretary of Defense (Manpower, Reserve Affairs and
Logistics). Support for the selection of the mflitary sample and assistance
in the location of military personnel was provided by Kenneth C. Scheflen,
Chief, Defense Manpower Data Center and his staff{

Overall responsibility for the NLS rests| with the Center for Human
Resource Research, The Ohio State University, wéo design the questionnaires,

|
analyze the data and provide the data to the puﬁ]ic. Sample design and data

collection for the youth cohort were conducted by the National Opinion




Research Center (NORC). The Survey Director at NORC for this project was Mary
Catherine Bdrich; sample design was the responsibility of Martin Frankel.

Many senior staff at the Center for Human Resource Research read the
earlier version of this report. I would like to thank them for their useful
comments. I am particularly indebted to Michael E. Borus for his guidance and
encouragement. He read the entire manuscript and his he]pfu] suggestions
immeasurably improved the basic framework of the analysis. I have also
benefited from the.comments by Dr. Zahava D. Doering and Dr. David Boesel,
Defense Manpower Data Center.

The excellent research assistance of John Jackson and Julia Zavakos,
editorial assistance of Kezia Sproat, and clerical assistance of Sherry
Stoneman McNamara are greatly appreciated.

Naturally, any remaining errors are the sole responsibility of the

author.
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EXECUTIVE SUMMARY

N

This report contains five studies of military manpower {issues based
primarily on data from the second-round interviews of the National
Longitudinal Study (NSL) conducted in Spring 1980. The studies, which address
issues related to the viability of the All-Volunteer Force (AVF), focus on
characteristics of participants in the armed forces, characteristics of
enlistees, factors in enlistment decisions, reenlistment, and post-military
labor market experiences.

The data on enlistment pertain to the twe]ve‘ months prior to the
administration of the survey in Spring 1980, a period which represented the
low ebb of AVF accessions, particularly in terms of guality. Since that time
a good recruitment market, improved benefits, Congressional limitations on
accessions from applicants in lowest category of Armed Forces Qualifying Test
scores (Category IV), and the }enorming of the Armed Services Vocational
Aptitude Battery have resulted in dramatic improvements in both numbers and
quality of acccessions. Even in 1979, however, this report indicates that the
accessions picture was not without positive aspects.

AN

Characteristics of the Participants in the Armed Forces

*As measured in Spring 1980, the AVF was successfully drawing recruits from a
cross-section of the youth population: the socioeconomic status and quality
of respondents in the armed forces were about the same as those of civilian
youth employed full-time, Inter-se;vice comparisons, however, indicate
disparities among the four services. Comparing members of the Armed Services
with civilian youth employed full-time we find that:

- Socioeconomic status as measured by parental education and

e, } B
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occupation was about the same for service personnel and their

civilian counterparts.

Among white males, Armed Forces Qualifying Test (AFQT) scores were
about the same for service personnel and their civilian counterparts;
however, female and minority male service members scored substantially
higher than their respective civilian counterparts.

Mear AFQT scores of service personnel in the Air Force and Navy

were higher than those of civilian youth, but the mean scores of Army

- and Marine personnel were lower,

Selected Characteristics of Enlistees, Reasons for Enlistment, and

Determinants of Enlistment Decisions

*About 400,000 young men and women were sworn into the active forces

{incluging the Delayed Entry Program) din the year prior to the 1980

interviews. Comparison of these 1979 entrants with those who had enlisted in

the previous year, calendar 1978, shows declines in the following

characteristics:

*Youth

Parental educational attainment: among white males, the parents of one
in eight 1978 enlistees did not graduate from high school; among 1379
enlistees, the parents of one in four did not graduate.

Proportion completing high school: while only one out of six 1978
enlistees were high school dropouts, more than four out of ten 1979
enlistees were dropouts. _

Mean AFQT .core: on the average, 1978 enlistees scored 66 on a 100-

point scale, while 1979 enlistees scored 59.

cited Tlong-run returns as their chief reasons for joining the armed

iv




forces rather than short-run returns such as salary. The most often cited
reason for enlistment, given by 28 percent, was "training opportunities in the
military.” The next three most frequently cited reasons were *money for
college," "to better myself in life," and "to travel.” Male enlistees cited
ntraining opportunities in the military® most frequently, while female
enlistees cited the desire "to better myself in life." Only a small
proportion of enlistees expected to receive higher wages in the mi1ifary than

in the civilian economy.

*Factors leading to higher enlistment rates were:

Intention to enlist as of the previous year.

Desire for occupational training other than regular schooling.

Higher educational attainment.

- Not living with both natural parents at age 14,

Enrollment in high school or having little civilian labor market

experience.

The Potential Supply of Armed Forces personnel: Positive Intentions to Serve
and Reasons for Not Enlisting

*Among 17 to 21 year old youth who have never served, about 73 percent of
males and 81 percent of females said that serving in the military is
definitely or probably a good thing, while 22 percent of males and 11 percent
of females said they would try to enlist in the future. The percentage of
youth with positive intentions to serve was particularly high among black

mal~s.

*In terms of socioeconomic status, youth who talked to recruiters or took the

!




|
ASVAB represented a cross-section of the youth population, but the
|

i

socioecondmic status of youth with positive intentions to serve was lower than
that of tJe total youth population.

|
*Among yo%th‘who talked to recruiters but did not enlist, "going to school"
was the re%son for not enlisting cited most frequently by males and the second
most frequ%nt]y cited by.females.

{
*"InSUffic%ent pay or benefits" was cited as the reason for not enlisting by a
very smallipercentage of youth (less than 2 perceat) who talked to recruiters,
took the ASVAB, and met the mental and physical requirements

B

Reen]istme#ﬁl Separation after Completing Initial Term of Duty, and Attrition
from Military Service Among Youth Who Enlisted Between 1975 and 1977

*Job satisfaction status was an important factor affecting the decision to

leave or rqmain in the service, as might be expected.

|

|

*Qther impdrtant factors influencing reenlistment or separation decisions were
marital stétus and presence of a child. Those who had married we.e more
Tikely to #emain in the service, while those who had had a child were more.
Tikely to leave the service than those who had not.

|

!
*Females wlith non-traditional attitudes showed a higher probability of
extending t}eir term of service, while females with traditional attitudes had

a higher 1ike]ihood of separating before completing their tour of duty.
|
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Labor Market Experience of Veterans and Attriters

*Among males, the mean AFQT score of veterans was higher than that of their
civilian peers, but the mean score of attriters was lower. Among females,
however, the mean AFQT scores of veterans and attriters were substantially

higher than those of their civilian counterparts.

*College enrollment rates among males were lowest for attriters, intermediate
for veterars, and highest for civilians who had never served. Among females,
however, college enrollment rates were about the same for veterans, attriters,

and civilians who had not served.

*The unemployment rates for both sexes were highest for attriters,

intermediate for veterans, and lowest for civilians who had never served.

*Among employed males, the weekly earnings of veterans were about the same as
those of civilians who had never served, while the earnings of attriters were
somewhat lower, However, the weekly earnings of female attriters were
substantially higher than those of both female veterans and civilians who had
never served: female veterans earned eight percent more and attriters earned
forty-one percent more than their civilian counterparts. Veterans of both
sexes received slightly lower wages but worked slightly more hours than their

civilian counterparts.

*Although male veterans were at a disadvantage at the time of separation from
the military, parity in wage rates with civilians who had never served was
achijeved when, holding other factors constant, male veterans had ten months of
adjustment to the civilian ecoromy. The wage rates of male attriters were

vii




lower than tnose of civilians who had never served, other things being equal.

*At the time of separation, female attriters earned slightly higher wages than
their civilian peers, but the difference was not significant. As the civilian
adjustment period increased, their wage rates at first grew slowly relative to
civilian rates, then they recovered, so that in about three years the wages of

female attriters were at parity with those of civilians who never had served,

other factors held constant.
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Introduction

Although recent increases in the unemployment rate have greatly
facilitated military recruitment, recruiters, who are charged with attracting
and selecting the best possible individuals to attend to defense of the
nation, need all the information they can get about their target population.
This report is designed to answer questions about that population.

* Who is most likely to enlist, and why do they enlist?

* What can we tell aoout the characteristics of pofential enlistees?

* Of enlistees, which ones are most likely to stay? to reenlist?

* What labor market choices are likely to become avajlable as a

consequence of having served in the military?

This study presents military manpower analyses based on the second round
of interviews 1in the National Longitudinal Survey of Youth Labor Market
Experience (NLS). The NLS survey in 1980 included 11,147 civilian youth and
984 youth serving in the active armed forces who were 15-23 years old when
interviewed in the Spring of 1980 (see NLS Handbook, 1982).

Each of the five chapters sheds 1light on the causes and effects of
enlistment in the armed services. Chapter I compares persons who have chosen
the full-time job of serving in the active armed forces with those who have
instead chosen full-time employment in the civilian sector. Selected
individual characteristics also are compared across service branches: of
particular concern are the socioeconomic status and educational achievement of
the different groups.

Chapter 11 compares the individual characteristics and motives for
enlistment of 1979 enlistees (those interviewed in Spring 1980} with the
characteristics and motives of 1978 enlistees (those interviewed in Spring

1979). An enlistment model is also developed to identify factors which

e e e TN
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distinguish those eligible male youths who do enlist from those who do not.
Particular attention is paid to whether or not previously expressed.enlistment
intention is a predictor of actual enlistment behavior. We also examine how
the desire for occupational training affects the enlistment decision.

Chapter III aims at identification of future armecd forces personnel. The
first part of the chapter presents characteristics of youth who have positive
intentions to serve, who talked to recruiters, or who took the Armed Forces
Vocational Aptitude Battery (ASVAB). The primary concern is to examine
whether or not the individual attributes of those who have positive intentions
to serve or those who made specific efforts to gather information about
military service represent a cross-section of the youth population. The
second part of Chapter III discusses why individuals who talked to recfuiters,
who took the ASVAB, or who passed both mental and physical examinations, did
not enlist in the military. Differences in the main reasons according to
labor market status, enrcliment status, and educational attainment are
examined in detail. The analyses in this chapter should help recruiting
palicy.

Chapter IV explains why some individuals decide to extend their initial
term of service, others leave the military after completing their first tour
of duty without reenlisting, and some separate from the military before the
end of their term of duty. We test the hypothesis that youths view the
service in the military as a way of obtaining some occupational training or
post-service educational benefits rather than as a career-oriented job. We
also inspect the impacts of marital status and presence of child(ren) on the
decision to remain in the service.

Finally, Chapter V evaluates the post-service labor market performances
of former service personnel with that of civilians who have never served. In

the first section, comparisons of school (college) enroliment rates,
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unemployment rates, earnings, number of hours worked, job satisfaction and
industrial and occupaticnal employment distributions are presented. In the
second section, efforts are made to explain the variations in the wage rates
among different groups by restricting the analysis to non-enrolled employed
youth. The main hypothesis to be tested is that service in the military is no
longer considered a career interruption in the all-volunteer-force
environment. Because the military is the single largest employer of youth in
the nation, the success or failure of former service men and women in their
subsequent civilian 1lives is an important issue from a social policy
perspective. Moreover, their relative labor market performance gives us an

opportunity to reassess current military manpower retention policies.




Chapter 1

Characteristics of Current Participants in the Armed Forces

This first chapter describes the characteristics of individuals age 17 to
23 who were serving in the active forces as of the Spring 1980 1ntervfew date
and compares them to those youth who were employed full-time in the civilian
labor force.l Our military gaﬁple consists of 984 individuals serving in the
active forces at the time of the interviews; they represent 788,000 service
members, of which 269,000 were new enh’stees.2 Between the Spring of 1979 and
Spring 1980, 400,000 youth were sworn into active service; 67 percent were
serving in Soring 1980, 21 percent were on the delayed entry program, 4
percent had entered and subséquentIy left the servive (attrited), and 8
percent had not begun their active duty.

The composition of the armed forces by race, sex and age is presented in
Table 1.1. Females comprise about 9 percent of the total. Minorities make up
27 percent of males and 30 percent of females. The median age is 20 years for
males and 19 years for females.

Forty one percent of the males are serving in the Army and 15 percent in
the Marines (Table 1.2). The corresponding figures for females are 49 percent
and 3 percent, respectively. Minorities serve in greater proportions in the

Army than in the Navy and Air Force, but black females are particularly

1The 23 year old group in our sample represents only the younger part of that
age distribution of the population. This is becaus2 sample members were ages
14 to 21 as of January 1lst, 1979, and interviews were performed during the
first half of the calendar year.

2The NLS is a nationally representative survey. Each individual is assigned a
sampling weight, the inverse of the probability of being selected. Unless
specified otherwise, the numbers in this chapter and in subsequent chapters
are based upon the population estimates where each response is weighted by the
respondent's sampling weight.

-5-
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Table 1.1 Number of Participants in the Armed Forces (in thousands), by Race,

Sex, and Age:

19802

(Unweighted sample sizes in parentheses)

Male Female

Age Total Total Black Hispanic White { Total Black Hispanic MWhite
17 4 4 3 1 0 0 0 0 0
(3) (3) (2) (1) (0) (0) (0) (0) (0)

18 71 65 10 0 55 6 2 0 4
(23) | (20) (8) (0) (12) (3) (2) (0) (1)

19 168 146 33 10 103 22 5 0 17
(127) | (89)  (26) (10) (s3) | (38) (12) (3) (23)

20 183 173 34 9 130 10 3 0 7
(243) |(148) (24) (11) (113) (95) (20) (2) (73)

21 177 162 39 5 117 14 5 1 9
(280) |(174) (39) (6) (129) ](106) (24) (6) (76)

22 145 130 30 10 90 15 4 1 10
(243) [(161) (37) (13) (111) (82) (14) (3) (65)

23 41 39 11 1 27 2 1 0 1
(65) [ (s54) (17) (2) (35) | (11) (3) (1) (7)

Total 788 718 161 36 522 70 19 2 49
(984) |{(649) (153) (43) (453) [(335) (75) (15) (245)

aSum of column or row numbers may not add up to total due to rounding.
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Table 1.2 Partétipants in the Armed Forces, by Race, Sex, and Branch of Service:
1980 ,
(Percentage distributions)

Branch of : Male Female
service Total |Total Black . Hispanic White | Total Black Hispanic White
Total number
{thousands) 788 718 161 36 522 70 19 2 49
Distribution
by sex and
race 100 1 91.1 20.4 4.6 66.2 8.9 2.4 0.3 6.2
Distribution '
by race - 100 22.4 5.0 72.6 100 27.1 2.9 70.0
Total percent 100 100 100 100 100 100 100 100 100
Army 42.0 | 41.3 62.1 38.9 35.1 {48.6 65.7 76.5 40.8
Navy 22.1 1 22.0 13.0 19.4 24.9 (22.9 3.0 0 30.6
Air Force 21.7 {21.3 13.0 16.7 24.1 |25.7 29.3 17.6 24.5
Marines 14.2 1 15.4 11.8 27.8 15.7 2.9 1.5 5.9 2.0

3Sum of column or row numbers may not add up to total due to rounding.
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overrepresented in the Air Force.3 Over 60 percent of black males are in the
Army, as are about two thirds of black females and three quarters of Hispanic

females. More than a quarter of Hispanic males are in the Marines,

Comparison of Prmed Forces and Civilian Personnel The viability cf the

all-volunteer force (AVF) is thought to be dependent upon the ability of
military authorities to recruit a cross-section of the total population rather
than one segment of it. It has been argued that the military would attract
disproportiorate numbers of youth from lower socioeconomic status backgrounds
and of persons who have limited opportunities in the civilian economy due to
their low ability.4 In order to test these arguments, those serving in the
military in 1980 are compared with 17 to 23 year old youth who are employed
full-time. High school students and full-time college students are excluded
from this comparison, even though they work full-time, because schooling is
considered their major activity. Only those part-time college students who
work full-time are included, since we do not know whether school or work is

the major activity for them.

OVERALL COMPARISONS

Males

Tabies 1.3 and 1.4 compare selected characteristics of the active armed

3Twenty—nine percent of black females are serving in the Air Force, while 22
percent of the total military personnel are in the Air Force.

4See, for example, The Report of the President's Commission on A1l Volunteer
Armed Forces, USGPO, 1970.
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forces personnel and full-time employed youth.5

Sociceconomic Status Comparing military and civilian males, we do not

find that service members dispfoportionately represent the lower socioceconomic
segment of the population.when socioeconomic status is measured by parental
education and occupat‘ion.6 ‘ In fact, among minority males, more full-tine
employed youth than service members come from families whose parents did not
finish high school.

Education Looking at the educational attainment of male respondents, we
find racial differences. Among minority males, a much lower proportion of
service personnel than of their civilian counterparts are high school
dropouts; however, among white males, a sTightly higher percentage of military
personnel are high school dropouts.7 Generally, the progortion of those who
have had some college training is lower among service members than among full-
time employed civilian youth,

Ability Minority male service personnel score much better on the Armed

8

Forces Qualifying Test (AFQT) than do their civilian counterparts. Among

SFor detailed comparisons of selected characteristics between service members
and full-time employed civilian youth as of the first interview in Spring
1979, see Kim et al., {1980).

6For definitions of variables, see glossary in the Appendix.

"The percentage of high school dropouts is particularly high among Hispanic
males: over one-half of full-time employed civilians and a third of armed
forces personnel are high school dropouts. The proportion of high school
dropouts is lowest for white males among full-time employed civilians, while
it is lowest for black males among military youths.

8The AFQT score is not designed to measure an individual's inherent
intellectual ability but to capture an individual's overall degree of
knowledge. Thus, the test score should not be considered a proxy for IQ but
rather a test of achievement: in other words, the score is not only a function
of intellectual ability but is aliso dependent upon age, labor market, and
schooling experiences, among other things. We also ccmpared the mean values
of AFQT and Knowledge of World of Work (KOWW) scores for total NLS Youth
sample members (11,914 cases). We found remarkable similarity between the two
scores. The mean scores by race and sex, for AFQT and KOWW transformed to
range between zero and one, and the Pearson correlation coefficients between

Sy
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black males, less than 15 percent of service men score lower than 0.33 en a
one-point scale, while 30 percent of their civilian counterparts do.9 The
differences are even greater among Hispanic males: whereas 8 percent of the
service personnel score lower than 0.33, the corresponding figure for
civilians employed full-time is almost 35 percent. In contrast, about 9
percent of white youths, both service wembers and civilian full-time employed,
score below this ievel. Finally, almost 40 percent of military youth expect
to be college graduates; the comparable figure for full-time employed is 20

percent.10

Females

By and large, we find similar result: among the young women. Fewer
military than full-time employed civilians have parents who did not complete
high school and, with the exception of Hispanics, more of the military's
parents were in white collar occupations. Female minorities in the service
include fewer high school dropouts than did the civilian minority group. As
with males, the proportion of those who have had some college training is
lower among military than among civilians. The percentage of females who
scored above 0.5 on the AFQT is higher among service members than among *he

full-time employed. Contrary to the case of males, but as expected, fewer

the two variables (r°) are as follows: (AFQT vs KOWW: rz); (0.68 vs 0.69:
0.63) for total males; (0.47 vs 0.53: 0.55) for black males; (0.55 vs 0.57:
0.55; for Hispanic males; (0.71 vs 0.72: 0.58) for white males; (0.68 vs 0.67:
0.61) for total females; (0.50 vs 0.54: 0.52) for black females; (0.53 vs
0.54: 0.54) for Hispanic females; and (0.72 vs 0.70: 0.58) for white
females. An extensive study of the Armed Services Vocational Aptitude Battery
is found in Profiles of American Youth, Office of the Assistant Secretary of
Defense, 1982.

9The raw AFQT score, which ranges between 0 and 105, is divided by 105.

104 slightly higher percentage of male service members are married as compared
to their civilian peers. For Hispanic males, a somewhat lcwer percentage of
service personnel than full-time employed civilians are married.

\L;

U




-15-

young women service personnel are married than their full-time civilian

counterparts.

INTERSERVICE COMPARISONS

The question of parity among the sefvices with respect to enlisiesy’
selected individual characteristics is of considerable interest to policy
makers. Comparisons of mean values of selected variables among the civilfan
full-time employed, the total armed forces, -and the respective branches appear
in Téble 1.5. The expectation that the ground forces--the Army and Marfnes-—
recruit individuals from the lower end of the ability spectrum among the
available enlistment pool, while the more technical branches -- the Air Force
and Navy -- attract individuals from the higher end 6f the quality spectrum is
generally borne out. Among both males and females, quality and socioeconomic
status of personnel in the Army and Marines are somewhat lower than in the
Navy and Air Force. Interestingly, the mean characteristics of the full-time
employed civilian youth serve as a dividing point which distinguishes the
characteristics of enlistees in the Army and Marines from those in the Air
Force and Navy.11 On these indices of quality the Army and Marines score
slightly lower than the comparable civilian population while the Air Force and

Navy score somewhat higher,

11A]though the above statement is generally true, there are some exceptions:
parents' education for males cerving in the Marines is about the same as that
of those serving in the Air Force and Navy, which in turn is higher than that
of the full-time employed; the educational attainment for females serving in
the Air Force is about the same as those for females serving in the Army; the
ArQT score of males serving in the Air Force is substantially higher than
those of males serving in other branches, while the score of females serving
in the Air Force is much lower than those of females serving in the Navy or
Marines.
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Table 1.5 Comparison of Mean Values for Selected Characteristics of Youth in
Armed Forces and Full-Time Employed in Civilian Sector, by Sex and

Branch: 1980

(Standard deviations in parentheses)

Full-time Armed Branch
employed forces | Army  Navy Air Force Marines
Male

Education of parent 12.02 12,17 | 11.52 12.57 12.75 12.48
(2.95) (2.80) { (3.07) (2.70) (2.22) (2.60)

Education of respondent 11.79 11,74} 11.66 11.76 12.03 11.53
(1.57) (1.09) [ (1.39) (0.75) (0.74) (0.87)

Educational expectations 13.11 14,081 13.91 14.39 14.27 13.81
(2.17) (2.14) | (2.18) (2.15) (2.10) (1.97)

AFQT score 65.78 67.13| 63.33 69.49 75.90 61.92
(26.53) (26.34) |(23.63) (28.16) (22.18) (31.83)

Female®

Education of parent 12.16 12.58 1 11.79 14.39 12.60 12.09
(2.81) (2.35) | (2.06) (2.24) (2.15) (2.07)

Education of respondent 12.19 12.01{ 11.97 12.17 11.91 12.17
(1.54) (0.72) | (0.64) (0.92) (0.68) (0.47)

Educational expectations 13.38 14,53 | 14.47 14.50 14.67 14.35
(2.00) (1.74) | (1.75) (1.36) (1.99) (1.69)

AFQT score 70.03 73.06 | 66.60 87.55 72.10 83.15
(22.92)  (21.27) |(17.38) (13.44) (27.10) (11.09)

3The number of female Marines in the sample is very small (N=20); therefore the
statistics may not be reliable.
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SUMMARY OF FINDINGS AND POLICY IMPLICATIONS

OQur findings do not support the hypothesis that the military recruits its
service members disproportionately from the lower socioeconomic status segment
of the population or from the lower end of the ability spectrum. When
compared with the characteristics of those employed full-time in the civilian
economy, the individual attributes of the service members with respect to
measures of socioeconomic status and quality are at least equal to those of
the reference group, and the characteristics and quality of female and
minority male service personnel are supem‘or.12 ‘ :

On the other hand, inter-service comparisons indicate disparities among
the four services: as compared with civilians employed full-time, the higher
ability of individuals in the Air Force and Navy compensates for the lower
ability of individuals in the Army and Marines. This finding bears a
significant policy implication: it suggests that military manpower policy
makers should pay more attention to the substitutability among different
branches. It would be useful to understand whether the quality differences
among different branches are primarily attributable to inter-service
competition for recruits or to other factors inherent in specific branches,
such as availability of specific training opportunities. If young people view
military service broadiy as an alternative to civilian employment, then
across-the-board pay increases would attract higher-ability enlistees for all

services equally. However, if youths regard the specific services as

121+ should also be noted that the definition of full-time employment in this
analysis excludes full-time college students who, on the average, have the
highest quality among the civilian youth. However, the exclusion of this
group does not introduce any meaningful bias because the military is not
regarded as competing directly with college education: it competes with the
full-time civilian job. On the other hand, the quality of full-time employed
civilian youth is thought to be higher than that of the part-time employed,
the unemployed, or those out of the labor force who are not enrolled in
school.

—_—
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independent of each other, then service-specific bonus incentives can be

expected to increase the average%quality of a specific branch.

[
i




Chapter II

Enlistment in the Armed Forces

Recruiting high ability enlistees is necessary to maintain the all-
volunteer force, so it is important to see what, if any, changes develop among
enlistees over time. The first section of this chapter describes the
individual attributes of the youths who joined the active armed services in
the year prior to the 1980 iﬁterviews, and compares their individual
characteristics with those of youths who enlisted in the armed forces in the
year prior to the 1979 interviews. Next, differences in the reasons for
enlistment given by these two entering cohorts are presented, and finally, we
identify important factors which distinguish those eligible youths who enlist

from those who do not enlist.

COMPARISONS CF 1978 AND 1979 ENLISTEES

About 400,000 youth age 17-23 joined the active armed services between
the 1979 and 1980 interviews (hereafter these will be called 1979
enh’stees).1 Table 2.1 presents these accessions by race, sex and age:2
females comprise about 15 percent of the total procurements: and minorities
make up 30 percent of males and 47 percent of females; and the median age for

all enlistees is 19 years.3 Table 2.2 compares their individual

1For an explanation of the partial (but not biased) representation in our
sample of the 23 year old age group, see footnote 3 in Chapter I.

2Individuals who entered the Delayed Entry Program (DEP) for duty in the
active forces are also counted as new accessions.

3pue to small cell sizes for race-specific female groups and for Hispanic

males, the discussion in this chapter is confined to total males and females,
and black and white males.

