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WA/

EXECUTIVE SUMMARY

This study is the fifth of an annual series that surveys tht
propensity of Non-prior service (NPS) and Prior service (PS) mer
and women to enlist in the Selected Reserve Forces (Guard/
Reserve). Data were collected in the Fall of 1982 from a
nationally representative sample of 1,150 NPS men and 1,145 NP.'
women, and a sample of 1,803 PS men and 570 PS women. The NPS
sample was age 17 to 26; age and geographic distributions were
based on the most recent U.S. census data. The PS sample had been
separated from active duty after at least two years of service.1 )

In addition to tracking propensity to enlist and identifying
characteristics of individuals with positive propensity and those
with negative propensity to enlist in the Guard/Reserve, the
following issues were addressed:

0 The relationship between interest in attaining officer
d status and enlistment propensity,

4 Propensity to enlist in the Individual Ready Reserve and
the effect of incentives thereon,

0 Perceived support from and reported support for spouses
and other significant individuals joining the Guard/
Reserve,

0 The importance of various reasons for wanting to enlist
and not wanting to enlist,

# Relationships of employment-related variables and propen-
sity to enlist, and

0 The relationship of number of responsibilities (and
obligations) and propensity, and the effect of enlist-
ment incentives on this relationship.

S1) Other criteria for the PS sample were that they be eligible
for re-enlistment, that they not be in the Selected Reserve
at the time of the survey, and that they have at least one

* year of their military service obligation remaining. PS men
were AFQT Category III or higher.

. . . . . .
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PROPENSITY (Chapter 3)1) 0

Propensity to Enlist in the National Guard or Reserve Forces

The percentage of PS women with positive propensity to enlist
in the Guard/Reserve increased significantly from 23.9 percent
(1981) to 29.5 percent (1982). The enlistment propensity of the
other three samples remained relatively stable.

PERCENTAGE WITH POSITIVE PROPENSITY

YEAR

SAMPLE 2 ) 1978 19793) 1980 1981 1982 0

Non-prior service men 4 ) 24.7 19.7 22.9 21.2 19.5

Non-prior service women 4 ) 12.9 8.8 8.7 9.0 10.9

Prior service men 5 ) 22.1 20.4 21.3 24.4 24.1 0

Prior service women 5 ) N/A 22.3 21.9 23.9 29.5*

* Indicates a significant difference between 1981 and 1982
levels (p < .05). S

1) Results discussed in this section are based on the findings
addressed in Chapter 3 of the text. Other chapters are
similarly referenced in this summary.

2) Each percentage in this table is derived from a different
base. For each sample, the base in each of the five years is

* approximately the same size. Those interested in the size of
each base are referred to Volume II of the 1982 RCAS, page 10.

3) The 1979 NPS samples were split between those NPS respondents
interviewed before the onset of the Iranian Crisis and those
interviewed during the crisis. The numbers presented here
represent the pre-crisis samples since they are most com- ,
parable to the other samples. The 1979 PS data were only
available after the Iranian Crisis.

4) The 1978 to 1980 NPS samples consist of 17 1/2 to 26 year
ol ds. The 1981 and 1982 NPS samples consist of 17 to 26 year
ol ds.

5) All PS sample data have been based on weighted data. All PS
data referenced in this summary have also been based on
weighted data.

, o - .



-iii-

Propensity to enlist in a particular component of the Guard/
Reserve did not change between 1981 and 1982, except in the
following cases:

0 The percentage of NPS women with positive propensity to
enlist in the Army Reserve increased significantly, and

0 The percentage of PS women with positive propensity to
enlist in the Air National Guard and Air Force Reserve
also increased significantly.

