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' ABSTRACT
% This thesis examines minority participation in the Navy
& officer corps, 1973 to 1983. Some comparisons of the expe-
¢ riences of white d2fficers, and of the officer corps of other
0 services, are introduced as yardsticks for the Navy minority
§ experience. A brief history of minority military participa-
bt tion prior to the inception of the All-Volunteer Force (AYVF)
’ is presented. Demographic trends observable within the
$ American population are presented 2and compared with planned
I manpowver requirements for the next <%3pn years. A brief
§ description of minority experience in the Navy dfficer Corps

duripg the AV? era is presented.

A comparison of sources of eantry of minority officers

% into the military, and how the Navy differs from the other
? services, as vell as the significance of such a difference,

are presented. An examination of perceptions and career
b intentions of wminority officers in the Navy and how they
N differ from those of minorities in other branches of the
A service are presented.
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I. INTBODUCTION AND BACKGROUND

A. INTRODUCTION

In 1976, the Department of Defsanse (DOD) concluded that
institutional cracial discriaminatisan and discrimination
against ethnic minorities had existed, and continued to
exist, in all branches [Ref. 1] There is some evidence to
suggest that this discrimination continues today in a subtle
manner and probably is most visible in the composition of
the officer c¢corps of the service.

The significance of racial discrimination 2xisting in
the officer ranks as opposed to such discriminaticr existing
in zhe enlisted forbe, lies in th2 control *hat officers
have within the pilitary institution. Organizational
changes in the military are maje from the top downwards, not
from the Dbottom up. Thus, elimination of discrimination
must occur at the top first, if that elimina<ion 1is %o be
permanent.

Using any of three of the more common measures of "equi-
table representation®"--i,o,, <the minority percentage of the
general population, the minority parcentage of the enlisted
force, and the wminority percentags of the ‘'sfficer poten-
tial' pool of college gradunates nationvide--none of the
services have achieved proportionate representation after
ten years of the All-Volunteer Porca, 9ither in distribution
across occupations or in total numbars of minority cfficers.
Two services, +he Army and <the Air Force are approaching
equitable representation with regard to the percentage of
the minority 'officer potantial' pool. The Marine Corps has
also made siynificant progress towards this target. The
Navy, however, resains farthest from this and all other
measures of "equitable"™ ainority officer represantation.

1"
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None of the services has achiaved proportionate racial
distribution in the middlsa or senior grade ranks. This is,
at ieast pactly, a function of tia2. - The 1length of time
needed to "grow® aminority officers eligible for promctica *o
senior ranks still exceeds the period which has passed since
tha initiation of increased efforts to recruit minority

accessions.

The overall participation rates of minorities, in the
military, bave been improving since the 1970 s2exteansion of
BExscutive Ordser 11246 (rejuiring affirmative action as well
as saqual opportunity) +> cover the Department of Defense.
This improvement has beer almost antirely due to “he great
increases in the amainority composition of the enlisted force.
(Paralleling the situation in the officer ranks, th2 Navy
lags all other services in minority enlisted participationm,
exc2pt in Asian-American amd Pacific Islander participation
rates). Except for the Navy, tha participation <rates of
miporities in all services greatly exceeds that of the
minority percentages of the general population.

The importance of accomplishing higher racial represen-
tation rates arises both from questions of social equity and
from an analysis of futurs Navy manpowar requirements. This
thesis deals only with the latter issue. Given the
increasing manpower needs of the Navy and the changing
proportions of the recruiting pool, it is clearly 4ir the
Navy's best interest <o 40 a much better Job >f attracting
minorities. The Navy cannot affori to ignore a population
that already constitutes 16 percent of the general popula-
tion, and is growing at a much faster rate than the general

population.

12
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B. BACKGROUND - HISTORY OF MINORITY PARTICIPATION POLICIES.

Por mcst of its history, the nation's military has been
a professior reserved for white Amaricans. The perscnnel
policies have airrored the racial prz2judices prevalent in
the rest of society. This has been nmodified only when
forced by circumstances and only for as 1long as such
circumstances prevailed.

Effectively, military planners accepted ainorities as
laborers with reasonable frequancy, but allowed participa-
tion in enlisted combat roles only 3uring times of great
crisis and discontinued such participation as quickly as
possible, after the crises had passed. With the exception
of a very few chaplains and coastal pilots, no professional
or officer eaployment of minoritias was practiced by <+he
military prior to World Wwar II.

1. Revolutiopary ¥ar to the Korsan Conflict

L 4

The purpose of the militia during early Colonial
times wvas *o defend domestic order. There was no limit
placed on any males, regardless of race or econoaic status.
However, by 1639 fear of training fature black rebels led to
the adoption of lsgal provisions excluding blacks from mili-
tary service in Vvirginia. Massachusettes and Connecticut
followed suit in 1656 and 1661, respectively. Other colo-
nies restricted black participation to musician, laborer and
other auxillary functioms. Periodic Adifficulties with the
Indians and Prench forces caused teaporary exceptions ¢t¢o

ot R T

.' n
e

;; this policy, to relieve aanpower shortages to aeet specific
ﬁ crises.

Ei The Revoluticnary War, vhich lacked the support of a
22 considerable portion of the white population, caused a
%f severe shortage of sen willing to fight for independence.
i Tha initial racruitment of militiamen for this conflict took

-l
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men from all races and classes vho could be induced to join.
In 1775, however, the fears of slavehclders forced
Washington to proscribe new enlistrents of blacks. Those |
blacks already on duty were allowed to .renain. Loose
enforcement of this ban allowed the use of blacks to serve
in place of whitas, and active racrui+ment of blacks was
carried on by various units in spitz of it. Ultimately, the
Continental CJongress sanctioned black recruitament, and
approximately 5,000 blacks served with the colonial forces
{Ref. 2].

No blacks were formally authorized to serve in +he
Quasi~War with France in the 1790's or in the War of 1812.
Several did serve without such official sancticn. Other

i
1
i
!
;

minorities vere of insignificant numbers to matter during
this period. The large influx of Hispanics occurred after
the acquisitisn of Texas, California, the Louisiana Purchase
and Plorida, American Indians w2re largely regarded as
enemies of tha new republic and thaus not considered candi-
dates for enlistment, apart froa limitad use as Aray scouts.
Also, the Army and Navy of the United States during the
years between 1814 and the start of the Civil War were small
enough that minority sanpower was not crucial. The Mexican
War placed the only significart strain on the military, and
even this wvas easily handled by the rapidly growing white
population.

The Civil wWar allowed blacks to resume legal parctic-
ipation in wmilitary service, ard in combat bearing aras.
Initial concerns about border state 1loyalty kept Lincoln
from openly allowing the use of blacks. At the unit levels,
hovever, coamanders took in blacks to meet manning require-
sents without regard to the official position of the govern-
ment. After the issuance of the Emancipation Proclamation
in 1863, active recruitment of blacks wvas conducted by all
Union states. "Colored™ units vere formed and led by white

14
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officers. This marked the start of unit segrasgation by race
in the @military. By the end of the war, blacks made up
nearly 10 percent of the Union aArmy. Blacks wera not
admitted to either of the two services as officers. However,
this war saw the use of blacks as coastal, river and harbor
pilots by the Navy. While not accorded commissiored rank,
service as pilots marked the first time blacks were offi-
cially regarded as professionals by the United States
military (Ref. 2.

After the Civil war, black units were kept on active
duty and used oxtensively in the Iniian wars of the American
West. Blacks were used in all functional roles in both the
Army and Navy, except for the role of officer. 1In the Aramy,
tha segreqatéd units were maintainad. The Navy permitted
blacks +*0 serve withcut regard to segregated units. This
vas undoubtedly due @more to the impracticality of segrega-
tion aboard ship than to 2nlightened social awareness. This
situation continued until World War I. The segregated Army
units and black aeabers of the Navy fought in all major
conflicts during the period including the Spanish-American
War, the Philippine 1Insurrection, and the Pershing
expedition into Mexicc.

World war I startsd with tha2 percentage of blacks in
the wmilitary roughly equal to their percentage of the
general population. This remained so, throughout the war
because of the selective service process which was used in
filling manpower requiresents.Significantly, during this
conflict, the practice of using blacks primarily in service
roles (food service, quartermastsr, laundry and other
logistic duties) returned in both the Aray and Navy. The
black Army units and the black sailors in non-service

Ej ratings were kept on and their nuabers actually increased,
~ but the bulk of nevw black recruits found themselves in
; menial roles.

:
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Also during this conflict, the Navy began the -
recruitaert of Philippire nationals into service-related i
billets. This would lead, after the war, to a vir=ual halt "

in the recruitment of blacks into the Navy. Also, both the
Aray and the Navy excluded blacks from their officer corps,
vith only a handful of exceptions (mainly black chaplains).
The third service, the Marine Corps, then considered a more
integral part of the Navy than it is today, did not use
black recruits during the war and remained ‘white only' in
both its officer and enlisted ranks until World War II.

Following the Great War, the Navy informally
restricted the use of blacks to the steward and aessman
ratings. This was the first occupational segregation policy
insztituted by the Navy. Ships remained integrated, however
the practice of recruiting Pilipinos into the service
ratings greatly reduced the total number of blacks in the
Bavy. (An interesting side note to this practice is that it
continues today, with Philippine Nationals being recruited
into <the Wavy in all occupations not requiring security
clearances. It is this practice which has resulted in a
high percentage of ncn-black, non-Hispanic minority enlisted
members in tha Navy relative to the other services.)

The Aray maintained its segregated black wunits
during the years between the wars. The policy of an all-
white officer corps was kept by all the services. The
emerging air services, both the Aray Air Corps and the Naval
and HNarine Corps aviation branches wvere kaept completely
segregated prior to the start of World War II. Two aspects
of the military racial policies of this time, which shounld
be noted, wvere the existence of tha Army and Navy as sepa-
rate arms of the government and the different natures of the
tvo services.

The War Departaeant, containing the Aray, and the
Navy Departament each had cabinet lavel status and were not

»
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required to coordinate their individual personn=l policies.
Also, prior to the great expansion o9f the Navy during Wcrli
War II, <+he Navy was far more complataly a seagoing servica
than it is today. The Navy was ndt only smaller than cthe
Atmy; it was <considerably less in evidencs in normal
American society. The issue of integrated ships was at
least somevhat abstract t> the bulk of society, which had
lit*le contact with ships in general, and with the Navy in
particular. The Army, by contrast, wmaintained pos*ts ir
evary state and territory of the continental Unitsd States.
Soldiers, while no>t forming a part >f every coamunity, were
videspread geographically. This added to the pressure on
the Army to at least be cognizant of +the effect of
integration as vieved by the ron-military citizens.

The former factor, of the separate Army and Navy
Departaents, became important in 1940. During the
election, pressure from the black co>amunity forced President
Roosevelt <to stipulate personnel policy for the Wwar
Department, which had th2 followiny main points: (1) the
proportion of blacks in the Army would be that of blacks in
the general population, (2) black units would be es*tablished
in all branches (combatant and non-combatant) »o5f the Aray,
and (3) blacks would be adaitted to officer candidate
schools so that they could serve as pilots in black aviation
units [(Ref. 2]. This 1last point was the first deliberate
attempt to traipn blacks for duty as line officers in coabat
units.

This policy vas not implamented by the Navy or
Barine Corps, and the issue wvas n>t addressed by the Navy
Department until <the use of the draft was forced upon the
sea services in the latter half of 1942.

During World War 1II, 1limited integration of the
officer corps was achieved in all services. By the end of
th2 war, black servicemen had participated in all %‘heaters
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and in all rdles. However, the bulk of <them had been
relegated to non-combat units, and the goal of equaling th=
percentage of blacks in the general population was never
achieved by any of the services.

Duriny the war, the percentage of blacks in the Army
achieved a high-water mark of 8.7 percent (officers and
enlisted combined). The corresponiing percentages for the
Navy (4 percent) and Marine Corps (2.5 percent) were aven
farther from proportionats representation. Additionally,
although the integration of Army and Marine Corps units was
achieved in a few cases, segregation remained the rule in
most units. Navy ships continued to> be integrated with both
blacks (as officers and enlistad) 2and Pilipinos (enlisted
only) .

After the war, there was a significant tendency to
back-slide by the services. Sevaral things had changed
howaver, and this tendency wvas strongly, and successfully,
opposed by a nmore politically awvare minority population.
The armed services, now numbering four (wvith the addition of
the Air Porce), were gathered into 1 single department, and
personnel policies were 1ow appliad across the board. In
1948, Executive Order 9981 formally required equal opportu-
nity of treatment in the services. There was considerable
foot dragging, especially by the Aray.

Despite this resistance, it may fairly be claimed
that from this point on, the military stayed ahead of
society in gensral in creating opportunities for aminorities.
Discrimination had not ended, but it had lessened consider-
ably and formal policies 5f redress vere made available to
minority service meambers. The struggle now shifted ¢to
various forss 5f instituational discrimination against
minorities--such asthe lack of officer recruiting efforts on
the caapuses >f predoaminantly black colleges--which in large
part, reflected the current status quo in ssciety. The
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proportions of minorities in the oJfficer ranks amd in the
bstter paid and preferred enlisted occupations imprcved at 2
slow pace.

2. Koxea thrpugh Vietnaa

After Korea, slovw but steady progress was nmade. Ir
1954 the last all-black units were aither abolished or inta-
grated. During the Vietnam builiap, the proportiors of
blacks in the military steadily improved. Complain+s of
inequity came to center more oan the seolective service mecha-
nism and recruitment standarids. In sharp contrast to
pravious wars, black s2rvicemen bore a dispropcrticnate
percentage of the burdens of combat, includirg battle deaths
and injuries. Additionally, educated, healthy blacks tended
to disproportionately bear the brunt of military service,
relative to the entire black population.