-19-
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Table 2.1 Enlistments in the Armed Forces (in thousands) Between the 1979 and

1980 Interview Dates, by Race, Sex, and Age?

(Unweighted sample cases in parentheses)

Male Female

Agqe Total| Total Black Hispanic White | Total Black Hispanic White
17 34 29 10 5 13 5 3 1 1
(20) | (16) (7) (5) (4) (4) (2) (1) (1)

18 124 104 19 1 83 21 6 1 14
(42} 1 (33) (14) (1) (18) (9) (4) (1) (4)

19 132 111 27 7 77 22 7 2 14
(s1) | (44) (21) (6) (17) (7) (4) (1) (2)

20 58 57 13 4 40 1 1 0 0
(23) | (22) (8) (4) (10) (1) (1) (0) (0)

21 22 17 12 0 6 6 6 0 0
(11) | (8) (7) (0) (1) (3) (3) (0) (0)

22 24 19 5 0 15 6 3 0 3
(10) (5) (2) (0) (3) (5) (1) (0) (4)

23 6 6 0 0 6 0 0 0 0
(2) (2) (0) (0) (2) (0) (0) (0) (0)

Total 400 342 86 17 240 58 24 3 31
(159) j(130) (59) (16) (55) (29) (15) (3) (11)

aSym of column or row numbers may not add up to total due to rounding.
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Table 2.2 Comparison of Selected Characteristics Between 1978 Enlistees Age 17-22
and 1979 Enlistees Age 17-23 by Race and Sex

(percentage distribution)

Male
g Total Female Total Black [ wWhite |
! 978 1979 t 1978 1979 | 1978 1979 | 1978 1979 | 1978 1979 :
; |
Total number {000s) 225 400 23 58 202 342 49 86 138 240 .
Education of parents®P :
i Total percent 100 100 100 100 100 100 100 100 100 100
i Less than 12 years 19.2 30.5)18.8 21.6] 19.3 32.0 i 33.5 39.3|13.0 27.
12 years 48.9 50,9 59.7 51.0! 47.6 50.8 ,38.8 43,9 | 52.6 54.8
13-15 years 12,5 13.5¢1 11.1 14.0{ 12.7 13.5| 17.4 15.2 1 10.6 13.8
16+ years 19.4 5.1 1 10.4 13.4 20.4 3.7 | 10.3 1.6 | 23.8 4.2
Mean value 12.60 11 53 |12.25 12.04 ;12.64 11.45 |12.02 11.16 {12.96 11.65
_Occupation of parent2.€ ;
Total percent 100 100 100 100 160 100 100 100 100 100
Professional or
managerial 22.0 20.0) 42.6 26.5| 19.4 18.9 8.5 8.5 21,5 22.0
Sales or clerical 31.7 339} 23.6 146} 32,7 37.41 2.6 25.6 | 34.4 41.7
Blue collar 3.4 32,6 23.1 368} 36.8 31.9 | 42.4 29.4{ 38.1 33.1
Service 10.5 11.7 8.8 22.04 10.7 9.9 | 20.9 29.2 6.2 2.9
Labor or farm 0.4 1.6 1.4 v} 0.3 1.9 1.3 7.5 0 0.2
Number of siblings3»d
Total percent 100 100 100 100 100 100 100 100 100 100
- 9.6 12.8 | 13.7 0 9.2 14.9 4.2 11.2 | 10.4 16.5
3-4 41.4 42.4] 30.0 53.9 ) 42.7 40.5 ) 33.3 25.5 ] 46.9 47.4
5-6 33.0 29.1{ 43.5 33.7] 31.8 28.4 1} 39.1 28.5{ 29.8 28.1
7+ 15.9 15.7 } 12.6 12.5} 16.3 16.2 | 23.5 34.8 | 12.9 8.0
Mean value 4,75 4.48 ; 4,74 480 4.75 4.43 § 5.35 5.64 | 4,55 3.88
‘Education of respondent
Total percent 100 100 100 100 100 100 100 100 100 100
Less than 12 years 17.1  41.5 3.0 44,8 18.7 41.0 9.6 40.9} 19.9 39,1
12 years 73.0 50.7 { 89.0 50.7 }71.2 50.7 { 78.1 55.7 | 70.2 50.6
13-15 years 9.4 4.6 8.0 3.2 9.6 4.9 9.9 3.3 9.9 5.4
i 16+ years 0.5 3.1 Q 1.3 0.6 3.4 2.4 0. 0 4.8
| Mean value 11.85 11.41 {12.05 11.37 }{11.83 11.41 |12.10 11.21 {11.76 11.54
Educational expectations?
Total percent 100 100 100 100 100 100 100 100 100 100
Less than 12 years 1.1 8.9 0.8 0 1.1 10.4 0 6.8 1.6 11.0
12 years 23.1 49.5; 17.1 26.6 } 23.7 53.3 ; 15.2 56.2 ) 26.9 53.1
13-15 years 248 15.4 % 43.3 30.8 | 22.7 12.84{ 27.4 14.4 | 21.3 12.7
16+ years 51.0 25.2 38.7 42.6 | 52.4 23.4 57.4 22.7 50.1 23.1
Mean value 14.72 13.33 ;14.53 14.33 {14.74 13.16 }15.00 13.25 |14.61 13.13
AFQT score®
Total percent 100 100 100 100 100 100 100 100 100 100
0-0.32 9.6 14.3 4.9 3.7 {10.1 16.1{ 15.7 16.6 9.2 17.0
0.33-0.49 6.7 15.5 4.9 12.3 6.9 16.0 ) 19.0 40.9 2.7 6.9
0.50-0.66 20,6 25.91 15.0 44.8 {1 21.3 22,7} 32.5 34.6 ) 15.7 16.9
0.67-0.89 5.1 37.11} 67.2 37.7 | 55.4 37.01{ 32.8 6.7 | 83.2 47.9
0.90-1.00 6.5 7.2 7.9 1.5 6.3 8.2 0 1.2 9.2 11.2
Mean value 0.66 0.59 | 0.72 0.63 } 0.65 0.58 ] 0.53 0.47 | 0.69 0.62

3,b,¢,d50a footnotes in Table 1.3
€AFQT score (0-105)/105.
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characteristics with those of calendar year 1978 enlistees.?

Socioeconomic Status The socioeconomic status of respondents is proxied

by education and occupation of parents, and number of siblings. The
educational attainment of parents for the 1979 enlistees is a little lower
than that for the 1978 enlistees, particularly among males. Whereas less than
20 percent of the 1978 enlistees have parents who did not finish high school,
30 percent of the 1979 enlistees' parents did not; the proportion whose
parents are college graduates is about 20 percent for the 1978 enlistees, but
only 5 percent for the 1979 enlistees. The decline in parental education is
most obvious among white males, who comprise about 60 percent of total
enlistments in both years: 24 percent of the 1978 white male enlistees’
parents are college graduates and only 13 percent are high school dropouts;
the corresponding figures for 1979 enlistees are 4 percent and 27 percent,
respectively. Among females, however, we do not find substantial differences
in parental education between 1978 and 1979 enlistees, and there is only a
s1ight decline in average parental education among black males.

Differences do not appear in parental occupation between 1978 and 1979
male enlistees, but a somewhat lower percentage of the 1979 female enlistees’
parents work in white-collar occupations--professional, managerial, sales, and

clerical occupations--than did 1978 female enlistees' parents.5

4The substantially larger number of new accessions in 1979 than in 1978 are
primarily due to the inclusion of those in DEP for 1979 accessions but not for
1978 accessions {see footnote 1 in Chapter 1).

SWe do not find differences between 1978 and 1979 enlistees with respect to
number of siblings. This finding is somewhat unexpected because family size
is generally known to be closely correlated with socioeconomic status. We
find an inverse relationship between these two variables throughout most of
the other chapters. Particularly for the case of white males, we observe an
opposite pattern than expected. A relatively higher proportion of 1979
enlistees come from small size families as compared to 1978 enlistees.
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EduLationa1 Attainment Perhaps fhe most remarkable difference between

1978 anJ 197¢ enlistees is the proportion of high school dropouts: whereas
only abJut one in six 1978 enlistees did not graduate from high school, more
than four in ten 1979 enlistees did not. The difference is particularly lirge
among féma]es~ only 3 percent of the 1978 recruits, but 45 percent of the
1979 recru1ts, were dropouts. The higher percentages of high school dropouts
for all?race and sex groups is associated with the number of new accessions;
as acce%sions increased, the quality of the enlistees went down. Even though
the abs&1ute number of high school graduates entering the military was higher
for all race and sex groups in 19798 than in 1978, the mean level of education
was 1 er.

Educationa1 Expectations The findings'of lower educational expectations

among ’979 male enlistees than among their 1978 male counterparts is rather
consistent with their lower average educationd] attainment. About one-fourth
of 19?9 male enlistees said they expect to attain a college degree, while
about half of 1978 males said so. No differences in educational expectations
emerge between white and black males, but we find a somewhat confusing result
for ﬁema]es. Among 1978 enlistees, of whom 3 percent are high school
dropoéts, 39 percent said that they expect to finish college, while among 1979

en]isiees, of whom 45 percent are high school dropouts, about 43 percent said

J

6as noted in footnote 2, we count those who are on DEP as enlistees; this
1nc1ds1on rajses a suspicion that if youths on DEP are currently enrolled in
high schoo1 by the time they begin their active duty, these youths may have
graddated However, this suspicion 1is not supported, because only one
respondent in the DEP with 11 years of education is still in school. On the
other hand, it should also be noted that 36 percent, i.e., 30,000 out of
84 000 (27 out of 37 respondents) of those who are on DEP have not attained 12
years of schooling. Therefore, the percentage of high school dropouts among
total enlistees declines from 42 percent to 34 percent when we exclude those
on DEP from total enlistees: the corresponding percentage drops from 41
percent to 35 percent for males and from 45 percent to 26 percent for females.
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that they expect to finish college. These discrepancies are not rezdiiy
explainable.

The 1lower quality of thé 1979 enlistees as compared with their older
counterparts 1s further demonstrated by the AFQT scores.7 The raw score fis
transformed so that the score ranges between zero and one. The 1979 enlistees
have a lower mean score (.59 vs. .66) and a wider dispersion of scores than do
the 1978 enlistees. While about 30 percent of 1979 enlistees score less than
0.5, only about 16Apercent of 1978 enlistees do so. The decline in the test
score is particularly apparent among black males: nearly 58 percent of 1979

enlistees, as contrasted to 35 percent of 1978 enlistees, score below 0.5.

REASONS FOR ENLISTMENT: 1978 VS. 1979 ENLISTEES

Each respondent was asked to give his or her main reason for en1istment,8
and Table 2.3 presents the 1978 and 1979 enlistees' responses. The most often
cited reason, given by 28 percent of both 1978 and 1979 enlistees, was
"training opportunities in the military." The next three most common reasons
are "money for college," "to better myself in life," and "to travel." For

both cohorts about 75 percent of.all enlistees give one of the above four

7For a detailed discussfon about the Armed Forces Qualifying Test (AFQT), see
{hapter I. As this score serves as a measure of individual achievement rather
than intellectual ability, a caveat in comparing the scores between the two
cohorts is that the age effect should be controlled for. In other words,
because the 1978 enlistees are older than the 1979 enlistees by one year, on
the average, we should discount the differences in the scores between the two
cohorts to a certain extent.

8The twelve reasons for enlistment in the questionnaire include: (1) I was
unemployed and couldn't find a job, (2) to give myself a chance to be away
from home on my own, (3) the military will give me a chance to better myself
in life, (4) 1 want to travel and live in different places, (5) to get away
from a personal problem, (6) I want to serve my country, (7) I can earn more
money than I could as a civilian, (8) it is family tradition to serve, (9) to
prove that I can make it, (10) to get out, (11) to obtain retirement and
fringe benefits, and (12) I can get money for a college education.

-
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Table 2.3 Comparison of Main Reason for En]istﬁent Between 1978 Enlistees and 1979 Enlistees,
by Race and Sex

{percentage distribution)

Male
Total Female iotal Black White
1978 1979 {1978 1979 [1978 1979 1978 1979 11978 1974

Total 100 100 100 100 100 100 100 100 100 100
f
jTraining for civilian
' Jab 28.4 28.3 123.1 15.0 |28.9 30.5 j29.1 26.9 {30.2 30.4
iBetter myself in life 12.8 19.5 }17.5 35.5 (12.3 17.0 4.4 25,9 |13.8 14.3
Money for

college education 18.7 14.8 118.3 14,7 {18.7 14,8 ]28.0 15.4 [13.7 14.8
Travel 15.0 9.3 8.1 10.4 |15.7 9.1 2.6 10.4 (20.4 9.3
Was unemployed 3.4 7.6 7.2 0 3.0 8.8 6.3 12.0°} 2.2 7.9
Serve my country 3.1 7.1 2.3 2.4 3.2 7.8 4.4 0 3.1 10.9
Get away from home 9.6 6.1 116.5 10.5 9.0 5.4 j12.1 4.6 9.0 4.9
Prove myself 4.7 5.1 1.6 10.1 5.0 4.4 8.6 2.5 3.8 5.1
Earn more money than on

civilian job 0.1 1.2 0.8 0 0 1.3 0 0 0 1.9
Get away from personal

problem 2.6 0.6 3.1 0 2.5 0.7 4.5 1.1 2.1. 0.6
Family tradition to

serve 1.2 0.2 0.5 1.4 1.2 0 0 0 0.7 0

- Retirement/fringe
benefits 0.6 0.2 1.0 0 0.5 0.3 0 1.1 0.8 0
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answers as their main reason for enlistment. It is interesting to note that a
relatively few of each year'é recruits (12.2 percent in 1978 and 6.7 percent
in 1979) enlist to get away from home or personal prcblens.9

1978 vs. 1979 Cohorts There were also differences between the 1978 and

1979 cohorts in reasons for enlisting. Among female 1978 enlistees, “training
opportunities,” "money for college," “to better myself in 1life," and "to get
away from home" are the most frequently cited reasons; these are cited by 17
to 23 percent of the respondents. However, proportionately twice as many 1979
female enlistees cited "to better myself in 1ife" (36 percent as compared to
18 percent among 1978 eantees),10 and the proportioh seeking "to prove
myself" increases from 2 to 10 percent. On the other hand, the proportion
seeking to get away from home or personal problems falls from 17 to 11
percent. Amang males, the changes are not as dramatic; in 1979 more enlisted
to improve themselves, to serve the country or because they were unemployed,
and fewer enlisted to travel, get away from home or for college money, but the
differences were seven percentage points or less.

1979 Males vs. Females Some striking differences appear between 1979

males and females in reasons for enlisting. Among males, 31 percent cite
"training opportunities,” while only 15 percent of females do so. Although no

female enlistees cite "unemployment® as the main reason, nine percent of males

96ottlied (1979) reports that among the respondents in his sample of 115,
about 50 percent said that their enlistment motivations were to get away from
personal and family problems (parental conflict).

10v¢ js rather ambiguous what the respondents specifically huve in mind for
the factors in military service that will enable them to better themselves in
- life. Because these people do not choose "training opportunities," or

"educational benefits" as their main reason for enlistment, it may well be
that the "discipline® which they can learn from military life or the
"credential effects" which they can earn from accomplishing military service
are the factors which positively influenced their enlistment decisions.

et e el
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say they enlisted primarily because they could not find jobs in the civilian
economy. On the other hand, proportionately twice as many women as men
enlistees cite "to better myself* (36 and 17 percent, respectively), and “to
prove myself* (10 and 4 percent, respectively) as their main reason for
enlisting.

Overall, then, while both male and female 1979 enlistees joined the
military service for self improvement, males tend to enlist to take advantage
of training opportunities while females cite the more general desire "to
bettef myself." The interesting differences between 1978 and 1979 enlistees
among females are the diminution of “training opportunities” and the increase

of the desire "to better myself" as the main reason for enlistment.

DETERMINANTS OF ENLISTMENT IN THE MILITARY

In the all-volunteer force environment, whether or not to serve in the
military is an individual! decision: 1if an individual expects both pecuniary
and non-pecuniary returns from joining the armed forces over the life cycle to
be greater than those from not joining the armed services, such a person is
likely to participate in the military. Military service, however, competes
directly with the civilian economy, and military recruiters are faced with a
constrained maximizafion problem--that 1is, they must try to maximize the
quality of enlistees subject to fulfilling the assigned quota.

Here we develop an enlistment model in order to distinguish those
individuals who are 1likely to enlist from those who are not. For thfs
analysis we focus on male youths aged 17 to 22 at the 1980 interview, who have

never served in the active armed forces, have attained 10 to 12 years of
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education, and were not enrolled as full-time students!l at four year colleges
as of the 1979 interview date.l2 The model is specified in Appendix II-A.
Descriptive Statistics About 7.7 million males fall in this group, and

of them about 276,000, or about 4 percent, enlisted in th2 military between
the two survey dates.13 Table 2.4 compares some f{mportant individual
characteristics of those who enlisted and those who did not. We find that the
mean AFQT score of enlistees is substantia]ly lower than that of the control
group; a higher percentage of enlistees were enrolled in high school,
indicating that a majority of enlistees come directly from high school; a
relatively higher proportion of enlistees were not living with both natural
parents at age lﬁ; and enlistees are disproportionately black. In terms of
educationa) attainment and aspiraticns, we do not find differences between
enlistees and nonenlistees. Finally, an extremely large difference is
observed in the mean value of the f{ntention to serve indicating that the
intention during the previous year may serve as a strong indicator of future

behavior.l4

Empirical Results: Logit Estimates Table 2.5 presents four

Hegn-time first year college students are excluded from the analysis because
the enlistment rate among them is known to be very low, and moreover, the

military service is considered to compete with civilian employment rather than
educational institutions.

12Due to a very small sample size, females are excluded from the analysis.

Byniverse restrictions (i.e., age, educational attainment, and college
enrollment status) reduced the sample of respondents who enlisted from 130
(see Table 2.1) to 103.

14we did not have information about intention to serve for the one quarter of
new enlistees who were on DEP in 1979. Thus, we assigned the highest value
for the scale of the intention to serve (+2) for those on DEP.




-29-

" Table 2.4 .Comparison of Mean Values of Selected Variables Between Those Who
Enlisted Between 1979 and 1980 Interviews and Those Who Did Not?

Selected variables Total Enlistees Non-enlistees
AFQT score 67.63 58.60 67.96
(25.25) (29.33) (25.02)
Education of respondent 11.08 10.83 11.08
(0.82) (0.67) (0.82)
Enrolled in high school 0.47 0.70 0.46
(0.50) (0.46) (0.50)
Single parent family 0.23 0.36 . 0.22
(0.42) (0.48) (0.41)
Parental education® 0.70 0.65 : 0.77 ‘
(0.42) (0.48) (0.41) {
Educational aspirations 14.15 13.76 : 14.16 !
(2.13) (2.28) (2.12)
State unemployment rate, 5.50 5.95 5.49 !
1979 (2.69) (2.81) -~ (2.68)
Enlistment intentions -0.89 0.46 -0.94
(1.16) (1.20) (1.13)
Problem finding a job 0.15 - 0.13 0.15
(0.36) (0.33) (0.36) |
Desires training 0.71 0.87 0.70 |
(0.45) (0.33) (0.46) ;
Black 0.13 0.23 0.13
(0.34) (0.42) (0.33)
Hispanic 0.05 0.05 0.05
(0.23) : (0.21) (0.23)
Population (000s) 7693 276 7416 :
Sample size 2369 103 2266 ,

UNIVERSE: Males aged 17 to 22 in 1980, not full-time student at a four-year
college, with educational attainment between 10 and 12 years, and
who never served in the military.

3Numbers in parentheses are standard deviations.

bparental education is a qualitative variable = 1 if parental education >= 12
years.
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Table 2.5 Logit Estimates for Enlistment in the Military Among Male Youths

(Numbers in parentheses are asymptotic t-statistics)

ariables Equation 1 Equation 2 Eguatioa 3 Equation 4
Constant -6.7853** -8.4493%* -7.7788%* -8.1647**
(-3.40) (-4.14) (-3.72) (-3.69)
Education of 0.2222 0.3930** 0.4765%* 0.3534%*
respondent b (1.31) (2.26) (2.45) (1.96)
Enrolled in high schoo1® | 1.0692+* 0.9467** 1.0111%* 3.7777%*
(3.82) (3.31) (3.55) (2.58)
Single parent family 0.5859** 0.5045%* 0.4674** 0.4540%*
(2.75) (2.30) (2.16) (2.04)
AFQT score -0.00798* -0.00382 -0.00046 -0.00886
(-1.82) (-0.80) (-0.09) (-1.06)
(AFQT score)*(in HS) Oigogg§
Problem finding a jobb 0.1286 0.1637 0.1913 0.1752
(0.43) (0.53) (0.62) (0.56)
Desires trainingb 0.9540** 0.7898** 0.7695%* 0.7138**
‘ (3.03) (2.46) (2.39) (2.20)
Parental education -0.2926 -0.2826
(-1.27) (-1.22)
Educational aspirationsb -0.0768 0.06160
(-1.41) (0.70)
(Educ. aspir.)*(In HS) -0.2277%*
(-2.05)
Unemployment rate, stated -0.02439
(-0.57)
Hispanic -0.2046 -0.4013 -0.4461 -2.1599*
(-0.61) (-1.16) (-1.24) (-1.81)
(Hispanic)*{AFQT score) 0.03048*
(1.80)
Black 0.3803 0.09213 0.1093 -0.3066
(1.58) (0.36) (0.42) (-0.49)
(Black)*(AFQT score) 0.00956
(0.89)
Enlistment intentionsP 0.7137%* 0.6980%* 0.6904%*
(8.16) (7.95) (7.81)

Log of likelihood

function -398.02 -360.11 -358.06 -353.95
2369 2369 2369 2369

UNIVERSE: Males aged 1/ to 22" in 1980, who never served in the military, were

not enrolled as a full-time student in a four-year colliege, and
have educational attainment between 10 and 12 years as of 1979

interview,

3For variable explarations, see the glossary.

bInformation is relevant to respondent's 1979 status.

**Significant at the 0.025 level, one-tailed test.
* Significant at the 0.050 level, one-tailed test.
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eqhations.15 The results of equatioh (1) show that the AFQT score 1is
inversely asSociated with enlistment behavior. Assuming that the AFQT score
captures success in the civilian labor market, we infer that those individuals
who are expected to be more successful in the civilian labor market are less
"~ likely to enlist in the mi]itary.15 Youths who desire additional occupational
training are more 1likely to enlist in the military, and, other things being
equal, youths enrolled in high school and those who had not lived with both
natural parents at the age 14 are more likely to enlist than their respective
counterparts.17

Equation 2 adds intention to serve to the 1list of variables. The

intention to serve turns out as expected to be a strong predictor of

enh’stment.18 However, when the effect of the intention to serve is taken

15pye to the qualitative nature of the dependent variable, Togit estimation is
performed to constrain the predicted probability of the dependent variable to
a range between zero and one.

1615 Table 2.3, we showed that only 1 percent of enlistees cited "to earn more
money than civilian job" as the main reason for enlistment. Based upon this
result, we conjecture that the relative pay level between a miiitary and
civilian job may not be the most important factor in the enlistment decision
among those who actually enlisted; alternatively, enlistees know a priori that
their expected wages in the armed forces may not be as high as they may earn
in alternative civilian jobs. In this regard, the negative and significant
coefficient on AFQT in equation {1) may be interpreted as reflecting that
youths do not participate in the armed services because of lower expected pay
in the military than in the civilian economy, while some youths Jjoin the
military for other reasons such as training and travel opportunities.

17eor the hypothesis on the single parent family variable, see footnote 9.

181t was suspected that the assignment of the highest value of intention index
(+2) for those on DEP in 1979, as indicated in footnote 15, might have biased
the relationship between intention and actual enlistment behavior. Thus, we
reestimated the logit equation by deleting the enlistees who were on DEP in
1979 (29 out of 103 enlistees were on DEP). The reestimaticn produced
qualitatively the same results; when those on DEP were excluded the
coefficient on intention to enlist was 0.8170 with an asymptotic t-statistic
of 7.83. The t-test statistic for the statistical equivalence between this
coefficient and the one presented in equation (2) turns out to be 0.7584;
thus, we cannot reject the null hypothesis that the two estimated coefficients
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into account, the impact of expected civilian labor market performance (as
shown by the AFQT score) on the decision to enlist becomes neg1igib1e.19 On
the other hand, education becomes significant.20

Equation (3) adds two more variables--a measure of socioeconomic status
and the educational aspirations of the respondent. The first tests whether or
not en]isfments come disproporticnately from the lower socioeconomic status
segment of the population, and the second shows whether or not enlistment is
positively correlated with possible post-service educational benefits. The
results suggest that individuals from higher socioeconomic status backgrounds
or with higher educational aspirations are less likely to enlist, but these
relationships are not statistically significant.

Finally, equation (4) adds the state unemployment rate and some
interaction terms. We saw earlier that the AFQT score differs among races, so
we introduce the interaction terms between AFQT and race. We suspect that

among high school students the role of the AFQT score may differ between those

are statistically the same.

19A]though a decrease in the significance of the coefficient by the inclusion
of an additional variable may be generally attributable to the collinearity
between the two variables, it appears that the above reason may not be
relevant for this case. The simple correlation coefficient between intention
and AFQT is -0.1876 and between AFQT and education is 0.0967. While the two-
way simple correlation coefficients may not suffice to indicate the
collinearity, the shift in the significance of the coefficient might be due to
the composite nature of the AFQT variable. In other words, due to the missing
components captured by the intention to enlist in equation (1), the
interpretation of the coefficient of AFQT as simply representing the expected
civilian earnings might be an overstatement.

201¢ js also conceivable th-t education is a supply side variable in the sense
that a more educated individual is more likely to succeed in the civilian
Tabor market: under this interpretation a negative sign is expected.
However, because the AFQT variable is expected to better capture the component
of future ciwilian labor market performance, we consider the effect of
education net of the impacts captured by AFQT as a demand side variable
whereby military recruiters screen the military applicants; thus, a positive
coefficient is the expected sign in our analysis.
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who aré college bound and those who are going to work in the labor market
without going on to college, so we add an interaction term between AFQT and a
dummy variable indicating high school enrollment status, and using similar
reasoning, we include an interaction term between high school enroliment
status and educational aspirations. The results indicate that enlistment goes
down among those high school youth with high educational aspirations, and
among Hispanic males enlistment propensities rise with the level of AFQT. The
local unemployment rate and the other interactions did not significantly
affect the enlistment probabi]ity.21 Thus enlistment 1is shown to be
positively associated with the intention to serve, edubation of the
respondent, the desire for occupational training, the absence of at least one
natural parent in the home at the age of 14, and with lower educational
aspirations among high school students.

Empirical Results: Partial Derivatives Another way to view the results

is to see, for example, how the probability of enlistment differs between a
high school student and a non-high school youth when all other individual
characteristics are the same.

Here we present a "typical" individual who has the mean characteristics
of the respondents under study: this individual is a high school senior, has
lived with both natural parents at age 14, has a parent(s) whose educational

attainment is less than 12 years, scored 60 on the AFQT, desires to receive

lee also experimented with interaction terms between educational aspirations
and race in order to inspect the argument that minority youth who have higher
educational aspirations are more likely to enlist; the interaction terms were
not statistically significant. Also, we tested the hypothesis that youths who
perceive civilian labor market discrimination against race, sex and age are
more likely to enlist, but failed to find any significant association.
Finally, we were not successful in finding a signficant relationship between
enlistment and inter-generational occupational transfer: i.e., whether or not
individuals whose parents are working in the military occupations arec more
Tikely to enlist.
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occupational training, aspires to attain 14 years of schoo]ihg, Tives in an
area with a local unemployment rate of 6 percent, does not have a problem in
finding a job, and has a neutral intention toward enlisting in the armed
forces {enlistment intention = 0).22 Table 2.6 reports changes in enlistment
probabilities with respect to some important individual characteristics, using
the coefficients of equation 4, for such typical persons dependent on whether
they are assumed to be black, Hispanic, or white.

Given these "typical" characteristics, the probability of enlisting in
the military is predicted to be 8 percent for a black, 4 percent for a
Hispanic, and 6 percent for a white male. If all other characteristics remain
the same, and a high school Jjunior rather than a senior applies to the
military, the probability of being accepted is reduced by 29 percent. If the
hypothetical young man is a high school graﬁuate who has not 3jone on to
coliege,23 the probability changes turn out to be negative for ail races,
indicating that the predicted probability would decrease by 40 percent.
Although education exerts a positive impact on enlistment, due to a
considerably negative effect of a non-high school enroliment status (as shown
below), the combined overall efféct becomes negative. These findings imply
that the probability of enlisting during the next year is higher for a high

school senior than for a high school junior or a high school graduate.

22\gte that enlistment intention ranges between -2 (definitely do not intend
to enlist) and +2 (definitely intend to enlist), and home Bnvironment has a
value one if the respondent did not live with both natural parents at age 14.