PERCENTAGE WITH POSITIVE PROPENSITY

YEAR

COMPONENT WITHIN SAMPLE 1978 19791) 1980 1981 1982

IPS MALES
2 )

BASE (N) (1491) (721) (1150) (1181) (1129)

Army National Guard 12.7 11.3 10.6 10.5 9.8
Army Reserve 11.0 9.4 9.6 9.6 8.9
Air National Guard 10.3 9.4 10.8 8.8 8.2
Air Force Reserve 12.4 10.0 11.3 10.7 10.9
Naval Reserve 9.6 8.5 9.0 8.9 7.8
Marine Corps Reserve 7.2 5.6 7.2 6.7 6.1

NPS FEMALES 2 )

BASE (N) (1495) (659) (1200) (1096) (1117) 5

Army National Guard 7.0 3.5 4.0 5.1 5.7
Army Reserve 6.3 3.9 3.8 3.9 5.7*
Air National Guard 5.6 3.8 2.6 3.1 4.3
Air Force Reserve 7.5 4.9 4.4 5.0 6.7
Naval Reserve 5.6 3.5 4.3 3.9 4.5
Marine Corps Reserve 4.3 2.3 2.9 2.7 3.7

* Indicates a significant difference between 1981 and 1982

levels (p < .05).

1) The 1979 NPS samples were split between those NPS respondents S
interviewed before the onset of the Iranian Crisis and those
interviewed during the crisis. The numbers presented here
represent the pre-crisis samples since they are most •
comparable to the other samples.

2) The 1978 to 1980 NPS samples consist of 17 1/2 to 26 year
olds. The 1981 and 1982 NPS samples consist of 17 to 26 year 5
ol ds.

I "S
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*I PERCENTAGE WITH POSITIVE PROPENSITY

YEAR

COMPONENT WITHIN SAMPLE 1978 1979 1980 1981 1982

PS MALES1 )

BASE (N) (1498) (1536) (1712) (1812) (1791)

Army National Guard 10.9 8.2 9.1 10.2 10.7
Army Reserve 11.4 8.5 9.1 9.7 9.1
Air National Guard 7.6 6.5 6.1 9.0 9.3
Air Force Reserve 6.9 6.8 6.5 8.9 8.6
Naval Reserve 5.9 5.3 5.7 7.1 7.6
Marine Corps Reserve 5.0 4.3 4.2 5.7 4.8 0

PS FEMALES
1 , 2)

BASE (N) (N/A) (395) (560) (572) (564)

Army National Guard N/A 10.2 9.4 9.4 9.7
Army Reserve N/A 10.4 10.8 12.8 11.1 0
Air National Guard N/A 7.0 6.8 8.3 11.9*
Air Force Reserve N/A 8.5 9.0 10.7 14.9*
Naval Reserve N/A 10.9 7.4 8.1 9.0

S

Demographic and Experiential Profiles of Positive and Negative
Propensity Individuals

In at least four of the past five surveys, men and women with
positive propensity have differed from those with negative propen-
sity in that the former are more likely to:

0 Have friends who are thinking about or who have recently
joined the military,

0 Not own their own homes,
0 Be black or Hispanic,
0 Be single,
0 Be younger, and
0 Have received less formal education. 3 )

* Indicates a significant difference between 1981 and 1982
levels (p < .05).

1) All PS sample data have been based on weighted data. All PS
data referred to in this summary have also been based on
weighted data.

2) Enlistment propensity for PS women toward the Marine Corps
Reserve cannot be measured in a manner comparable to that for
other Guard/Reserve components, since no PS women from the •
Marine Corps were included in the sample.

3) Positive propensity men, but not women, are also more likely
to be unemployed.

* 0 ;..
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PS Enlistment Propensity in the IRR and Related Issues S

PS respondents were asked the likelihood of their enlisting
for three additional years in the IRR under three separate incen-
tive plans: Refresher training, full pay and allowances plus a
$900 bonus; a $900 bonus; a low cost life insurance program. The
refresher training plus $900 bonus plan was associated with the
highest level of propensity. The percentage with positive propen-
sity to enlist in the IRR under this incentive plan was 35.3 per-,
cent for PS men and 36.9 percent for PS women.

Comparison of Enlistment Propensity in the Guard/Reserve Versus
the 14.litary tActive or Reserve Forces) Plus Two Additional Tears
In the IRK

Propensity declined significantly when PS men and women were
asked if they would serve in the military (Guard/Reserve or Active
Forces) if two additional years in the IRR were required. 1 )

PERCENTAGE WITH POSITIVE PROPENSITY

In Guard/Reserve In Military
Base Without Two Years With Two Years

PS SAMPLE (N) in the IRR in the IRR

Men (1791) 24.1* 17.4 0
Women (564) 29.5* 19.3

This decrease in propensity would not pose a problem if the
propensity of qualified individuals (e.g., education, attitudes,
etc.) were still sufficient to meet quotas under this new program.