Another unigue function of the military during this
period was its use by the government as a social tool in
rectifying inequities in society at large. The military was
sean as a path for advancement for disadvantaged members of
society. It was particularly useful as a means to prcvide
better employment and training opportunities for minorities.
As part of the "War on Poverty", Project Jne Hundred
Thousand (an essentially social prograa, involving the
recruitaent of 100,000 people from the disadvantaged
segments of society per year), was created by President
Johnson. This resulted ia the enlistment of 245,000 people
ovar a three-year period,  who otherwise would have been
excluded <from ailitary service for sub-par edcuational
achievement. Forty percent of this group was black.

As racial tensions increasel in society, <the mili-
tary began to experience violent racial incidents in the
late sixties and early seventies, running about five years
behind society in this regard. Thess incidents had only 2
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minor impact sn military operations, but did sigrify that

the military had 1lost its vanguard position in the ar=a of
.equal opportunity for minorities. Society in general was
now advancing at a faster rate than the servicess.

3. Post Vietnas

After the Vietnam War, the implementa%ion of affir-
mative action, as wvell as equal opportunity programs helped
to reduce discrimipation 4in the 2nlisted ranks. This
process continued through the start of the All-Volunteer
Porce (AVP) and applied to all minorities. The one very
noticeable area where little prograsss was being made was ia
the officer ranks. It is also 3uring this period that
significant numbers c¢f Hispanics bejyan to join the services.
There begin t> be two sizeable minorities in the Army, Air
Force and Marine Corps, and three in the Navy which has
retained the practice of enlisting Pilipinos and therefore
has a large parcentage of Asians/Pacific Islanders.

Bxcept in this last group, the Navy begins a+ this
point (1973, the start of the AVF) to be left behind by the
cther services in attracting and retaining minorities. This
is especially true in the Navy officer corps. The ranks of
Navy enlisted ainorities grew more slowly than did those of
the other services, and still (as 2f 1983) ar2 far smailer
than the Defense Department averages. However, by 1983, the
Navy has achieved roughly the same proportion of enlisted
minority accessions as exists in the general population (12
percent).

C. SUBHEARY

This <thesis examines the period from 1973 <to the

present. This period starts three ysars subsequent to the
initiation of affirmative action programs and covers the
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vhole of the All-Volunteer Porc2: era. This examination is
limited to details of minority participatior 1in the Navy
officer corps. Some comparisons, ralative t5> the experi-
ences of white officers and relativa to the officer corps of
the other services, are introduced as yardsticks for ths
Bavy minority experience.

Chapter One presents a brief history of minority partic-
ipation in the United sStates Armad Porces prior to the
inception of the All-Voluntser Porcs.

Chapter Two preseats observable demographic trends
vithin <the general American populatiorn and compazes them

S A e - - - -

with planned Navy manpower requiraments for ¢the next ten
years.

Chapter Three presents a brisf description of the
ainority experience in the Navy officer corps during the all
vclunteer Bra, 1973-1983., This includes som2 comparisons
vith the experisnce of the other services.

A o o

Chapter Four presents a coamparison of sources for entry
by minorities into> +he militaryofficer corps, and how the
Navy differs from the other servicas in this regard, as well
as the significance of such a difference.

Chapter Pive presents an examination of the perceptionms
and career intentions of junior officers in all branches of
the military and analyzes how the pa:captiohs and intentions
of ainority officers in the Navy dJdiffer from those of
sinority officers in the other services.
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II. BANROSER BEQUIREMENTS AND RELEVANI DEBOGRARHICS

This chapter examines the increases in the Navy's deamand
for manpover and the changing natur2 of the supply of avail-
able manpower in American society. In particular, the
planned growth of the Navy officer ranks and the 'shrinking
pool' of potential officer candidacas is addressed; as well
as the growing minority propoertion of that 'shrinking pool!'.

A. HBABPOWER REQUIRENENTS

7'2 main driving force behind ainority participatiom in
th2s military in the past has been the need for sufficient:
manpower to meet military crises, or white shortfalls during
timas of peace. The issue of equitable treatment for minor-
ities has been either ignored (as it was throughout the
pra-Civil War period) or relegatel %> secondary considera-
tion. Today, even though equity has become an important
consideration, and indeed continues %o grow in importance,
the requirement for pmanpovwer still s2xerts a decisive force
for equal opportunity. The serviczes require large numbers
of recruits sach year to maintain the largest peacetime
military force in our history. Th2 end-strength of active
duty personn2l for all of the Dspartment of Defense is
planned to grow by 10 percent, from 2.07 million in FY 81 to
2.29 aillion in PY 87 (Ref. 3].

1. ZIhe 600 Ship Navy

The Raagan Administration has committed itself to an
activist foreign policy and to a buildup of the Natioa's
defenses. A major part of these coamitments is the creation
of a 600 ship, fifteen battlegroup Navy, by 1990 {Ref. 3).
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The Navy vill grow by 15 percent, from 527,000 to 607,00C in
end~- strength over the six-year p2riod starting in FY 81,
This substantial growth in naval forces will :increase ths
Navy's demand for manpower. Throughout the remainder of *he
decade, the Navy must compete successfully in the labor
market to attract a growing number 5f recruits ard to retain
qualified personnel. Additionally, the ongoing moderniza-
tion of the Navy and its increasing reliance up>n high tech-
nology sys+teas has caused the dJemand for top quality
recruits <o grow even faster than thes overall 3zamand.

Similar trends in civilian, and federal agencies,
are also making the retenticn of high gquali*+y personnel an
increasing problen. This is espacially critical in the
officer ranks. The last ten years have seen a dramatic
shift in emphasis on engineering 2aad hard science education
requirements for sfficer candidates. As outlined below, the
pool of young (under 30) college-trained aminority people is
still small. The members of this pool who have received a
technical education are few in number, and auch sought after
by industry as well as by the other services.

2. Department of Defense Expapsion

The expansion of the Army, Air Force and Marine
Corps and the resulting competition for gqualified officer
candidates is the second most important factor, after the
increased need of the Navy itself, in complicating the
problem of iamproving minority officer participation. is
oi1tlined belov, these services will also be trying ¢to
increase <their ‘'catch' from the small pool of potential
ainority officer candidates.

The cutlook for the Army throughout the remainder of
the 1980's is for an expansion of end-strength of only 3
percent, from 781,000 in PY 81 to 807,000 by FY 87. This is
the smallest percentage increase o5f any of the services.
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'?‘ Hovever, at the same time, the Army is greatly increasing
. : its level cf technical sophisticasion. The Army maintains
14 the largest Reserve Officer Training Corps (ROIC) presence
N on civilian campuses and devotes the greatest amount of
;& money and resources c¢f any of th3s services to recruiting
N college studants into its officer training ©programs.

3 Additionally, it can point to a significantly better record
'§ than the Navy's, 2f minority progrsss up its officer rarks.
-

The Air Porce will experiance the largest growth
both in percentage and total numbars over the next several
years. This growth will be especially competitive with th=
goal of improving the Navy's minority officer participation,
in that the Air Porce is the most ">fficer intensive®™ of the
services. Overall, the Air Forca expects to grow by 18
percent, from 570,000 to 670,000 by 1987. Additionally, the

g
RN
Ay

,__
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S? Air Force has traditionally enjoy2d higher retention rates
§ than the ctger services and, 1like the Army, can boast a
. better record of ainority progress than the Navy in the
officer ranks. The Air Force als> possesses a larger ROTC
:_ presence on civilian campuses than tha Navy. Morecver, the
- Air Porce will be competing directly for the technically-
y trained offizer candidates <that the Navy is <+rying to
g attract.
€§ The Marine Corps expansion, wvhile only 7 percent
vf (totaling 22,000 by FY 87), has particular importance for
g the WNavy's racruiting drive. In the critical acea of
- officer recruiting, the Marine Corps is the major coampetitor
t? for Naval Academy and Naval Reserva Officer TrIraining Corps
Ef (NROTC) graduates. Although the Marine Corps has done
EE . tetter than the Navy in ainority officer participation, it
o still will be trying to improve its performance. Since the

" l‘.‘l

L)
NS

Marine Corps competes directly for the most select pool of
potential Naval officers (those who have shown strong enough
interest to join NROTC 5r the Acadeay and have met the
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requirements) i+ too will be an impediment in Improving
minority officer participation rates in the Navy.

TABLE I
Planned DOD Growth PY 1981-87

{figures in thousands) y
SERVICE FY81 PY82 PY83 PYBU PYS5 FY86 FY87 %chg }
Army 78 1 784 7182 783 791 799 807 3
Navz 529 542 560 576 591 601 607 15
gsSH 19 1 192 195 197 199 201 203 7
USAF 570 581 593 617 639 653 670 18
DOD 2071 2099 2130 2173 2220 2254 2287 10

not2: Navy numbers exclude TARS (reserves on active
duty for training and administration of rCesarves)

Source: Military Manpower Task Porce, October 1982

TABLS II
DOD Growth Achieved as >f 31 HAR 83

Service Amount %Chj %Plan
(in thousands)

Aray 78 -- -
Nav 55 5 34
UsH 199 4 61
USAP 592 3 22
DOD 2127 3 26

Source: Defense Almanac,
September 1983

Table I presents the planned growth of each of the
services for the period, and taple II shows the growth
achieved as >f 31 March 1983. The column in table II
labeled 'Percent Plan' mea sures th2 amount of the plarned
increase which has been reached by each service as of 31
March 1983. Por exaaple, the U. S. Marine Corps has grown

P SIS - YN YN
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by 4 percent since 1981. This represents 61 percent of the
total growth which is planned for ths Marines by 1987. The
listipgs of not applicable for thz Army reflect <that ornly
negligible érowth was planned for the Army by 1983. The
tulk of Armay growth, as shown in ¢table I, is to come in
fiscal years 1984 through 1987.

TABLE III
DOD Officer Ranks: 31 MAR 1983

Service Number %X of Total Force
(number in thousands)

Army 104 13.2
Navz 67 12.0
gsu 19 9.8
USAF 103 17.5
DOD 293 13.8

Snurce: Defense Alganac.
Septeabar 193

TABLB 1V
Officer Corps Growth PY 8187

Service Amount %¥growth
AT J
a5k 19}880 13
gsMC 2,000 11
(hon-Bavy Total 23,000)
Navy 20,000 30

ndte: Xgrowth based on PY 81 totals

source: uilitarz Manpowar Task Porce,
OCtober 1982

The overall requirements for growth shown above

include both enlisted and officer raquireaments. The Navy's
problem is evan more acute when the focus is narrowed %o
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officer growth alone. Table III depicts the size of the :
officer ranks relative to the entire force, and <table IV
shows the plaaned growth in those ranks. I+ is notewcr*hy -
that the two sea services have smallar ratics of officers to E
enlisted personnel than the other two services. This gives S
greater visibility to »officers in +these services and &
increases the importance of improving wminority representa- s

tion among the officer ranks. Also, given a relatively
smaller officer corps and 3 greatar opportunity for growth,
it should be easier for the Navy to achieve more
proportiocnate representation.

As shown ia table IV, th2 Navy's regquiremen+ for 3
additional officers is n2arly equal to that of the rast of ]
the Defense Dspartment combined. Also, it should be noted
that the Navy typically recruits approximately 10 percent of

its officer <corps each year, *o replace leavers. This
factor has held even during the ralatively good cetention
achievements of the past three y=ars. Without continued

gqains in retention, the twanty 20,000 new officers will come
as additions to the normal turnover, which prssently aver-
ages between 5,800 and 7,000 annually. As of 31 March 1983,
the Navy had achieved a total officer corps of 67,062, up
1,180 from the starting lsvel of 1931,

The large amount of growth planoned £o5r the Navy
officer corps, relative to the other servicss, is ianflu-
enced, at least in part, by the =2xpected expansion of the
Battle Pcrce to fifteen battle groups. This entails the
construction and speration of <two additional battle groups,
each built around a carrier and its air wing. Carriers and
air wvwings ars particularly officer intensive units, as
compared to typical Army or Marine Corps ground units, and
the +training pipelines for thesa units are alsc very
officer-intensive.
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The requirements of Americarn icdus<*ry for

P R )

college-educated minority a2mployees has grown. All civilian
firms dealing with the federal government and with many

LRV

state and 1local governments must show coampliance with
fedsral regulations regarding equal opportuni*y ard affirma- .

tive action. Additionally, politizal and econdsmic pressure
from the minority segments of the pirpulation have influenced
industry to seek out and hir2 qualified racial and ehtnic
minorities. Civilian firms are a wmajor source of competi-
tion with the gilitary for college-edacated and
technically-eiducated minori ties.

The problems mentioned abov2 also apply <+=¢ the
recruiting of vhite officer candidates and enlisted
persornel. As shown below, the dzclining number of white
eligiblas relative to the numbers 5f minorities entering the
18-24 age group give an added wurg2ncy to *he problem of
improving minority participation.

B. RELEVANT DENOGRAPHICS

Since 1900 the population of tha United States has grown
from approximately 76 millicn to 226 million, with most of
this growth (71.4 percent) occurriny since 1940. As shown in
table V, the minority percentage in the past thirty years
has grown from roughly 10 percent of the total population *o
14 percent and is expected to approach 18 percent by the
turn of the century.

One potentially mislesading aspect of table V is the
mathod of accounting for Hispanics as a unique minority.
Through the 1970 census, Hispanics were not counted sepa-
rately. Persons of Hispanic origin may be of any race and
vere included mainly in the white category, wvith some being
carried under black and other categories. Beginning in

1980, Hispanics have come to b2 1listed in a separate
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subcategory, but are counted mainly ian *he tother' category,
with some remaining as before in th: black group.