23Natura11y, a question arises how the predicted probability would differ
between college students and noncollege students among high school
graduates. Because our universe includes only those who have attained 10 to
12 years of schooling but not enrolled in a &-year college as a full-time
student, the attempt tc introduce a dummy representing part-time college
enroliment status was not successful due to an extremely small number in the
cell--the logit coefficient did not converge.
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Further, the predicted probabflity of enlisting is twice as large for a high
school student as for a non-high school student, fer the youth who did not
live with both natural parents as for one who lived with both natural parents
at age 14, and for an individual who desires occupational training as for an
individual who does not desire training.24 For Hispanics, a 10 percent
increase 1n the AFQT score dncreases the enlistment probability by 17
percent. A two year increase in educational aspiration (e.g., from junior
college to four year college) decreases enlistmenf probability by 27 percent
for all races.25 Finally, a very powerful role in enlistment is played by the
intention to serve. For the typical person, the enlistment probability
increases by 86 to 91 percent when the youth has previously indicated some

willingness to join the armed for'ces.z6

SUMMARY OF FINDINGS AND POLICY IMPLICATIONS

Since the last survey, about 400,000 youth age 17 to 23 years old have
been sworn into the active forces, but their levels of parental education,

educational attainment, and AFQT scores are lower than those of 1978

24Because the variables are qualitative indicators, strictly speaking, we
should not call them partial derivatives: they indicate the changes in

predicted probabilities due to a change in the value of an indicator, for
example from 0 to 1.

257he negative impact is due to our assumption that the typical person is
enrolled in high school. Because the coefficient on the educational
aspiration variable 1is positive in Table 2.5, had we assumed the typical
person not to be enrolled in high school, we might have a positive partial
derivative for educational aspiration. However, since the coefficient is not
statistically significant, we do not report the result for this case.

260yr computation is based upon the change irn enlistment intention from "a
neutral position* (i.e., neither try to enlist nor not to try to enlist) to
"probably try to enlist.” If we assume that the person would definitely try
to enlist, the predicted probability increases by nearly 250 percent for all
races.
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enlistees.

A very small proportion of en]istees Join because they expect to receive

higher wages in the military than in the civi]ian economy; thus, military pay
relative to expected civilian earnings may not be the most important #actor in
the enlistment decision or the pay differential is not sufficient]é high to
make pay an issue. “"Training opportunities" for subsequent civil%an Jobs,
"money for college," and a desire "to better myself in life" are the three
most frequently cited reasons for enlistment. These findings imply|that for
youth entering military jobs, as in the civilian economy, an individual's
decision is made %n view of long-run benefits rather than because of short-run

pecuniary returns. In this regard, the impacts of pay increases on‘éggregate

enlistment may not be great.

We find the following determinants of enlistment by comb;ring male
enlistees with other eligible young men. Enlistment is positively associated
with education of the respondent, perhaps indicating that a more educated
person is more likely to be accepted. Individuals who did not live Pith both
~ natural parents at age 14 are more likely to enlist in the miiitar&, partly
supporting the argument that some youths join the armed forces to escape from
familial conflict. Most enlistees come directly from high school orgwith very
little civilian labor market experience. The desire for occupationaﬁ training
other than regular schooling plays a significant role in énlistment
decision. The intention to enlist as of the previous year serves a% a strong
indicator of future en1istment}behavior. En1i§tment probability is Aigher for
high school seniors than for other groups including high school ?raduates.
The AFQT score that proxies the degreé of success the youth mightiexpect in

|

the civilian labor market did not produce a significant coefficient except for

Hispanic males.
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These results further support our inferences regarding the small effects
of the short-run pecuniary incentives. In particular, the fact that a
majority of enlisfees come directly from high school with very little civilian
labor market experience suggests the importance of directing recruiting
efforts toward high school students rather than toward those who are not

enrolled.

e e e —




Appendix II-A. A Specification of the Model

The enlistment model is specified as follows:

ENL;S = F(MPy, CPyy URy, PHYSE, Z3i3 ) eenneernnnenennnnennnnnnnaa(l)
END = g(MP;, EDUC;, PHYS;; by), subject to © (ENL;D > = K......(2)
ENLiS = ENLiD.--.-00n.ococoa.oooo.-oo.---. ------ ssessensee Q..I".O...(3)

where ENL stands for enlistment; superscripts S and D represent supply and
demand, respectively; MP and CP are military pay and civilian pay,
respectively; UR represents the Jocal unemployment rate; PHYS ‘indicates
physical condition; EDUC denotes educational attainment; and Zj is a set of
other explanatory variables. K is a scalar representing an assigned quota,
and a, and b, are vectors of parameters to be estimated. Eduation (3)
indicates an equilibrium &ondition.

Several comments regarding the specification of the model are in order.
First, military pay, civilian pay and unemployment rate have been the key
variables in studies of enlistment supply.1 Within the framework of human
capital theory, many economists were successful in determining a significant
association between enlistment supply and the pay variables, while most
studies fail to show any significant impact>of 1ocalrlabor market conditions
on enlistment supp]}. However, for the case of cross-section studies, the
expected civilian pay is basically unobservable, and the expected military pay
at the entry level is more or less the same for all enlistees. Moreover, the
military pay variable may be regarded as an endogenous variable rather than as
an exogenous variable: the level of military pay varies according to the size

of the desired manpower procurement (quota), relative to the expected

1Extensive enlistment studies are found in the President's Commission on an
Al11-Volunteer Armed Forces, Studies 1 (1970).

-39~
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enlistment supply: that is, MP = h(estimate of ENLS).

Second, and more important, the NLS data set does not contain sufficient

information to d{dentify the supoly of enlistment. We cannot identify the

applicants who are rejected by the military: although the NLS data provide
information about those who failed the physical examination, they do not
furnish information about those who failed the mental examination; therefore,
the total supply of enlistees cannot be identified.

Third, although the demand for enlistment {s specified as a function of
the requirements for acceptance, due to the constraint of fulfilling the
quota, the demand function below the level of quota may not be observabie, or
it may not exist. An interesting point to note is that the quota-fulfilling
constraint should hold as an aggregate relationship, thus, the constraint is
not directly binding on each individual's demand schedule.

Finally, the NLS data do not provide appropriate information regarding
the physical condition of the respondent; thus, one of the screening criteria
for acceptance into the military--physical reguirements--is not observed.

Although a complete model should estimate the supply and demand functions
simultaneously and then compute the equilibrium points based upon the
estimated supply and demand equations, as the above discussions indicate, we
are not able to gather all the necessary information from the NLS data set to
perform the simultaneous equation estimation approach. Because we observe
only a realized equilibrium condition, we adopt a reduced-form estimation
technique: equation (2) is solved for MPi and enters into equation (1) to
yield the following specification:

ENL = e( EDUC, AFQT, UR, SES, EDASP, TRAIN, HOME, INTENT, Xi)eouon ..(8)
where EDUC=educational attainment of respendent, AFQT=the AFQT score as a

measure of the expected civilian pay, UR=local unemployment rate, SES=a

v

v =

P e
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measure of socioeconomic status, EDASP=educational aspirations, TRAIN=an
indicator of a desire for occupational training other than regular schooling,
HOME=a home environment variable, INTENT=an index of intentions to enlist, and
X;=a set of other control variables such as race and enrolliment status.
Estimation of the reduced-form equation (4) also needs to be qualified.
First, we still lack two pieces of information in equation (4)--civilian pay
and a measure of physical condition. Rather than attempting to impute the

civilian pay for each individual, which cannot be done without substantial

measurement errors resulting, we elect to introduce the AFQT score as a proxy

for it. The status of physical condition of an individual may be partly
reflected in the intention to serve: an individual who perceives his physical
condition to be inappropriate to perform military tasks may be less likely to
intend to enlist. In this regard, this variable enters into both the supply
and demand equations.2 Second, in order to show that equation (4) is a
reduced-form equation, we need to identify the demand and supply side
-variables: that is, the variables whose coefficients are restricted to be zero
in the other equation. Although many variables may anter into both equations,
we particularly consider EDASP, TRAIN, and SES variables as a set of supply

side variables, which exert significant impacts on one's career choice. We

2The intention to serve is hasically a composite measure; we expect this
variable to capture the effects of some missing information including physical
condition and taste for the military service. In fact, the intention to serve
may be inherently an endogenous variable rather than an exogenous variable:
that s, this variable may have to be explained by other individual
characteristics. For example, the comparison of expected civilian and
military earnings might have played a significant role in formulating one's
intention to serve. However, since we specifically include other important
factors in the enlistment decision, we interpret the coefficient of this
variable as representing the effects net of the impacts of osther included
exogenous variables. Regarding the endogeneity issue, because the information
of intention to serve is for the 1979 interviews (i.e., the previous year), we
consider this one of the predetermined variables.

P

S
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regard the education of a respondent as a demand side variable: military
recruiters use this as a screening device or as a way of maximizing the

quality of enlistees.




Chapter III
The Potential Supply of Armed Forces Personnel:

Enlistment Intentions and Main Reasons for Nonenlistment
Understanding the individuals who express some interest in serving in the
~ armed forces is very important., Concentrating recruitment efforts on those
who have a greater propensity to join the military service will make it
possible to achieve desired quotas more efficiently.

The NLS gathers information about respondents' intentions to serve and
their specific efforts to learn about military service. This chapter analyzes
the important dindividual characteristics that are closely associated with
enlistment intentions and the specific reasons why youth who made efforts to
gather information about the armed services, such as talking to recruiters or

taking the ASVAB, did not enlist.

AGGREGATE CHARACTERISTICS OF YOUTH WHO EXPRESSED INTEREST IN SERVING

The universe for this analysis includes individuals age 17-21 who have
attained 10 to 14 years of education, have never served in the armed forces,
and are not full-time college students. Those age 15 and 16 are excluded
because they are age-ineligivle for enlistment. Because the enlistment rates
for those who have attained 15 or 16 years of education or who are 22 or 23

years old are very low, they too are excluded.

Males

Table 3.1 presents the proportions of youth, by enrollment status, who
have positive attitudes toward military service, who have positive intentions
t6 serve, who talked to recruiters, or who took the ASVAB (see the glossary

for the definitions of variables). The total universe represents 6.9 million

-43-
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males: 2.5 million of these are enrolled in high school and 0.3 million in
college; of 4.2 million nonenrolled males, 79 percent are high school

graduates.

Positive Attitudes About three quarters of male. youth stated that

serving in the military is ' definitely or probably a good thing.1 The
percentage with positive attitudes toward serving is highest among Hispanics
(79 percent), and lowest among blacks (71 percent). The proportion with
positive attitudes is slightly lower among black high school students (70
percent) than among Hispanic (77 percent) and white high school students (78
percent); it is higher among Hispanic college students (71 percent) and
nonenrolled higﬁ school graduates (83 percent) than among their black (63 and
68 percent, respectively) and white counterparts (62 and 72 percent,
respectively).

Positive Intentions Although the proportion with positive attitudes

toward military service provides & general view of the size of the future
enlistment pool, still more useful information can be obtained from the NLS:
about 1.5 million or slightly more than one-fifth of the males in this
universe said that they would definitely or probably try to enlist in the
armed forces in the future. A higher proportion of minority males (39 percent
of blacks and 31 percent of Hispanics) than white males (19 percent) expressed
positive intentions to serve. | Considering that minority youth face more
adverse civilian labor market conditions than white youth, this result is not
surprising. The groups with the highest proportion of positive intentions are

black high school students (46 percent), black dropouts (51 percent) and

Ithe percentages who have positive attitudes or positive intentions are
somewhat conservative estimates in the sense that those who did not respond to
these questions (e.g., those who refused to respond, or responded for a “don't
know" category) are counted in the denominator. .
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Hispanic college students (48 percent). On the other hand, only 7 percent of
white (part-time) college students indicated an f{ntention to Jjoin the
military, while about 48 percent of Hispanic (part-time) college students did
so. Among nonenrolled high school graduates, the percentage with positive
intentions {s twice as large among minorities (27 percent of blacks and 25

percent of Hispanics) as 1£ fs among white males (13 percent).

Talked to Recruiters About one-fifth of males in the 17-21 age group
with 10-14 years of education who are not full-time college students talked to
military recruiters in the year between the 1979 and 1980 interviews.2 The
percentage who talked to recruiters is higher among blacks (29 percent) than
among whites (19 percent) and Hispanics (22 percent).3

Took ASVAB About 10 percent of males in this universe (or 700,000 youth)
took the ASVAB between the two interviews. A somewhat higher percentage of
minority males (14 percent) took the ASVAB than white males (9 percent).
Among enrolled males, the proportion is highest among Hispanics (20 percent);

among the nonenrolled, the percentage is highest for blacks (14 percent).

Females

The statistics for females in Table 3.2 correspond to those for males in
Table 3.1.- It is interesting to find that the proportion who have positive

attitudes toward serving in the military is higher among females (81 percent)

2Although the total number of respondents who talked to recruiters is about
the same as those who have positive intentiuns, they do not represent the same
persons. Among those who talked to recruiters, only 41 percent of males and
39 percent of females have positive intentions to enlist. Therefcre, many who
say they intend to enlist have not talked to recruiters and many who have
talked to recruiters do not intend to enlist.

3The gaps between races among those who talked to recruiters are smaller than
they were among those who had positive intentions to serve.
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than among males (73 percent). We find that, as with males, a somewhat higher
proportion of Hispanic than black or white females have positive attitudes
(84, 80 and 81 percent respeétively). The proportions of females who have
positive intentions to serve (11 percent), who talked to recruiters (10
percent), and who took the ASVAB (6 percent) are about half of those for
males. We find an almost identical pattern of racial differences for females
as for males: higher percentages of minority females have positive intentions
to serve or took the ASVAB, and a higher percentage of black females talked to

recruiters.

INDIVIDUAL CHARACTERISTICS OF YOUTH WHO HAVE POSITIVE INTENTIONS TO SERVE

Age The percentages of youth with positive intentions to serve in the
military by important individual characteristics for each race and sex group
are shown in Table 3.3.4 We find that intentions to serve are finversely
associated with age for both sexes: among 17 year old youths, 32 percent of
males and 16 percent of females said that they would try to enlist in the
military in the future, but among 21 year olds, 10 percent of males and 6

percent of females said they would do 0.5

Background The- socioeconomic and family background of respondents

44e find that intentions to serve are not constant over time for many
youths. Among youths who reported positive intentions to serve in 1979, over
one-half of females and forty percent of males changed from positive to
nonpositive intentions between 1979 and 1980. Since intentions may vary with
age and other socioeconomic and environmental conditions, the changes in
intentions are expected. A more thoroush study of intentions to serve based
on 1979 data is contained in Chapter 6 in Kim et al. (1980).

SThe nroportion of females with positive intentions seems particularly high as
compared with their actual enlistment rates in the armed forces. The
percentage of females with positive intentions is about half that of males,
although the number of female enlistees was about 17 percent of that of male
enlistees in 1979 (see Table 2.1 in Chapter II).
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appears negatively related to intentions to enlist. The percentage of youth
with positive intentions is higher among those whose parents are high school
dropouts than among those whose parents are high school graduates, among those
whose parents are working in occupations other than white-collar jobs and

among those from large families. These relationships hold for all race and

sex groups.6

Education The educational attainment of the respondent also appears to
be inversely associated with positive enlistment intentions. A much higher
proportion of high school dropouts than high school graduates express positive
intentions to enlist.’ Racial differences appear in the relationship between
positive eﬁ1istment intentions and expected educational attainment for both
males and females: although positive intentions are not correlated with
expected educational attainment among white youths, among minorities, higher
educational expectation is inversely related to enlistment intentions.8

AFQT Scores We also find a strong inverse relationship between the
percentage with pcsitive intentions and the Armed Forces Qualifying Test
(AFQT) score; the higher the AFQT score the lower the percentage indicating an

intention to enlist except for white females. This relationship holds true

6The inverse relationship between parental education and positive intentions
is less apparent among minority males, although it is very strong among white
males.

7However, due to the high correlation between age and educational attainment,
it is not clear how strong the relationship between education and positive
enlistment intentions would be after controlling for the effect of age.

8This finding seems to be contradictory to our earlier inferences in Chapter
IT1 that youths, particularly minority youths, who may anticipate difficulties
in financing higher education are more likely to intend to enlist in order to
take advantage of the post-service educational benefits. One _.ossible
explanation for these apparently conflicting findings between intentions to
serve and enlistment is that disproportionately more youths with Jlower
educational expectations may fail the screening criteria for enlistment in the

military.

o
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for all race and sex groups.9

Region Our data support the findings of other studies that, particularly
among males, individuals who reside in the South have a higher propensity to
serve than those who live in other areas. The percentage of males residing in
the South with positive intentions to serve was 30 percent, compared with 25
percent of those 1iving in the West, 17 percent in the Northeast, and 18
percent in the North Central states. However, these variations are primarily
due to the extremely high propensity among black males who reside in the
South: half of them have positive intentions to serve.

Higher proportions of females living 1in the South also intended to
enlist, but among black females, the percentage with positive imtentions fis
slightly higher among those living in the northeast regfon (27 percent) than
among those residing in the South (23 percent). Likewise for Hispanic

females, the proportion with positive intentions is highest among those living

in the Northeast.

Marital Status Military service is viewed more favorably by nonmarried

(19 percent) than married youths (4 percent). Family responsibilities may
make it more difficult for married youths to join the military, but this
correlation may also be partly explained by the fact that married youth are
likely to be older.

Health Somewhat surprisingly, we find a positive relationship between
poor health status and positive intentions to serve among male respondents; a
higher percentage of male youths who said that the kind or amount of work that

they can do is limited by their health status express positive intentions to

91t should also be noted that since AFQT is expected to be highly correlated
with age and educational attainment, it is not clear whether we will find such

a strong inverse relationship between positive intentions and the AFQT score
when the effects of age and/or education are controlled.

. —an—a o
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se}ve than their counterparts. We do not know the nature of these heailth
problems, and since the problems were repurted as of the interview week they
may be temporary. Thus, health may or may not be directly related to
intentions to serve. |

Family structure We examine whether or not youth with family problems

are more like]y to enlist in the military.lo Among all race and sex groups,
those who did not live with both thefr natural parents at age 14 have a higher
propensity to serve. The difference in the percentage with positive
intentions is particularly large among white females and Hispanic males.

Poverty Status We also find a close association between poverty status

{based Aupon family dincome) and 'positive enlistment intentions. A
substantially higher proportion of youths from poor families intend to serve
(28 percent) than from nonpoor families (15 perceat); this finding hoids true
for all race and sex groups.

Unemployment Enlistment intention is expected to be positively
correlated with unemployment status in the civilian labor market, i.e. the
unemployed, who have fewer alternatives in the civilian economy would more
1ikely consider a military job. Except for Hispanic females, the data support
our conjecture; the unemployed show much higher intentions to serve than those
who are employed or not in the labor force.

Changes in Intentions Finally, the stability of positive intentions to

serve is examined. Of those who expressed positive intentions to enlist on
the 1979 interview 55 percent still show positive intentions in 1980; the
percentage of those who maintained positive intentions is highest among black

males (68 percent) and lowest among white females (45 percent). Change also

10gee Gottlieb (1979).




went in the other direction, however: 22 percent of black males, 17 percent
of Hispanic males, and 15 percent of black females who did not want to pursue
a military life as of the last interview now say that they will try to enlist
in the military in the future.11

INDIVIDUAL CHARACTERISTICS OF YOUTHS WHO TALKED TO RECRUITERS

Some individuals made specific efforts to enter the military by talking
to military recruiters. Although those who talked to recruiters are a
distinct group of persons from those who have positive intentions to serve,
they had generally similar characteristics (Table 3.4).12

Although, as we have seen, youth from lower socioeconomic status families
were more likely to express positive intentions, no apparent differences
appear among various socioeconomic status segments of the population in the
proportion who talked to recruiters. These results indicate that although
higher proportions of the lower socioeconomic status segment of the population
have intentions to serve, those who talked to recruiters represent a cross-
section of the total population. Similarly, we do not find an dinverse
relationship between expected educational attainment and talking to
recruiters.

While the proportion with positive intentions 1is particularly higher

among black males residing in the South, a higher proportion of black males

111n future reports, we will investigate the determinants of enlistment
intention changes.

1255 indicated in footnote 3, only about 40 percent of those who talked to
recruiters since the last interview date show positive intentions as of the
1980 interview date. The percentages of those who have positive intentions
among those who talked to recruiters are significantly higher among minorities
than among whites, They are: for the case of males, 62 percent for blacks,
59 percent for Hispanics, and 34 percent for whites; for females, 50 percent
for blacks, 57 percent for Hispanics, and 34 percent for whites.

S
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living in the West talked to recruiters as compared with other race-sex-region
groups. Finally, poverty status appears to be a relevant factor -in
determining who talked to recruiters among Hispanic males, Hispanic and white

females.

INDIVIDUAL CHARACTERISTICS OF YQUTH WHO TOOK THE ASVAB

Youth who . took the ASVAB constitute the core group for enlistment.
Although some youth take the ASVAB without talking to recruiters, those young
people who took the test are to a great extent a subset of those who talked to
recruiters, and the characteristics of the two groups are very simi1ar.l3 The
proportion of youth who took the ASVAB by selected individual characteristics
are presented in Table 3.5. One interesting finding is that among females,
the proportion who took the ASVAB is highest for those who expect to receive
some college training, particularly for those who expect to be college

graduates.

MAIN REASONS FOR NOT ENLISTING AMONG YOUTHS WHO WERE INTERESTED AND ELIGIBLE

About 2.3 million civilian youth age 17-23 talked to recruiters and 1.2
million took the ASVAB. between the 1979 and 1980 interviews.l% About 82,000

3140 thirds of males and forty percent of females who took the ASVAB aiso
talked to recruiters between the 1979 and 1980 interviews; among males, 80
percent for blacks, 71 percent for Hispanics, and 62 percent for whites; among
females, 59 percent for blacks, 34 percent for Hispanics, and 35 p-~r-ent for
whites. Among those who took the ASVAB, the percentages of those who also
have positive intentions are: among males, 59 percent for blacks, 60 percent
for Hispanics, and 42 percent for whites; among females, 42 percent for
blacks, 23 percent for Hispanics, and 18 percent for whites,

14The universe for this section is somewhat differentl, .-fined from that for
the earlier sections. A1l youth age 17 - 23 who talred to recruiters are
included. Respondents younger than 17 years old are excluded for the obvious
reason that they are not age-eligible for enlistment as are those who failed
physical examinations.” Further, no restrictions on educational attainment are
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passed both mental and physical requirements for entrance to the armed forces
but did not enlist. More youth talked to Army recruiters (44 percent) than to
the other branches (Navy, 35 percent; Air Force, 33 percent; and Marines, 21
percent).15 |

Although females comprise less than 15 percent of the current armed
forces personnel for the comparable age groups, the proportion of females who
talked to recruiters or took the ASVAB is substantially higher. About 780,000
females talked to recruiters (33 percent of the total), and about 430,000 took
the ASVAB (37 percent of the total). About the same proportions of minorities
talked to recruiters or took the ASVAB: 26 percent for males and 31 percent

for females.

Youths Who Talked to Recruiters

Table 3.6 shows the distributions of the main reasons for not enlisting
among those who talked to recruiters.1®  About one half of the youth who
talked to recruiters (50 percent of the females and 54 percent of the males)
cited "no decisfon yet," "would not like the military,” or "decided to go to

school" as the main reason for-not enlisting. “Going to school" was the most

-

imposed.
15Some individuals talked to more than one recruiter from different branches.

16gach individual is asked to choose the one main reason. The exact phrases
of the sixteen items are: (1) Job I wanted was not available when I wanted
it, (2) Did not qualify for job 1 wanted, (3) Was not eligible far the service
I wanted, (4) Specific bonus program filled, (5) Have not decided yet, (6) Did
not think I'd like the military, (7) Decided to go to school, (8) Got a better
civilian job, (9) Failed the ASVAB, (10) Family responsibilities/

pregnancy, (11) Still considering joining, (1z) Length of obligation, (13) Did
not want to leave home, (14) Parents or friends opposed it, (15) Insufficient
pay or benefits, (16) Other. On the average, about 10 to 15 percent of the
respondents gave ‘'other specific reason' as the main reason for not
enlisting. The item "Other” in the table includes all the residual items that
are not presented in the table.
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frequently cited reason for not enlisting by males (20 percent) and the second
most frequently cited by females (17 percent), indicating that schooling is an
alternative to military service for many youth.17 Another large group has not
rejected military service; 18 percent said they had not made up their minds
and another 6 percent are still considering joining. Relatively few did not
enlist due to a civilian job, failing the ASVAB18 or the length of the
obligation,

Among those enrolled in school, over one third cite "schooling® as their
main reason for not enlisting and 30 percent said that they had not made a
decision or that they were still considering joining. Among high school
dropouts, "failing the ASVAB"™ was the second most frequently cited reason for
not enlisting (9 percent) which, as expected, was much more than for high
school graduates (3 percent) and students (1 percent). About 10 percent of
high school graduates say that they did not enlist because they found better
civilian alternatives; 7 percent of dropouts and 1 percent of students gave
this as the main reason. In contrasting high school dropouts and graduates,
we find that only about 9 percent of dropouts but 22 percent of graduates
believed they would not like military service.

No noticeable differences appeared in reasons for non-enlistment among

those who are emplioyed, unemployed, and not in the labor force. A somewhat

1755 of the 1980 interview date, about 41 percent of those who talked to
recruiters were enrolled in school. Of these, about 93 percent were in high
school.

18Less than thirty percent of the respondents who talked to recruiters had
taken the ASVAR (30 percent of males and 22 percent of females). The low
percentage for "“failing the ASVAB" is not because only a lower proportion of
in-school youth took the ASVAB.  Actually, about the same percentage of
students and nonstudents among those who talked to recruiters toock the ASVAB
(25 percent of males and females each). However, a lower percentage of
citation does not necessarily indicate a lower percentage of failure in the
ASVAB because those who failed can give other reasons.
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lower percentage of the not-in~the-labor-force group claim that they have not

i
A

made their decisions yet. Likewise, we do not observe manyidifferences by

desired branches of service except that youths who desired t% enlist in the

H

Navy cite "going to school" more frequently (25 percent) t”an youths who
desired to enlist in the Army, Air Force, or Marines (18, ﬁa, 20 percent,

j
respectively). r

Youths Who Took the ASVAB

!
J
Among. those who talked to recruiters during the period between the 1979

and 1980 interviews, about 30 perceht of males and 22 percent#of females took
the ASVAB. Table 3.7 reports percentage distributions for the main reasons

cited for not enlisting by these youth. The major difference for this group

as compared to all of the youth who talked to recruiters ifiscussed in the

previous section) is that one in nine, as contrasted to 3 percent of the total

group, referred to "failure of the ASVAB" as the mainj reason. High

percentages of males (13 percent), high school dropouts (27 percent),

j
nonenrolled graduates (12 percent), black females and males (15 percent and 21

percent, respectively), and Hispanic males (19 percent) at&ribute their not

|
enlisting to failure of the ASVAB.19 !

About a third of the youth who took the ASVAB state th?t they are still
|
considering joining or have not decided yet. We find race and sex differences

among those who are still making up their minds: a higher p#oportion of males

f

(36 perceht) than females (23 percent) have not decided. Further, Hispanic

male and female youth show two extreme cases: whereas 19 peLcent of black and

|
|

191t should be noted that these percentages do not necessa}i1y represent the
percent who failed the ASVAB. Respondents who failed the examination can

claim other reasons for not enlisting. !

i
i
i
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21 percent of white females respond that they have not made up their minds
yet, 47 percent of Hispanic females do so; in contrast 19 percent of Hispanic
males claim that they have not decided yet, while 24 and 43 percent of black
and white males, respectively, do so.