Further analyses indicated that individuals attracted to the
Guard/Reserve plus two years in the IRR are less educated and
project their next year's income to be lower than individuals
attracted only to the Guard/Reserve. In addition, those attracted
to the Guard/Reserve plus two years in the IRR are more pro- 0
militdry and associate fewer negative attributes with the Guard/
Reserve than individuals attracted only to the Guard/Reserve.

* Indicates a significant difference (p < .05) in propensity in
the different scenarios.

1) Individuals were asked if they would re-enlist in the Active
Forces or the Guard/Reserve if two additional years in the
IRR werT? required. Responses to this item are used to
estimate re-enlistment in the Guard/Reserve if two additional

* years in the IRR were required. However, this will cause the
re-enlistment propensity to be somewhat overestimated.

~................ .......... _. ._. .:•... .... ...... -'.._ _ ?
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PERCEIVED SUPPORT FROM AND FOR SPOUSES AND SIGNIFICANT
OTHER INDIVIDUJLS JOINING THE GUAR RESERVE ' ,Chapter'5)

The percentage of individuals from each sample who report
they will be more supportive of a "spouse/friend" who enlisted in
the Guard/Reserve than that person would be of them ranged between
15 percent (PS men) and 30 percent (PS women). Sixty percent
(60%) or more of each of the four samples reported support for and
from a "spouse/friend" would be mutual.

SAMPLE I ) 0

RELATIVE SUPPORT FROM NPS PS
AND FOR A "SPOUSE/FRIEND" Males Females Males Females

Greater support reported I
for "spouse/friend" than
from "spouse/friend" 17.9 26.4* 14.7 30.2*

Equal support reported
for "spouse/friend" and
from "spouse/friend" 69.5* 65.3 62.3 60.1 /

Less support reported
for "spouse/friend" than
from "spouse/friend" 8.4* 5.3 19.7* 5.60I

Indicates the percentages for men and women for a given
sample (PS or NPS) are significantly different (p < .05).

1) Percentages do not necessarily add to 100 percent because not
all respondents answered these items.

.............. .. .... ... ..... '' 'I., " :'--I""' - ", .
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The Anticipated Reaction of One's Spouse/Friend and the Effect
of Incentives on propensito

NPS respondents who expected that their "spouse/friend" would
be supportive of Guard/Reserve enlistment were influenced signifi-
cantly more by most enlistment incentives than were individuals
who expected their "spouse/friend" would not be supportive. For
example, without a bonus, 51.4 percent of-Me NPS men who antici-
pate a positive reaction from a "spouse/friend" have positive 0
propensity. When offered a $3,000 enlistment bonus, the percent-
age with positive propensity increases by 13.6 percent to 65.0
percent. On the other hand, without a bonus, 15.2 percent of the
NPS men who anticipate a negative reaction from a "spouse/friend"
have positive propensity. When olfered a $3,000 enlistment bonus,
the percentage with positive propensity increases by 7.4 percent 0
to 22.6 percent. (The incease of 13.6 percent is significantly
greater than the increase of 7.4 percent.) The same pattern is
characteristic of PS men for the hypothetical $3,000 and $4,000
enlistment bonuses. This pattern was not evident, however, for PS
men with regard to tuition assistance incentives or for PS women
with regard to any of the proposed incentives. 9

CHANGES IN THE PERCENTAGE OF INDIVIDUALS WHO HAVE
POSITIVE PRDPEN511Y WHEN 'UFFERLD ENL1SIMEN 1NLNCIE ES

NPS MALES NPS FEMALES

Anticipated Reaction Anticipated Reaction
PROPOSED of "Spouse/Friend" of "Spouse/Friend"
INCENTIVE Positive Negative Positive Negative

BASE (N) (140) (743) (116) (796)

Baseline Propensity 51.4 15.2 34.5 7.2

Enlistment bonuses

$2,000 +2.6 +1.1 +24.3* +15.9
$3,000 +13.6* +7.4 +31.6* +24.3
$4,000 +16.2* +14.1 +34.2* +28.7

Tuition assistance
annually for up to
four years
$1,000 -0.3 -4.8 +6.4 +4.7
$1,500 +3.7 -0.2 +11.9 +8.7
$2,000 +13.6* +7.1 +17.1 +12.6

* Indicates the difference between the positive and negative
group is significant (p < .05). The test of significance is
based on the differences among the mean increases in propen- 5
sity. For ease of presentation, however, the table sets forth
the increases in the percentage with positive propensity.