TABLE V
Racial Coaposition - U.S. Popalation (1980-1980)

Selected Years

Year . Total XWhite ABlack %dther
(in thousands)
1940 132, 165 89.6 9.7 0.7
1950 1;1,326 89.3 9.9 8.9
1960 179, 323 88.6 10.5 .9
1970 203,212 87.5 11.1 1.4
1980 226,546 85.9 11.8 2.3
Source: Bureau cf Census

Within *he general population, howaver, the military is
primarily interested in the pool 5f young men (and *o a
lesser 2xtent, young vomen) betwsen the ages of 18 and 24
years. It is from the portion of this pool, <consisting of
persons qualified for ailitary servicse, tha+ nearly all of
th2 recruits into the military are drawn each year. In this
segment of the population, tvo important +trends have
developed since 1970. As shown in table VI, the input into
this pcrtion on the population peaked during 1975 anad has
decreased steadily since then. Additionally, the percentage
growth of minorities in this age group has exceeded <the

-percentages of minorities in the ganaral population. An

iamediately apparent implication of +hese two trends,
coupled with the need of the military to expand, is that the
recruitment J5f increasing numbers of wminorities wmay be
necessary.

In addition, table VI shows that the overall popula-
tion of 18-24 year olds is projactad to decline by 21
percent over the next twelve years. Two other trends also
have an infiuence on this pool: the increasing proportion of
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TABLE VI
U.S. Population by Age and Sex - Szlacted Years, 1960-1995

(numbers in thousands)
Age Range (years) and Sex

year 4 - 17 18 - 21 22 - 24 18 - 24
c—e= nale female male female male female total
1960 5,683 5,536 4,810 4,745 3,284 3,289 16,128
1970 8,108 7,816 7,444 +2795 5,007 4,986 24,712
1975 8,722 9,“06 - 8,454 8,220 5,683 5,648 28,005
1980 8,226 ¢910 8,903 8,621 6,440 6,373 30,337
1983 - - - - - -- 30,055
1984 - - - - - -- 29,476
1985 - - - - - - 28,715
1390 -- - -- - - - 25,777
1995 - -— - -- - -- 23,684

Source: Bureau of Census

minorities in this group and the changing ethnic mix of
college enrollments.

Census projections for age groups by ethaic origin were
not readily available. Tables VII and VIII compare the 1980
ethnic composition of 18-t> 24-year-old group and tha 10-to
14-year-old group. While not an exact projection, the
composition of the 10-14 year old g3Jroup does give a reason-
able indication of <the trend <towards a greater aminority

representation in the 18-24 year group over the next several
years, excluding migration effects.

Note: Tables VII and VIII are based on the 1980 census.
This census counted persons of Hispanic origins as members
of specific racial groups (ie., white, black, Native
American, etc.) and as a saparate 2thnic groap. Thus, the
figures and percentages shown in tha *ables will not add up
to 100 percent.

The enrollsent mix of college students is shown in table
IX, and high school enrollment percentages in table X. The
trend toward a greater availability of educationally quali-
fied minorities and a slightly lesser availability of
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TABLE VII
Bthnic Composition 18-28 Age Group (1980)

Ethnicity nuaber (in thousanis) parcentage
e emcm——- both sexes males both sexes pales
White 24,294 1 23 80.4 1.
th,ack 3:31u %:%85 3%:¢ 33:2
a;spgnic 2,240 1,158 T.7 7.7
Amerind 216 108 0.7 0.7
Asian 439 219 1.5 1.5
To+tal Minority 6,809 3,370 22.7 22.4
Overall Totals 30,022 15,054 100 100

note: percents and totals 4o not add up due to
roundirg and double countiag of Hispanics.
Source: Bureau of Cansus
TABLE VIII
Ethnic Composition 10-1& Age Group (1980)

Bthnicity number (in thousands) parcentage
-------- both sexes males both sex2as males
White 14,461 7,408 79. 79.5
Black 2:69‘;’ 1,344 1a:3 14.8
H;sganic 1,47 747 8.1 8.0
Ameringd 156 79 0.9 0.8
Asian 280 144 1.5 1.5
Total Minority 4,584 2,314 25.1 24.8
Jdverall Totals 18,242 9,316 100 100

note: gercents and totals do not add up due to
rounding and double counting of Hispanics.

Source: Bureau of Cansus

qualified white candidates is clear. This r2~emphasizes the
need for the Navy to improve i¢s record in minority officer
participation.

As showr above, the wminority proportion of college

S: enrollaent has grovwn from 11.7 percent to 15.2 percent
;{ during the first nine years of the AVP. Table X, shows +hat
@
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this trend is continuing 4in the high schools, wvhere the
proportion of blacks and Hispanics has riser frem 17.7
percent to 21.5 percent during the sam2 period.

" The data shown in +ables IX and X offer an indirec:
indication of the fact, that in addition *+o struggling to
ccaply with equal opportunity 2and affirmative action
legislation, civilian employers will be finding young hires
of any ethnic group imcreasingly scarca. Also, colleges may
well be scraabling to maintain enrollments. The various
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efforts of employers and higher education o attract membsrs
of the smaller 18-24 year old group will directly increase
the cost to the military of attractinj these same people.

TABLE IX
Collegs Enrolla=ants

Year ----- number (in thousands) percentagg
~-== Total White Black isp White "Black isp
1973 8,298 7,324 684 290 88.3 8.2 3.5
1974 8,949 7,781 814 354 86.9 9.1 4.0
1975 ¢ 875 8,516 qug 41 86.2 9.6 4.2
1976 10,133 8,644 1,062 427 85.3 10.5 4.2
1977 10,333 8,812 1,103 418 85.3 10.7 4.0
1978 9,91 8,514 1,020 377 85.9 10.3 3.8
1979 10.131 8,799 1.8 ; uag 85.8 2.9 4.3
1980 18,3 3 8,875 1, 44 85.9 9.8 4.3
1981 10,805 9,162 1,133 510 84.8 10.5 4.7

Source: Bureau of Census

Of particular interest to the Navy's aindrity officer
recruitaent efforts are the nuaber of minorities who actu-
ally complete the requiraments for a bachelor's degree and
the nusber of such people who acquire bachelor's degrees in
technical areas. Table II provides such data for 1975-1979,
for black and Hispanic graduates.

The extramely low percentages of technical degrees
obtained by blacks and Hispanics have special significance
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TABLE X
Righ School Enrollaments

Year =--=--~ nunber (in thousaands) _ npercentage,
--== Total White Black Hisp White Black Hisp
1973 15,893 13,091 2,044 758 82.3 12.9 4.8
1974 16,114 13,073 2,125 916 81.1 13.2 Se7
1912 6,371 13,224 2,199 948 80.8 13. 4 5.8
1976 16,404 13,214 2,258 932 80.5 13.8 5.7
1977 16,407 13,152 2,327 928 80.2 14.2 5.6
1978 16,041 12,897 2,276 868 8Q.4 14.2 S.4
1979 1?,7&8 12,523 2,285 920 79.9 14.3 5.8
1980 15,304 12,8 6 2,200 1,048 78.8 14. 4 6.8
1981 15,360 12,062 2,168 1,130 78.5 14.1 7.4

Source: Bureau of Census

TABLE IX
Binority Bachelor Degras2s 1975-1979

Bachelor Degrees Conferred
(totals in hundreds)
Year Black Hispanic Total

e BLES B R I

% Bachelor Degrees Ccnferreid thait are Technical

Year Black Hispanic Total

1975-76 28 (.3% 19 (.2 831 9. 0%
1976-717 27 (.3% 14 .Zzi 804 19.0 i
1978-79 31 {.3%‘ 23 {.3 902 ( 0.0;

Sourze: 0P-~130D

relating to the ROTC prograams. Sinse 1976, the ROTC program
has required that 80 percent of <the students on full
scholarship must major in engineering or hard sciences. The
Naval Acadesy has a similar requirsaent.

The last 1emographic measure important to the issue of

minorities in the mailitary is the continuing lov position of
pinorities on the socio-economic ladder. The most
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frequently used measure of this phenomensn is the

unesployment rate of minorities. Table XII comparsas this
rate for the largest minecrity, blacks, with “ha¢t of whites
in the critical 18-24 year old group.

TABLE XII
Unesploysent Rates by Sex, Age, & Race, 1982-1983

Total White Black
SEX-AGE 1982 1983 1982 1983 1982 1983
ALL 18-19 21.6% 21.7% 18.4 18.1 49.1% 48.3
ALL 20-24 14.5% 15.1% 12.&% 12.6% 29.7% 32.6%
MALE 18-19 « 1% 2.2% 19.6 18.2% 49.3% 49.3
MALE 23-2:: %g.ss %6.%% 13.6§ 14.2% 30.0% 32.3:’:‘
PEM 18-19 20.u% 1. 1% 17.1% 17.9% 48.9% 47.1%
Source: U. S. Dept. of Labor, July 1983

The uneamployment situation for other minorities is less
easily captured due ¢to such factors as the uncertain
counting of Hispanics and the difficulty of establishing
cziteria for job searching status for illegal immigrants and
resarvation Indians. Hovwever, the poor comparison with
vhite unemployment rates, similar to (if less extreme) than
the blacks, sesas to hold true for Hispanics ard Native
Americans.

Asians and Pacitic Islanders present difficultiss of
measurement vhich stem from the dJdiverse nature of this
group. This mainority is made up 5f large, well-established
groups, such as the American~Chiness and Nisei Japanese, and
nevly arrivel immigraats, such as the Vietnamese boat
people. Unemployment ratas vary wiialy across these groups.

One aspect of the unemployment is reasonably safe ¢to
generalize about--that is, the rates for the various ainori-
ties will very 1likely continue t> exceed that of white
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Americans for the next sevaral years. High civilian
unsmployment rates usually result in increased applicatiosns
for military enlistmert, 3as indiviiuals who would othzrwise
seek civilian jobs turn to> the military as a second choicse.
therefore, within the 'shrinking pdol! of potential officer
candidates, the aminority segment should be somewhat easier
to attract than their white cohorts.
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III. NINORITY OPPICER RARTICIRATION,

The Selective Service was th2 overriding dsterminan*
affecting the composition of the armed forces from World War
II through 1972. While careerists wesrs volunt23rs (at least
from the point 5f deciding to remain in the ailitary)
throughout this period, first tarm enlisted and initial
obligation officers wer2 a @ixad group of draftees,
draft-induced volunteers and unaffactad (true) volunteers.

Since January 1973, all entry into military service has
been entirely "voluntary", in the sense that *here is no

longer ccmpulsory service. Extensions of military secrvice
beyond initial obligation have ba2en voluntary, although
there still exists the possibility of involurtary extension
of active duty to six years after a voluntary entry into the
service, rega:dless_of the initial zontract len3jth.

This chanye in accession policy has had a significant
impact on minority participation rates. Enlisted minority
par+icipation increased from 11 percent in 1970 <%o 17
percent in 197S. Additionally, there was a 'skimming the
cream' effect within the black comaunity. As a result of
service selection criteria, those 18-24 year 5ld blacks who
did join wers better educated <than the average 18-24 year
0ld Eklack and also came from an above average black
socioeconomic background [Ref. &4].

Interes+ingly, while blacks rapidly became overrepre-
sented within the Departmant of Dsfense, in relation to
their percentage of the general population, Hispanics,
Asians and other minorities have continued to be slightly
under represented. This last factor sarves to highlight the
minority representation axperience within the Navy, which
has been scmevhat the reverse of that in the Army a2ad the
Alr Porce.
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A. HINORITY OPPICER STATUS AT THE START OF AVF ERA

With the nearly simultaneous ending of the Vietnam war
and the end of the military draft, all the armed services
found themselves coqpeting for recruits into their officer
training programs on the open marka2t. The mandated require-
ment for affirmative action to increase the participation
rates of  minorities also complicatad the recruitment
problem. There was one mitigating factor: the services were
reducing manring, from their wartim2 lavels. Por the £irst:
two to three years of the AVP, this reduction helped to ease
both the <+ransition into the -noa~-draf*t -environment and
increasing the minority participatisn rates.

TABLE XIII
Binority Percents of Officer Corps by Branch, 30 June 1973

Service Minority Black Hispanic Other
Army 6.9 4.0 1.5 1.4
Nav 2.4 1.0 .8 .6
Usa 3.7 2.0 1.2 .6
gsSKC 3.4 1.8 «3 .8
DOD 4.5 2.4 1.2 .8

note: percents are lipited to commissioned
(offfcegs, varrant offgcers not included.)

Source: Defenss Man ougg Data Center,
Monterey, California

At the beginning of this perisd, the services varied
widely 1in the degree and distribution of their minority
officer participation. As shown, the Navy trailed all other
services in its overall minority officer participation and
differed in the distribution of thdse commissioned minori-
ties vhich it did have. Table XIII and table XIV provide
fsnapshots? of each of the servicas on 30 June 1973 and ten
years later, on 30 June 1983.
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TABLE X1V
Minority Percents of Officer Corps by Branch, 30 June 1983

Service Minority Black Hispanic Other
A 15.0 9.0 1.2 4.7
Navy 34 2.8 14 307
Usa 9.5 5.2 1.9 2.4
UsMC 6.0 3.9 1.1 1.0
DOD 10.5 5.8 1.4 3.4

(notg: percents are limited to commissijned
officers, warrant officers no* included.)

Source: Defense uangower Data Center,
Monterey, California

While *hese snapshots dc not provide rigorous grounds
for a statistical analysis of +*he ainority officer recruit-
ment policies of the services, <they do serve as a baseline
against which to @measure minority participation in the
officer ranks and as indicators of the ex‘em* o which each
service has managed to improve its standing in this regard.