We also observe interesting race and sex differences in the proportion of
youth who cite the distaste for the military service as the main reason for
not enlisting. Eighteen percent of white males claim "would not Tike
military" as the main reason for not enlisting while only 6 percent of
minority males do so. On the other hand, among females, a ﬁigher percentage
of minority youth (18 percent of black and 16 percent of Hispanic females)

cite it as the main reason than do young white women (13 percent).

Youths Who Passed Mental and Physical Examinations

Finally, Table 3.8 displays the distribution of main reasons for not
enlisting among youth who report meeting the mental and physical requirements
for enlistment. Due to small cell sizes, only the distributions for the total
universe and males are shown., Of those who definitely decided not to join,
the largest group of youth cite "length of'obligation" as the main reason (27
percent for the total!, and 32 percent for ma1es).20 About 10 percent claim
having found better civilian jobs as the main reason for not enlisting, 7
percent say they did not join because they believed they would not Tike

military service.

20About a fourth respond that they have not decided yet. Ten percent of males
claim that they did not enlist because they failed the ASVAB. This answer is
obviously contradictory to their earlier responses that they passed both
mental and physical requirements. We cannot yet verify which of the above two
answers is misrecorded.
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Table 3.8 ﬁain Reason That They Did Not Enlist in the Armed

Forces Among 17 to 23 Year 01d, Civilian Youth Who

Met the Physical and Mental Requirements, by Sex:

(Percentage distributions)

1980

Main reason Total Male
Total 100 100
Desired job unavailable 3.9 4.4
No decision yet 25.1 28.5
Would not like military 5.2 5.9
Better civilian job 7.8 8.9
Failed ASVAB 8.9 10.1
Lenyth of obligation 20.2 23.0
Other? 28.9 19.2
3or the sub-items of Other, see text.

~‘-1—-‘~
—
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SUMMARY OF FINDINGS AND POLICY IMPLICATIONS

Youths generally have favorable attitudes toward armed services; 73
percent of males and 81 percent of females said that serving in the military
is definitely or probably a good thing; the proportion with positive attitudes
is slightly higher among Hispanic males and females than other races. On the
other hand, lower proportions, 22 percent of males and 11 percent of females,

indicated that they would try to enlist in the military in the future. The

percentage with positive intentions to serve was particularly high among black -

males (39 percent) and for all race and sex groups except Hispanic college
males, proportionally more high school students and dropouts intended to
enlist in the military than did college students and high school graduates.
We also found that 21 percent of males and 10 percent of females talked to
recruiters, and 10 percent of males and 6 percent of females took the ASVAB.

Among youths 17 to 21 years old, the proportions who have positive
intentions fo serve, who talked to recruiters, and who took the ASVAB are
inversely associated with age, educational attainment, and the AFQT score. An
inverse relationship appeared between having positive intentions and
socioeconomic status, but no relationship appeared between having talked to
recruiters or taking the ASVAB and socioeconomic status variables.

A particularly high percentage of black males living in the South have
positive intentions to serve (50 percent), while the proportions who talked to
recruiters or who took the ASVAB are higher among black males residing in the
West than among other race-sex-region groups. Youths who are not married and
those who did not live with both natural parents at age 14 as compared to
those who lived with both natura].parents at age 14, generally show more
interest in the military service.

Chapter I showed that service members compare favorably with civilian
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youths employed full-time in terms of socioeconomic status and individual
ability. Although in this chapter we find an inverse relationship between the
quality of individuals and the proportion with positive intentions, the
screening process used in recruiting by the military apparently eliminates the
Jess educated or those who score lower on the AFQT. Over a quarter of high
school dropouts who took the ASVAB cite “failure of ASVAB" as the main reason
for not enlisting. The finding of an apparent parity in socioeconomic status
between those who talked to recruiters or took the ASVAQ and their respective
counterparts further supporis the observation of representativeness. Thus, we
conclude that military personnel will not overrepresent the lower
socioeconomic segment of the population in the near future.

About a quarter of those who talked to recruiters, a third of those who
took the ASVAB, and a quarter of those who met both mental and physical
requirements for enlistment state that they are still considering joining or
have not made up their minds yet. Among those who talked to recruiters,
"going to school" was the most frequently cited reason for not enlisting by
males and the second most frequently cited by females, indicating that
schooling is an alternative to military service for many youth. On the other
hand, we do not find noticeable relationships between reasons for non-
enlistment and employment status or desired branch of service.

Surprisingly, a very small percentage of youth who talked to recruiters,
took the ASVAB, or met the mental and physical requirements attribute their
not enlisting to "insufficient pay or benefits.2l Considering that the

individuals in our analysis are those who made specific efforts to enlist in

21Actua11y, 1.9 percent of those who talked to recruiters, 0.5 percent of
those who took the ASVAB, and O percent of those who met mental and physical
requirements cite "insufficient pay" as the main reason.

N\




o

-69..

the mi1itary, these findings are somewhat uhexpected. In other words, our
results suggest implicitly that the military pay is sufficiently high that
youth presently considering enlistment are not dissuaded by this factor. The
small percentage citing "got better civilian jobs" as the main reason for not
enlisting (even among those who met both the mental and physical requirements)
further supports our conjectures.

"Length of obligation" is seldom given as the main reason for not
enlisting among those who tatked to recruiters or those who took the ASVAB (4
percent each) §1though it was cited by one-fifth of those who passed both
mental and physical requirements. Policy recommendations for military pay
increases or shortening of the length of obligation to induce more youth to
join the military may be somewhat relevant for those who met mental and
physical enlistment requirements but decided not to join, but pay does not
seem pertinent to the decision making of those who have already talked to
recruiters or taken the ASVAB.22 of course, higher miiitary pay might enlarge
the pool of potential enlistees, but our data do not bear directly on this

question.

221+ is conceivable that specific factors such as length of obligation and
better civilian jobs may be more relevant considerations for those who are
about to decide their entrance to the armed forces than for those who are
still in the process of searching for desired occupations !military or other
occupations). In this sense, the effects of the above two factors on the
enlistment decisions of those who talked to recruiters may be
underestimated. The low response rates for "insufficient pay" may reflect
that the youth who made specific efforts to enlist already knew the pay
distributions in the miltary so that they were willing to accept the current
pay level or that the monetary compensation was not the most important factor
for their enlistment decision (e.g., obtaining occupational training may be
the primary objective for enlistment),

T AN




: Chapter IV

An Analysis of Reenlistment, Separation after Completing
Initial Term of Duty, and Attrition from Military Service
Among Youths Who Enlisted Between 1975 and 1977

Recent high seéaration rates‘among mid-career service personnel suggest
that more attentionishou1d be directed toward enhancing reenlistment rates
among first-term eé]istees in order to prevent the loss of experienced
persoanel. It wilﬁ thus be useful to see why some individuals choose to
extend their 1nitia% term of service in the military (reenlistees), while
others decide to 1ea;e the service before the end of their first tour of duty
(here called “attriters™) or to complete that tour but not reenlist
("veterans®). |

THE UNIVERSE :
The universe for this analysis includes male and female youths who signed
up for three or four years of duty in the active forces in 1975, 1976, or

1977. Pooling three'years of entering cohorts is necessary to secure a
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statistically adequate sample size.l It should be noted that respondents in
our study only represent a segment of the en1fstment cohorts of 1975-1477,
Due to the age composition of the NLS--male and female youths age 14 to 21 as
of January 1, 1979--the 1975 enlistment cohort in this study includes those
who were 17 years old as of January 1, 1975, and the 1977 enlistment cohort
includes thoﬁe who were 17 to 19 years old as of January 1, 1977. Thus, this
sample represents only the younger members of their respective enlistment

cohorts.

AGGREGATE DIFFERENCES

The universe consists of 584 males, representing 545,000 service men, and
254 females, represerting 64,000 service women (Table 4.1). Among males, 22
percent leave the service before completing their term of duty, 63 percent
remain in the service until they fulfill their contract, and 15 percent decide

to reenlist. Although attrition rates are similar across races, reenlistment

1 white necessary to achieve a statistically sufficient sample size, the
in¢lusion of the 1977 enlisting cohort in the universe is problematic because
a majority of the individuals are still serving their first term of duty
without having made the reenlistment decision as of the 1980 interview date
(275 males and 114 femzles). The average length of service as of the 1980
interview is 37 months for males and 36 months for females. Since the
attrition probability is very small for a person who has served for three
years, we categorize those serving their first term of duty as of the 1980
interview date into Reenlistee and Veteran status according to the strength of
their intentions to reenlist: 1if a person's reenlistment intention is equal
to or greater than 7 on a 10-point scale, this person is classified as a
Reenlistee; otherwise, he or she is classified as a Veteran. The adequacy of
reenlistment intention as a measure of actual reenlistment behavior was
ascertained using information from 1973 interviews: among youths who said
they would definitely or probably reenlist, had served for mare than 34 months
as of the 1979 interview, and were not still serving their first term of duty
as’ of the 1980 interview, 23 reenlisted (82 percent) and 5 separated. Based
vpon the above criterion, 17 and 258 males are allocated to Reenlistee and
Veteran categories, respectively; the corresponding figures for females are 17
and 97, respectively. This reclassification 1is necessary because the
cateqory--still serving without reenlisting--is not a terminal siatus, as are
others in this study, but simply a transitory status.
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Table 4.1 The 1980 Military Status of Those Who Enlisted Between

1975 and 1977, by Race and Sex®

Total Percentage distribution
Race-Sex number iTotal Attriter Veteran Reenlistee
Male
Total 545 100 21.5 63.1 15.4
(584) (100) (10.8) (69.0) (20.2)
Black 95 100 17.9 60.0 22.1
(114) (100) (11.4) (62.3) (26.3)
Hispanic 33 100 21.2 €9.7 9.1
(35) (100) (17.1) (74.2) (8.6)
White 417 100 22.3 63.3 14.6
(435) (100) (10.1) (70.3) (19.5)
Female
Total 64 100 53.1 26.6 21.9
(254) (100) (15.0) (57.9) (27.2)
Black 11 100 18.2 18.2 63.6
(42) (100) (14.3) (47.6) (38.1)
Hispanic 2 © 100 b b b
(15) (100)
White 51 100 60.8 25.5 11.8
(197) (100) (15.7) (58.9) (25.48)

3eighted numbers are in thousands, and unweighted sample sizes
and corresponding percentage distributions are denoted in
parentheses.

bpue to a too small cel size, percentage distributions are not
reliable and hence are not reported.
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rates are lowest for Hispanics, intermediate for whites, and highest for
blacks. Different patterns are found for females: more than half of females
did not complete their first tour of duty, but among those who do, almost half
extend their'service period (the reenlistment rate of females, 22 percent, is
higher than that of males, 15 percent). The attrition rate {is higher for
white females (61 percent) than for black females {18 percent), and almost two

thirds of black females reenlist.Z

INDIVIDUAL CHARACTERISTICS

The mean values and standard deviations of dimportant individual
characteristics of the three groups are reported in Table 4.2. For both
sexes, attrition is higher and reenlistment is lower in the Army and Marines
than in the Air Force and Navy; the degree of job satisfaction is highest for
reenlistees, intermediate for veterans, and Towest for attriters; and those
youth with a parent in the mi1ifary were more likely to reenlist and less
v]ike]y to attrite. Likewise both males and females who participate in VEAP
and have ever been married are more likely to complete their tour of duty.

Different patterns were observed between males and females on a number of
variables. Male attriters receive an average of 10 weeks of schooling and on-
the-job training, while reenlistees and veterans receive more than 20 weeks of

training. Surprisingly, we do not find differences in length of training

2 As in other chapters, the sampling weights are introduced in computing
univariate statistics such as means and percentage distributions. Due to the
oversampling of military sample members, the percentage distributions are
considerably different between weighted and unweighted distributions. On the
other hand, sampling weights are not used in regression analyses. While the
role of sampling weights from a stratified survey in regression analysis is
not fully understood, some interesting analyses are found in Manski and Lerman
(1977), and Holt, Smith, and Winter (1980).
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by Military Status and Sex?

]

Total Attriter Veteran Reenlistee
AFQT
Male J1 .68 .12 J2
(.15) (.14) (.16) (.15)
Female .82 .85 ~.79 .76
(.12) (.12) (.12) (.11)
Army/Marines
Male .59 .66 .59 .51
(.49) (.47) (.49) (.50)
Female .61 .78 .50 .29
(.49) (.41) (.50) (.46)
Black ‘
Male .17 .14 A7 .25
(.38) (.35) (.37) (.43)
Female 17 .07 .13 .49
(.38) (.25) (.39) (.50)
Have a child
Male .22 .20 .19 .36
(.41) (.40) (.39) (.48) i
female .39 .52 .23 .26
(.49) (.50) (.42) {.42) :
High school graduate
Male J2 .63 .74 .74
(.45) (.438) (.44) (.44) .
Female .90 .96 .97 .65
(.31) (.20) (.17) (.48)
Hispanic
Male .06 .06 .07 .03
(.28) (.24) (.25) (.17)
Female .03 .003 .08 .04
(.17) (.05) (.27) (.19)
Job satisfaction
Male 2.42 2.30 2.39 2.71
(.88) (.92) (.88) (.71
Female 2.64 2.46 2.64 3.07
(.87) (.87) (.90) (.67
Length of training
Male 19.73 10.43 21.66 24.71
(22.31) (14.86) (22.70) (25.16)
Female 17 .85 17.29 18.78 18.11
(16.42)  (17.49) (17.87) (10.87)
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Total Attriter Veteran Reenlistee
Married
Male .19 0.0 .18 .50
(.39) (0.0) (.39) (.50)
Female .20 .01 .38 .48
(.40) (.08) (.49) {.50)
Parent in military
Male .04 0.0 .04 .12
(.20) (0.0) (.19) (.32)
Female .11 .01 .07 .40
(.31) (.09) (.25) (.49)
Traditional attitudes
Male ~.60 -.66 -.59 -.53
(1.11) (1.12) (1.11) (1.12)
Female -.16 31 -.32 -1.14
(1.27) (1.02) (1.31) (1.16)
V.E.A.P.
Male .13 .03 .16 .10
(.33) (.18) (.37) (.30)
Female .06 01 .12 A2
(.24) (.09) (.33) (.33)
White
Male J7 .80 .76 72
(.42) (.40) (.43) (.45)
Female .80 .83 .79 .47
{.40) (.38) (.41) {(.50)

dStandard deviations are

denoted in parentheses.
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among the three groups for females.3 The mean AFQT score of attriters fis
lowest among male groups, and highest among female groups.4 Females with
traditional attitudes are more likely to leave the service sooner, while those
with non-traditional attitudes are more likely to reen]ists; such patterns do
not hold for males. Male high school graduates are less likely to be
attriters; female graduates are less 1likely to reenlist. Finally, the
presence of a child appears to be an important reason for early separation
among females, but having a child increases the probability of reenlistment

among men .6

3 The length of training period is closely correlated with the military
occupation (i.e., MOS/Rating/AFSC) that each enlistee is assigned to.
Differences in the length of training in the case of males may simply indicate
that those who are assigned to occupations that require less specific skills
(for example, non-technical combat duty) are more 1likely to Tleave the
service. The similar mean values of training period among the three groups
for females may reflect that they are assigned, by and large, to similar
occupations (e.g., clerical) and thus they receive about the same amount of
training.

4 Why female attriters score higher than their counterparts is not readily
explainable. Perhaps female attriters represent a self-selected group. We
find a similar pattern in the analysis of post-service 1labor market
performances of veterans and attriters (see chapter V).

5 The NLS data include a set of questions about family attitudes. The
question we use in this study is a four-point scale, "A working wife feels
more useful than one who doesn't hold a job." We rescaled the response such
that the most traditional response is assigned a value of +2, while the most
non-traditional response 1is assigned a value of -2. The indeterminate
response is assigned a value of 0. Since the military is predominantly male
(males comprise about 90 percent of service members), the difference in the
traditional attitude score is particularly interestirg because the females
under study are those who chose to serve in a non-traditional occupation.

6 We also compared tke age at the time of enlistment, the expected
educational attainment, the perception of <civilian labor market
discrimination, the expectation of enrollment in school in 5 years, and the
expected fertility among the groups, but we did not find differences.
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LOGIT ANALYSIS OF ALTERNATIVE DECISIONS

Three mutually exclusive alternatives are possible--1) Jleaving the
military before completing the initial tour of duty, 2' completing that term
of service but not reen]fsting, and 3) reenlisting. Using a multinomial logit
model (described in the Appéndix I1 to this chapter) we can test for the

independent effects on these choices of the characteristics just discussed.

Males

Table 4.3 compares the probabilites of being a veteran rather than a
reenlistee (column 1), being an attriter rather than a reenlistee (column 2)
and being an attriter rather than a veteran (column 3). The coefficient of
the log-odds equation indicates the percent changes in the ratio of
percentages (or probability estimates) due to a small change in an explanatory
variable.

" The length of training turns out to be an important factor for the
decision of early separation: the coefficients are statistically significant
when attriter status is compared with reenlistee or veteran status.” We also
find that the absolute size of the coefficient is larger when attriters are
compared with reenlistee (-0.025) than when attriters are compared with
veterans {-0.020). The ratio of  the probability of being an attriter as
contrasted to being a reenlistee declines by 2.5 percent as the length of

training increases by one week; the corresponding figure of the probability

7 By definition, the length of training is upper-bounded by the length of
service; thus, it is suspected that the shorter length of service may serve as
a constraint for the length of training among attriters. However, the mean
lenoth of service (12 months for male attriters and 16 months for female
attriters) is considerably 1longer than the mean length of training (as
reported in Table 4.2) for both sexes. Therefore, the suspicion may not be
relevant for most attriters.
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Table 4.3 Multinomial Logit Estimates for Reenlistee, Veteran
and Attriter Status Among Males Who Enlisted Between
1975 and 1977

(asymptotic t-statistics in parentheses)

In (veteran/ 1In {attriter/ 1In {attriter
reenlistee) reenlistee) veteran)
Constant 3.2643** 3.4267** .1624
(4.19) (2.92) (.17)
Length of training -.0057 -.0253** -.0197%*
(-1.06) (-2.44) (-2.11)
Army/Marines -.1834 -.7039* -.5205
(-.68) (-1.67) (-1.47)
Job satisfaction -.8429%* -.6964%* -.2535
(-3.00) (-3.23) {-1.46)
AFQT -.5305 -1.4532 -.9227
(-.60) (-1.06) (-.80)
High school graduate .3991 .1147 -.2843
(1.40) (.28) (-.84)
V.E.A.P. .4290 .0293 -.3997
(1.20) (.05) (-.79)
Married =1.4631%* -16.2527 -14.7896
(-5.41) (-.05) (-.05)
Child -.2291 L9227%% 1.1518%*
(-.81) (2.08) (3.00)
Hispanic .9335 1.5898* .6563
(1.42) (1.90) (1.14)
Black -.5561* -.5506 .0055
(-1.76) (-1.09) (.01)
Rho, sgquared .3586
Chi-squared (20) 109.637
N 548

**Significant at 0.025, one-tailed test.
* Significant at 0.05, one-tailed test.
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ratio for being an attriter rather than a veteran declines by 2 percent.

As expected, ac individuals become more satisfied with their jobs, they
are less likely to be attriters. Job.satisfaction is more important in the
decision between being a reenlistee and attriter than in the decision between
being a reenlfstee and a veteran. Although the possible receipt of post-
service educational benefits is frequently cited as the primary reason for
enlistment (see Chapter II), we do not find any statistically significant
evidence showing that those who participate in VEAP are more 1likely to be
veterans than attriters or reenlistees. Moreover, no signficant differences
are found among the three groups regarding the AFQT score; to the extent that
the AFQT score captures the degree of a possible success in the civilian
(and/or military) labor market, the non-significant }esults of the AFQT score
reject the null hypothesis that individuals who will be more successful in the
civilian economy are more likely to leave the service. Further, although
Table 4.2 shows that attriters are more likely to be high school dropouts than
high school graduates, high school graduation does not contribute to
d{stinguishing the three statuses when other factors are controlled.

Marital status and the presence of child(ren) capture the effecis of

8

family responsibility on continuing service decisions. Individuals who have

8 for those who still remain in the service, marital status is as of the 1980
interview date, while for those who have already separated from the military,
marjtal status relates to the date of separation: the different dates are
used for different groups because the issue is whether or not marital status
significantly affects the decision to terminate or continue military
service. Since the main concern is whether any (possible) family
responsibility affects military status, we chose as a control group the never-
married rather than the currently not-married group; thus, the marital status
variable indicates whether or not an individual has ever been married. By the
same reasoning, the presence-of-child variable is relevant as of the 1980
interview date for those who remain in the service, but it is as of nine
months after the separation date for those who have already left the armed
services (adding nine months will include those who left the service due to
child expectancy). It is interesting to note that 32 percent of female
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been married are more likely to reenlist than those who have never been
married, a result which may reflect the job security aspect of the military
service. On the other hand, the presence of child(ren) plays a very
significant role in the decisfon of early separation: an individual with a
child is mere likely to be an attriter than a veteran or reenlistee. We can
infer that those who have a child but have never been married are more likely
to be attriters.9 Finally, as compared to white males, Hispanics are more
likely to be attriters, while among those who would complete their term of

duty, blacks are more likely than other racial groups to reenlist.10

Fcmales
The estimates for females appear in Table 4.4, The only differences in
the specification of the model are the inclusion of the -cale of traditional

attitudes and the deletion of high school graduation status.ll

attriters as compared to 5 percent of “-male veterans were pregnant at the
time they separated from the military.

9 Twenty rercent of male attriters have had a child without having been
married (sze Attriter in Table 4.2).

10 a explained in footnote 1, we reclassified those who are still serving
their first term of duty into reenlistea or veteran status according to their
reenlistment 1intentions. As a way of examining whether the results are
sensitive with respect to the recategorization, we reestimated the multiple
logit equations with four instead of three categories--still serving without
reenlisting as a fourth category; we also estimated In(p /pl), where p, is the
new category. The results in terms of the signs ang significance of the
coefficients and the subsequent inferences of the analysis are virtually the
same. Some additional information from the four-category logit estimations
are: while the presence of a child produced a (unexpected) negative and
statistically non-significant coefficient in equation In (pz/pl) for the
three-category estimations, it yielded a positive and ~“statistically
significant coefficient in the four-category estimations. The coefficients
for Army/Marines, job satisfaction and the presence of a child yield
significant and negative coefficients, while high school graduation status
displays a positive and significant coefficient.

1 15 terms of unweighted sample sizes, 97 percent of female service members
in our study are high school graduates. Thus, this variable is deleted
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Table 4.4 Multinomial Logit Estimates for Reenlistee, Veteran and
Attriter Status Among Females Who Enlisted Between

1975 and 1977

(asymptotic t-statistics in parentheses)

In (veteran/

In (attriter/

in (attriter/

reenlistee) reenlistee) veteran)
Constant 2.9569%* 3.8019 .8450
(1.97) (1.51) (.39)
Length of training .0067 .0056 -.0011
{.56) (.29) (-.07)
Army/Marines 2749 .3554 .1205
(.72) (.82) (.22)
Job satisfaction -.9546%* -1.42G81%* -.4745%
(-4.14) (-4.26) (-1.81)
AFQT 2.1055 .0678 -2.0377
(1.35) (.02) (-.83)
Traditional attitudes .2315 3762* .1447
(1.59) (1.73) (.82)
V.E.A.P, -.3387 -.3235 .0152
(-.70) (-.39) (.02)
Married -1.6818%* -4 ,8397** -3.1580**
(-4.30) (-5.26) (-3.66)
Child -.1383 2.7113%* 2.8496%*
(-.35) (4.36) (5.43)
Hispanic .9700 -.4844 -1.4544
(1.13) (-.34) (-1.25)
Black -.7058 -1.9913%x -1.2855
(-1.34) (-2.03) (-1.50)
Rho, squared .3869
Chi-squared {20) 131.490
N 241

**Significant at 0.025, one-tailed test.

* Significant at 0.05, one-tailed test.

ST

=

._,,u._.“.m

At o
. ~ . : P
PN i




-83-

Overall the results for females are similar to those for males. Higher
Job satisfaction lowers the probability of attriting and raises the
probability of reenlisting; moreover, the larger absolute magnitudes of the
coefficients as compared with the corresponding coefficients of males indicate
a relatively higher sensitivity of length-of-service decisions to job
satisfaction among females. As was the case for males, females who have ever
been married are more likely to remain in the service, while the presence of
child inhibits the decision to stay.12 Finally, like their male counterparts,
female blacks are more likely to remain in the service longer than other
females. As with males, the coefficients on AFQT and VEAP are not
statistically signficant.

One area where males and females differed was in the effect of military
training; for females it did not significantly alter the decision to complete
the tour of duty or reenlist. The results also reveal that females with
traditional attitudes are .ore likely to leave the service earlier; this
pattern is particularly apparent when being an attriter {is compared with being

a reen1istee.13

because of the high correlation with the constant term.

12 Note also that, as with males, a substantially higher proportion of female
attriters have a child without having been married (i.e., 52 percent of female
attriters have a child, while only 1 percent have ever been married, see Table
4.2).