S T
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REASONS FOR WANTING TO ENLIST AND REASONS FOR
NOT WANTING TO ENLIST IN THE GUARDIRESERVE 'Chapter 6)

Ratings by positive propensity respondents of the importance
of each of nine reasons for wanting to enlist and ratings by
negative propensity respondents of the importance of each of nine
reasons for not wanting to enlist were analyzed.

Among positive propensity respondents (NPS and PS), "doing S
something for your country" was consistently one of the most impor-
tant reasons for wanting to enlist. On an overall basis, "plans
for a civilian job" was the most important reason for not wanting
to enlist for three of the four samples (NPS men, PS men, and PS
women) of negative propensity individuals. Overall, "allows you
to stay near family and friends" was the least important reason
for wanting to enlist for the positive propensity samples, and
"disapproval of parents" was the least important reason for not
wanting to enlist for the negative propensity samples.

Reasons Different Segments of UPS Individuals Give for Enlisting
or Not Enlisting

To determine if individuals with different demographic charac-
teristics give different reasons for wanting to enlist or not
wanting to enlist, the NPS sample was divided into five distinct,
independent segments. These segments were characterized as
"Working Singles," "High Schoolers," "Marrieds," "Collegiates,"
and "Others."

The five segments did not differ in their reasons for wanting
to enlist. The five segments did differ, however, in their
reasons for not wanting to enlist. "High Schoolers" and 0
"Collegiates" placed the most importance on plans for continuing
school. "Marrieds" were unique in placing the most importance on
concern of being separated from family and friends. Both "Working
Singles" and "Others" placed the most importance on plans for a
civilian job.

These findings suggest that positive propensity individuals
do not have clearly defined reasons for wanting to enlist.
Negative propensity individuals, however, have specific, clearly
defined reasons for not wanting to enlist. Moreover, individuals
with different demographic characteristics tend to differ with
regard to their reasons for having negative propensity. •

II
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THE RELATION BETWEEN EMPLOYMENT-RELATED VARIABLES
AND PROPENSITY (Chapter 7) 

Approximately one-half of the NPS sample and one-quarter of
the PS sample felt Guard/Reserve membership would help with a
civilian job. (The percentage of NPS women who thought this was
true declined significantly from 1981 to 1982.) The percentage of
positive propensity individuals was greater among those who felt
Guard/Reserve participation would help with a civilian job than
among those who did not.

PERCENTAGE SAYING IT WOULD HELP IN A CIVILIAN JOB
O BE A GUARD/RESERVE MEMBER

1981 1982

SAMPLE % (BASE) % (BASE)

Non-prior service men 50.4 (1181) 50.4 (1129)
Non-prior service women 55.5* (1096) 48.4 (1117)
Prior service men 23.4 (1812) 24.3 (1791)
Prior service women 24.9 (572) 27.3 (564)

PERCENTAGE OF POSITIVE PROPENSITY INDIVIDUALS AMONG THOSE

WHO DO AND DO NOT THINK GUARD/RESERVE MEMBERSHIP
WILL HELP WITH A CIVILIAN JOB

PERCEPTION

Gua rd/Rese rye Guard/Reserve
Will Help Will Not Help

With a Civilian Job With a Civilian Job S

SAMPLE % (BASE) (BASE)

Non-prior service men 28.7** (534) 11.2 (526)
Non-prior service women 18.3** (509) 4.6 (542)
Prior service men 49.3** (410) 15.8 (1276)
Prior service women 45.8** (142) 22.7 (379) S

Indicates a significant difference between the 1981 and 1982
levels (p < .05).

** Indicates a significant difference in propensity among those
who feel Guard/Reserve membership will help with a civilian
job and those who do not.

S ". ,
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The majority of individuals who thought their company had a
policy regarding Guard/Reserve participation thought their
company's attitude toward Guard/Reserve enlistment would be
positive. Those who did not think their company had a specific
policy were most likely to think their company's attitude would be
neutral.