It can be s2en tha*t while the Navy has increased its
percentage of minority officers, it has remained distinctly
below the Department of Defense average. The Navy, in
contrast to the other services, has achieved a disprcpor-
tionate amount of its growth from among th2 ncn-black,
non-Hispanic ainority groups. Warrant officers were not
included in this- study becausa of the 1large differences in
+he numbers of warrant officers among *he services (which in
1983 ranged from over 14,000 in th2 Army to none in the Air
Porce) and the significant differences in method of entry,
into the warrant ranks, 2among tha three services which do
us3 wvarrant officers.

Figures 3.1 through 3.5 show the differing rank distri-
bution of minority officers by service. In each case, the
ovarall rank distribution and that >f each of three minority
groups, Blacks, Hispanics and all other minority officers,
are compared. The rank distribution of the entire
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commissioned portion of the Department of Defsnse i3 also
included for comparison.
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Pigure 3.1 Percent Distribution of Navy, 30 June 1973.
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non-black officers within the Army and Air Porca.
the Navy and 72 percent in

percent of the black officers in
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Pigure 3.5 Percent Distribution of DOD, 30 June 1973.

the Marine Corps

vere in the two lowest comaissioned ranks

in June of 1973. This is much higher than the 29 percent
black distribation found in those two ranks across all of
- the Department of Defense.
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The distribution of all minority officers was very
similar to +that of white officers in both the Army and Air
Force. Also the distribution of Hispanic officers in the

B &

._J:

af Navy and Marine Corps was similar t> that of white officers.
;35 Other minorities, ie., non-black and non-Hisparic, had a
b distribution skewed toward the two Jjunior ranks in +the
pee. Marine Corps, but they dii, in fact, followv the distribution
g; of all officers in the Navy in this regazd.

o

TABLE XV

o Percent Distribution Minority Officers, 30 June 1973 ‘
o ’

o Trtal .

Lo Branch Minority Black Hispanic Other All oOffs

D Aray 51.9 55, 1 42.8 55.8 33.7

.:-.‘ Nav 11.8 9.5 1“.2 1“.9 %2.1

.t USA 3109 31.0 36.9 55-8 8-3

:.:: R USHC u.“ “.u 6. 2.2 5.9

L. DOD 100 100 102 100 100

' note: percentages are limitad to commissioned

e ¢ officBrs: wartant Cericars®iotoisots edl)

Tl

N Source: Defense nanEower Data Center,

" Monteray, California

': The distribution of the total ainority officer corps
jg across the services relative to the proportion of commis-
ﬁg sioned officers assigned to each branch at the start of the
v AVP is shown in table IXV.

ﬁa B. NAVY OFFICER CORPS DURING AVF ERA

-

’§ Starting with a particularly 1low percentage of ainority
&> officers 4in general and both <the lowest and aost Junior
’: representation of black officers, the Navy has iamproved its
Y? own record during the AVP era, but has not improved relative
3

Eﬁ to the rest of the Department of Defense. AsS shown in table
i.'i XVI, the first four years of the All-Volunteer Porce sav an
T

3
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TABLE XVI
¥avy Binority officer Percants, 1973-1983

Year Black Hisp Minority Total Jffs
1973 1.0 1.0 2.2 62600
1974 1.2 1.0 2.7 60100
1975 1.3 1.0 4.0 58700
1976 1.5 1.0 4.0 57300
1977 1.8 1.9 3.7 60600
1978 2.1 1.0 3.7 60500
1979 2.2 1.1 5.0 59400
1980 2.4 0.7 3.7 60200
1981 2.4 8.7 6.6 61108
1982 2.8 -9 3.6 6270
1983 2.8 1.0 7.3 66700

(note: total officers rounded to nearsst
hundred, includes all commissioned officers
on active duty on 30 June of each year.)

Source: Defense uangcweL Data Center,
Monterey, California

increase of 85.8 percent in the total minority participation
rate in the Navy officer corps. @etention efforts and the
raduction of the Navy officer corps by more <than 5800 from
1973 to 1976 account for a part of this growth. Hovever,
tke larger par%* of this growth came from new @minority
accessions.

Pigqure 3.5 outlines the rise in the minority percentage
of officer accessions. With the exception of a small dip ir
1977, +there has been a steady increase in this area. An
interesting aspect of the growth 9f the minority officer
accassions is that more than half of the new ainority offi-
cers were not black. Bven though the black segmen+ made up
the bulk of the total minority population, blacks have aver-
aged only 39 percent of the total ainority input to the Navy
officer corps thus far during the AVP era.

As shown in figure 3.7, the non-black percentage has

been consistently near 60 percent, with the exception of
1979. This differential ainority participation is aost
noticeable in the Navy, but also occurs in the Marine Corps.
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Source: Defense Manpower Data Center,
Monteray, California

Pigure 3.6 Navy Minority Officer Participation, 1973-1983.

The participation rates and minority .distributicas of
accessions in the Arsy and Air PForce do 1ot show such a
graat divergence between blacks and non-black minorities.
Chapter five examines some aspects 5f this divergence within
tha Navy.

Along vith the improveaent in total numbers of minority
officers, ths Navy has also improved its distribution of
minority officers, especially that of black officers, across
the rank structaurse. The proportion of minority officers in
the Navy, relative to their propor+tion 5f the Defense
Departaent has also improved. Howaver, the Navy and Marine
Corps still remain disproportionataly lower in this regard
than the Aray and Air Porce. The rank distributiocn graphs
for the Navy and the Department of Defense 30 June 1983 are
shown belowvw in figures 3.8 and 3.9. The corresponding
graphs for the other services are included in appendix (A).
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Figure 3.7 Fon-Black Ninority to Sinority Accession, 1973-83.

Table XVII shovs the change in proportional
representation on 30 June 1983. It also shows the relative
growth of the Navy and Marine Corps officer corps within the
Dapartment of Defense since 1973. This relative growth from
28 percent of the total Departasnt of Defanse officer
manning in 1973 to 30.5 percent ten years later, is another
reflection of <the sea services coantinued 1low stardiang in
minority active duty officer distribution.

C. PUTURE MINORITY OPFPICER PARTICIPATION

The issue of minority officer accassions is a continuing
matter of concern to the Navy. The present goal is ¢to
increase the 1983 ainority officer parcentage of 7.4 percent
to 11 percent by 1988, Within that goal, the following
minimsums have been set: 6 percent black, 3 percent Hispanic
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Pigure 3.9 Percent Distribution of DOD, 30 June 1983.
and 2 percent other msinorities. The last minimum has already

been surpassad. Table 3.6 below details the accession
targets by race £5r the next five yaars.
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TABLE XVII
Percent Distribution of Minority Jdfficers, 30 June 1983

Total ) .
Branch Minority Black Hispanic O<ther All Offs

Army  45.8 50.4 27.8 45. 4 32.2
Nav 16.9 116 16.9 26.0 23:8
UsA 33.5 33.5 49.9 26.7 37.3
USHC 3.8 3.5 5.4 1.9 6.6
DOD 100 100 100 100 100

note: percents are lipited to commissizaned
(offfcags, warrant o%f cers no: nciuded.)

Source: Defense Manpower Data Center,
Monterey, California

TABLE XVIII
Navy Hinority Officer Accession Plan, 1983-1988

Race 1983 1984 1985 1986 1987 1988
Black 510 S44 579 596 613 630
Hisp 310 333 356 368 379 390
Other 122 128 135 143 147 150
Total 942 1005 1070 1107 1139 1170

(note: figures :eprese%t gcals to be achieved
and not upper limits of minority accessions.)

Source: OP-139D

This chapter has examined the past decade's experience

in minority officer participation. Prediction, to borrow
from Mark Twain, is alvays difficalt, especially when it
involves the future. The ©planned accessions and the

encouraging successes, wvhich have recently been achieved in
recruiting, give only part of +th2 picture. The following
chapter deals with retsntion and the method of entry for
minorities. The past ten years have seen only moderate
success in improving the participation rates of minorities
within “he Navy's officer corps. More effort is needed.
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IV. BINORITY QFFICER RETENTION AND HETHOD OF ENTRY

The retention of minority naval officers during the
all-volunteer era has generally b2en good. The overall
ninority officer retention rates since 1979 have been
comparable with those of white officars and, in several
instances, better than those ¢f white officers. The reten-
tion rates within the individual warfare specialty ccmmuni-
ties and the various staff corps ares not vsry reliable Jdus
to the very small sizes of the minority cohorts within each.
This matter of small cohort size also applies t> the overall
retention rates of minorities prior to 1979.

The periods of initial obligation for first term offi-
cers varies widely by source of commission, training
programs entered into during the first few years of service,
ard by branch. Additionmally, ‘'early out' and *'reducticn in
force (RIF) ' programs were op2rated differently by each of
the services during the first several years o>f the AVP,
Morz20over, the promotion flow rates, which have a significan*
impact on car2er intentions have varisd, and still continue
to vary, betvween the services and over the length of the AVF
era. Por all of these reasons, wve have elected 1ot to
compare minority retention rates across the services: This
chapter only examines the retention of minority officers,
compared to the retention of white naval officers, within
the Navy.

The examination of method of entry for minority officers
includes some Department of Defens2~wide comparisens, and
gives particular emphasis to the record of the three services
acadeaies.
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A. RETENTION

The most common measure of retantion rates feor officers

is “he Minimum Service Requirement (MSR) mathoi. In this

'nethod, the number of a given cohort still on active duty atz

ninimum service requirement minus one year (MSR-1) is +*aken
as a base figure and tracked out to two years beyond the
minimum obligation. The retention rate is osbtaired by
coaparing the number remaining on active duty at the MSR+2
point to the sriginal MSR-1 base.

The difficulty, in obtaining an 2thnic-specific reten-
tion rate, 1lies in allowing for the differing initial obli-
gations incurred at point of entry. Th2se initial
obligations are now typically four years, as in the case of
Reserve Officer Training Torps (ROTS) and Officar cCandidate
School (0OCS). The obligat ions hava ranged from five years,
for academy graduates, down to thrs2 years, for J3CS cfficers
commissioned early in the AVPF 2ra and coatract ROTC(Q)
commissioned >fficers.

The issue can be further complicated by the accrual of
adiitional obligation during +the first few years of active
duty. Por instance, an acadamy graduate may apply for and
bs accepted into flight training, ¢two or *three years irnto
his or her initial obligaticn. Flight training tacks on a
concurrent four-year obligation which runs from the starting
date c¢f training.

For all of the above reasons, the use of retention rates
obtained by the MSR method is risky. Table XIX, supplied by
OoP-136D, <the Officer Procurement Plans section, Office of
the Deputy Chief of Naval Operations for Manpowsr, Personnel
and Training, gives the retention rates for the various
ethnic categories for fiscal 1979 through 1983. Officer
retention rates for Hispanics was not available for fiscal
years 1979 +hrough 1981,
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TABLE IXIX
Officer Retention Rates, 1979-1983

Year White Black
-—- URL Staff URL Sstaff
PY 79 37 34 56 34
FY 80 42 57 45 66
PY 81 46 67 64 58
FY 82 57 64 57 66
FY 83 54 64 59 58
- Hispanic Other
FY 79 na na 41 90
FY 80 na na 48 82
FY 81 na na 48 03
PY 82 54 52 50 a7
FY 83 60 41 64 47

not2: Hispanic rates incladed in 'O+her!
rates for FPY 79-FPY 81

Source: OP~135D

The higher retention of minorities since 1979 nmay well
be due to the poor economic condition of the 2conomy which
started +¢to worsen at about <hat tims. Other factors
affecting minority retention are examined in chapter five.

Another, sven rougher, gauge of retention is +tke pumber
of minority officers staying on active duty beyond six
years. The best that can be said for this me*hod is that it
doss provide a goo>d understanding of the ethnic composition
of *he careerist portion of the officer corps. This gaug=2
measures the ainority population at a point when virtually
all officers are passed the ©periol of 4initial obliga*+ion.
The major coaponent vwhich distorts this measure 4is <he
comnissioning of officers with prior enlisted service.

Table XX, makes no allowance for officers: with prior
enlisted service. The assumption is made that persons with
prior enlisted service who accept an officar's conmission,
vwith its required initial obligation of from three to five
years of service beyond commissioaing, are very 1likely to

T T ILNT




TABLE XX
Selected Length of Service Statistics, Naval Dfficers

Year White Black Hisp Other Total
1973

Over 6 36600 236 260 100 37180

% 6+ 60% 39% 57% 3u% 60%
1978

Qver 6 39300 600 370 260 10500

% 6+ 68% 48 % 57% 35% 67%
1983

Over 6 41000 1084 349 1158 43700

X 6+ 67% 57% 53% 50% 66%

Source: Defense Manpower Data Centxer,

Mcnter2y, Californie

remain on active duty well beyond six years ia ary case,
regardless cf ethnic origin.

Table XX displays the number of officers staying orn
besyond six years ("careerists") for each of the ethnic
categories, and the percentage that this number represents
of the <total number of that wminority grcup in the officer
corps as a whole. For exampla, 50 percent >f all white
officers on active duty in 1973 had six or more years of
service. This percentage grew to 67 parcent by 1983.