13 We also reestimated the multiple logit equations with four categories for
females. The fact that the four-category logit estimations for females show a
positive coefficient on the presence-of-child variable for equation In{p /1)
further supports our conjecture that the presence of a child and lenggh of
service are strongly negatively correlated. Other than this difference, we
obtain basically the same results with the three- and four-category
estimations.
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ESTIMATES OF THE DECISIONS FOR HYPOTHETICAL ENLISTEES

Another way of looking at the situation is to see how the probability

_estimates differ between individuals with slightly diiferent individual

attributes. For the computations of probability estimates and partial
derivatives, a hypothetical person is configured: this person received 20
weeks of school and on-the-job training, serves in the Army or Marines, is
somewhat dissatisfied with the military service (scores 2 points on a 4-point
scale), scores 0.7 on the AFQT (on a 1-point scale), does not participate in
VEAP, has never béen married, does not have a child, and is white. We assume
a male high school graduate, and a somewhat non-traditional female (attitude
-1 on a scale between -2 and 2). The zomputed probabilities and partial
derivatives of some selected variabies (only those whose coeffizients were
statistically significant in earlier discussions) appear in Table 4.5.14

The hypothetical male has a 10 percent probability of being a reenlistee,
an 81 percent probability of being a veteran, and a 9 percant probability of
being an attriter. The length of training yields very small partial
derivatives. That is, a 10 percent increase in length of training (from 20 to
22 weeks) increases the probability of being a reenlistee or veteran by one
percent or less and decreases the probability of being an attriter by 4
percent, If the hypothetical male §erved in the Navy or Air Force rather than

the Army or Marines, his probability of baing an attriter increases by 61

18 yniike ordinary least squares estimation, the partial derivatives of non-
linear estimation are not constant. The effect of a unitary change in a given
explanatory variable on the changes in the dependent variable is contingent
upon the values where the derivatives are evaluated in terms of both the
specific explanatory variable and all other explanatory variables. This
statement is true because our estimation procedure restricts the sum of the
predicted values of the dependent variables to be one. The terminology of
partial derivative is used in this study simply to indicate the probability
differences in the dependent variable due to a change in the value of a
continuous or a discrete explanatory varijable.
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Table 4.5 Partial Derivatives and Percentage Changes (in
parentheses) in Probability Estimates for Reenlistment,
Completing the Inital Term Without Reenlisting and
Not Completing the Initial Term for Some Important
Variables, by Sex

Variablas Attriter Veteran Reenlistee
Male
Predicted probability,? 0.0910 0.8106 0.0984
Length of training,® 4p | -0.0033 0.0619 0.0014
% (-3.6) (0.2) (1.4)
Army/Marines,© ad 0.0554 -0.0354 -0.0201
% {(60.9) (-4.4, (-20.4)
Job satisfaction,d ap | -0.0227 -0.0270 0.0497
X | (-24.9) (-3.3) (50.5)
Married,® ap | -0.0910 -0.1546 0.2456
% |(-100.0) (-19.1) (249.6)
chitg,f ap 0.1445 -0.1474 0.0028
% | (158.8) (-18.2) (2.8)
Female
Predicted probability,? p 0.1622 0.7850 0.0528
Job satisfaction,d ap | -0.0636 -0.0177 0.0813
% | (-39.2) (-2.3) (154.0)
Married,® ap | -0.1558 -0.0552 0.2111
% | (-96.1) (-7.0) (399.8)
chilg,f p | 0.6060 -0.5698 -0.0362
% | (373.6) (-72.6) (-68.6)
Traditional attitudes,9 &p 0.0226 -0.0111 -0.0115
% (13.9) (-1.4) (-21.8)

.
e A &

3The hypothetical persnn is configured to have the following
tharacteristics: length of training = 20 weeks; Army/Marines
= 1; Job satisfaction = 2; AFQT = 0.7; High school graduate =1
{for maies); VEAP = 0; Married = 0; Child = 0; Traditional
attitudes = -1 (for females); Hispanic = 0; and Black = G.
bLength of training increaces by two weeks: from 20 to 22 weeks.
CArmy/Marire changes from 1 to O.
djob satisfaction scale increases from 2 to 3.
e?a;ita] status changes from never-rarried (0) to ever-married
1).
fThe presence of child changes from 0 to 1.
9Traditional attitudes scale increases trom -1 to O,
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percent, while his probability bof being a reenlistee decreases by 20
percent. Given that the Air Force and Navy have lower attrition rates than
the Army and the Marines, it seems clear that it is the characteristics of our
hypothetical individual that account for this reversal of probabi]ities.ls

A change in job satisfaction status from somewhat dissatisfied to.
somewhat satisfied increases reen]istﬁent probability by 51 percent and
decreases early separation probability by 25 percent. The most drastic
impacfs on the decision when to leave the service is produced by marital
status: had he ever been married, the 1likelihood of reenlisting would
increase by 250 perceht, while the probability ofvattriting would decline to
zero percent.16 As contfasted to the one-direction bositive effects of
marital status on length of service, the presence of a child increases
attrition probability by 159 percent; on the other hand, reenlistment
probability is virtually unaffected by the presence of child(ren). Thus,
although the presence of child(ren) exerts a negative impact on fulfilling the
initial term of duty, it does not pose a problem in the decision to extend the
length of service after the initial term.

As compared with her male counterpart, the hypothetical female has a

15 In the case of males, the attrition rates by branch are: 26 percent for
Army; 19 percent for Marines; 17 percent for Navy; and 18 percent for Ajr
Force. Needless to say, if the individual characteristics of those serving in
the Army or Marines differ from those serving in the Navy or Air Force
systematically, and if these systematic differences are captured by the other
explanatory variables, then it is possible to have unexpected signs on the
coefficients of qualitative variables when the effacts of other variables are
controlled.

16 It is very interesting to note that the forecasting of a zero percent
probability of being an attriter in case the person is figured to have never
been married is consistent with the statistics reported in Table 4.2, where
the percentage of male attriters who have ever been married is zero.
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somewhat higher probability of being an attriter (16 percent), about the same
probability of being a vetcran (79 percent), and a somewhat lawer probability
of being a reenlistee (5 percent). The results generally indicate that
females respond much more sensitively to changes in characteristics than do
males. The impact of job satisfaction for a typical female is significantly
greater than for a typical male; the chang2 in the degree of job satisfaction
from a somewhat dissatisfied to a somewhat satisfied status increases the
reenlistment probability of a typical female by 154 percent and decreases her
attgition probability by 39 percent. As with her male counterpart, marital
status is also very important: a change from never-married to ever-married
increases reenlistment probability by 400 percent and decreases attrition
probability by 96 percent. On the other hand, we find an opposite pattern in
the relationship between reenlistment and the presence of child between a
female and male. As contrasted to the non-significant effect of the presence
of child(ren) on the reenlistment decision for the typical male, a significant
and negative effect is found for the female--for her, child{ren) lead to a 69
percent decrease in reenlistment probability. Her change in attitude from

somewhat non-traditional to somewhat traditional increases attrition

probability by 14 percent and reduces reenlistment likelihood by 22 percent.17

SUMMARY OF FINDINGS AND POLICY IMPLICATIONS

Both males and females with a higher degree of job satisfaction are more

17 Both the typical male and female persons discussed in the text were
configured to be white., The probability estimates of the dependent variables
for a Hispanic or black are different due to the inclusion of race in the
equations: the estimated probabilities for reenlistee, veteran, and attriter
are, respectively, 4, 79 and 17 percent for a Hispanic male; 16, 76, and $
percent for a black male; 2, 93, and 5 percent for a Hispanic female; and 11,
84, and 5 percent for a black female.



-88-

likely to extend their terms of service, while those with a lower degree of
Job satisfaction are more likely to separate at an earlier stage, but females
are more affected by job satisfaction than males. This finding may seem
trivial, but it suggests that the usual view of military service as a
transitory rather than a permanent career-oriented job may not be relevant for
most youths. Such an inference is supported by other findings: participation
in VEAP did not significantly affect the separation decision for males or
females--the expectation for further schooling does not necessarily induce
separation from the military. Further, the possibility of a more successful
civilian labor market performance as measured by the AFQT score did not
display any signiffcant impact on the decision for early separation.

Length of training and branch of service, on the other hand, are
significant in deciding the length of service for males but not for females.
Males who received longer pericds of training are more likely to serve longer,
although the effects are somewhat mérgina]. Unexpécted]y, other things being
equal, males serving in the Army or Marines as compared to those serving in
the Navy or Air Force are more likely to reenlist and less likely to attrite.

This finding requires further investigation. Perhaps the most important
factors for status cﬁanges for both sexes are family responsibility as
measured by marital status and the presence of a child. As compared to
individuals who have never married, those who have been married are more
likely to remain in the service longer. On the other hand, those who have a
child are likely to leave the service earlier than those who do not. We can
infer from these results that the job security aspect of the military service
may serve as a positive incentive}for reenlistment but the presence of a child
poses a problem in leading a military life.

Finally, females with non-traditional attitudes show a higher probability
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of extending their term of service, while those with traditional attitudes are

more likely to separate before cobplet1ng their tour of duty. This finding

underscores the non-traditional asﬁect of military service for female youths.
i
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Appendix to Chapter IV

A. Theoretical Considerations: Specification of the Model A model for

status changes is developed within the framéwork of the activity choice
model: a decision maker is assumed to behave rationally, and the rational
behavior leads to the maximization Qf the individual's utility function. The
maximization process is constrained by the availability of alternative
choices. In this study, we further assume that no two choices provide an
equal amount of utility and that each individual is to choose one and only one

1 Therefore, the three categories in our study exhaust the

“alternative.
population. Under this conceptual framework, we specify a multinomial logit
model for status changes as follows: |

DEPi = f( Training, Army/Marines, JSAT, AFQT, VEAP, Zj) cessscernenses (1)
whére DEP represents the set of alternatives; Training is the number of weeks
received of formal schooling or on the job training in the military;
Army/Marines indicates the ground forces including Army and Marines as
compared to the technical forces'Navy and Ajr Force; JSAT indexes the jab
satisfaction status wiih the branch; AFQT denotes the Armed Forces Qualifying
Test score; VEAP indicates whether or not the enlistee participates in the
Veteran Educational Assistance Program; and Zj represents the set of other

explanatory variables such as race, marital status, and high school graduation

status at the time of entrance.

1 In other words, we assume that all alternatives are pairwise mutually
exclusive and the utility function is weli-defined and strictly quasi-
concave. For a detailed discussion of the empirical dimplications of the
assumptions, see Domencich and McFadden (1975).
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In specifying a model for status changes, the following consideration is
taken into account. A multinomial logit form is chosen as the functional
specification of the model. Theoretically, a sequential logit model appears
more appropriate for explaining the actual decision making process: first,
individuals decide whether or not to complete their term of duty and, second,}
those who chose to complete their term of duty decide whether or not to
reeant.z However, one disadvantage of this approach is that, as Amemiya
(1981) indicates, the estimated regression coefficient is sometimes difficult
to interpret, particularly when the coefficient of a continuous variable
varies in an unsystematic way with the different category. Moreover, a
selectivity issue compounds the estimation problems in the second stage:
individuals who decide to complete their duty may have systematically
different unobserved individual characteristics from those who decide to
terminate their duty before completing their contracted term. Thus, due to

easier interpretation of the coefficients, a multinomial logit specification

2 For an empirical study of the sequential logit model, see, for example,
Kahn and Morimune (1979).
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is adopted for ana1ysis.3’4 Since the estimation procedure proddces numerous
coefficients due to conditional 1logit estimations for each pair of
alternatives, rather than presenting the expected signs of thg coefficients
for all possible alternatives, we introduce below some important issues that
will be discussed in the text.

Under the all-volunteer-force (AVF) environment, the three most
frequently cited issues reéarding enlistment in the military are: the
availability of training in the military, the possibility of post-service
educational benefits, and the military job as the last resort to employment
for those who do not find civilian alternatives. The major difficulty in
analyzing the factors for reenlistment as compared with those for enlistment
is that many competing hypotheses emerge: the impact on the outcome is not
uni-directional. For example, individuals who have been better trained in the

military may find civilian alternatives more easily than those who have not

3 Discriminant analysis is frequently used in classifying a population into
several categories. Because many studies show that the maximum likelihood
estimates of logit estimation perform better than the estimates of
discriminant analysis in correctly predicting the categories, we prefer logit
to discriminant analysis. For detailed discussions, see Press and Wilson
(1978), and Efron (1975).

4 a major deficiency in using (unordered) multinomial logit analysis in this
study may be that all categories are implicitly assumed to be substitutable
with each other, In other words, individuals can freely choose one (and only
one) category. Whether the sequential decision process discussed in the text
is, in fact, true or not (for example, Reenlistee and Attriter status may not
be considered alternatives to each other at a given point in time) is actually
regarded in this study as a specification problem which should be tested
empirically. In a later section, we perform a validation test to examine the
predictability of the mrdel. Another point to note is that, as in most choice
studies, the demand side factors are ignored in the analysis: that is, the
outcome is considered simply a reflection of the rational individual choice;
thus, for example, attriters are considered as those who initiate separation
from the military rather than as those whom the miljtary authorities find
unsuitable for training. The argument that the current high attritiun rates
are due to excessibly 1liberal discharge policies is found in the Senate
Hearing (1977).
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been well trained; thus, we may expect that these youths leave the service.
On the other hand, these youths are apparently more in demand by the military;
thus, a perception of better opportunities in the military life as compared to
their counterparts may induce them to remain in the service. However, if the
main reason fof enlistment for a certain individual were to take advantage of
post-service educational benefits, then he or she would be more likely to
leave the service Qithout reenlisting regardless of the receipt of
occupational or other training.

Although many different motivations for enlistment may produce.competing
inferences for some key variables, an interesting issue to examine is how many
of those serving in the service regard the military job as an alternative to
civilian employment., As an indirect test of this question, we examine the
impact of job satisfaction status with the military service on future status
changes: that is, when other important factors are controlled, do those who
are more satisfied with their jobs necessarily reenlist, while those who are
more dissatisfied with their jobs necessarily separate?

In principle, under AVF circumstances, we treat the military service the
same as employment in a civilian occupation. However, due to woarking
environments specific 'to military as compared to civilian jobs, we also
introduce some control variables such as marital status and the presence of a
child, which may serve, particularly for female youths, as a barrier to

continuing military duty.

B. Multinomial Logit Estimates We estimate the following log-odds
5

equations for each sex group.

5 Extensive theoretical discussions about the logit analysis are found in Cox
(1970), and Theil (1970). The basic algorithm for computations of the maximum
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estimations of a qualitative dependent variable, particularly in the sense
that the scalar measure is normalized to range between zero and one. Below,
we present two different measures to discuss the validity of the model.

(a). Predictability test: The criterion which is frequently employed in

discrimination analysis 1is the proportion of correct predictions. For
example, using 0.5 as a cutoff point of the probabiiity estimates for a one-
zero variable, the percentage of correctly predicted events is computed. A
well-known disadvantage of this method is that the estimate of 0.49 is
penalized the same as that of 0.01; furthermore, in the case of more than two
categories, the absolute value of a cutoff point cannot be determined. On the
other hand, this criterion appeals to analysts who forecast the expected
manpower size. We use the relative size criterion: if the probability
estimate ¢f the actual choice is larger than those of the non-choice
categories, then it is considered a correct prediction.

For males, 393 out of 6548 cases (or 72 percent) are correctly
predicted. The model generally predicts correctly for category 2 (veteran):
that is, 97 percent of those in category 2 are correctly predicted. On the
other hand, the predictability for categories 1 and 3 is very poor: only 22
percent of those in category 1 are correctly predicted, and no person in
category 3 is correctly forecasted--instead, most of those are mispredicted as
category 2. The female equations predict more successfully than the male
equations. Overall, 170 of the 241 persons (or 71 percent) are correctly
predicted. The percentages of correct predictions fcr each category are 48
percent for category 1, 82 percent for category 2, and 64 percent for category
3. An interesting point to note is that for both sexes, the cases of
misprediction between category 1 (reenlistee) and category 3 (attriter) are

very rare: in the case of males, the number of cases where a person in
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In (p3 /7 Pp) = XB' ceeiiiiiiiiiiiiiiiiiiiiiiiiiieeenenenee(3)
where p; represents the trichotomous dependent varfable: pj = reenlistee, P2
= veteran, and p3 = attriter, a' and b' are column vectors of coefficients,
and X indicates a set of explanatory variables. From equations (2) and (3),
the ratios of the predicted probabilities can be estimated. The absolute
value for each of the three probabilities are then determined by the condition
that the sum of the predicted probabilities for each individual be equal to
one. Because of the symmetry of the logistic distribution, the estimates are
qualitatively invariant with respect to the choice of the denominator. On the
other hand, we can easily derive an equation comparing choice "3" over choice
"2" as follows:

In (p3 /) = 1In (p3 /py) - n(pp /py) = X (b' -a') ..... (4)

In Table 4.3, the estimated coefficients for equations (2) and (3) appear
in the first two columns, and the derived coefficients for equation (4) appear
in the third column.® The log-odds equation, for example 1In (pz / pl), is
called the conditional logit favoring the second choice relative to the first
under the condition that the choice be either the first or the second.

C. Validation Test of Multinomial Logit Estimations In the standard

regression model there are some useful scalar measures such as rRZ by which we
can evaluate the overall performance of the model specification. However,

such widely recognized measures are not generally available for non-linear

likelihood estimates for the case of a trichotomous dependent variable is
found in Schmidt and Strauss (1975).

6 The coefficients and standard errors for equation (4) are computed as
follows. Let a;, by, and c; denote the coefficients for a variable X in each
equation (2) to (4}, V(.) “indicate its variance, and Cov(.,.) représent the
covariance of any two variables. Then, ¢y = by - ay, V(cy) = ( V(by) + V(ay)
- 2 Cov(bl,al) ) ** 0.5; thus, an asympto%ic t-statistic for the
coefficient, ¢y, is computed as cj / ( V(cy) ** 0.5).
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category 1 is predicted to fall in category 3, and vice versa, is zero, and
for females, we find only two cases cach; as a result, we infer that the model
performs successfully in distinguishing between categories 1 and 3.

(b). RZ-1ike measures: Recently, 'several measures similar to R have been

developed in the analysis of a qualitative dependent variable (see, Amemiya,
1981). An intuitively appealing methbd is suggested by Domencich and McFadden
(1975): RC =1 - ( L(bp1e) 7 L(bgs ), where L(.) represents a. log 1ikelihood
function, bm]e is the maximum likelihood estimator, and bO is zero or is'zero
except for coefficients of alternative dummies.’ fhe statistics reported in’
Tables 3.3 and 3.4 under the name of rho-squared are computed using the above

formuius. The squared coefficients are 0.36 for males and 0.39 for females.B

7 The ratio in the formulus is called the Tog likelihood ratio. Note also
that if each outcome is predicted by the model specification with a
probability 1, then the iog ]ikelihood fun:tion (i.e., the numerator of the
ratio) will be zero, thus R® will be one. _Domencich _and McFadden find a
relatively stable relationship between their RZ and the RZ from OLS.

8 Ano;h%{ interesting measure is geve1oped by Efron (1978): RZ =1 - (z;
(y;5 - F5) /7 ¢ 5(y5 - ¥)° ), where F; is an estimated,value, and y is the mean
of y;. This measure basically follows the logic of R: the proportion of the
explained variance over the total variance. (Because the gualitative dependent
variable model is a heteroskedastic, the concept-of R% is different. For
detailed discussions, see Efron 1978, and Amemiya 1981.)  However, his
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Chapter V

Labor Market Experience of Veterans and Attriters

This chapter analyzes the post-service labor market performance of two
groups of former service personnel--those who separated after finishing their
term of duty (veterans), and those who left before'the end of their term of
duaty (attriters). During the period of the dr-aft, military service was
generally regarded as a career interruption. In the all volunteer force,
however, the service period should be considered a continuation of one's
expected life path, for the obvious reason that an individual chooses to
serve. This new view of military service rey.ires a new conceptual framework
for evaluating the 1labor market achievements of those who serve. Under the
threat of the draft, particibation in the armed forces was not as strongly
related to personal attributes as in the volunteer force.l

Many factors influence the subsequent civilian labor market employment !
and earnings of service personnel, On the positive side: some service
mempers obtain specific vocational training, transferable to later civilian
alternatives; some receive post-service training and educational benefits; and
some individuals, especially those without high school diplomas, benefit from
the so-called credential effects, whereby service experience is an indicator
of reliability and accomplishments to the future emp]o;er.2 On the regative

side, poorer labor market performance may result from the fewer years of labor

lof course, it is well known that the probability of being drafted was not
unrelated to individual characteristics in terms of intellectual ability and
socioeconomic status. The more intellectually able person could take
advantage of the student or occupational deferment system more easily than a
Tess able person during the draft.

2Individua]s who left the armed services before the end of their term of
service may not be fully credited for this effect.
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market attachment of service members and delay in comp]etihg their education
due to the service.

Studies of the effects of military service on subsequent employability
and earnings are inconclusive. Some found negative effects of the §ervice on
the future labor market activities, supporting the argument that service is a
career interruption.3 Others, however, found a positive relationship between
military service and subsequent <civilian earnings, especially among
minorities.? Most previous studies dealt with the consequences of military
service during the draft period, and their results depend on whether they look
at short-run or long-run consequences.5 Because the NLS data set includes
individuals age 18-23, the analysis here necessarily focuses on short-run
consequences.

Here we first investigate whether or not veterans and attriters are a
self-selected group; we examine the differences in mean values of individual
characteristics among these groups, and compare them to civilian youth who
never served. Next, we test our a priori expectation that service in the

military under the AVF does not negatively affect subsequent civilian

3ror eXample of studies that found negative relaticnships, see 0i (1967),
Kassing (1970), and Cutright (1974).

4See, for example, Norrblom (1976), and Fredland and Little (1980).

SFor example, suppose that we compare earnings between those who have served
and those who have never served. It is likely that we will find relatively
poorer performance for those who have served among the younger individuals.
For these younger, as compared to older, individuals, factors such as (short)
tenure and (insufficient) adjustment period in civilian life might contribute
adversely to the earnings 1level, while some nositive effects such as
credential effects are not yet realized. This conjecture is partially
supported by government survey data. The Employment and Training Report of
the President (1980) reports that during the 1979 fiscal year, the jobless

rates among 25 to 39 yearc old male veterans and their nonveteran counterparts
were virtually the same (3.9 vs. 3.8 percent). On the other hand, the jobless
rate for young male veterans aged 20 to 24 (11.5 percent) was higher than that
for their nonveteran counterparts (7.8 percent).
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earnings. We will show why the mean values of hourly rates of pay differ
among the three groups, then describe how the predicted hourly rates of pay

would differ if similar individuals were in each group.

COMPARISONS OF ATTRITERS, VETERANS, AND CIVILIANS WHO NEVER SERVED

The Universe “ur universe represents about 432,000 male and female youth
who served in the active forces: 160,000 are veterans and 271,000 are
attriters (Table 5.1). About ten percent of females and over a third of males
who served are veterans. It should be noted that the universe of this study
underrepresents veterans relative to attriters. For example, an individual
who enlisted in 1979 at age 19 may be included in our universe only if he or
she became an attriter; however, other individuals of the same age-enlistment
cohort who will be veterans cannot be included in our study because they are
serving in the military as of the 1980 interview. Due to small cell sizes,
black and Hispanic males are combined to constitute a minority male group and
the race dimension is not introduced for females.b

Individual Characteristics Table 5.2 compares the individual

characteristics of veterans, attriters, and those who never served (the
reference group). As'expected, male veterans are, on the average, 1.8 years
older than those who never served and 0.6 years older than the attriters;
female veterans are two years older than the reference group and one year
older than the attriters. Attriters of both sexes are more 1likely to come
from Tower socioeconomic status backgrounds (as measured by parental education
and the size or family) than the other groups, and the percentage of parents

working in white-collar occupations is markedly lower for female attriters

6Except for black male attriters, the cell sizes for all minority youth are
less than 25,
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Table 5.1 Veterans and Attriters, by Race and Sex: 19802

jotal Veterans Attriters
Total” Sample | Total Sample | Total Sample
Sex and race number size number size number size
(000¢<) {000s) (000s)
Total 432 393 160 206 271 187
Male, total 373 270 155 156 219 114
White 290 190 - 118 115 173 75
MinorityC® 83 80 37 41 a6 39
Female, totald 8 123 6 50 52 73

3youth 18 to 23 years of age who have servad in the active armed forces.
boye to rounding, veterans and attriters may not sum up to total,
CMinority consists of blacks and Hispanics.

dpye to small cell sizes, racial breakdowns are not made for females.
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Table 5.2 Mean Values and Standard Deviations (in parentheses) of Selected
Characteristics Among Veterans, Attriters, and Civilians Who Never Served,

by Sex: 19802
Male Female

Characteristics Never Never
Veterans Attriters served Veterans Attriters served
Age 21.88 21.25 20.08 22.09 21.08 20.13
(.75) (1.28) (1.43) (.59) (1.18) {1.40)
Education of 12.22 11.83 12.66 12.56 12.04 12.49
parents (2.71) (2.91) (3.18) (2.52) (1.59) (3.15)
Number of 4.56 5.13 4.28 4.24 4.85 4.48
siblings (2.40) (2.70) (2.38) (2.22) (1.66) (2.32)
Education of 11.59 11.52 12.04 12.23 12.01 12.14
respondent (1.31) (1.30) (1.73) (.69) (.51) {1.67)
Educational 14.70 13.58 14.03 15.11 14.58 13.93
expectations (2.09) (2.36) (2.46) (1.62) (1.85) {2.27)
AFQTb 77 .43 68.81 73.82 83.83 86.35 72.74
(15.62) (17.41) (22.05) {13.61) (12.85) {20.29)

White-collar
occupation for 0.52 0.59 0.61 0.67 0.27 0.61
parents {0.50) (0.49) (0.49) (0.48) (0.44) {0.49)
Sample size, N 156 114 3,077 50 73 3,612

Youth 18 to 23 years old.

bsee glossary for the definition of AFQT.




-104-

than for other groups. _

Female veterans and attriters attainéd higher average levels of education
than their male counterparts. Further, whereas the mean values of educational
attainment are about the same among female veterans, attriters, and civilians
who never served., male civilians who never served completed about one-half
year more schooling than males who did serve. For both sexes, mean
educationa’l expectations are higher among veterans than among other groups.

The Armed Forces‘ Qualifying Test (AFQT) score, which represents a
composite index of overall individual achievemen., reveals significantly
~ different sex patterns.7 The mean test score of females who served is
substantially higher than that of their male counterparts (86 vs. 72 points),
but we do not find sex differences in mean test scores among those who never
served. Among youths who served, the substantially higher mean AFQT score of
females than males is not surprising considering the significant differences
in the distribution of educational attafnment between males and females.® A
second distinct sex difference is that among males, the mean test score is
highest for veterans, intermediate for those who never served, and lowest for

attriters; but among females, the mean score is highest for attriters,

7See Chapter I for an explanation of this test score and the interpretation of
this variable. Although the AFQT score may be highly correlated with
educational attainment because of different quality of schooling and the
different inherent intellectual ability of an individual AFQT may measure
other things.

8Kim, et al. (1980) show that about a quarter of male service members as of
1979 are high school dropouts, while only 8 percent of female military
personnel have not attained 12 years of schooling. However, the significantly
higher mean AFQT scores of females who served and male veterans as compared
with the mean scores of male and female civilians who never served are not
readily explainable. The gaps of the mean scores between those who served and
those who never served become even wider when we restrict the analysis by
excluding college enrollees. Perhaps, the AFQT score may be an outcome
variable rather than an input measure, where the service in the military
contributed positively to this overall achievement test.
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intermediate for veterans, and lowest for those who never served.

School Enrollment Rates Table 5.3 compares the school enrollment rates

in 1980 among the three groups by sex. One fifth of the males and three
tenths of the females who served are enrolled in college. Female college
enroliment rates are about thé same among the three groups. In contrast, only
17 percént of male attriters are enrolled in college as compared to 23 percent
for veterans and 28 percent for the never served group. Considering that the
mean educational attainment of males who served is lower than that of their
female counterparts, the lower college enrollment rates for these groups than

for the corresponding female groups are not surprising.9 10

9The college enroliment rates for those who served, particularly for veterans,
may be somewhat underestimated because we did not control for an adjustment
period: those who separated from the military just before their interview
dates did not have sufficient time to go back to college. This suspicion is
supported by the fact that only one third of male veterans who participated in
VEAP were enrnlled in college, while two thirds of male attriters who
participated in VEAP were attending. The last column in Table 5.3 provides
another piece of evidence of possible underestimation. Except for male
attriters, a majority of males and females among those who served and are
enrolled in colleges are attending their first year in college; thus, as the
adjustm.nt period becomes longer, a4 higher percentage of veterans may return
to college.

107he Tower college enrollment rates for male attriters than for male veterans
may be attributable to different participation rates in the Veteran's
Educational Assistance Program (VEAP). The participation rate in VEAP is 19
percent for male veterans, while it is only seven percent for male attriters;
the corresponding figures for females are 17 and 12 percent, respectively.

m e —— b i
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Table 5.3 Proportion Enrolled in School Among Veterans, Attriters, and
Civilians Who Never Served, by Sex: 1980

a

ex and Total Percent enrolled Percent with

veteran status number High education
(000s) Total school College | >= 13

Male |

Veteran 155 23 0 23 16

Attriter 219 17 0 17 21

Never-served 9,975 38 10 28 29
Female

Veteran 6 27 0 27 20

Attriter 52 29 0 29 4

Never-served 10,643 34 6 28 32

3Youth 18 to 23 years old.
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Labor Force Status The labor force statuses on the interview date in

1980 are presented in Table 5.4. Because school enroliment may interrupt the
labor market activities of youth, in the bottom panel of Table 5.4 we also
present the same statistics excluding in-school youth from the universe.
Except for female attriters, the labor force participation rates of those who
served are higher than those of their civilian peers.11 Among non-enrolied
youth, in addition to female attriters, male veterans also show a slightly
lower labor force participation rate.