PERCEPTION OF COMPANY POLICY AND ATTITUDE
REGARDING GUARD/RESERVE.ENLISTMENT'"

COMPANY
COMPANY HAS POLICY DOES NOT HAVE POLICY

COMPANY ATTITUDE COMPANY ATTITUDE

SAMPLE Positive Neutral Negative Positive Neutral Negative

Non-prior service
men 72.0 26.2 1.9 20.7 72.1 7.2

Non-prior service
women 70.2 26.2 3.6 19.2 73.2 7.6

Prior service 5
men 63.3 32.4 4.4 33.1 59.4 7.6

Prior service
women 70.4 25.9 3.7 28.2 65.0 6.9

1) For each sample the percentage who think their company s
attitude toward Guard/Reserve participation is positive is
greater among those who think their company has a policy than
among those who do not. The opposite is true for the percent-
age of individuals who think their company's attitude is
neutral.

. ..-.. . .•
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r..
The percentage of PS men who reported having actually talked 6

with their supervisor about Guard/Reserve participation increased
significantly from 1981 (13.7 percent) to 1982 (16.7 percent).
This was not the case for the other three samples. Among PS
respondents the percentage who reported other co-workers to be

L Guard/Reserve members has declined significantly from 1981 to 1982
from 37.1 percent to 33.0 percent for men, and from 35.6 percent S

to 28.4 percent for women.

The Relation Between Propensity and Employment-Related Factors S

Whether or not a person believed one's job would be held
while at Guard/Reserve training was significantly related to
propensity. Among those who thought their jobs would be held, the
percentage with positive propensity was higher than among those
who did not believe this to be true.

The percentage of positive propensity PS individuals was
greater among those who were dissatisfied with their abilities to
meet their financial needs since separation from the service than
among those who were satisfied in this regard.

Perceived Influence of Guard/Reserve Enlistment on a Civilian Job
and the Effect of incentives on Propensity

In 75 percent of the cases (18 out of 24), the positive
influence of enlistment incentives on propensity was significantly
greater among individuals who thought Guard/Reserve participation
would help with a civilian job than among those who did not.
These data indicate that if an individual feels Guard/Reserve S

enlistment may jeopardize his or her job, that person is not
likely to have positive propensity even if presented with an
enlistment incentive, such as cash or tuition assistance.

S
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THE RELATIONSHIP OF NUMBER OF RESPONSIBILITIES AND
PROPENSITY TO JOIN THE GUARD/RESERVE (Chapter 8)

The effect of the sheer number of one's responsibilities on
propensity was examined. The degree to which incentives are
associated with higher propensity among respondents with few
responsibilities and those with many responsibilities was also
exami ned.

The Relationship of Responsibilities and Propensity

As seen in the table below, NPS individuals with the most
obligations have significantly lower propensity than those with
the least obligations. One explanation for this is that NPS
individuals with more responsibilities and obligations may give
greater weight to the personal opportunity cost of Guard/Reserve
service than to its attractions. (NPS individuals with the most
obligations tend to be older and married; those with the least
obligations tend to be younger and in high school.)

PERCENTAGE OF SAMPLE WITH POSITIVE PROPENSITY,
BY OBLIGATIONS/RESPONSIBILIT1ES SEGMENTS ,

OBLIGATIONS/RESPONSIBILITIES SEGMENTS

SAMPLE Least Most 9

Non-prior service men 29.4* 11.5
Non-prior service women 13.8* 5.5
Prior service men 25.5 22.0
Prior service women 35.2 23.2

Indicates a significant difference in propensity between those

with the most and those with the least obligations (p < .05). S S

* S•.o
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Propensity, Incentive Programs and Responsibilities

Incentives were found to influence propensity differently
depending on whether one had many or few responsibilities and
whether the respondent was male or female. Among males, incen-
tives had the effect of increasing the propensity of those with I S

the most responsibilities relative to those with the least respon-
sibilities. On the other hand, among women, incentives did not
have a substantial impact among those with many responsibilities.
Monetary incentives, however, did increase the propensity of women
with very few responsibilities.