As showr in table XX, <“‘here has been a rise in the
number of careerists in all ethanic categories, excep+
Bispanic, since 1973. The gr2atest incr2ase in the
percentage of officers staying on active duty beyond six
years has been in the 'other' category. A further breakdown
of this category reveals that most of the growth since 1979
has been in the Asian/Pacific Islander ethnic group. Blacks
have shown the next best improvaament. A1l minorities,
however, continue ¢t0 lag behind whi<es in *his measure.
This is consistent with the opening of opportunities for
minorities in *he officer ranks being a fairly recent
phenomencn.
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TABLE XII
Overall Officer Retention Rates by Source, 1976-1983

(Percant)
source 1976 1977 1978 1979 1980 1981 1982 1983
- W 9 0% ¥ 4 OB 6 B B
lROTCic; 24 24 29 25 35 39 49 39
0CS 19 27 44 58 61 77 69 63
AOCS 54 S4 48 29 31 47 45 59
NESEP 92 92 92 89 87 82 75 79
Source: 0OP-136D

The overall retention rates by source of commissionirng i
ara shown in table XIXI. (The Naval Enlisted Scientific ;
Education Program (NESEP) has bean discontinued, but is
shown because it was a major sourc2 of commissioning during
ths first several years o°f the AVF). There is a brief
explanation of the different commissioniag sources, 1listed
in table XXI, in the next section of this chaptar.

The presantly planned growth in the numbers of black and
Hispanic officers, from 1983 inventories of 2,666 (black)
and 1,110 (Hispanic) to 1988 inventories of 4,458 and 2,229,
respectively, is based upon 50 percent retention cver that
period. By 1988, the Navy plans to> achieve 6 percent black
and 3 percent Hispanic representation in its officer corps
[Ref. 5].

B. HETHOD OF ENTRY

Where do the military's minority officers coze from? Tha
source of coamissioned ainority officers has important
iaplications for all other aspects of ainority participation
in the Navy officer corps. The vay in which a comsission is
obtained has a considerable bearing wupon ultimate rank
achieved and wuvposn dinitial performance in the various
training pipelines of at least the surface and aviation
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communities. The source of commission often datermines the
type of commission, 9ither regqular or reserve, The impor-
tance of this differenca in initial type of commission
varies over time. However, the crux of the matter is <that a
reserve officer must be augmented into the cegular force in
orier to continue a career on active duty. (This does not
apply to *he Training and Administration of Reserves (TAR)
coamunity, a small group of reserve officers ostensibly kept
on active duty to administer the reserve training progranm).

Thus, the issue of vhether <th2 initial commission is
reserve or ndokt, 1is impor+ant ir times when the force is
being reduced or when sufficient —regular officers ars
electing to remain on active duty. Reserve officers are
then liakle *o be involuntarily discharged from active duty
by means of non-selection for augmentation in <+the reqular
force. Even during periods of expansion, the augmentation
scr2ening is a hurdle not faced by those who are initially
compissioned as reqular off icers.

The commissioning sources of the Navy, which closely
parallel thcse of the other servicas, are Direct Accession,
the Naval Acadeny, the Reserve Officer Training Corps,
Officer Candidate Schools, and enlisted commissioning
prograas. These programs are briefly described below.

1. Dizect Accession

This is largely used for obtaining officers whc are
already trainsd in a particular skill which is desired by
the Navy. Physicians, dentists, lawyers and chaplains are
typicél examples of direct accession officers. Ot her
specialists are also obtained in this manner. I+ is very
rare for an unrestricted line offizer (URL) t> be accessed
in this nmanner, almost all AJ4irect accessicns are comais-
sioned into staff corps and as such are not 2ligible ¢to
succeed to command of operational Navy units.
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2. Naval Academy

This 4is a four-year undergraduate program which
confers bo+h a Bachelor of Scienze degree and a regular
comnission in either the Navy or ths Marine Corps. Prior ¢o "
the admission of women to all the sarvice acadamies, nearly
all officers wvere commissioned directly into +the 1line.
Since 1980, the percentage of academy graduates entering
staff corps has increased. The initial obligation upon
coamissioning is five years on active duty. Included in
this category are the small numbers of officers commissioned
from the Military (West Point) and Air Force Academies into
the Navy.

b
v
b ]
“
§

3. Bessgye Officer Iraining Cacps

This program is administerad on civilian campuses
throughout the naticn. There are two variations of this
progranm, a2 four-and a two-year progranm. The four-year
prodram is a fully funded scholarship program involving four
summer sessions and academic courses in each of the four
undergraduate years. This program leads t> a regqular
commission in either the wunrestricted 1line community of
officer specialties (such as aviatisn, surface, or general
line designatsrs) or one of the staff corps. The two-year
program is a partially funded scholarship, involving two
summer sessions and academic courses during the last <two
years of undergraduate work. This program leads to a
reserve commission 4in either the line or ome >r the staff

jé corps. Typically the majority of RITC commissioned officers
ﬁ from Ltoth programs are commissioned into the line.

v, The commission from either >f the prograams is four-
E vears of active duty. (Reserve officers have been given the
;f opportunity to leave active duty early at various times in
% the past, most recently during the three years following the
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enl of <the Vietnam War.) The RIOI'C program also includes

those officers who are commission2il into the Naval Raserve
from the Merchant Marine Acadamy and the various sta<te-run
smaritime academies. Such officars have <the option of
requesting to come on active duty rather than serve in the
reserves. Purthernmore, a percentage of each year's ROTC
graduatas of both prograas is comaissioned into the Marine
corps.

4. OQOfficer candidate Schools

There are tvo large officer candidate schools run by
the Navy. Boﬁh accept college graduates for <*raining as
naval officers and both offer —rassrve commissions wmaialy
into the line but, as with ROTC, some officers are commis-
sioned into staff corps. The Aviation Officer schoel iz
Pensacola, Plorida trains personnszl for aviation duty as
pilots or flight officers. The Officer Candidate School in
Newport, Rhode Island trains officers to be general }ine or
surface warfare officers. A number of general line officer
graduyates of both schools proceed iamediately *o trainirng as
supply or intelligence staff corps officers. Unlike the
Academy ard ROTC programs, all officers from <+he officer
candidate schools are commissioned into the Navy.

5. Enlisted Commissioning Progcaas

These programs have been mauch reduced in size with
the end of <the NESEP or Navy Enlisted Scientific Education
Program. This promotion nowv lies mainly through the Limited
Duty Officer (LDO) program which leads to a regular comais-
sion. This and the ssaller number 2f officers promoted on a
case~by-case basis do not add sufficient people to the total
accessions to affect minority participation ratas, and thus
wers not considersd in this study.
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The @most noticeablsa characteristic of minoris
officer accessions is the differenc2, as compared wi*h whits
accessions, in distribution across the sources of commis-
sions. Tabla XXII shows the distribution which cccurred
during the first year of the AVF. The percentage of
minority officers coming in from IS was nearly twice that
of white officers. Within the minorities, the black propor-
tion of OCS inputs was much higher <than that of cther

minorities.
6. Acadeaic Preparatdry Pzograms ﬂ

In addition tc¢ the pre~-commissioning programs, *“hers
exist two important acadeamic prep programs, which lead into
the commissisning prograas. These are the Broadered

" Opportunity for OJfficer Selaction and Training (BOOST)
program and the Naval Acadeay Praparatory School (NAPS).
Both of these programs are aimad at opening ar academic path

. for fleet sailors and recruits ¢to the officer ranks.

' The BOOST program places sailors and recrui*s who
meet the requirements in a basic wmathematics and verbal
skills refresher course. Thos2 -andidates who are
successful in this preparatory course and ms2et entrance
requirements at a school with an ROTC unit, and obtain a
combined minimum SAT scor2 of 950, are eligible for assign-
msent to a four-year ROTC scholarship. At presant, in 1983,
80 percent of BOOST students are minorities. dver the last
ten years, very few BOOST graduates have successfully

J

g completed college and been commissioned ([Ref. 6]. The
" percentage of BOOST graduates remaining into their senior
S years has bsen increasing and this program shows some
S pronise of being useful in increasing the number of minority
E candidates who are comaissioned through ROTC.

E NAPS, in contrast to the BOJST program, has been in
! existence throughout the post-Worll War II period. Also,
Ay
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unlike BOOST, it is aimed at placingy officer candida<%es into
a single commissioning program: the Naval Academy. Th=
scope of the NAPS program is considarably wider “han *haat of
BOOST. In addition to courses in mathematics and vertktal
skills, courses for chemistry, physics, and an introduction
to computers are included in the curriculum.

Being able tc pattern the NAPS curriculum directly
on that of its only customer, givas NAPS an advantage cver
the BOOST prograa. Its success rat2 has been relativaly
good throughout *he AVF p2riod and has bea2n improving. Mcs<
importantly, for purposes of incrzasing minority participa-
tion, NAPS has traditiorally proc2sssed high school candi-
dates who are recruited into th2 Navy for the express
purpose of attending the Naval Aciizay and bsing comais-
siozed into the officer ranks. In addition, NAPS also
accepts flee*t and Marine Corps enlist2d inpuc.

TABLE XIII
Percent Distribution of Officer Accessions, by Source 1973

Source White Black Hispanic Other . Total
Minority
Other 1" 5 13 8 8
Acaden 22 5 1) 8 7
ROTC{R{ 16 4 19 10 7
ROTC (C 3 2 2 2 2
9<% appt 3 3 ‘8 29 53
ir
Av Trgg 7 7 10 2 6
Total 100 100 100 100 100
Source: Defense Manpo Data Center
Ncnterey, ROYSE,23%2 ’

Table XXII shows the percent distribution of officer
accessions across sources by race for the year 1973, By
1982, the distribution had changed. Though it would be
incorrect to say <that any definite overall pattern had
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emerged, thera has been a steady lessening of the importance
of 0CS as a minority commissioning source. The percentags
distribution lata for 1973-82 is included in apperndix (B).
Minority officer accessions had drawn nearly =qual, in rela-
tive terms, with that of white accassions in academy commis-
sions and - had become amuch less restricted to the O0CS
pipeline. Aowever, minorities remained very low in ROTC (R)
coamissions. (The highest rate achisved during the period
was 15 percent in 1975 and 1977, and this source has been
steadily decreasing sincz then.) This is significant in
that ROTC(R) is half of the major source of regular commis-
sions, *he other major source of ragular commissicns being
tha acadeaies.

TABLE XXIII
Percent Distribution of Of ficer Accessions, by Source 1982

Source White Black Hispanic Other TIstal

Minority
O*her 17 19 1 7 12
Acalen 15 15 2% 11 14
aor:zn{ 1 4 d 5 4
ROTC (C 2 ) 2 1 2
QCsS 36 46 41 18 31
Dir Appt 5 3 7 56 29
Av Trag 14 8 12 4 7
Total 100 100 100 100 100
Source: Defensse uangoweg Data Center,
Mcnteray, California

Table XXIII shows the percent distribution of
officer accessions across sources by race for the year 1982.
Tables XXIV through XXVI display the current (as of first
quarter of <fiscal 1984) wminority officer accession goals.
These goals rapresent ‘targets or minimums to achieve' and
not ‘quotas or pmaximums not to excased'. The overall
accession goals by race are includei in appendix (B). These
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TABLE XXIV
Ninority Officer Accession Plan - Blacks

Piscal Year

sSource 1984 1985 1983 1987 1988
USNA 30 32 54 68 80
ROTZ 9; 100 105 110 115
0ocCs 15 160 160 160 1690
AOCS 75 85 85 85 85
Ecl comm 75 80 80 80 80
Dir Afpt 85 88 83 85 85
Recal 27 34 25 25 25
Total 544 579 595 613 530

Source: 0P-=133D

TABLE XXV
Hinority Officer Accession Plan - Hispanic

Piscal Year

source 1984 1985 1985 1987 1988
8 3 46 S
ot 32 g &£ 2 32
0CS 920 95 95 95 95
AOCS 65 70 79 70 70
Enl Comm 24 28 25 25 25
Dir Agpt 70 70 65 65 65
Recal 26 30 30 23 20
Total 333 356 368 379 390

Source: OP-13)D

inority accession goals represent 15 percent td 17 percent
of total accession goals for the next five years.
Furthermore, the participation rates at the Naval
Academy are iaportant indicators of minority progress within
the Navy. It is from this source that the overwhelaing
majority of flag-rank officers, (those officers in the ranks
of Commodore and above) are obtained. The importance of
this source is further eaphasized when only the unrestricted
line (URL) aimirals, wvho alone ara eligible to command the
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TABLE XXVI
Ninority Officer Accession Plan - Other

Fiscal Year

Source 1984 1985 1985 1987 1988
USNA 32 32 33 34 35
ROTC 23 27 31 33 33
0oCs 24 25 27 28 29
AQCS 16 18 19 19 20
g?l Cong }u ;u }3 }u }a
Rt % 4 %

Total 128 135 143 147 150
Source: 0OP-13)3D

operational units of the Navy and azake and implement policy
decisions, are taken into account.

All current URL four-star almirals are academy grad-
untes. Additionally, two-thirds 5>f the current three-star
URL admirals come from this sourcs. Half of all one-and
tvo-star URL admirals are academy graduates [Ref. 7]. This
preponderance of academy graduates in the flag-osfficer ranks
has prevailed throughout the twentiath century.

Table XXVII shows the repra2santaticr o5f minorities
among the entaring classes of the three nmilitary acadeaies
starting one year prior to the All-Voluntaer Porce; the
class of 1976 entared the academies in 1972. There have been
significant fluctuations in Naval Academy aminority admis-
sions. The black éercentage 0f total minorities has fallen
from a high of 76 percent in the classes of 1976 and 1977 to
a steady 32 percent to 36 percant in the classes of
1983~ 1987, Table XXVIII shows ths drop-off in USNA black
admissions. (Similar data for tha 0O.S. Military Acadenmy
(USMA) and the U.S. Air Porce Academy (USAPA), in graph
format, are included in appendix (B)).