Females who served experience particularly severe adverse labor market
conditions in terms of employment/population ratios: only 54 percent of vet-
erans and 37 percent of attriters are working in the labor market, while 62
percent of those who never served are employed. Males who served are, on the
other hand, doing as well as their civilian counterparts; actually, the per-
centage employed is highest among veterans. Among those who are not enrolled
in school, however, the employment/population ratios for both sexes are lower
for those who served than for civilians who never served:12 the percentage
employed is higher for veterans, both males and females, than for attriters,
and very similar patterns appear when we use a measure of full-time employment

rather than total employment.

1l7pis finding is consistent with the Department of Labor statistics. The
Employment and Training Report of the President (1980) shows a higher labor
force participation rate for veterans than for non-veterans among 20 to 24
year old males during fiscal year 1979: 91 percent for veterans and 86
percent for non-veterans. The comparable figures from our data are: 89
percent for those who served and 82 percent for those who never served.

1255 o corollary, this finding indicates that employment/population ratios
among enrolled youth are much higher for those who served than for those who
never served. As Table 5.3 shows, about ten percent of males and six percent
of females who never served are enrolled in high school, while no veterans or
attriters returned to high school. The exclusion of these high school
students contributes significantly to the relative improvements of E/P ratios
for civilians who never served.
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Table 5.4 Comparison of Employment Status Among Veterans, Attriters, and

Civilians Who Never Served, by Sex: 19302
% of pop- % of Unem- % of
% in X of pop- ulation popula- ploy- popula-
Total labor ulation employed . tion un- ment tion not
number force employed full time employed rate in labor
force
Full universe
Male .
Veterans 155 88.2 73.9 53.0 14.3 16.2 11.8
Attriters 219 89.7  67.7 54.4 22.0 24.5 10.3
Never-served 9,981 8l.6 70.5 47 .4 11.1  13.6 18.4
Female _
Veterans 6 75.1 53.9 41.7 21.2  28.2 24.9
Attriters 52 61.4 37.4 19.6 24.0 39.1 38.6
Never-served 10,649 72.1 62.0 36.8 10.1 14.0 27.9
Those not enrolled in_school
Male .
Veterans 118 89.1 72.3 66.6 16.8 18.9 10.9
Attriters 181 97.3 717 59.9  25.6 26.3 2.7
Never-served 6,160 94,1 80.9 73.3 13.2  14.0 5.9
Female '
Veterans 4 82.8 56.4 53.5 26.4 31.9 17.2
Attriters 37 62.2 28.6 27 .4 33.6 54.0 37.8
Never-served 7,074  76.7 65.1 52.3 11.6 15.1 23.3

3Youth 18 to 23 years old.
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Veterans and attriters experience higher unemployment/population ratios
than their civilian counterparts. Except for male veterans, unemployment/
population ratios of those who served are more than twice as large as those of
their civilian counterparts; among males, 11 percent of youth who never served
are unemployed, while 14 percent of veterans and 22 percent of attriters are
searching for jobs; among females, whereas 10 percent of the never-served
cannot find jobs, 21 percent of the veterans and 24 percent of the attriters
are looking for jobs. The unemplovinent rates of those who participate in the
labor force, particularly among female attriters, are also higher. About four
in ten female attriters and a quarter of male attriters are unemployed.

Thus, among males, the school (college) enrollment rates of those who
served are generally lower than those of their civilian counterparts, while
for females they are about the same for those who served and those who never
served. The employment probabilities of male veterans and attriters are as
high as those of never-served civiiians. Much smaller proportions of female
veterans and attriters than females who never served are employed, although
the gap becomes somewhat smaller when we compare full-time employment rates.

However, veterans and attriters of both sexes experience substantially higher
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unemp]o_yment.13 A somewhat higher percentage of ﬁales who served and a Tower
percentége of females who served participate in thé Tabor force as compared to
o

their civilian counterparts.

Labor Market Performance Among Non-enrolled Emp]oyéd Youth

Next we restrict the universe to non-enro11ed?emp10yed youth and compare
b

|
_ the industry and occupational distributions, hourly wage rates, weekly hours

of work, and job satisfaction among veterans, atEriters, and civilians who

never served,

Industry and Occupational Compositions Among males, we find similar

distributions of industries among veterans,'attriters, and those who never

13A'lthough the unemployment rate may generally serve as a good proxy for labor
market position, as indicated earlier, if the high unemployment rate for
veterans and attriters is partially due to the fact that a higher proportion
of veterans and attriters are eligible for unemployment insurance benefits,

then the inference of a poorer Tlabor market position for those who served as
compared to those who never served needs to be qua]1f1ed As an indirect
test, we compute the duration of unemployment (in weeks) and reservation wage
rate of the unemployed (in dollars) and compare them among the three groups.
The a priori expectation is that those who receive unemployment insurance may
search longer periods and ask higher wages. As shown in the table, veterans

Served
Total Veterans Attriters Never-served

Male :

Duration 7.0 11.3 5.0 8.5

Reservation wage 6.04 5.47 6,30 4.46
Female |

Duration 2.6 g9.6% 2.0*% 6.7

Reservation wage 13.35 3.46* 3.34* 3.68

|

*May not be reliable due to small cell sizes. |

kave been searching for longer periods than other groups. Also, males who
served ask higher wages than their civilian counterparts. While the above
statistics may not provide sufficient information, they clearly indicatz the
need for careful interpretation of the inferences regarding the relative labor
market positions.

s
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served; trade and manufacturing are the two main {ndustries (Table 5.5). On
the other hand, we find dissimilar patterns among the three groups of females
although the sample sizes are very small, Attriters are concentrated in trade
and manufacturing, veterans are more diverse with the professions being the
largest 1industry group, and the never-served are intermediate with more em-
ployed in trade and manufacturing than veterans and more in the professions
than attriters.

Females are heavily concentrated in clerical and service occupations:
about 43 percent of those who never served, 67 percent of veterans, and 54
percent of attriters are engaged in a clerical occupation, many of them
presumably as secretaries. We do not observe such a disproportionate
concentration of cccupations among maies, although we generally find similar
occupational distributions among the three groups: crafts, operatives,
laborers and services are the four principal occupations.

Earnings In evaluatinq labor market' performance, perhaps the most
important factors other than employment probabiiity are the earnings and job
satisfaction status of the employed. Earnings of the respondents are separ-
ated into two components: hourly wage ratec and weekly hours of work. Table
5.6 presents the data for males, Both veterans and attriters earn lower
hourly wages than the civilians who never served. On an hourly basis, vet-
erans earn 18 cents (or three percent) less and attriters earn 49 cents (or
nine percent) less than their civilian counterparts, who earn, on the average,
$5.27.

While those who served earn lower wages, veterans usually work more hours
per week than their civilian counterparts. Compared to those who neve-
served, veterans work 2.1 more hours, Attriters, on the other hand, work

three hours less per week than veterans. Therefore, in terms of weekly earn-
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Table 5.5 Comparison of Distribution of Employment in One-Digit Industry and
Occupation Among Veterans, Attriters, and Civilians Who Never Served,

by Sex: 19802
{Percentage distributions)

Industry Male Female

and Never : Never

occupation Veterans Attriters served Veterans® Attriters® served

Industry
Total percent® 100 100 100 190 100 100
Agriculture 1.0 1.2 4.7 0.0 0.c 0.7
Mining 1.4 4.3 1.3 0.0 . 0.0 G.4
Construction 7.4 10.1 13.4 0.0 0.9 1.5
Manufacturing 43.3 27.5 29.4 3.1 37.1 18.3
Transportation 6.0 2.6 5.0 15.2 1.2 z.7
Trade 16.2 20.9 26.4 4.8 65.3 29.5
Finance 1.9 0.7 2.4 2.4 0.6 11.4
Business 8.4 12.9 8.6 13.0 3.4 3.4
Personal ,

seryices 1.2 4.9 1.9 13.3 0.9 6.5
Entertainment 9.8 0.0 0.9 5.1 0.0 0.8
Professional 2.6 8.8 3.9 28.0 0.0 21.2
Public admin-
istration 0.9 6.1 1.9 14.9 0.7 3.4

Occupation b
Total percent 100 100 190 100 100 100
Professional 1.6 1.8 5.1 4.5 0.0 6.0
Managerial 10.6 0.0 5.6 0.0 0.8 3.6
Sales 5.0 0.6 2.6 6.5 0.6 5.5
Llerical 7.9 3.8 8.1 66.8 54.3 43.0
Crafts 27.3 28.2 23.5 0.0 0.9 1.4
Operatives 25.1 20.5 19.7 3.1 18.3 13.1
Transport 6.8 15.8 6.9 . 0.0 2.9 0.4
Laborers 11.0 13.2 15.9 3.1 17.8 1.9
Farmers 1.0 1.2 2.9 0.0 - 0.0 0.4
Services 3.6 15.0 9.4 16.0 4.4 24.3

Sample size, N 83 69 1,435 21 28 1,426

3Youth 18 to 23 years old, not enrolled in schonl.

bhue to a small number of NAs, the percentage distributions may not sum up to

100.

Cstatistics may not be reliable due to small cell sizes.
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ings, we do not find significant differences between veterans and civilians
who never served; attriters earn less than these groups by about 12 percent.
In sum, among non-enrolled employed males, if we fucus only on short-run labor .
market consequences (i.e., earnings) of military service, we do sot find that
veterans are at a disadvantage relative to their civilian counterparts who
never served, although the earnings of attriters are somewhat lower than those
of other groups.

Table 5.6 also reports the mean values of selected variables generally

considered to increase wage rates. Civilians who never served have longer

-

tenure on their current jobs than those who servad: the mean tenure is 17
months for civilians who never served, 13 months fo- attriters, and only five
months for'veterans. The longer tenure of attriters than veterans may be
attributable to their considerably longer exposure in the civilian 1labor
market. On average, as of the interview dates, veterans had returned to ?

civilian life for about a year, while attriters had been back for two and one-

half years. A higher pei'centage of attriters than other youth are covered by
collcctive bargaining (probably a function of their concentration in
manufacturing), the mean years of education are slightly lower for those who
sered as opposed to those who never sarved, and veterans had‘the highest AFQT
scores.

Job Satisfaction Veterans and attriters are generally satisfied with

their current jobs, but their degree of satisfaction is somewhat lower than
that of civilians who never served.l A few notable differences among the

three groups are that attriters are relatively less satisfied with the state-

1865 a detailed description of the items of job satisfaction status, see the
qglossary. The discussion 1is also based upon the assumption that inter-
personal satisfaction can be compared and that treating an ordinal scale as if
it were a carcinal scale is appropriate.
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Table 5.6 Mean Values and Standard Deviations (in parentheses) of Selected

Characteristics Amon
Served, Males:

g Veterans, Attriters, and Civilians Who Never

, Never

Veterans Attriters served

Hourly wages 5.09 4.78 5.27
(2.05) (1.69) (2.31)

Weekly hours 43.20 40.04 41.14
(13.07) (14.56) (9.90)

Tenure (in months) 5.30 12.68 16.51
(5.59) (21.58) (18.26)

Experienced 12.49 30.80 28.52
(9.03) (18.32) {19.36)

Education 11.37 11.29 11.77
(1.39) (1.37) (1.63)

Age 21.81 21.32 20.48
(.71) 1.23) (1.39)

Union .27 .33 .27
(.44) (.47) {.44)

AFQT 74.68 65.61 69.24
(14.13) (16.19) (21.27)

Global job satisfaction 2.99 2.91 3.18
(.76) (.84) (.70)

Best thing to do 3.04 2.85 3.12
(1.02) (.90) (.85)

Pleasant surroundings 2.96 2.96 3.07

- {.99) (.73) (.88)
Learning skills 3.14 3.05 3.13
(.80) (1.01) (.95)

Dangerous job 2.52 2.51 2.61
(1.14) (1.14) (1.07)

Unhealthy conditions 3.04 3.04 3.03
(1.09) (1.18) (1.08)

Good pay 2.73 2.77 2.93
(.84) (.86) (.87)

Job security 2.67 2.95 3.18

_ ~(1.11) (.94) (.88)

Friendly coworkers 3.61 3.50 3.66
(.51) (.60) (.57)

Competent supervisor 3.43 3.52 3.53
(.97) {.75) (.72)

Chance of promotion 2.78 2.86 2.90
(1.02) {1.05) (.96)

Sample size, N 83 69 1,485

AMale youth 18 to 23 years old, not enrolled in school.
Experience is the number of months since leaving the armed forces for

veterans and attriters; for those who have never served, it is the

number of months since leaving school.
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ment "you are given a chance to do the things you do best,” while veterans
perceive that they have relatively less job security. Both veterans and
attriters are less satisfied with their pay level than those who never served;
this finding {is consistent with the comparison of their current wage rates.
With respect to the perceived chances of promotion, veterans are slightly less
satisfied than their civilian :ounterparts.15

The results for females are significantly different from those for males
(Table 5.7). Attriters are earning substantially more than veterans and those
who never served. Not only do they earn higher wage rates, but they also work
more hours per week than veterans and civilians who never served. The average
hourly wage rate of attriters is 23 percent (or 94 cents) higher than the
$4.03 of those who never served, and they work 41 hours per week as compared
to 36 hours for the civilians. On the other hand, the hourly wage rate of
veterans is four percent or 18 cents lower than that of those who never
served, but the veterans are employed an average of 41 hours per week while
employed civilians who never served work 36 hours. Consequently, veterans
earn about 8 percent more and attriters 41 percent more than their civilian
counterparts. One possible explanation for the disparity in wage rates
between attriters and- the other groups may be the heavy concentration of
attriters 1in manufacturing, which typically pays high wages. More than a
third of female attriters as opposed to three percent of veterans and 18
percent of civilians who never served (see Table 5.5) are employed in

manufacturing.16

157he reason that veterans are less contented with their chances of promotion
may be because of their shorter job tenure and exposure period to civilian
Tife. ~

161y is conceivable that self-selection may have played an important role in
such consequences; that is, females who think that they can find such good
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Table 5.7 Mean Values and Standard Deviations (in parentheses) of Selected
Characteristics Among Veterans, Attriters, and Civilians Who Never
Served, Females: 19804

Never

Veterans® Attriters® served

Hourly wages 3.85 4,97 4,03
; (1.01) (2.96) (1.54)

Weekly hours 40.72 41.32 36.04
(6.35) (4.88) (9.36)

Tenure {in months) 3.83 10.45 12.98
(2.79) (8.60) {13.35)

Experience® 7.19 22.37 28.09
(4.47) (16.88) (19.45)

Education 12.11 11.82 12.14
(.32) (.72) (1.53)

Age 22.07 20.39 20.44
(.67) (1.41) (1.43)

Union .31 .22 .16
(.47) (.41) (.37)

AFQT 82.77 71.82 72.38
(12.70) (15.70) (18.23)

" ]Global job satisfaction 2.89 2.74 3.26
(.70) {.88) {.72)

Best thing to do 2.76 2.99 3.22
(.88) (.49) (.82)

Pleasant surroundings 3.19 2.67 3.33
(1.09) (.84) (.77)

Learning skills 2.61 2.73 3.17
(1.08) (.60) (.93)

Dangerous Jjob 3.50 3.14 3.38
(.80) {.63) (.86)

Unhealthy conditions 3.83 2.58 3.41
(.49) (.91) (.90)

Good pay 2.61 3.06 2.78
(.88) (.69) {.89)

Job security 3.04 .16 3.27
(1.10) (.59) (.85)

Friendly coworkers 3.44 3.73 3.68
(.87) {.56) (.58)

Competent supervisor 3.18 3.54 3.58
{.97) (.56) (.69)

Chance of promotion 2.16 3.11 2.70
(1.12) (.72) {1.03)

Sample size, N 21 28 1,426

3 emale youth 18 to 23 years old, not enrolled in school.

bExperience is the number of months since leaving the armed forces for
veterans and attriters; for those who have never served, it is the
number of months since leaving school.

CStatistics may not be reliable due to relative small cell sizes.
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An examination?of the other variables presented in Table 5.7 provides
other clues as to w?y attriters earn higher wage rates. The mean values for
tenure and experieﬁce are substantially higher for attriters than for
veterans, as was ﬁhe case for males, but they are lower than those for
civilians who neveﬁ served.17 More veterans and attriters are covered by
collective bargaini&g, veterans have particularly high AFQT scores, and mean
educational attainmént is about the same for all three groups.

Although the wénen are generally satisfied with their jobs, the degree of
job satisfaction isgsomewhat lower among veterans and attriters than civilians
who never served. Attriters are more satisfied with the "pay" and consider-
ably less satisfied'with their "surroundings" and "unhealthy conditions" than
their peers, which‘may imply that the high wage rates of attriters may be
attributable to theicomponents of compensating wage differentials for working
in less pleasant physical surroundings. Veterans perceive less chance for
promotion as compared to other groups, which may reflect their short tenure on
the jobs; and both veterans and attriters are less certain than their civilian
counterparts that tBe skills they are learning will be valuable in getting a

better job.

A MULTIVARIATE ANALYSIS OF THE DETERMINANTS OF WAGES

Although the descriptive statistics presented above reveal important

civilian alternatives are more likely to leave the military before the end of
their term of service. Among females, the average hourly wage rates of the
nonenrolled employees in manufacturing are $7.69 for attriters, $5.50 for
veterans, and $4.19 for those who never served. The comparabie figures among
males are $5.98, $5.38, and $5.66, respectively.

178ecause of the different construction, the experience varjable is not
directly comparable between those who served and thcse who never served. That
is, the experience variable is defined as number of months since leaving
military service for veterans and attriters and number of months since leaving
school for those who have never served in the armed forces.
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differences in the characteristics of the three groups, the information is
insufficient to explain what leads to differences in earnings. Here we
examine, first, whether or not individuals with similar characteristics
receive different wages if -they served in\the military and second, how the
earnings paths of the three groups compare as the period 6f' post-service
civilian life increases. We use a multivariate least squares regression model
to estimate the log of wages separately for nonenrolled emp]oyed males and
females age 18-23.

A simple version of the equation 1is presented in Table 5.8. The
explanatory variables include age, veteran status, AFQT score,.educational
attainment, coverage by collective bargaining, race, region of the country and
living in an SMSA (see g'lossary).18 Our purpose is to see whether or not
significant wage differences appear among veterans, attriters, and those who
never served.

We find that the estimated coefficients for Veteran are statistically
non-significant at conventional significance Tlevels for both males and
females, while the coefficient for Attriter in the female equation shows, in
contrast to our cross tabular data, a negative sign. Table S.B'examines the
sign and significance: of the coefficients of Veteran and Attriter without

controlling for important factors in wage determination such as experience and

18yeckman (1979) shows that the conventional method of wage estimation yields
a specification error because the expected value of disturbance terms
conditional upon sample selection rules is not necessarily zero. In order to
account for the selectivity bias, he suggests astimating a probit equation for
the probability of being included in the sample. The censoring bias then may
be corrected by including an additional explanatory variable, 2 :x =
f(z)/F(z), where f(z) and F(z), respectively, represent the standard normal
density and cumulative distribution functions of the probit estimation.
This A (Lambda) s included in Tables 5.8, 5.9, and 5.10. The probit
estimates for employment probabilit;, which are used to compute A, appear in
Appendix Table 1.
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Table 5.8 Least Squares Estimates of Log of Wage Equations for 18 to 23
Year 01d, Non-Enrolled, Employed Youth, by Sex

Male Female
Variable Coefficient t-stat. Coefficient t-stat.
Constant 5.1590 26.73%* 4.8842 27 .88**
Age 0477 6.57%* .0348 4.82%*
Education .0033 .44 .0038 .39
AFQT score 1119 1.63 .3481 4.65**
Union .2114 9.75%+ .1591 6.22%*
South -.0872 ~3.57%* -.0529 -2.49%*
SMSA .0560 2.55%+* .0560 2.49**
White - - - -
Hispanic -.0025 -.09 .0410 1.38
Black ~.0358 -1.18 .0705 2.21%*
Never served - - - -
Veteran ~.0558 -1.27 -.1023 -1.21
Attriter -.0831 -1.70* -.1561 -2.23%*
Lambda -.2886 -3.03** -.0300 -.50
(G .1651 .0868
S.E.E. - .3552 .3505
N 1373 1338

**Significant at 0.025, one-tailed test.
* Significant at 0.05, one-tailed test.
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tenure; these variables are omitted because, to a certain extent, . they
differentiate the three groups. In this scheme, the qualitative variables
Veteran and Attriter capture the overall main effects which distinguish
persons in these categories from those who did not serve. The coefficients of
Veteran and Attriter are negative for both males and females, indicating that,
other things being equal, veterans and attriters receive lower wages than
civilians who.never served. The larger coefficients of Veteran than Attriter
further suggest that attriters receive lower wages than veterans.l9

In order to examine whether or not those who served are at a disadvantage
due to their short adjustment period in civilian life, we introduce an adjust-
ment period variable (and its quadratic term). Since Attriters have longer
adjustment periods than Veterans, these variables are entered separately
(Table 5.9).

For males, we find a statistically significant negative coefficient for
Veteran and a significant positive impact of the adjustment period on wage
rates among veterans. The equation predicts that the wage rate of a male
veteran who just left the military service is about 23 percent lower than that
of a civilian who never served when the two individuals have identical charac-
teristics. As the adjustment period grows, however, veteran's wages improve
relative to those who never served. Parity in wage rates between male vet-
erans and civilians who never served will be achieved after veterans have

about ten months of civilian adjustment period. Further, the model predicts

19The negative coefficients of » (lambda) indicate that the imputed wages or
shadow prices of time for those who are not working are lower than the wages
of working persons. However, the ccefficient is significant only for the male
equation but not for the female equation, implying that (possible) differences
in (unobserved) charactaristics between those who are working and the non-
working persons are statistically significant for males but are not
statistically significant for females.
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Table 5.9 Least Squares Estimates of Log of Wage Equations for 18
to 23 Year 01d, Non-Enrolled, Employed Youth, by Sex

Male Female

Variable Loefficient t-stat Coefficient t-stat
Constant 5.1545 26.67** 4.8934 28.00**
Age .0479 6.58** .0339 4,70%*
Education .0032 .43 .0044 .46
AFQT score .1124 1.64 .3496 4.68**
Union .2109 9,73** .1543 6.04**
South -.0889 -3.64x** -.0488 -2.30**
SMSA .0556 2.53%* .0550 2.45%*
White - - - -
Hispanic -.0022 -.08 .0405 1.36
Black -.0356 -1.17 .0633 1.98**
Never served - - - -
Veteran -.2280 -2.12%* -.0163 -.05
Attriter -.0785 -.79 .0690 .34
Adj-veteran .0345 2.03** -.0086 -.11
(Adj-veteran)? -.0011  -2.19%* -.0004 -.09
Adj-attriter .0018 .21 -.0382 -1.87*
(Adj-attriter)? -.0001 -.82 .0010 2.76%*
Lambda -.2879 -3.02** -.0269 -.45
R? .1659 .0934
SEE .3550 .3492
N 1373 1338
**Sjgnificant at .025, one-tailed test.
* Signifcant at .05, one-tailed test.

< - S
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that the wage rate of a veteran who has 15.5 months of adjustment is higher
than that of a comparable civilian who never served by about 4 percent.
However, after that point, the wage growth rate of veterans slows so that
another parity in wage rates between veterans and civilians is attained after
21 months of adjustment period.20 On the other hand, neither Attriter nor the
adjustment period variable produce statistically significant coefficients for
the case of attriters, although the signs of the coefficients are the same as
for veterans.

Unlike the estimates for veterans, the predicted wage rate for an attri-
ter does not catch up with that of the civilian who never served. Initially,
the attriter receives about 8 percent lower wage rate than the civilian and
the gap ﬁarrows slightly as the adjustment period increases: after 14 months
of adjustment period, the wage gap narrows to 6 percent but it rises to 7
percent at 25 months.

A remarkably different patterh is found for females: when they leave the
service veterans and attriters do not have wage rates that are significantly
different from those of civiiians who never served. In contrast to the case
for males, the adjustment period exerts a significant impact on the wage rate
for female attriters but not for veterans. The wage rate of attriters
declines relative to females who never served as the adjustment period in-
creases. The initial seven percent wage rate premium of altriters relative to
that of civilians dwindles to parity in wage rates after two months of adjust-
ment period. In 18 months of adjustment period, the wage rate of attriters is
Tower than that of their civilian counterparts by about 25 percent, but from

then on the wage ra'es of attriters grow faster, and another parity is

20The projections are derived from the solutions of the quadratic equation of
the adjustment period variable and the indicator variahle for a veteran.
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achieved in about three years.21

SUMMARY OF FINDINGS AND POLICY IMPLICATIONS

We find substantially higher mean AFQT scores for females who served,
which may reflect the high standards for enlistment for females. Among males,
the mean AFQT score of veterans is higher than that for civilians who never
served, and the score of attriters is the lowzst among the three groups.22

Among females, college enrollment rates are about the same among vet-
erans, attriters, and civilians and among males it is lowest for attriters,
intermediate for veterans, and highest for the never-served civilians. The
relatively higher college enrollment rates of the females than of the males
who served are regarded as consistent with the implications from the compari-
son of the AFQT scores.

The proportion of the population employed is lower for female attriters
than for other groups, and a higher percentage of female attriters is
unemployed or out of the labor force. Among males, the unemployment rate for
attriters is higher than for other groups.

Comparisons of the labor market performances among the nonenrolled show

that the weekly earnings of male veterans are about the same as those of

210n the other hand, as compared with civilians who never served, veterans
receive about 2 percent lower wage rates at the time they left the armed
services. As the adjustment period increases, the wage gap between a veteran
and a civilian who never served does not converge. None of these effects are
statistically significant, however.

22Also, the AFQT findings leads to the conjecture that the reasons for
attrition differ between males and females; the argument that attriters are
"misfits" who presumably cannot adequately perform the assigned military tasks
due to their lower quality may be relevant for males but not for females.
Female attriters may be those who left the armed services due to personal
problems like pregnancy, or those who initiated separation from the military
because they perceived better civilian alternatives.
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civilians who never served, while the earnings of attriters are somewhat
lower. Male veterans receive slightly lower wage rates than their civilian
counterparts, but they work slightly more hours. - Female attriters earn
substantially more than veterans and those who never served. Not only do they
earn higher wage rates but they also work more hours per week than other
groups. Liké males, female veterans earn a slightly lower wage rate but work
more hours than their civilian counterparts.

In order to examine whether or not veterans and attriters are treated
differently from civilians who never served witﬁ similar  characteristics, a
. log wage equation was estimated. ‘We find that male veterans are at a
disadvantage relative to other male groups; but no significant differences in
wage rates appear between female groups. When a post-serVice adjustment
period is introduced into the equation, it predicts that the initial deficit
in wage rates for male veterans decreases and parity will be achieved as the
adjustment period increases to ten months. For female attriters, the wage
'growth pattern 1is significantly different. Initially, at the time of
separation from the military, female attriters earn non-significantly higher
wages than civilian peers. However, as the adjustment period increases, their
wage rates grow more-s]ow{y fbr about 18 months and they fall behind the
civilians but then recover so their wage rates are predicted to be at parity
in about three years.