One way of explaining these findings is that as responsi-
bilities and obligations increase, propensity may be affected
negativel by the need to devote one's free time to one's family
and friends. At the same time, however, mounting obligations may
affect propensity positively because the additional income derived
from Guard/Reserve participation can help alleviate the financial
drain of these obligations. The personal trade-off one makes
between available family time and additional income may influence
the effect of the number of responsibilities on propensity. In
some cases, moreover, enlistment incentives may influence this
trade-off.

* S

* S
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KEY RECOMMENDATIONS

The following key recommendations have been made on the basis
of results discussed in this volume. These and other recommenda-
tions are described in more detail in the final pages of each
relevant chapter. (Selected key recommendations from previous
RCAS waves can be found in Appendix A.)

The recommendationsbelow are listed according to the chapter
with which they are associated, and not in order of importance.

Recommendation A (Chapter 3):

Enhance recruiter sensitivity to the issue that
many individuals who are not qualified to be 5
Guard/Reserve officers wish to enlist only if
they can become officers.

Propensity declines approximately 20 percent when individuals
who only wish to enlist if they can become officers are not 0 6

counted as having positive propensity. Many recruiters may
already be sensitive to potential enlistees who overestimate their
chance of becoming an officer. Increased sensitivity to this
issue, however, and increased effort on the part of Guard/Reserve
counselors to enlist individuals who want to enlist only if they
can become an officer, but who will probably not become an * ,
officer, may be helpful.

Recommendation B (Chapter 4):

* Explore ways of tapping the market of NPS indivi-
duals who have positive propensity only for the
IRR without interfering with the market of NPS
individuals who have positive propensity for the
Guard/Reserve as well as the IRR.

There appears to be a market composed of NPS individuals who
have positive propensity only for the IRR that is distinct from
those who have positive propensity for the Guard/Reserve as well
as the IRR. The former are more likely to be married, older and,
are less inclined to participate in social activities with large

* groups of people. Because these individuals are distinct, care-
fully designed and executed recruiting efforts for the IRR may

*. enhance IRR accessions without detracting from Guard/Reserve acces- . .*
sions.

. -. ." .
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Recommendation C (Chapter 5):

Explore the degree to which an individual
accurately or inaccurately assesses their
spouse's (or a significant other individual's)
support if they were to enlist in the Guard/
Reserve.

S

If preliminary findings that individuals may
underestimate a espouse/friend's" support are
confirmed, design advertising and promotional
strategies that will increase awareness of such

* support.

In most cases, there is a difference between how supportive
people expect a "spouse/friend" will be if the individual joins
the Guard/Reserve, and how supportive individuals of the opposite
sex say they will actually be if a "spouse/friend" were to join
the Guard/Reserve. Reported support is greater than expected
support in most cases. Furthermore, individuals who think their"spouse/friend" will be supportive are more likely to have posi-
tive propensity and to increase their propensity when offered
enlistment incentives than are those who do not think their
"spouse/friend" will be supportive. If further exploration of
this issue indicates that individuals, in fact, underestimate how
supportive a "spouse/friend" will actually be, it follows that
increasing individuals' awareness of their "spouse/friend's"
support through advertising and promotional campaigns may enhance
propensity and accessions.

Recommendation D (Chapter 6):

To increase propensity among negative propensity
individuals, address their specific concerns
about Guard/Reserve enlistment. To increase
propensity among positive propensity indivi-
duals, stress the overall positive attributes of
the Guard/Reserve.

Individuals with different demographic characteristics give
specific and different reasons for not wanting to enlist. It is
likely that before such negative propensity individuals will
attend to pro-Guard/Reserve information, their specific concerns
and reasons for having negative propensity need to be addressed.
Different types of positive propensity individuals, on the other
hand, do not give different types of reasons for wanting to
enlist. Because these individuals do not substantially differen-
tiate among reasons for wanting to enlist, a broad, generally
positive pro-Guard/Reserve campaign may be equally effective for S
enhancing accessions among positive propensity individuals, even
those with very different demographic characteristics.

* S
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Recommendation E (Chapter 7):

Review the communication and motivational strate-
gies being used with employers to enhance Guard/
Reserve enlistment.