No such drop-off occuxrs in the admissions of either
of the other two acadenmies. Starting with the <class of
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the Naval Academy. During the last six years, Naval Academy
black admissions have been much lowar than the other two

TABLE XXIX
Black Acadeay Admissions, 1977-1983

CX 1 W 2"

| Wl iV o8

CLASS USNA USMA USAFA
19 81 56 83 75
1982 62 T4 106
1983 80 72 108
19 84 58 92 117
1985 51 124 119
1986 72 129 121
1987 68 112 86

Six Year Means and Totals
USNA mean 64, totzl 447
USMA mean 98, total 686
USAFA mean 105, total 732
Sources: USNA, USMA, USAF2A

acadenies. Correspcndingly, there has been 2 rise among
Asian/Pacific 1Islanders adaitted into the Naval Acadenmy.
Tabl; XXIX shows the number of blacks admitted to the acad-
enies since 1977.

Table XXVIII indicates that ¢the Naval Academy has
kept pace in +<otal sinority admissions with its twc sister
schools. Tha issue of the much lower black proportion of
Naval Academy entrants relative ¢> <the other schools is
significant.

An important aspect of ROTC and acadeay accessionms
is that persons recruited into these programs are in their
+eens and usually still in high school. The coampetition for
minorities is easier at this level. As shown in chapter two,
the number of minorities with a college degrese i still
small and auch sought after by industry.

The ROTC program is being expanded and two facets of
that expansion have significance for minority participation.



A new unit will be opened in an as yet to be detecmin=4d
predominently black college. More importantly, twvo umbralla
units will be opened in the Navy's +wo largest flzet
centers, San Diegd, California and Norfolk, Virginia.

These units will make available an ROTC optior for
students in the numerous colleges and universities which ars
located in these two geographic areas. This will give access
to ROTC scholarships %o people 1attending schools which
otherwise would not offer such a pcogram ([Ref. 6]. While
not aimed specifically at improving minority participation
rates :in the officer corps, these changes in the ROTC
program should contribute toc that end.

The Naval Academy Preparatory School is having
increasing success in providing minority officer candidates
to the Naval Acadeay. The overall success rates of NAPS!
graduates (NAPSters) of all ethnic groups has been impreving
and the success rate at NAPS, of minorities has kept pace.

TABLE XXX
WAPS Input and Success Rates at USHEA

Class NAPS Entrants % Commissionad
A11 Minority NAPSters All
HANE VR R | B 5
1975 66 3 ?2:u 6321
1376 86 14 59,3 61.7
B 1y & 23:9 el3
1979 13% 2% 59.’2 70.0
1980 181 ga 75.4 72.0
1982 138 38 329 756
1933 159 47 1722 76.1

Source: USNA
Table IXIXX shows ¢the incrsases in +he numbers of

minorities wh> sucessfully complet2al NAPS and ware admitted
to the Naval Acadenmy. Also shown are the percentages of
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successful commissionings for NAPS inputs for each class and

for all Yaval Academy 2admissions £for s2ach <class. The
successful coanmissioning rates for . minorities from NAPS ars i
not presently tracked by the Naval Acadenmy. This subject

should be investigated in the near future.

TABLE XXXI :
NAPS Minority Success Rates, 1976-1983 .

note: table lists input and (% admitt=2d USNA)

Total

Year Black Hispanic Other Minorit
success tate

1976 35 (57%) 23 (35% 12 (83% 54%
1977 18 (72%) 19 (63% 16 (81% 72%
1978 26 (65% 13 (69% 9 (55% 65%
1979 52 (52%) 12 (50% 22 (6427 55%
1980 S0 (40%) 19 (58% 15 (47% 45%
1981 38 (50% 19 (47% 18 (44X 55%
1982 40 (80%) 23 (74% 27 {811 79%
1983 52 (56%0 29 (79% 20 (100% 71%
Source: Naval Academy Preparatory School)

Table XXXI ©presents the admissioas history and
success rates of +the ethnic groups at the Raval Academy
Pra2para*ory School. The dverall success rates 9f minorities
have been iamproving since 1980, This, combined with the
improving overall success ratas of NAPSters at the Naval
Academy, indicates that NAPS might be an effective way to
improve nminority officer participation. An additiorpal
factor which also indicates that this might be an effective
sethod, is the visibility given t> minority officer candi-
dates who enter through this path. This visibility extends
both to the fleet and to the general society.

Due to the very small nuaber of successful
cosmissionings obtained through the BOOST progranm, no
meaningful comaparison can be made between it and the NAPS
program.
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This chapter examines organizational commitment ard
perceptions of military life of ainority officers in the
Navy. In addition, it assesses if and how naval officer
minorities differ frcm their p2ers in the other branches of
the military. To measure parceptions and organizational
commitmant of officers on active daty, d4data from the 1978

1
j

DOD Survey of Officers and Enlistel Parsonn2l wer2 examined
(Ref. 8). This survey was administar2d in January 1979 %o a
worldwide sample of 92,504 men and women on active duty in
all four branches of the U. S. military. The survey was not
a random sample of members of the military; it #vas a strati-
fi2d sample on years of s2rvics, grade, and sex within each
service tranch.

A. DATA BASE

This survey consisted of four quastionnairz variants,
two for enlisted personnel (Forms 1 and 2) and two for offi-
cers (Forms 3 and 4). Por this stuiy, those questions from
Porm 3, which dealt with economic and labor force informa-
tion, and from Porm 4, dealing with gquality of life in the
military vere examined. The sample was narrowed to those
officers who wvwere serving in their initial obligation and
wvho had been on active duty less than seven years, in order
to ensure that only personnel who had entered wmilitary
service during the AVP era would bs selacted for analysis.
This reduced the usable sample to 2,580 for FPorm 3 and 2,576
for Porm 4.

Junior officers responding to the survey wer2 classified
by race, sex, method of entry (MOE), and branch of service.
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For the purpo>se of this study, rcace was categorized as
black, Hispanic, white, 2and other. Table XXXII shows =ka
total distribation , .from both survey forms, o5f the saapl2
Junior officers in each branch of service by their race and
SseX.

TABLE IXXIII

Sasple Junior Officers Branch by Sex and Race

Sex/Race Arany Navy usuc USAP DOD

uale - - - mi- -——- - - - an -

Black |, 46 26 45 71 188
H1$gan1c 21 13 19 18 71
White 602 1187 344 1021 3654
Other 29 45 27 32 133
Total 698 1271 935 1142 4046
Pemale -———- -——— ———— —emm ee--
Black 22 22 2 30 76
Hispanic 7 4 1 4 16
Whits 211 440 47 265 963
Other 9 25 0 21 55
Total 249 491 50 320 1086
Total 947 1762 985 1462 5132

The largest nuaber of male anl fa2male Junior officers
surveyed were naval officers. However, there were fewer
black and Hispanic wmales in the Navy than ia the other
branches of the service. We chose to combine the distribu-
tions from both survey foras of ths survey in tables XXXII
and XXXIITI due to the striking similarity of +these
distributions.

Table XXXIXI shows the total 3istribution of the sample
Junior officers method of entry (MDE) into ¢he military by
their race and sex. Method of entry (MOE) was divided into
five categorias: (1) Acadeay, (2) OJfficer Candidate School
OCS), (3) Reserve Officer Training Corps-Regular Program
(ROTC~R) , ()] Reserve O0fficers Training Corps-Contract
Program (ROTC-C), and (S5) Other. Although females had been
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TABLE XXXIIXI
Sample Junior Officers MOE by Sex and Race

Sex/Race Academy OCS ROTC-R ROTC-C Other

Mal ———- - ———— ——— e
- S B R T
ispanic
White 693 628 42 842 1083
Other 13 25 9 23 63
Total 736 700 534 919 1187
Black na 18 32 2 24
Hispanic na 6 3 0 7
Whi%a na 291 137 55 480
Other na 8 3 8 36
Total na 323 175 65 547
Total 736 1023 679 984 1734

admitted to the service academies by 1979, none had been in
long enough to have graduated and received a commissicn at
the time the survey was conducted. Tharefore, the methed of
entry titled ‘Academy* is not applicable to female junior
officers in this samgle.

As shown in table XXXIII, the mathod of entry for almost
one-third of the black males and n2arly one-half of <the
black £females was through the RITC-Regular Prograa.
Bispanic and other minority Junior officers predominantly
entered the military by the other method of entry category.
The 'other' category consists primarily of the Health Care
Professions (Medical and Dental) ani Direct Appointment from
civilian status, such as Judge Advocate General (JAG) Corps.
Oonly 5.8 percent of the sample minority junior officers were
academy graduates; this is important, for reasons previously
stated in chapter four regarding the prevalence of academy
graduates among flag rank officers.
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B. HMETHODOLOGY

The statistical technigue employed in <this study to
analyze the relationship of race with both o>rganizatiornal
commitment and perceptions was multiple classification anal-
ysis (ucd) [Ref. 9]. Sex, method of =sntry (MOE), and branch
of service were used as controlling factors. MZA indicates
the level of significance of each controlling factor to the
dependent variable. The level of significance indicates the
strength of the relationships between the controllirng
factors and the dependent variabls being examired. The
dependent variables of interest in this chapter deal with
organizational commitment and perceptions of the sample
junior officers.

C. ORGANIZATIONAL COMMITMENT

' Measures, used as indicators of a junior officer's crga-
nizational commitment to military s2rvice, were (1) years of
intended service (YOIS), (2) careerist or non-careerist
intentions, and (3) staying or leaving intentions. These
reasures vere either direct questions on the survey, as was
the case with YOIS, or were cons*racted from several survey
questions.

For careerist/non-careerist detarmination, a dummy vari-
able vas created frcas YOIS data. Sample dJunior officers
whose YOIS was greater than 19 y3ars were placed in the
caraerist category while those with YOIS less than 20 years
were cateqgorized as non-careerists. A second dummy variable
wvas created for stayer/lsaver using YOIS, the number of .
current years of service (Y0S) and the length in years of
remaining obligated service. Sample Jjunior officers whose
Y0IS exceeded their original service contract coamitaent
(current YOS plus remaining obligated service in years) wvere
classified as stayers. The ramaining officers wvere
classified as leavers,
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Due to the similaritias in both survey forms, we 21lzcted

to concentrate strictly on PFora 3 to further examine ths
individual effects of branch of service, sex, 2and methcd of
entry (MOE) on each »of the organizational cocmmitment
measures. When examining these measuras by sex, as shown in
table XXXIV, we see that, on the average, male sample junior
officers (1) had more years of intended military service (by
almost three full years); (2) wver2 more likely t¢ remairn in
the military past their initial obligation; and (3) were
more likely to intend on makiang tha military 2a career than
their female peers.

TABLE IXXIV
Organizational Coaaitasent by Sex

Measures Male Female

YOIS* 12.99 10, 31
Careerist* 41% 32%
Stayer* 60% 53%
Totals 2037 543

#:significant at .01 level

Table XXXV shows that sample Jjunior officers who wvere
members of the Air Pcrce displayed stronger organizational
commitment characteristics than their peers in the other
branches of the military. In this table we can see a larg=2
variation between <the Air Porce and the other branches of
service for all three measures. Wa see further that there

"is very slight variation in <hesa measures when the Aray,

Navy, and Marine Corps are comparad to one another. The
sample Junior officers in <these branches exhibited very
little difference, on the averags, in their 1level of
organizational commitment to the military.
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TABLE XXXV
ocrganizational Coamitament by Branch

Measuras Aruy Navy gsuc USAF
. YOIS* 1.6 11.81 11,98 13.96
Careerist®* 35% 35% 37% 47%
Stayer#* 57% 57% 52% 67%
Totals 475 880 488 737

*:gignificant at .0J1 level

The last factor examined for its effect on

!
o
j
.
N
§

organizational coamitament was amethod of entry. Table XXXVI
shows the results of this analysis. Sample junior officers
who were commissioned through the acadsmy route displayed,
by far, a stronger level of organizational coamitment than
the officers who entered through <the remsaining methods.
This is understandable, when you consider that the academies
have four years to weed out thosa individuals, who woulgd
othervise exhibit weak organizational comamitment, pricr to
graduation. Sample junior officers, who are graduates cf
the service acadeaies, vould therefore be more apt ¢to
display stronger feelings of organizational coammitment than
their peers who entered the amilitary through all other
methods of entry.

TABLE IXXVI
organizatic .al Coamitaent by HOE

Neasures Acad. 0CS BROTC-R ROTC-C Jther
YOISs 14, 13, o 12 4 1 11,84
Careerist®* gi 3 5%1 35i
Stayer* Sé6%
Totals 355 499 333 829
s;gignificant a¢ .001 level
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Officers entering the military through OCs and

; ROTC-Regular Program methods exhibitad similar levels of
. organizational commitment. The rsmaining methods of en+ry, ;
) ROTC-Coatract Program and other, displayed the weakest 1
levels of organizational coamitmaat when compared to the 1

. aforementioned methods of entry. )

To isolate the race effect on organizational commitament,
we analyzed the data using <the MCA technique while control- 4 !
ling for sex, branch of sarvice, and method 5f entry. As
shown in table XXXVII, race is not significantly related to
any of tha three measures of crganizational commitment after
controlling f>r sex, branch of service and method of entry.
This irndicates that race alone do02s not contribu*te signifi-
cantly ¢to variances in organizational coamitment levels

among junior officers.

TABLE XXXVII
Organizational Comaitm2nt by Race

Measures Black Hisp. Whits Other PF-signif.