To conclude, male veterans are earning about the same as never-served
civilians, while male attriters earn less than other groups: this finding
implies that service in the military dces not serve as a career interruption
if enlistees fulfill their contracted terms of duty. It also indicates that
the argument that attriters are "misfits" is, to a certain extent, relevant

for males.
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Appendix Table 1 Probability of Employment for 18 to 23 Year 01d,
: Non-Enrolled Youth, by Sex

Female ! Male

Variable Loefficient tT-stat. jloefTicient t-stat.
Constant -2.0795 -9.89 -.8895 -4.11
Education .1677 8.45 .0812 3.84
AFQT score 1.1034 5.72 5314 2.76
Parental education -.0101 -.96 .0048 .43
Health -.6867 -7.16 -.5758 -4.43
Married -.4843 -8.13 .4586 5.17
South .0335 .52 .2353 3.35
SMSA .0987 1.55 .0966 1.3
White - - - -
Hispanic .1101 1.23 .0087 .09
Black -.3501 -4.41 -.1931 -2.30
(-2.0)*log 1ikelihood ratio 435.31 133.87

N 2349 1966

N(P=1) 1338 1373

N (P =0) 1011 593
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Glossary

Number of months since leaving milltary service
for veterans and attriters.

Is the sum of the respondent's correct scores for
the arithmetic reasoning, word knowledge,
paragraph comprehension, and (1/2) numerical
operations sections of the Armed Service
Vocational Battery: 0-105.

Age (in years) of respondent.

Is equal to one if the respondent thinks that
military service is definitely or probably a good
thing for a young person; zero, otherwise.

Branch (Army, Air Force, Navy, Marines) of service
in the active forces.

Number of years of regular schooling that the
respondent desires to complete.

Number of years of regular schooling that the
respondent expects to complete.

Highest number of years of regular schooling
completed by the respondent's mother or father.

Number of years of regular schooling completed by
the respondent.

Employment status (employed, unemployed, not in
labor force) of the respondent during the survey
week .

Is equal to -2 if respondent definitely will not
try to enlist in the future; (-1) if he/she
probably will not; (0} if indeterminant; (1) if
ha/she probably will try; and (2) if he/she
definitely will try to enlist or if he/she is in
Delayed Entry Program.

Youth empioyed full-time but not enrolled as high
school or full-’ime college students.

Is equal to one if a health problem limits the
amount or kind of work that the respondent can
perform; zero, otherwise,

Respondent's hourly rate .of pay (in cents) at
current (1980) job.




Industry

Intentions to enlist

Job satisfaction

Overall satisfaction
with service

Global job satisfaction

Other job satisfaction
variables

Best thing to do

Pleasant surroundings

Learning skills

Dangerous

Unhealthy conditions

Good pay

Job security
fFriendly coworkers
Competent supervisor
Chance of promotion

Knowledge of the world
of work
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One-digit industry code for the resoondent's
current (1980) job.

Is equal to one if the respondent thinks that
he/she will definitely or probably try to enlist
in the future; zero, otherwise. (Chapter IV)

Response to question, "Now, taking all things
together, how satisfied are you with the (branch)-
-(4) very satisfied, (3) somewhat satisfied, (2)
somewhat dissatisfied, or (1) very

dissatisfied?" (Chapter 1V)

Response to question, "How do you feel about the
job you have now? Do you (4) likeé it very much,
(3) like it fairly well, (2) dislike it somewhat,
or (1) dislike it very much?® (Chapter V)
Response to question, "Thinking of your present
job, would you say this (statement) is (4) very
true, (3) somewhat true, (2) not too true, or (1)
not at all true?" (Chapter V)

"You are given a chance to do the things you do
best..."”

“The physical surroundings are pleasant...”

"The skills you are learning would be valuable in
getting a better job..."

"The job is dangerous...® (invert numbered
ordering)

“You are exposed to unhealthy conditions..."”
(invert numbered ordering)

"The pay is good..."

"The job security is good..."

"Your coworkers are friendly...”

"Your supervisor is competent in doing the job..."
*The chances for promotion are goad...*

An ability measure based on scores that range

from zero (lowest) to nine (highes*) and indicate

the respondent's understanding of occupational
structure.




Length of formal school
or on-the-job training

;Main reason enlisted

Main reason did not
enlist

Marital status

Married

Military status
Attriters

Veterans

Ever served

Never served

Occupation

Occupation of parent

Parents in the military

Poverty status

Presence of a Child

Region
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Number of months of formal training or on-the-job
training that the respondent received for
MOS /RATING/AFSC.

The reason given by the respondent as the main
reason for enlisting in the armed forces.

The reason given by the respondent as the main
reason for not enlisting in the armed forces.

Is equal to one if the respondent is married
{spouse present) at the 1980 interview; zero,
otherwise.

Is equal to one if the respondent was ever married
before leaving military service; zero,

otherwise. (Chapter 1V)

Youth who left the military service before
completing their term of duty.

Youth who left the military service after
completing their term of duty.

Youth who are attriters or veterans.

Youth who have never served in the active armed
forces.

One-digit occupation code for the respondent's
current job.

One-digit occupation code {further condensed) for
the job of the respondent's father or mother.

Is equal to one if the respendent's mother or
father is currently servirg in the military or
served when the respondent was age 14; zero,
otherwise.

Is equal to one if the respondent's family income
is below the poverty level, as determined by the
standards devised by the Current Population
Survey, or by the Office of Management and Budget
if family income is not 2vailable; zero,
otherwise.

Is equal to one if the respondent ever had a child
before leaving military service; zero, atherwise.

Respondent's region of residence at the 1980
interview.




Siblings
Single parent fanily

SMSA

South

Talked to recruiters

Tenure

Took the ASVAB

Traditional attitude

Training

Unemployment rate

Union

V.E.A.P.

Weekly hours

\
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Number of siblings plus one to include respondent.

Is equal to one if the respondent did not live
with both natural parents at age 14; zero,
otherwise.

Is equal to one if the respondent resides in an
SM3A,

Is equal to one if the respondent resides in the
South,

Is equal to one if the respondent talked to a
military recruiter to get information about a
branch of the military since the 1379 interview;
zero, otherwise.

Number of months of tenure at current (1980) job.

Is equal to one if the respondent took the three-
hour written test called ASVAB that is required to
enter the military since the 1979 interview; zero,
otherwise.

Is the respondent's response to the statement, "A
working wife feels more useful than one who
doesn't hold a job." Strongly disagree (-2),
disagree (-1), undecided (0), agree (1), strongly
agree (2).

Is equal to one if the respondent desires
occupational or job training other than regular
schooling; zero, otherwise,

Is the race-sex specific state unemployment rate
for the respondent's residence.

Is equal to one if the respondent's wages are set
under a collective bargaining agreement; zero,
otherwise.

Is equal to one if the respondent participates in
Veterans Educational Assistance Program; zero,
otherwise.

Number of hours per week that the respondent
usually works.,
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SECTION 5: MILITARY

And now I'd like to ask some questions about military service.

10-13/R

1. INTERVIEWER: WAS R SERVING IN THE MILITARY AT TIME OF LAST INTERVIEW?
SEE INFO SHEET, Item 6. :
YES . (SKIP TO Q. 11, P. 5-3). 1 14/
No 9P S0 0COININEPIIENIOIANGEIOSEOETS 0
2. Since (DATE OF LAST INTERVIEW) have you enlisted or been sworn into any
branch of the Armed Services, including the National Guard, the Reserves,
or a Delayed Entry Program before entering active duty?
Yes . (SKIP 10 Q. 38, P. 5-8..1 15/
7 P ¢ |
3. Since (DATE OF LAST INTERVIEW) have you taken the three-hour written test
called the ASVAB that is required to enter the military?
b - s ettt aen ceees 1 16/
NO teetverencnnnanns tesesesnssan veees O
L. Since our last interview, have you talked to a military recruiter to get
information about a branch of the military?
YeS tirirteveciiianeeccanaan 17/
No . (SKIP TO Q. 10, P. 5-3). O
5. What branches of the armed forces did you talk to? CODE ALL THAT APPLY.
ARMY  iiiieiiieeresecaaaess 0L 18-19/
L P ¢ 20-21/
AIR FORCE .vivvuveesvansess 03 22-23/
MARINE CORPS ...icvivvnanes. 06 24-25/
ARMY RESERVES .....eevees.. 05 26-27/
NAVY RESERVES +viieisveveos. 06 28-29/
AIR FORCE RESERVES ........ 07 30-31/
MARINE CORPS RESERVES ..... 08 32-33/
AIR NATIONAL GUARD ........ 09 34-35/
ARMY NATIONAL GUARD ....... 10 36-37/
COAST GUARD +eevvvesnanesas 1l 38-39/
OTHER  tievvecvnnnrecseneens 12 40-41/
6. 3ince (DATE OF LAST INTERVIEW), have you taken the physical examination
required to enter the military?
Yes ....... Ceeenereann ceenen 42/

No .... (SKIP TO Q. 9) .eo O
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7. Which service were you trying to join when you took the physical exam?
CODE ALL THAT APPLY.

ARMY  civiienvenennnsannanes Ol
NAVY teveressnsennnannaneas 02
AIR FORCE vevevvveveenseess 03
MARINE CORPS tuveevevvana.. 0h
ARMY RESERVES eeeeeeeveesss 05
NAVY RESERVES +uveeveveveeo. 06
AIR FORCE RESERVES ..e..... 07
MARINE CORPS RESERVES ..... 08
AIR NATIONAL GUARD ........ 09
ARMY NATIONAL GUARD ....... 10
COAST GUARD +veeevevenennss 11
OTHER  veveenencronnonennees 12

A. When did you take the physical exam?

HEREN

MONTH DAY  YEAR

DECK 06

43-44/
45-46/
47-48/
49-50/
51-52/
53-54/
55-56/
57-58/
59-60/
61-62/
63-64/
65-66/

67-68/
69--72/
71-72/

Did you meet the physical requirements for enlisting in the (BRANCH FROM
Q. 7/the service you were trying to join most recently)?

YesS ciececsacscccas Ceesersaresesnnen

No ... (SKIP TO SECTION 6) . .... O

73/

What is the main reason you did not enlist in the (BRANCH FROM Q. §

OR Q.7/the service you were trying to join most recently)? PROBE:
is the one main reason? CODE ONE ONLY.

HAND
CARD
A

A.
B.
c.
D.
E.

w O «Z X

Job I wanted wasn't available when I wanted it..01l
Didn't qualify for job I wanted .c..ecevveveo.s 02
Wasn't eligible for the service I wanted ...... 03

Specific bonus program filled ...ccvveeevecees. 04

Have not decided yet ..... P 01
Didn't think I'd like the military ..... ceseses 06
Decided to g0 t0 SChOOl seevevusnenvenaneans ... 07
Got a better civilian job ....eeevenennn ceese.. 08
Failed the ASVAB vuveverreeceerecaannns seeeeens 09
Fanily responsibilities/pregnancy «.e.ee.e.v... 10
Still considering joining .eeveecesesns seessees 11
Length of obligation e teieieeesserseans caeess 12
Didn'

t vwant to leave home .. 13
B R I

Parents or friends Opposed it 14

s Cieeeeeee. 15
16

Insufficient pay or benefits

Other (SPECIFY)

What

74-75/
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10. A. Do you think for a young person to serve in the military is ...

definitely a good thing, «cceesse 1 76/
probably a good thing, ....ecece. 2
probably not a good thing, or ... 3
definitely not a good thing? .... &
DON'T KNOW tevvesnccacsccvaccesaes 8
B. Do you think, in the future, that you will ...
definitely try to enlist, .cccecsccccsocsccncnccscannns 1 77/
probably try to enlist, ..icieectcncacercosntrccnnsccess 2
probably not try to enlist, or . (SKIP TO SECTION 6) .. 3
definitely not try to enlist in
the military? seeseeosscecsess (SKIP TO SECTION 6) .. &
€. In which service do you think you will be most likely to enlist?
ATTIY coevevecvessansnssassscncnans 78/

Navy ceceenvectseccecscsococcannns
Alr FOrce .oveenrenesnccesscocenss
Marines .e.ccesseessosvrscccsssscces
Reserves (any component) .........
National Guard (Army or Air) .....
Coast Guard ....veeenes

NOW SKIP TO SECTION 6

OO WVEWN -

essscesssnsse

BEGIN DECK 07
10/R

11. Are you currently serving in (BRANCH FROM ITEM 7 OF INFO SHEET)?
Yes ...ees (ANSWER A) oevuess 1 11/
No vee... (GO TO Q. 12) ..... O
A. IF YES: INTERVIEWER, WAS R IN ACTIVE FORCES (ARMY, NAVY, AIR FORCE,
MARINES) DURING THIS PERIOD OF SERVICE? (SEE ITEM 8 ON INFO SHEET.)

YES ... (DRAW A LINE ON ROW A OF CALENDAR
FROM DATE OF LAST INTERVIEW TO NOW, AND
_SKIP TO Q. 43, P. 59) veveveevnenennes 1 12/

NO ...... (SKIP TO Q. 43, P. 5-9) ....... O

12. We'd like to ask you a few questions about your service in the {BRANCH)
since (DATE OF LAST INTERVIEW).

In what month and year did you separate from the (BRANCH)?

e 13-14/
AND
YEAR 19 [:::I:::] 15-16/

A. INTERVIEWER: WAS R IN ACTIVE FORCES (ARMY, NAVY, AIR FORCE, MARINES)
DURING THIS PERIOD OF SERVICE? SEE ITEM 8 ON INFO SHEET.

YES «.eoevee- (ASK B) .uvenas 1 17/

NO .... (GO TO Q. 13) «ve.vv O
IF VES TO A, ASK 8:

B. On what day was that? ENTER DAY HERE AND RECORD DATE ON ROW A OF
CALENDAR. DRAW A LINE FROM DATE OF LAST INTERVIEW TO DATE SEPARATED.

DAY l t i 12-107

}
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13. What was your pay grade when you left thej(BRANCH)?

! E

HEH

i
|
I

20-22/

14.

INTERVIEWER: WAS R SERVING IN ACTIVE FO&CES AT TIME OF LAST INTERVIEW?
SEE ITEM 8 ON INFO SHEET. %
§

YES ...y (SKIP TO Q. 19) .. 1

o

B ¢

23/

15.

Since (DATE OF LAST INTERVIEW), how many'drills were you paid-for? By
drill we mean a 4-hour period of training.

ENTTR # OF DRILLS: [:]::]

24-25/

1s6.

How many weeks of active duty did you se4ve in the (Reserves/Guard) since
(DATE OF LAST INTERVIEW), including initial training, annual training,

and any mobilizations or call-ups?’ .
ENTER # OF WEEKS: I ! [

26-27/

17.

What type of discharge did you receive? | RECORD VERBATIM AND CODE ONE ONLY.

HONORABLE +.vvvvvnvnenneenes 1
GENERAL +vevevnsnnennsnncens 2

UNDER OTHER THAN
HONORABLE CONDITIONS ..... 3

! .
BAD CONDUCT (DCD) ......u... &
DISHONORABLE +vvvvnvennenn. 5
WAS NOT FORMALLY DISCHARGED. 6

28/

18.

Since (DATE OF LAST INTERVIEW), have you enlisted or been sworn into any
other branch of the Armed Services? }

1
Yes .. (sxz@ TO Q. 38) vevenvnn. 1
No ... (sxx? TO Q. 108) vvvevee. O

i

|

29/

19.

. i
When you left the (BRANCH), what was you& total ‘monthly pay before taxes
and other deducriong? Please include bagic pay and allowances for housing

or food and any special pay. :
s U T
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A. FOR ARMY AND MARINE CORPS:

Since you left the (BRANCH), have you used any of the skills from your primary
or secondary MOS in a civilian job?
YesS ceieieiccrcsccococsoness 1 3s/

NO cecevrenessecsssssssnenes O

IF VOLUNTEERED: No
civilian job ......cve0nee. 2
B. FOR NAVY:
Since you left the (BRANCH), have you used any of the skills from your primary
or secondary rating in a civilian job?
Yes .ieiiierercccsscanccases 1 36/

NO teeecernceccocnsansesneces 0O

IF VOLUNTEERED: No
civilian job .....cineene. 2

C. FOR AIR FORCE:
Since you left the (BKRANCH), have you used any of the skills from your primary
or secondary AFSC in a civilian job?
YeS ciieeiiiiiceinininaesnes 1 37/

3o G ¢

IF VOLUNTEERED: No
civilian job ........c..0. 2

21.

Since (DATE OF LAST INTERVIEW), while you were in the (BRANCH), did you take
any courses for which you received high school or college credit?

Yes ceeerieiiinenes Ceeiveeenn 1 38/
No ....(SKIP TO Q. 25) ..... 0

22, Since (DATE OF LAST INTERVIEW), while you were in the (BRANCH), how many years
of regular school did you complete and get credit for?
LESS THAN ONE  ....cnvnunns .. 0 39/
ONE YEAR ....iieeveesccncens .. 1
TWO YEARS ...eievecnncccnnsas 2
THREE OR MORE YEARS ......... 3
23. Since (DATE OF LAST INTERVIEW), while you were in the (BRANCH), did you
receive a diploma or degree?
b £-1- ceeene ceeeas 1 40/

No ....(SKIP_TO Q. 25) ..... 0
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What type of diploma or degree did you receive? RECORD VERBATIM AND CODE ONE ONLY.

HIGH SCHOOL DIPLOMA (OR EQUIVALENT) . Ol 41-42/
ASSOCIATE/JUNIOR COLLEGE (AA) ...... 02
BACHELOR'S DEGREE +euvevvenvrseeenens 03
MASTER'S DEGREE .eevueeveruneeeress 04
DOCTORAL DEGREE (PhD) ...evesceeco.. 05
PROFESSIONAL DEGREE (MD, LLD, DDS) . 06
OTHER (SPECIFY): -
07

25.

Since (DATE OF LAST INTERVIEW), while you were in the (BRANCH), did you
participate in the Veteran's Education Assistance Program (VEAP)?

YOS tevvevescsnccananns R | 43/
No ....(SKIP TO Q. 28) ..... 0

When you left the (BRANCH), what was the total amount of VEAP berefits
you had accumulated? Please include both your contribution and the

government's.
$ L [ [ .l I l l ' 44-48/

27.

Are you currently using your VEAP lenerits to pay for schooling?

Yes ceieecneanns 1 49/

28,

Did you leave the (BRANCH) at the end of your term of service or before the
end of your term of service?

Lett at end (SKIP TO Q. 30)... 1 50/
Left before end ............ 2

29.

What type of discharge did you receive? RECORD VERBATIM AND CODE ONE ONLY.

HOMORABLE «vcemvecans R | 51/
GENERAL +evveerenonannns ceee 2
UNDER. OTHER THAN

HONORABLE CONDITIONS .....
BAD CONDUCT (DCD) ...c..n ven
DISHONORABLE «evveenvvenvans
WAS NOT FORMALLY DISCHARGED.
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30. Which of the reasons on this card describe why you decided to leave the

(BRANCR)? CODE ALL THAT APPLY.

—————— A. Low pay ‘nd allovances a-o.ooo:o--.oto.ou.-ooo.-.oooo‘-oooaooo ol 10"11/
HAND B. Better civilian job opportunities sececsceceecesccsscsaceses 02 12-13/
CARD C. Reduction in military benefits ..cceevcvecencrcvcrcscesssansse 03 14-15/

B D. Decliue in quality of military persomnel .....ccveenceencens. 06 16-17/
E. Unatle to practice my job skills ..ccicavicrencccacseracneres 05 18-19/
F. Bored with my job or occupation c.cesecvcscccssssocconenscess 06 20-21/
G. Don't like my job or 0ccupation sisscescecectcscvecassenasees 07 22-23/
H. Plan to continue ny education or to use G.I./VEA? benefits .. 08 24-25/
I. Not eligible to reeulist ..iseveccccscccccsccscceccenscrsrees 09 24-27/
J. Dislike location of my assignments ..ecievercececscccceceasss 10 25-29/
K. Didn't get desired type of training ceeciececcececeasancencass 11 39-31/
L. Had to move toO Oflen ...cveiecssssvencscsssnccccncccasssssns 12 37-33/
M. Dislike being separated from my family .iiccecesecscnnncnaans 13 34-357
N. My family wants me to leave the service .s.cceeecevectcesnsne. 14 36-37/
0. Disagree with personnel policies .....ceeveveeccenncacscensss 15 38-39/
P. Discrimination against military persoanel based on race ..... o 40-41/
Q. Discrimination against military persoannel based on sex ..... 17 42~43/
R. Discrimination against military personnel based on rank ..... 18 44-45/
S. Other (SPECIFY) 19 46-47/

DON'T KNOW tncevcesessvcscnsenosccsssancravsscccacsosassnssns I8 48-(9/
31. At the time you left the (BRANCH), had you been offered a civilian job?
Yes L.iiivenniann 1 se/
] N 0
32. When you left tie (BRANCH), were you at a military base in the U.S., at 2
U.S. port of entry from overseas, or someplace else?
U.S. military base ......... 1 S1/
U.S. Port of Entry ......... 2
Someplace else
(SKIP TO Q. 34) .vvernnn-. 3.
33. What state was that in?
52-53/
STATE
34, INTEZRVIEWER: DID R LEAVE BEFORE THE END OF TERM OF SERVICE? (IS Q. 28
CODED 27)
YES .(SKiP T0 Q. 108, ®. 5-22).1 54/
NO Lttt iiiieaaaan 0

35. At the end of your term of service, were you eligible to reenlist?

1 (T S 1 33/
T 0
DON'T KNOW ., iiiievnennnsanns 8
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36. Did you consider reenlisting in the (BRAMNCH)?

YeS eeecccvrsccceccancovasess 1 56/

NO ccececnsccnsencassvonsasss 0

37. Are you currently a member of the Selected Reserves and receiving pay for
drill participation?
7es .e.. (ASK A) ciovecnees 1 57/
No ..... (SKIP TO Q. 108) .. ©

A. IF YES: 1In what month and year will your service in the Selected

Reserves end? A
MONTH. [::]:::1 : 58-59/

AND

e o[ ]| 0-61/

38. which branch were you sworn into? CODE ONE ONLY. (IF MORE THAN ONE, PROELE
FOR MOST RECENT BRANCH. )

_ ARMY +evvveeenscccoce (ASK A) cvvvvecescas OL 62-63/
ACTIVE NAVY ceeevassonccaace CASK A) teeeceeneass 02 '
FORCES AIR FORLE +eeeeeevees (ASK A) tivvecvecess 03

MARINE CORPS ...vvevs (ASK A) +vvvvnvnanes O

ARMY RESERVES sveveronosecasescasesssnnaes 05
NAVY RESERVES tuvveveescevscscsascasesanes 06
RESERVES AIR FORCE RESERVES +veveesesecoasosnsasses L7
MARINE CORPS RESERVES +vevsecevcesevesenes 08
e

© AIR NATIONAL GUARD +eevveceesensnosesnesss 09
GUARD ARMY NATIONAL GUARD .evueveenseserasoasses 10
COAST GUARD .... (SKIP TO SECTION 6) ..... 1l

OTHER (SPECIFY BELOW AND SKIP TO SECTION 6)
12

IF CODES 01-04, ASK A:
A. Was that in the regular (BRANCH OF SERVICE), the (BRANCH) Reserves, or the
(BRANCH) Guard?

REZULAr sueerevccocnasnonsacasanansonns 1 64/
Reserves/Guard ...eeeveeccssccncanscsna 2
BOTH (PROBE FOR AND CODE Q. 38 FOR

THE MOST RECENT BRANCH) ...cevevasees 3

INTERVIEWER: IF RESERVES OR GUARD, CHECK Q. 38, BE SURE THAT THE PROPER
CODE IS CIRCLED ABOVE.

39. Whenyou first enlisted [in the (MOST RECENT BRANCH) ] , how many years (of

active duty) did you sign up for?
ENTER # OF YEARS: [:::]:::] 65~66/

40. INTERVIEWER: SEE Q. 37 AND CODE BELOW:

Q. 37 IS CODED "YES" . (GO TO Q. 4l) ...... 1 67/
Q. 37 IS BLANK ...v0ve (ASK A) .sevevnnveen 2

A. IF CONED 2: Are you currently (on active duty/serving) in the
(MOST RECENT BRANCH)?

Y@S tetieencncnecncncnsanns 1 68/
No . (SKIP TO Q. 99, P. 5-20) o
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41. In what month and year did you ente: the (MOST RECENT BRANCH)?

MONTH ! ! |
vEAR 19 T ]

A. INTERVIEWER: DID P ENTER THE ACTIVE FORCES? (Q. 38, CODES 01-04)

YES secscvcocsscacsaccansanse 1

NO ... (GO TO Q. 42) ...vvvee O

IF YES TO A, ASK B8:

B. On what day was that? ENTER DAY HERE AND RECORD DATE ON CALENDAR, ROW A.
DRAW A LINE FROM DATE ENTIERED TO NOW.

DAY:

42. In what month and year will your current enlistment end?

vovr | [
AND
YEAR 19 l i i

SKIP TO Q. 47

43. Since (DATE OF LAST INTERVIEW), did you reenlist or extend your term of
service?

YeS tieieietiosttnconnennons

No ... (SKIP T0 Q. 47) ..... O

44. How many years did you reenlist or extend for?

ENTER # OF YEARS: D:]

45, Did you receive 2 reenlistment bonus?

YOS cocevesssnsscsssccsssscans |

No .... (SKIPTO Q. 47) .... O

46, What was the total amount before taxes and deductions of the bonus you

received?
sl |_ l .l | [ I-OO

47. TINTSRVIEWER: IS R CURPENTLY IN ACTIVE FORCES? [Q. 38 = CODES 01-04,
OR ITE4 B ON INFO SHEET WAS ACTIVE FORCE BRANCH AND
Q. 11A = YES)

YES ... (SKIP TO Q.-63) ...... 1}

69-70/
71-72/

73/

74-375/

76-77/

78-79/

BEGIN
DECK 09

10/

11-12/

13/

14-18/

19/
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48. Since [ (DATE OF LAST INTERVIEW)/you joined the (BRANCH)], how many drills
were you paid for? By drill we mean a 4-hour period of training.

ENTER # OF DRILLS: [::]::] 20-21/

49. How many weeks of active duty did you serve in the (Reserves/Guard) since
[ (DATE OF LAST INTERVIEW)/you joined the (BRANCH)], including initial active duty
training, annual training or summer camp, and any mobilizations or call-ups?

ENTER ¢# OF WEEKS: [::I::] 22-23/

OR
NO WEEKS ..(SKIP TO Q. 55)... 00

50. OMITTED

51. What were you doing most of the time the mout before you entered the most
recent period of active duty in the (Reserves/Guard)? Were you working
full time, working part time, going to school, or something else?

RECORD VERBATIM AND CODE ONE ONLY.