YOls 12,56 13.03 12,43 11.87 «892
Careerist 41% 43% 39% 38% .900
Stayer 56% 60% 53% 51% «391
Totals 128 51 2313 88 -===

Tables XXXVI and XXXIVII ars extremely important tables
because they lead to the conclusion that the differences
among career intentions among rac2s is not predominantly a
racial nmatter, but a method of entry matter. This £inding
reinforces the presentation in chapter four regarding
pethods of entry and resulting carsar opportunities.

We have sasen that there are very definite differences in
levels of organizational coanitasnt by sex, branch of
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service, and maethod of entry, and that difference in
organizational comamitment based on race can not be concluded
wvhan controlling for sex, branch 5f servica and methed of
entry for junior officers. Further analysis was conducted to
deternine if there vwere differences in levels of organiza-
tional commitment by race and branch of sa2rvice while
controlling for sex and method of sntry.

A significant difference in 1lesvel of organizatiornal
comnitment by race and branch of service for junior officers
did exist for the Air Force when <controlling for sex and
method of entry. Table XXXVIII shows that race was signifi-
cantly related to organizational commitment for the Air
Force, at the .05 level for YOIS and Stayer and a+ the .01
level for Careerist when ccntrolling for sex and method of
entry. Race was also significantly related to the measurs of
organizational commitment titled *sStayer' for the Army, at
th2 0.1 level of significance when controlling for sex and
method of erntry.

TABLE IXXIVIII
Organizational Commitment by Race and Branch

F-Significance
Measuras Aray Navy usic USAF DOD
YOIS « 534 « 386 .816 <041 . 892
Careerist .820 - U458 «935 . 098 . 900
Stayer .053 <374 .879 .026 «391
Totals 475 880 488 737 2580

As stated in chapter four, black admissions to the Nawval
Acadeny have a0t kept up with those of the other two service
acadenmies over the past six years. It has already been
determined ¢tha*t O0CS and ROTC graduates exhibit similar
levels of orgaaiizational comaitaent. Also previously
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established was that acadenmy graduates displayed much

stronger 1leva2ls of organizational commitment than <their
peers who entered the military through other sources. Thus 2
branch of service which relied mors on its service acadenmy
as a source of comamissioning for its officers than “he other
methods of entry vould more likely be comprised of officers
vith stronger levels of organizational commitment to the
ilitary.

The majority of Air Porce anid Army minority officer
accessions enter the w®ilitary through the acadsmy and ROTC
Regular programs; whereas <the majority of Navy aincrity
accessions receive their commissions through 3JCS. Tab les
XXXVI *hrough XXXVIII indicate that the Navy must improve
its position relative to the other ¢twvo service academies
with respect to ainority officer accessions in the future if
thare is to be an improvement in tha lavel of organizational
compitment for naval sinority officars.

Variables from both survey forms which dealt with
attituda/dpinion rather than behavioral differences among
junior officers were selected for analysis to determine if
minority differences by branch of service existad in the
area of perceptioms.

D. PERCEPTIONS OF NILITARY LIPE

The =anner in which sample Janior officers perceived
their environment and life in the ailitary was examiaed next
to determine if and hov differences existed between naval
minority officers and their peers in the other branches of
service in the ailitary. Seven questions from the survey
data were selected to examine sample junior officer percep-
tions of ailitary 1life. Table XXXIX lists seven of ques-
tions, in abbreviated format, selected from the survey foras
for this purpose.
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TABLE XIXXIX
Questions Affecting Officar Perceptions

Pora 3

1. Probability of Promotion_to tha next paygrade.
2. Military g fe as sxpected S pt Likert Scale
3. Satisfaction with M1l Life (7 pt Likert scale

Porm 4

4. Current Location: -Problem:_ - Racial Tensions.
S. Opinion: Racia]l Treatment (5 pt Likert scale).
9. Racia Groug with the best_ Promo+tion, chances.
.« Discriminaticn: -- the Daily Duty Assigonments.

oM ¢ _s_e e o

Multiple classification analysis was used t> test sinmul-

el MR s L8 v .

taneously for effects of sex, race, branch of service, and
method of entry for each of the questions listad in *able
XXXIX The sample Junior officers vere asked what they i
thought +heir chances were of being promoted to the next
higher paygraie, and were instructed <to respond on a scale
(from 0.0--no chance, to 10.0-~-certain) when selecting their

o g 8

answer to this guestion.

As shown in table XL, with the =2xception of sex, all of
the remaining controlling factors ware significantly related
to the perception of promotion chances, at the .01 level of
significance. White saample junior officers felt that their
chances were significantly better for promotion than did the
minorities. This was also true for those sample junior offi-
cers who had entered the ailitary through ona of the service
academies., In addition, members of the Navy and Marine Corps
perceived that their chances for proadotion vere
significantly better than did their peers in the Army and
Air PForce.

The sample Junior officers were asked if they thought
that military life wvas what they had expected it to be when
theay first entered the saervice. They vere asked to selec:
an answer from a S-point Likert ssals (from 1.0--strongly



( :
X | TABLE XL
Tx Paygrade Promotion Chances*
» (Controlling for sex, race, branch and MOE)
re
Lt ———— Aver age N P-Signif.
* Sex 2Ierase {-413)
- Male 9.23 1708 --
- ‘ Fenale 9.30 456 -
Race -- - 00U
: e T I R
B White 9328  195) ==
0§t Other 8.81 62 --
4‘1
.  fo) -- - .001
Agademy 9, 66 341 ( --)
S 9. 23 “55 -
ROTC (R 9,47 292 -
" ROTC (C 9,41 4083 -
3 Oth 8.83 667 --
’ Branch -~ - (.00
- Army 9. 11 373 -
‘ Navg 9. 35 748 --
N UsH 9,49 422 --
3 USAF 9.01 621 --
¥ *10-pt scale from 0.0 (no chanc2) to 10.0 (csrtain)
< .
‘ agree that it was what I thought it would De, to
§ 5.0--strongly disagree). As shown in table XLI, nomne of the
N controlling factors appeared to have sigrificance with
N regard to this question.
; The sample junior officers wer:2 asked, considering all
'} things, how satisfied or dissatisfied <they were with the
3 pilitary as a vay of life. They ware asked to> select an
= answer from a 7-point Likert scale (wvhich ranged (from
§ 1.0--very dissatisfied with the military as a way of life,
\
% to 7.0--very satisfied). As shown in *able XLII, all factors
'§ excapt for race were significantly related %o this question,
at the .01 level of significancs. The absence 9f race as a
IS significantly related factor |is in +self significant
} because it indicates that it did not play a role ir the
‘: level of satisfaction of the sample Jjunior officers with
A 1ife in the military. All races ware fairly homogeneous in
M their rasponsa to this question.
o
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TABLE ILI
Bilitary Life as Expecteds

- (Controlling for sex, race, branch and MOE) |

——— Aver age N P-Signif. ;
Sax - - (.869)
Male 2.50 2022 -
Feaale « 51 S41 -
Race - - «912
Black 2. 56 127 (.513
ngganic 2. 47 51 -
wvhits 2.50 2299 -
Other 2.49 86 -
- - (0126)
Acadenmy 2. 51 366 -
2. “a 51‘4 -
LI R
Othar 2:22 845 -- {
Branch -— - . 154 '
Army 2.53 471 ( --)
Nav 2. 046 872 -
USAP 2.56 736 --
*5-pt scale from 1.0 (strongly agree
P to 5.0 (stronql} dfsagrge)g )

The samplz2 junior officers were then asked to respond,
by selecting an answer from a 4-point scale (raanging fronm
1.0--serious problem, to 4.0--no problem), as t> hovw much of
a problem they fel: that racial tension was at their current
location. As shown in table XLIII, all factors vwere
significantly related to this question, at the .001 level of
significance.

Black sample junior officers were well below the overall
average response on this question which indicates that they
did, in fact, perceive that racial tension was a problem at
their current 1locations. Howevar, based upon their
responses, thare wvas only slight variance in the perceptioms
of Hispanics, other minorities ani whites which indicates
that they did not perceive that there was a problem with
racial tension where they were currantly located.
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TABLE XLII !
Satisfaction with Military Lifes*

- (Controlling for sex, race, branch and MOE)
———— Average N P-Signif.
Male 4.09 2027 -
Pemale 4,56 549 --
Race - - (.620)
1P I B
anic . -
anifs 4. 18 2302 =Z
Other 4,09 83 -
HDE - - 0010
Acadenmy 4,19 366 (-019)
JCsS 4, 22 513 -
ROTC iR‘ 4,47 333 -
ROTC (C 4.10 497 --
Other 4. 1 852 --
Branch - - (.001)
Armay 3. 97 473 --
Nav& 4. 14 871% -
USH 4.65 485 -
USAF 4,09 734 --
*7-pt scale_froa 1.0 (ve issa*isfied
P to 7.5 (very éatigfgad) )

BEach of the sample junior officers were askad how close
the statements on a S-point Likert scale (from 1.0--blacks
treated a lot better thanm wvhites, to 5.0--blacks treated a
lot worse than wvhites) came to <thair opinion regarding
racial treatment in their branch of the service. As shown in
table XLIV, aethod of entry and sax were not significartly
related to this gquestion, however, race aand branch of
service were, at the 0.1 level of significance. The sample
Junior officers who wvere black wer2 well above the overall
average response for this question which indicat2s that they
perceived that they recsived vworse treatment than their
white peers in their branch of service.

#hen asked which racial group they <felt had the best

chances for promotion in their branch of service, sample
junior officers were instructed 4o select an answer from 2
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TABLE XLIIX
Currant Location: Problem: Racial Tensions®

(Controlling for sex, race, brarch and MOE)

- Average N F-signif.
Sa2x - - (. 01)
Male 3.34 1768 --
Pemale 3.12 477 --
Race - - .001
Black 2.82 113 (-020)
H;iganic 3.30 23 --
hite 3.32 2010 --
Other 3.28 83 --
MOE - - .001
Acadeny 3.25 322 ( --)
o] o 3.35 444 -
ROTC R; 3.30 297 -
ROTC (C 3.40 425 --
dther 3.20 757 --
Branch - - .001
Aray 3.04 43) ( --)
Navz 3.40 78) -
gsH 3.30 430 --
USAF 3. 31 605 --

*4-pt scale from 1.0 (s2rious problem)

t .0 (no problen)

4-point scale (ranging from 1.0--vhites have ¢the best
charce, to #.0--chances are equal for all races). The only
factor which was significantly related to this question was
rac2, at the .001 level 5f significance, as shown in table
XLV. Black sample Jjunior officars were well below the
ovarall average response for all races indicating that they
perceived that <their white peers had a much better chance
for promotion within their branch of service than blacks in

general.

The remaining question selected for this study for the
purpose of examining perceptions hal to do with whether the
saaple Jjunior officers had ever personally experienced
racial or ethnic discrimination at their present duty
station with regard to assignment o>f daily duties. As shown
in table XLVI, all factors were significantly related, at
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TABLE XLIV
Opinion: Racial Trasatment#*

(Controlling for sex, race, branch and MJOE)

- - Avarade N F-signif.
Sax - g - (.?32)
Male 2. 86 1968 -
Penmale 2.90 545 -
Race - - {(.001)
Black 3.76 127 -
ispanic  2-89 5233 --
e - -
Jdther %.7% 95 --
MOE - - (.921)
Acadenmy 2.87 354 --
oCS 2. 87 494 --
ROTC iR; 2. 86 327 --
ROTC {C 2.89 475 --
Jdther 2.86 851% -
Branch - - (.015)
Army 2.85 485 --
Navz 2.89 862 -
USH 2- 92 u87 -
USAF 2.82 70) --

*5-pt scale from 1.0 (blacks_treated lot better)

to 5.0 (blacks trsated much worse)

the 0.1 1level of significance, to this ques<tion. Once
again, we see that the response 5f blacks indica*es that
they had a stronger perception than any other racial group
that they werz discriminated against, based on color, in
daily duty assignments.

Eﬁﬁ Race has been a significant factor in the majorisy of
AR

questions examined regarding perception of the sample junior
officers. The perception of discrimination based upon race

:&ﬁg vas held by blacks, despite the fact that all the branches
ﬁﬁ; of service in the military purportadly had strong affirma-
S tive action plans which had been instituted in the early

it

[

19708 to ensure that all personnel received fair arnd egqual
treataent.
To determine if there were any significant differences

- Fv . .' *
L0
» .
RO

in minority perceptions by branch 2f service, controlling
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TABLE ILV
Racial Group: Best Promotion Chances

(Controlling fer sex, race, branch and MOE)

———- Aver age N F-Signif.
Sex - - (.211)
Male 3.06 197)
Peaale 3.15 541 --
Race -- - (.001)
Black 1. 74 130 --
Hl;ganlc 2. 95 36 --
te 3.16 2235) -
Other 3.04 95 --
MDE - - 478
Acadeny 2.99 365 (-41%
oCS 3.10 492 --
ROTC (R 3. 07 329 --
ROTC (C 3.04 471 -
Other 3.13 854 --
Branch - - (.902
Arn 3.09 464 -~
Navg 3. 10 858 --
UsH 3.08 487 --
USAP 3.05 702 -
*4-pt scale from 1.0 (whites had best chance)
o 4.0 (chances egqual all races)

for sex and mathod of entry, <each juestion from table XXXIX
was re-examined specifically for =2ach race, using multipls
classification analysis. The results of this analysis are
shown for blacks, Hispanics and others (non-black,
non-Hispanic wminority) in tables XLVII through XLIX,
respectively.

With one exception, racial group attitudes did not vary
significantly by branch 5f service. The one excep+icn is
found in +able XLIX, where it can be seen that the opinion
that racial tansion was a problem was significantly related
to Army, at the .05 level of significance.