Working full time seeeeecesosscnsvonsassnsesrcensess 01 24-25/
Working Part tiMe .esesesensccsssecsssncccscassasses 02
WITH A JOB BUT NOT AT WORK BECAUSE OF
TEMPORARY ILINESS, VACATION, STRIKE .:cevecevecso. 03
UNEMPLOYED, LAID OFF, LOOKING FOR WORK ...cevevecess 04
Going to SChOOl siiieccevosesaososvevosasvsecssacsaas 05
KEEPING HOUSE euenevesovncscsocssscscsaccssssccncanss 00
Something else (SPECIFY)..scecascassssasascccsassess 07

52. What were you doing most of the time the month after you completed your most
recent period of active duty in the (Reserves/Guard)? RECORD VERBATIM AND
CODE ONE ONLY.

WORKING FULL TIME +.oecevavecacacsesascnnsscsasssass Ol
WORKING PART TIME .vveecocsosccssvsccccacrcnnanssenss 02 26-27/
WITH A JOB BUT NOT AT WORK BECAUSE OF
TEMPORARY ILLNESS, VACATION, STRIKE ..eveeeecesa-s 03
UNEMPLOYED, LAID OFF, LOOKING
FOR WORK +eveovocnneanceansaas (SKIP TO Q. 55) .... 04
GOING TO SCHOOL ..vveeeceeessss (SKIP TO Q. 53) .... 05
KEEPING HOUSE svevevvsessoveass (SKIP TO Q. 53) .... 06
OTHER (SPECIFY) vevecessseescss (SKIP TO Q. 55) .... 07

OR
STILL IN TRAINING ............. (SKIP TO Q. 55) .... 00
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53. INTERVIEWER: DID R HAVE A JOB THE MONTH BEFORE ENTERING ACTIVE DUTY FOR
TRAINING? (Q. 51 = CODES 01-03)
!
; YES seeesevvccecssassasees 1 28/

i NO ... (SKIP TO Q. 55) .. O

Sa. After you completed your most recent period of active duty training for the
(Reserves/Cuard), did you return to work for the same employer you had prior
to training?

YeS crcvcescscencccananees 1 29/

NO cvcesvcssccsecsasnsseen 0

55. Have you received tuition assistance for your participation in the
(Reserves/Guard) as part of the Educational Tuition Assistance Plan since
{ (DATE OF LAST INTERVIEW)/you joined]?:

YeS seecocoscsncosccccssee 1 30/

i No ... (SKIP TO Q. 57) ... ©

!

$6. Since [(DATE OF LAST INTERVIEW)/you joined], what is the total amount

of tuition assistance you received?
s, LT 00 31-34/

i
I DON'T KNOW seuovneesss 9998

57. Do you currently have a civilian job for pay?
YeS cecevevva-ccnccscsans 1 3s/
! No ... (SKIP TO Q. 59) .. O

58. INTERVIEWER: ASK A, B, OR C AS APPROPRIATE.

A. FOR ARMY, MARINE CORPS, AND NATIONAL GUARD AND THE RESERVES OF
THESE BRANCHES:
Does your current civilian job use any skills from your curreat MOS?

) T T |
: NO tivivenevecnvoneneaeess O
B. FOR NAVY AND NAVY RESERVES:
Does your current civilian job use any skills from your current RATING? 36/
|
Yes coeevvvetrccanssansas 1

NO veererececaconsasansss 0

C. FOR AIR FORCE AND AIR FORCE RESERVES:
Does your: current civilian job use any skills from your current AFSC?

YeS tevevcorcasoncancases |}

3 = A |
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59, On this card (HAND CARD C) are some reasons people have for joining the
(Reserves/Guard). Please tell me if each one is true for you or not true
for you, READ A-I AND CODE FOR EACH.

I wanted
B. I wanted
C. I wanted
D, I wanted
E. I wanted
F. 1 wanted

G. I couldn'

H. I wanted retirement or fringe benefits ....

TRUE

NOT
TRUE

to join my friends in the unit ,.
to earn extra income ...civeenens
tO Serve WYy COUNLTY eececcctcescvs
to learn a new job skill ........
to try the military way of life .
to use educational benefits .....

t get into the active force .....

I. Service in the Reserves was part of my
enlistment obligation for the Active

Forces

P N N A N S RN )

L I S R R T i ™

© O 0 OO0 O 0 o

0

37/
38/
39/
40/
41/
42/
43/
44/

45/

ASX Q. 60 IF MORE THAN ONE "TRUE" (CODE 1) IN Q. 59; OTHEkWISELACO T0 Q. 61.

60. Which of these was your most. important reason for joining the (Reserves/Guard)?
ENTER LETTER CORRESPONDING TO I.IST ABOVE.

LETTER: [::]

46/

61. When you entered the (BRANCH), d1d you receive any enlistment bonuses?

Yes tiiiiricicriararcannanas

No .... (SKIP TO Q.

1 477
0

62. What was the total amount before taxes and deductions of ‘the bonus you

received?

- 00 48-52/
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63. At the time you decided to enter the (MOST RECENT BRANCH), had you considered
joining the (Reserves/Active Force) instead?

YeS8 ccesesecvcccccscssces 1 53/
No [ EEENNNEENENNNFNNNXNERENN) o
64. Please look at this card. (HAND CARD D) Assuning that no Reenlistment
Bonus Payments will be given, but that all other special pays which you
currently receive are still available, how likely are you to reenlist at the
end of your current term of service? CODE ONE ONLY.
(0 in 10) No chance .e..vecacencecse (ASKA) ... 00 54-55/
(1 in 10) Very slight possibility .. (ASK A) ... 01
(2 in 10) Slight possibility .e..... (ASKA) ... 02
(3 in 10) Some possibility .ceeseses (ASKA) ... 03
(4 i{n 10) Fair possibility ...eees.. (ASKA) ... 04
(5 in 10) Fairly good possibility .. (ASK A) ... 05
(6 in 10) Good possibility .ceesesss (ASKA) ... 06
(7 in 10) Probable .ciceeesesessscsccscasarassess 07
(8 in 10) Very prcbable ciiieesecensecsscecacass 08
(9 in 10) AlmOSt SUTE .eveevccesnscscoasnccasanss 09
(10 in 10) Certain v.eececscosssssssovesccossanss 10
Don't know c.ceeeeeecscecssccccosncsas 98 BEGIN
DECK 10
A. IF CODES 00-06: Military personnel may have several reasoans for leaving
the Armed Forces. 1If you do leave the service at the
HAND end of your current term, which of these would be your
CARD most important reasons for doing so?
E CODE ALL THAT APPLY.
A. Low pay and allowances DR R N R N L T TR ol 10-11/
B. Better civilian job opportunities .i.ceecessccccsssssscscesss 02 12-13/
C. Reduction in military benefifs8 ..ecevevesccecvecescscessnseasa 03 14-15/
D. Decline in quality of military personnel ...cceeceecessscessss 04 16-17/
E. Unable to practice my job 8killa .sicceevesececrscscsescscssss 05 18-19/
P. Bored with my job or 0CCUPALLON scesssescssscacsacsnnnscnsses 06 20-21/
G. Don't like my job Or OCCUPELLION ssevceesccccscncnscancsncneas 07 22-23/
H. Plan to coantinue my education or to use G.I./VEAP benefits .. 08 24-25/
- I. Not eligible to reenlist ...cveececessccasenccosascscescanaaa 09 26-27/
J. Dislike location of my assignments suceeececsccccocacaasseess 10 28-29/
K. Didn't get desired type of £raining eeeeeecesecacsssesasveses 11 30-31/
L. Had to move to0 Offen e..coeevescasscascsscacassancssssasasas 12 32-33/
M. Dislike being separated from my family ....evvvevavecscencess 13 34-35/
N. My family wants me to leave the Se€rvice ....eceeessesacascess 146 36-37/
O. Disagree with personnel policies ....cecesecencesscansscsasss 15 38-39/
P. Discrimination against military persoonel based on race ..... 16 40-41/
Q. Diascrimination against military personnel based on sex ...... 17 62Z-33/
R. Discrimination against military persoonel based on rank ..... 18 &4-45/
S. Other (SPECIFY) 19 46~47/
DON'T KNOW ceveveroneasennsannscccssssscnsscassssnsascsasesas 98 4849/

65. When you finally leave the (MOST RECENT BRANCH), how many total years of

service do you expect to have (in your current branch)?

ENTER ¢ OF YEARS:

50-51/
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Now I'd like to ask you about military jobs and training in the (MOST RECENT BRANCH).

INTERVIEWER: IN MAKING ENTRIES FOR THIS QUESTION, ENTER LETTER "{" as "I,"
LETTER llo" as l'a."

" A, FOR ARMY, MARINE CORPS, AND NATIONAL GUARD v

THE RESERVES OF THESE BRANCHES:
What is your current Primary MOS? RECORD VERBATIM IN THE MARGIN.
THEN ENTER IN THE BOXES THE FIRST FOUR NUMBERS QR LETTERS R GAVE YOU.
FOR EXAMPLE, 11B20 WOULD BE ENTERED 11B2.

Lt 1]

{ SKIP TO Q. 68 |
OR

DON'T XNOW .... (co TO Q. 67) «... 9998
OR

NONE vv.e... (SKIP TO Q. 75) ..... 0000

B. FOR NAVY AND NAVY RESERVES: :
What is your current Primary RATING? RECORD VERBATIM IN THE MARGIMN.

THEN ENTER IN THE BOXES THE FIRST FOUR NUMBERS OR 52-54/R
LETTERS R GAVE YOU. L L1 1 | ss-sar {
[ SKIP TO Q. 68 |
OR
DON'T KNOW .... (GO TO Q. 67) .... 9998
OR

NONE ....... (SKIP TO Q. 75) ..... 0000

C. FOR AIR FORCE AND AIR FORCE RESERVES:
What is your current Primary AFSC? RECORD VERBATIM IN THE MARGINS. THEN
ENTER IN THE BOXES THE FIRST FOUR NUMBERS OF R'S AFSC. DO NOT ENTER ANY
LETTERS. FOP EXAMPLE, A43130C WOULD BE ENTERED AS 4313. 3

LI L1 ]

| SKIP TO Q. 68 |
OR

DON'T KNOW .... (GO TO Q. 67) .... 9998
OR

NONE «evees.. {SKIP TO Q. 75) .... 0000

INTERVIEWER: IF R SAYS "DON'T KNOW" IN Q. 66A, B, OR C, ASK Q. 67.

67.

OTHERWISE, GO TO Q. 68.

A. What (is/was) the name of the job you were trained for? 59-61/

B. . . . :
What (are/were) your main activities or duties?
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68. INTERVIEWFR: WAS R IN ACTIVE FORCES ON DATE OF LAST INTERVIEW? (SEE ITEM g
ON INFO SHEET)

YES cececcsosescevoesonosacnosvsscscas 1 62/
NO +eo. (SKIPTO Q. 70) .icvvvveeees O

69. 1Is this Primary (MOS/RATING/AFSC) the same as the Primary (MOS/RATING/AFSC)
you had on (DATE OF LAST INTERVIEW/when you left active duty)?

Yes ... (SKIP TO Q. 75) veveveeecoees 1 63/

NO iteveveceoonsssvsscssscscvanscanee U

70. Since [(DATE OF LAST INTERVIEW)/you joined the (BRANCH)], have you received
any formal scheool training for your current Primary (MOS/RATING/AFSC)?

Yes ........;......................... 1 64/
No  .e.. (SKIP TO Q. 72) ..eeeneeeees O

71. In all, how many weeks of formal school training did you complete for your

current Primary (MOS/RATING/AFSC)?
ENTER # OF WEEKS: D] _ 65-66/

72. Mot counting basic training, [since (DATE OF LASY INTERVIEW)/you joined
the {BRANCH)], have you received any on-the-job training for this
(MOS/RATING/AFSC)? 67/

YesS t.ceveccscsscccnsanscses 1

No .... (SKIP T0 Q. 74) ... O

73. Not counting basic training, [since (DATE OF LAST INTERVIEW)/you joined
the (BRANCH)], how many weeks of on-the-job training for this (MOS/RATING/

AFSC) have you received?
ENTER # OF WEEKS: m 68-69/

74, Not counting basic training [(and) 0JT (and) formal szhool training],
hov wany months have you actually worked in your current (MOS/RATING/AFSC)
[between (DATE OF LAST INTERVIEW) and now/since you joined the (BRANCH]?

ENTER # OF MONTHS: [:D 70-71/

75. What is your current pay grade?

e (1] 72-74/
o [1]
« 1]

76. what 1s your total monthly pay befcre taxes and other deductions? Please
include basic pay and allowances for housing or food and any special pavs.

<' ' ' IIT |m 75-75/




5-16 DECKS 10-11
77. INTERVIEWER: IS R CURRENTLY IN THE ACTIVE FORCES? (Q. 47 = YES)
YES I FEEEERNEEE AN RN NN NN NN NN NNWENEN) 1 80/
NO .. (SKIP TO Q. 108, P, 6 - 22). ©
¢ ¢ ! ) BEGIN
DECX 11
78. In addition to your current Primary (MOS/RATING/AFSC), have you received
training in another (MOS/RATING/AFSC) since [DATE OF LAST INTERVIEW)/you
Joined the (BRANCH)]?
Yes R R R T E wa 1 10/
No .... (SKIP TO Q. 86) .... O

79. Now I'd like to ask you about your military jobs and training for this other
(MOS /RATING/AFSC) .

INTERVIEWER: IN MAKING ENTRIZS FOR THIS QUESTION, ENTER LETTER "i" AS "I,"
LETTER "'O" AS "¢."
A. FOR ARMY, MARINE CORPS:

What is this other MOS? RECORD VERBATIM IN THE MARGIN. THEN ENTER
IN THE BOXES THE FIRST FOUR. NUMBERS OR LETTERS R GAVE YOU. FOR EXAMPLE,
11B20 WOULD BE ENTERED 11B2.

{ SKIP TO Q. 81 |
OR _
DON'T KNOW .. (GO TO Q. 80) .. 9998

11-13/R
NTAITY -
B. FOR MAVY: 16-17/
What is this other RATING? ENTER ALL FOUR NUMBERS OR LETTERS OF
R'S RATING. .
{ SKIP TO Q. 81 |
OR
DON'T KNOW .. (GO TO Q. 80) .. 9998
C. TFOR AIR FORCE:

What is this other AFSC? RECORD VERBATIM IN THE MARCINS. TUEY INTER
IN THE BOXES THE FIRST FOUR NWMBERS OF R'S AFSC. DO NOT ENTER ANY
LETTERS. FOR EXAMPLE, A43130C WOULD BE ENTERED AS 4313.

L1 1

L

[ SKIP TO O. 81 |
OR
DON'T KNOW .. (GO TO Q. 80) .. 9998
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INTERVIEWER: IF R SAYS "DON'T KNOW' IN Q. 79, ASK Q. 80. OTHERWISE,
GO TO Q. 8l.

A. What {s the naoe of the job you were trained for?

B. What are your main activities or 'duties?

81.

Since [(DATE OF LAST INTERVIEW)/you joined the (BRANCH)], have you received
any formal school training for this other (MOS/RATING/AFSC)?

Yes ..iiieicneennorcnscnnses 1

No .... (SKIP TO Q. 83) .... O

Since [(DATE OF LAST INTERVIEW)/you joined the (BRANCH)], how many weeks of
formal school training did you complete for this other (MOS/RATING/AFSC)?

ENTER # OF WEEKS: [::[::1

Since [(DATE OF LAST INTERVIEW)/you joined the (BRANCH)], have you received
any on-the-job training for this other (MOS/RATING/AFSC)?

YeS teiveeecccccrcensacssees 1

No .... (SKIP TO Q. 85) .... 0

gL,

Since [(DATE OF LAST INTERVIEW)/you joined the (BRANCH)], how many weeks of
on-the-job training for this other (MOS/RATING/AFSC) did you receive?

ENTE? # OF WEEKS: [::[::]

s,

Excluding basic trainiung {(and) OJT (and) formal school training], how
many conths have you actually worked in this other (MOS/RATING/AFSC)
between (DATE OF LAST INTERVIEW) and now?

ENTER # OF MONTHS: [:]::]

85.

Duriag the last 7 days, how many hours did you work at a military job?
Do not include any hours you were on call but not actually working.

ENTER # OF HOURS:[::]::]

87.

Certain military jobs carry a cash enlistment beonus. When you enlisted in the
(BRPANCH), did you sign up for a job which paid such a bonus?

Yes

cresecssesssrrsenaceaieas 1

No .... (SKXIP TO Q. 89) .... O

DECK 11

18-20/

21/,

22-23/

24/

31/




5-13 : DECK 11

88. What was the total amount before taxes and deductions of the bonus you
(received/will receive)?

$ . 00 32-36/

89. INTERVIEWER: DID R ENLIST IN BRANCH SINCE LAST INTERVIEW? (ygs To Q. 41)

YES .iveovcecnsscactoccoacsse 1 ' 37/
NO .... (SKIP TO Q. 91).... ©

90. At the time you entered the (BRANCH), how many years of regular school
had you completed and gotten credit for? CODE ONE ONLY.

NONE ...veecnccccnvesseesss 00 38-39/
1ST GRADE  cveevssnconcsassa 01
2ND GRADE cieecevcionoeasss 02
ARD GRADE ' teeveevvcnnacaeeas 03
HGRADE tivievevenvaceess 04
{H GRADE .. ..vceneensavses 05
OTH GRADE . ...civeveavesess 06
7TH GRADE  ..ivevnveeanesess 07

8TH GRADE .......... veese.. D08
9TH GRADE  +vvevensensavees. 09
10TH GRADE tuvevrvnnnnnianen 10
11TH GRADE +uveivevnnnnneea. 11
12TH GRADE +evevvnnnn. veeee. 12
1ST YEAR OF COLLEGE ....... 13

2ND YEAR OF COLLEGE ....... 14
3RD YEAR OF COLLEGE ....... 15

4TH YEAR OF COLLEGE ..... .. 16
5TH YEAR OF COLLEGE ....... 17
6TH YEAR OF COLLEGE ....... 18
7TH YEAR OF COLLEGE ...... . 19
8TH YEAR OF COLLEGE ...... . 20

91. Since [DATE OF LAST INTERVIEW)/you joined the (BRANCH)| have you taken any
courses for which you received high school or college credit?

Yes ....... Cereeaanna e 1 40/
No .... (SKIP TO Q. 95) .... ©

92. Since BDATE OF LAST INTERVIEW)/you joined the (BRANCH)], how many years of
regular school have you completed and gotten credit for?

LESS THAN ONE ........ et ieaeieeeaes ] 41/
ONE YEAR wuevnvnnvnnns e creeene 1
TWO YEARS ..ee.e.. e eaeeeserreranan. 2
THREE OR MORE YEARS ..... ceeae. veeres 3
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93. Since [(DA‘IE OF LAST INTERVIEW)/you joined the (BRANCH)] have you received
a diploma or degree?
YeS ccseveosesrvecssconsecee 1 42/
No ... (SKIP T0O Q. 95) .... ©
94. What type of diploma or degree did you receive? RECCRD VERBATIM AND CODE
ONE ONLY.
HIGH SCHOQOL DIPLOMA (OR EQUIVALENT) . Ol 43-44/

ASSOCIATE/JUNIOR COLLEGE (AA) ....... 02

BACHELOR'S DEGREE eeievcesnccececeese 03

MASTER'S DEGREE +..vcevvnnvececanrsss 04

DOCTORAL DEGREE (PHD) ......ccevecee.s 05

PROFESSIONAL DEGREE (MD, LLD, DDS) ... 06

OTHER (SPECIFY): !
07

9S. In the Veteran's Educational Assistance Program (VEAP), if you contribute
to an education fund, the Veterans Administration will add to your contribution.
Since T(DATE OF LAST INTERVIEW)/you joined the (BRANCH) ], have you pattxcxpa:ed
in the VEAP program?

YeS civeavccssvsovcavenccans 1 4s/

No .....(SKIP TO Q. 97)..... O

p—

96, How much money do or did you contribute to this program each month?

$ ED .00 46-47/
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97. On this card (HAND CARD F) are some reasons people have for enlisting in the
military. Please tell me if each one is true for you or not true for you.

1 enlisted because . . .

TRUE R

A. I was unemployed and couldn't find a job .... 1 _ (¢] 48/
B. To give myself a chance to be away from . '

home On MY OWR  cevecvsvsessanscacscacsssnane 1 0 49/
C. The military will give me a chance to

better myself in life ...evciierencenssnacne 1 0 50/
D. I want to travel and live in different places. 1 0 s/
E. To get away from a personél problem ......... 1 0 52/
F. I want to Serve mMy COUNLIY seesceossnescacvss 1 0 53/
G. I can earn more money than I could as a

Civilian tiiiiiiciiririisrcencnsttcnrananena 1 0 54/
H. It is a family tradition to serve ....civeese 1 0 55/
I. To prove that I can make 1t ...iuicivenocconss 1 0 56/
J. To get trained in a skill that will help

me to get a civilian job when I get out .... 1 0 57/
K. To obtain retirement or fringe benefits ceeee 1 0 58/
L. I can get money for a college education ..... 1 0 59/

ASK Q. 98 IF MORE THAN ONE "TRUE" (CODE 1) IN Q. 97; OTHERWISE, GO TO Q. 108.

98. Which of these was your most important reason for enlisting in the military?
ENTER LETTER CORRESPONDING TO LIST ABOVE.
LETTER: [::] 60/

SKIP TO Q. 108, P. 6-22 e

99. Are you now in the Delayed Entry Program in the (BRANCH), that is, are you
scheduled to enter basic training some time in the future?

D - 1 61/ >
No ... (SKIP TO Q. 102).... O

100. When wiil you enter active duty?

M:gm . D:‘ 62-63/
D :
YEAR 19 [—_D 64-65/ *

101. OMITTED. ) {
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2 On ghis card (HAND CARD F) are some reasons people have for enlisting in the
military. Please tell wme if each one is true for you or not true for you.

1 enlisted because . . .

True Not
true
A. 1 was unemployed and couldn't find a job .... 1 0 66/
3. To give myself a chance to be away from’
" hODE ON MY OWO  cuvssssansssavccsocssssesann 1 0 67/
C. The military will give me a chance to
better myself in life ...ccecevvavcvcreane 1 0 68/
D. I vant to travel and live in different
- Y. T 1 0 69/
E. To get away from a personal problem ....... 1 0 70/
F. I want to Serve my COUNLIY eeeecvcocacsccnss 1 0 71/
Gr I can earn more money than I could as a
edvilian ..ieiiieieitiiititetitiinieresaans 1 o 72/
H. It 4s a family tradition t> serve . «cvcceees 1 0 73/
I. To prove that I can make 1t ..eivevssescoaes 1 0 74/
J. To get trained in a skill that will help me
get a civilian job when I get out ......ee. 1 0 75/
K. To obtain retirement or fringe becefits..,... 1 0 76/
L. I can get money for a college education ..... 1 0 77/

ASX O, 103 IF MORE THAN ONE "TRUE" (CODE 1) IN Q. 102:; OTHERWISE, GO TO Q. 104,
:C3. Which of these was ycur most important reason for enlisting in the military?
ENTZR LETTER CORRESPONDING TO LIST ABOVE.

LETTER: 78/

104. Did you serve any time on active duty in the (BRANCE)?

Yes .ooveavee (ASRA) civvnvnnnnnnnnne. 1 79/
No eeceee. (SKIP TO SECTION 6)

ceseese O

A. On what date did you enter active duty in the (BRANCH)? ENTER DATE HERE BEGIN
* DK 12
LT 10-15/
MONTH DAY YEAR
B. INTERVIEWER: DID R ENTER THE ACTIVE FORCES? (Q. 38, CODES 01-04)
YES.(RECORD DATE IN ROW A OF CALENDAR) ..... 1 16/

NO

teeeeteteteatstacatncrccnasscssovacnanes O

105. And on what date did you separate from the (BRANCH)? ENTER DATE IE3E.

L1 ] ]l ] 17-22/

MONTH .DAY YEAR
A. INTETRVIEWER: WAS R IN THE ACTIVE FORCES?

YES. (RECORD DATE IN ROW A OF CALENDAR,
DRAW A LINE FROM DATE ENTERED TO DATE

SEPARATED)
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DECX 12
5~22
While you were on active duty, did you complete trainin, for an
(M0S/RATING/AFSC)?
Yeg XX N NN (ASK A) XXX R l 2&/

No IR R RN R RERR NN NE NN XN 0

A. IF YES: What was that (MOS/RATING/AFSC)? RECCRD VERBATIM IN

THE MARGINS. OFFICE USZ 25-27/R
28-31/

107.

What type of discharge did you receive?

HONORABLE ..e.evaveccoascesooscsasnccsseas 1 32/
GEL’EML P OG0 8S PN IB SO ENSSOP ISR NSNSPERNINSEN R 2
UNDER OTHER THAN BONORABLE CONDITIONS .... 3
BAD CONDUCT (DCD) ccocososcccssacessssases &
DISHONORABLE ccecescsoccossascsscsccccscss I
WAS NOT FORMALLY DISCHARGED ceesasasscsecas O
A. Which of the reasons on this card describe why you decided to leave
the (BRANCH)? CODE ALL THAT APPLY. ’
HAND A. Lov pay and allOWanCes ..csseeesscssccsccscssassncsosassesnes 01 3334/
CARD B. Better civilian job OpportURilies .veecesecescsscsccsocassssss 02 35-36/
G C. Reduction in military benmefifs ..ccuieevecenncsccsenncacsacaes 03 37-38/
D. Decline in quality of military persomnel .......cc.ecevveeees 04 3940/
E. Unable to practice my job SKills siceescececsassanscssscasses 05  41-42/
P. Bored with my jOb OT OCCUPALION ceveesessescasssssscscevssaes 06  43-44/
G. Don't like my job OT OCCUPALION seeveeeeracsccscesnssavsenase 07 45-46/
4. Plan to continue my education or to use G.I./VEAP benefits .. 08 47-48/
I. Not eligible £o 2enlisSt seiseececccseccrsasasasaccenassssnses 09 4950/
J. Dislike location of my 288ignments ceieeieceerooscevacssoseas 10 51-52/
K. Didn't get desired type of training .eceeeecceceenseseseacesss 1l 53-54/
L. BHad to move £00 Offen c.cceeceesevsvescsvsscnsescscansnssssseecses 12 55-56/
M. Dislike being separated from my £family .eevsvssececsscsesocss 13 57-58/
N. My family wants me to leave the 8ervice ....coeeeeceseesescss lb 59-60/
O. Disagree with personnel policies c..eeeeveccerecsesessesasnss 15 61-62/
P. Discrimination against military personnel based on race ..... 16 63-64/
Q. Discrimipation against military personnel based on sex ...... 17 65-66/
R. Discrimination against wmilitary personnel based on rank ..... 18 67-68/
S. Other (SPECIFY) 19 £9-70/
DOH'T RNOW ©iuetriuneaanaenncncanssnnssnsconccnsnnnssessassss 98  71-72/
108.

Taking all things cogethgr,_how satigfied (are/were) you with the (MOST
RECENT BRANCH)f—vgry satisfied, sowewhat satisfied, somewhat dissatisfied,
or very dissatisfied?

Very satisfied

S |

Somewhat satisfied 73/

sereenees 2

Somewhat dissatisfied ...... 3

Verwy disgoninfind




e et e e

5-23 DECK 12

109. INTERVIEWER: IS R CURRENTLY ON ACTIVE DUTY IN THE AC.IVE FORCES?
(Q. 47 = YES)

YES vevcecoes (ASK A) vevenvesenee 1 74/
NO ..... (GO TO SECTION 6) ....... O

A. IF YES: Now we would like to ask you some more specific questions
abour your current military job.

SKIP TO SECTION 6, Q. 20