B. COBCLUSION

The data suggests that members of the Air Force differ
significantly in <their level of organizational commi+ment
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TABLE XLVI
Discrimination: Daily Duty Assignmentse¢

(Controlling for sex, race, branch and MOE)

co-- Average N P-signif.
Sax - - (.029)
Male . 05 1981 -
Penmale . 08 552 --
Race - - .001
Black « 30 127 ( --,
H sganic .02 33 -
fhite . 05 2273 --
Jther .09 97 -
MOE -- - .003
Acadenmy . QU 365 ( --)
0CS « 07 498 -
ROTC (R «10 332 --
ROTC (C - 06 478 -
JOther « 05 853 -
Branch - - .027
Army . Q9 467 ( --)
Navz « 05 867 --
gsM «07 487 --
USAF « 06 712 -
*binary 0.0 (no) =-- 1.0 (yes)

TABLE ILVII
Perceptions of Binority Officers by Branch, Blacks

Survey Quastions Army Navy UOSMC USAF P-Signif.
1. Prob of Promotion 8.92 9.55 8.99 8.64 <463
2. Mil Life a Bxgtd 2.60 2.47 2.69 2.52 .911
3. Sat with 1l Life 4.40 4.08 4.33 4.41 «912
4. Current Loc. Prob 2.54 3.15 2.98 2.14 .161
5. Racial Treatment. 3.65 3.97 3.69 3.75 «2042
6. Beit Promo Chagce 1.74 1.5¢ 1.85 1.79 .869
7. Daily Duty Assign <34 .23 .27 .38 «696

from their peers in <the other braachas of service in the
ailitary. It also appears that race is significantly
related to the level of organizational coamitment of Air
Porce junior sfficers. It has been deterained that differ-
ences in level of organizational commitaent among Junior
officers was predominantly related to methocd of entry rather
than race.
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TABLE XILVIII
Perceptions of Minority Officers by Branch, Hispanics

Survey Questions Army Navy USMC USAF F-Signif.

1. Prob of Pronotior 8.31 9.97 9.4% 8.14 . 361 ;
2. H 1 L fe ai Expt 2.78 1.91 2.52 2.33 «212 .
3. Sat 3.90 5.15> 4.99 4.27 «309 .
Se Rac al Treatment. 2.89 %.7“ 2.62 3.21 263 !
6. Best promo Chance 3.17 «21 2.29 3.19 «577 !
7. Dally Duty Assign .01 .00 .08 .02 <793 !

TABLE XLIX

Perceptions of Minority Officers by Branch, Others
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With regard to perceptions of 1life in ths2  wilitary,
differences d> exist among minorities in their perceptions,
as far as the questicns which wera selected for examination
ware concerned. These dif ferences in perceptions 4id no*
vary significantly by branch of sarvice. It was, however,
demonstrated that black saaple fjunior officers displayed the
least positiva perceptions of any racial/ethnic group in the
survey.

The data vhich were selected for study d4did not support
the vievpoint that naval minority officers differ in their
vievs of the military when compared to their peers in the
other branches of the Armed Servicas. This is nct to say
that it has besen conclusively proven that no branch differ-
ences among black officers attituda2s exist. Purther anal-
ysis of thesa survey data, possibly exarining variables
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concerning sconoamic and labor force information rather *than
quality of life information, as w2 did, =might reveal thac
differences by branch do exist. Therefore, it is recommsznded
that further analysis bs conducted regarding this topic.
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VI. CONCLUSIONS AND RECOMMENDATIONS

A. CONCLUSIONS

It is clear that the minority segment of ths pcpulation
has yet to participate, to a repraseatative degree, 4in the
officer ranks of the Navy, The m2asures alrsady taken ¢o
increase this participation have resulted, thus far, 4in a
minority officer corps which is proportionataly smallsr than
those of the Army and the Air Porc2, and very unrepresenta-
tive of +he minority distribution in the general population.
We feel that the following conclusions are warranted.

1. There vas no significant participation 9f minorities
in the officer ranks of any of the United States Armed
Forces prior to Wworld War II. Connancing with World war II,
minority officer participation grew extremely slcwly. The
impetus for this participation cam2 primarily from outsids
the Department of Defense, through Presidential actionm.

2. The minority portion of the 18-t0-24 year ol4d
seymnent of the population is growving, at the same time that
the size of that segment is decliaing. It is from this
18-t0o-24 year 0l1ld segment of the population that nearly all
officer and enlisted accessions are obtained.

3. The requiresents 5f the Navy for increased numbers
of officer accessions will, given the declining size and
changing proportions of the 18 to 24 year old pool, require
increasing the percentage of minority officer accessions.

4. The participation of minority officers within the

g

L]

7 Navy differs in the following ways from that of the Aray and
2 Air Porce:

EE a. Prior to 1973, the Navy ainority officer corps
ii increassd more slowly <than those of the Aray and Air
I~ 4

0
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Porce. This occurred in spite of the Navy's longer
i ’ history of 2nlisted integration.
‘f ‘ b. The Aray and Air Porce have achieved, and main-
- tained, a higher percantagz of minority officers
throughs>ut the all volunteer 2ra.

Cc. Black officers in the Navy are undarreprasanted
both in terss of *hs black percantage of the general
population and in terms of th2 black percsntage of the

WA,

minority population.

d. Nomn-black, non-Hispanic minorities, in partic-
ular Asian/Pacific Islarders, are over represented in
" the Navy officer ranks relative o their percentaga of
the general population and minority population and
v relative +o their —repressntation in <¢he ot her

Al by e A R W

services,

. e. The prestige commissioaning sources of the arnmy,

) Air Porce and Navy, the three military academies, have
had minority participation his%*ories similar to those
of their respective services during the all volunteer
eca. The black admission parcantages and auambers at
the Naval Academy have been lower than those of West
Point and Colorado 'Springs throughout this period.
Similarly, tha participation rates of non-black ainor-
ities at Annapclis have been higher than those of the
other schools.

S. Black officers sampled in the Department of Defenmnse
survey had the least positive percaptions of the service of
any of the sthnic groups surveyed.

6. Race or ethnicity vas not 1a significant determinant
in predicting differences iu level of organizational comait-
ment., Hovever, method of entry dil play a significant role
in the Adifferences in levels of organizational coamitment.
» Academy graduates, irrespective of race, eoxhibited the
- highest level of organizational comaitment. It is from %his
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source of entry that the majority of flag-rank officers are
obtained.

7. The Naval Academy Preparatory School is an effective
method of entry into the Naval Acadamy commissioring program
for ainorities. The overall succass rate of NAPS graduates
at the Naval Academy has been iamproving and is presently
better than that of the overall success rate of all Academy
entrants. The Broadened Opportunity for Officer Selection
and Training (BOOST) program has not achievad comparable
success thus far.

8. The ainority participation rates within the Navy
officer corps are increasing st2adily. The increasing
minority accessisn rates and highar-than-average mincrity
retention rates should raise minority representation ¢o
levels commensurate with minority population percentages by
+he 1990°'s. The black officer segaent will probably be the
last minority to achieve such reprasentation.

B. RECOENBENDATIONS

1. It is recommended that the present efforts being made
to increase the participation ratas of minority officers,
such as BOOST and the opening of new ROTC units ir predomi-
nently black colleges, be continuei. Given ths increasing
size of the minority segment of tha primary supply of mili-
tary accessions and the Navy's growing need for additicrmal
manpover, establishing an image, and the reality, of signif-
icant wminority participation in the officer ranks is a
necessity if the recruiting of wminorities is to be
sustained.

2. It is recommended that the Naval Academy Preparatory
program be studied for possible iaproveaent of the BOOST
program. Specifically, the narrowing of focus of the BOOST
program to supply officer candidates to only a few ROTC

89
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units, rather than to all units, is raecomnmended for
consideraticn. This @ight allo>w a more vin depth!
praparation t> be given each BOOST student.

3. It is recommended that coansideration be giver ¢to
increasing the namber of minority officer candidates
admitted to the Naval Acadsmy Preparatory Schosl, and also
to increasiny the number admitted directly to the Naval

Academy itself. A

study of ths success rates of WNAPS

produced ainorities within the acadamy should be included as

par% of such consideration.
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1973

SOURCE WHITE

OTHER 0.1
ACADEMY 0.22
ROTC(R) 0.16
ROTC(C) 0.03
ocs 0.33
DIR APPT 0.08
AV TRNG 0.07

1974

SOURCE WRITE

OTHER 0.09
ACADENY 0.26
ROTC(R) 0.18
ROTC(C) 0.03
ocs 0.30
DIR APPT 0.01
AV TRNG 0.14

ARRENDIX B
NINGRITY OFPPICER ACCERSSION DISTRIBUTION DATA

BLACK

0.05
0.05
0.04
0.02
0.76
0.01
0.07

BLACK

0.09
0.07
0.11
0.01
0.59
0.0

0.12

HISPANIC OTHER

0.13
0.1
0.10
0.02
0.48
0.08
0.1

0.08
0.08
0.10
0.02
0.41
0.29
0.02

HISPANIC OTHER

99

0.11
0.21
0.17
0.0

0.32
0.02
0.17

0.10
0.03
0.08
0.01
0.22
0.56
0.01

TOT MIN

0.08
0.07
0.07
0.02
0.60
0.09
0.06

TIT MIN

0.10
0.08
0.1
0.01
0.37
0.25
0.08
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1975

SOURCE WHITE BLACK

OTHER  0.19 0.17
ACADENY 0.20 0.11
ROTC(R) 0.26 0.17
ROTC(C) 0.02 0.09
ocs 0.25 0.43
DIR APPT 0.01 0.0
AV TRNG 0.07 0.04
1976

SOURCE WHITE BLACK

- OTHER 0.27 0.35

ACADENY 0.18 0.15

BROTC(R) 0.15 0.14

ROTC(C) 0.02 0.01

ocs 0.27 0.26

DIR APPT 0.02 0.02

5 AV TRNG 0.09 0.09
F 1977

Fry

P

SOURCE WHITE BLACK

Ty
oy
Fd

K

E§§ OTHER  0.25 0.20

v ACADENY 0.16 0.18

Y ROTC(R) 0.18 0.18

o) BOTC(C) 0.03  0.11

o ocs 0.26 0.22
DIR APPT 0.04 0.07
AV TRNG 0.08 0.05

HISPANIC OTHER

0.17
0.17
0.25
0.0

0.23
0.08
0.1

0.33
0.03
0.10
0.0

0.30
0.11
0.12

HISPANIC OTHER

0.37
0.12
0.05
0.0

0.32
0.05
0.12

0.37
0.07
0.09
0.02
0.09
0.37
0.0

HISPANIC OTHER
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0.32
0.08
0.22
0.01
0.19
0.13
0.04

0.21
0.13
0.07
0.03
0.15
0.38
0.03

TOT MIN

0.24
0.09
0.15
0.03
0.34
0.06
0.09

TOT MIN

0.36
0.1
0.10
0.01
0.20
0.16
0.06

TOT MIN

0.22
0.15
0.15
0.07
0.19
0.17
0. 04




1978

SOURCE WHITE

OTHER 0.2
ACADENY 0.16
ROTC(R) 0.16
ROTC(C) 0.03
ocs 0.27
DIR APPT 0.07
AV TRNG 0.10

1979

SOURCE WHITE

OTHER 0.23
ACADENMY 0. 16
ROTC(R) 0.18
ROTC(C) 0.02
0oCs 0.28
DIR APPT 0.05
AV TRNG 0.08

1980

SOORCE WHITE

OTHER  0.20
ACADEEY 0.13
ROTC(R) 0. 18
ROTC(C) 0.02
ocs 0.35
DIR APPT 0.06
AV TREG 0.08

BLACK

0.20
0.16
0.20
0.08
0.23
0.09
0.03

BLACK

0.38
0.0

0.04
0.0

0.08
0.42
0.08

BLACK

0.22
0.21
0.06
0.07
0.36
0.06
0.02

HISPANIC OTHER

0.35
0.18
0.09
0.03
0.14
0.18
0.02

0.12
0.04
0.05
0.0

0.09
0.68
0.01

HISPANIC OTHER

0.22
0.15
0.08
0.05
0.31
0.13
0.06

0.25
0.08
0.03
0.0

0.05
0.57
0.0

HISPARIC OTHER
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0.23
0.3
0.0

0.0

0.32
0.1
0.03

0.26
0.19
0.03
0.01
0.33
0.16
0.01

TOT MIN

0.18
0.11
0.11
0.04
0.15
0.39
0.02

FOT MIN

0.25
0.10
0.05
0.01
0.12
0.45
0.02

rOT HIN

0.24
0.22
0.08
0.03
0.34
0.10
0.02
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1981

SOURCE WHITE

OTHER
ACADENY
ROTC(R)
ROTC(C)
oCs

0.16
0.13
0. 11
0.02
0.36

DIR APPT 0.08
AV TRNG 0.15

1982

SOURCE WHITE

OTHER 0.17
ACADENY 0.15
ROTC(RY 0. 11
ROTC(C) 0.02
oCs 0.36

DIR APPT 0.05
AV TRRG 0. 14

BLACK

0.17
0.12
0.08
0.07
0.43
0.04
0.07

BLACK

0.19
0.15
V.04
0.04
0.46
0.03
0.08

HISPANIC OTHER

0.14
0.27
0.03
0.01
0.4
0.07
0.03

0.13
0.25
0.07
0.01
0.38
0.09
0.07

‘HISPANIC OTHER

0.13
0.25
0.0

0.02
0.41
0.07
0.23

soarce DNDC

0.07
0.11
0.05
0.01
0.18
0.56
0.04

OT MIN

0. 15
0.20
0.07
0.04
0.41
0.07
0.07

T)T MIN

0.12
0.14
0.04
0.02
0.31
0.29
0.07
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