The finding that the percentage of PS respondents who are
aware of co-employees who are Guard/Reserve members has & clined
from 1981 to 1982 is worrisome. The fact that over 50 percent of
the NPS respondents thought an employer would not hold a job while 0
an individual attended a Guard/Reserve training camp and that this
percentage has increased significantly from 1981 to 1982 are also
of concern. Individuals who feel Guard/Reserve participation will
hurt their jobs or careers are less likely to have positive propen-
sity or to be sensitive to enlistment incentives. Individuals who
have positive propensity are more likely than those with negative 0 0

0 propensity to know of individuals who are in the Guard/Reserve or
who are considering joining. These findings indicate that a
review of the strategies being used with employers to elicit and
communicate support for Guard/Reserve enlistment may be useful.

* S

Recommendation F (Chapter 8): -. 1

To increase the number of positive propensity
men among those who are older and have many "
responsibilities and obligations, focus on the 0
financial benefits of Guard/Reserve enlistment.

Older men have proved to be difficult to recruit. This group
of individuals is characterized by their many responsibilities and
obligations, and such individuals have lower enlistment propensity
than those with very few obligations and responsibilities. When
presented with financial incentives, however, the propensity of
this older group of men with many responsibilities and obligations
increases relative to the propensity of those men with few respon-
sibilities and obligations. "

0

I! "
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PREFACE

This report documents a study performed by ARBOR, Inc. under

Contract MDA903-81-C-0617 as part of the Joint Market Research

Program sponsored by the Office of the Assistant Secretary of

Defense (Manpower, Reserve Affairs and Logistics) -- OASD (MRA&L)

-- and the Services.

The Reserve Component Attitude Study (RCAS) is a component of

the Joint Market Research Program, a program of studies which

contributes to policy formation and the development of recruiting

marketing strategies. (The military services provide input into

this progran of studies through the Joint Market Analysis and

Research Committee (JMARC).) RCAS provides time series data about

tne propensity of young men and women to enlist in the Reserve

components and measures their behavior with respect to the Reserve

and Guard, including advertising awareness, contact with

recruiters, and knowledge of the financial incentives for

enl i sti ng.

" ARBOR, Inc. would like to acknowledge the efforts of several

individuals in the successful completion of this study. At the

Defense Manpower Data Center, Zahava D. Doering, Chief, Survey

Market Analysis Division, provided overall guidance during the

effort; J. J. Miller, Chief, Market Research Branch, and principal

* DoD contact provided specific direction and monitored all stages

of the effort; Vonda L. Kiplinger provided valuable technical

assistance in the areas of sample design and selection; and Dr.

Michael T. Laurence contributed considerable technical and edi-

- . torial guidance.

In OASO (MRA&L), Dr. G. Thomas Sicilia, Director, Accession S

Policy, CAPT Louise C. Wilmot, Deputy Director, Accession Policy,

* - and Mr. Ronald G. Liveris provided critical policy guidance.

Finally, we would like to thank the members of JMARC, and LTC

* George A. Thompson, Chairman, in particular, who provided valuable

input into the questionnaire construction and analytic design
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1.0 ORIENTATION,

1.1 Background

The transition from the draft to the All-Volunteer Force

(AVF) created the need to enhance understanding of the deter-

minants of voluntary enlistment. Whereas voluntary enlistments

had comprised only a portion of the military when enlistment was
mandatory, under the AVF they make up the entirety.

To fulfill its function, the AVF approach must result in the

* appropriate quality and quantity of enlistees not only in the
Active Forces but in the Selected Reserve Components as well.
These Reserve Components are part-time military units which

provide back-up capability for the Active (full-time) Forces. sk _

* During the initial implementation of the AVF in 1973, little

* attention was given to issues of recruiting for the National Guard

a nd Rese rve s ( Gua rd/ Re serve) It was soon recognized, however, S

that the Guard/Reserve would have a harder recruitment job in the
late 70's and the 80's than when the ranks were filled by persons..

* not wanting to serve in the Active Forces during the Vietnam War..-

This being the case, it was deemed important to gain a better

understanding of the enlistment process and to further such
* understanding by systematically tracking the propensity to enlist-

over time and by exploring key factors which affect this propen-
51- ty .

* To achieve this purpose, the initial Reserve Component

Attitude Study (RCAS) was conducted in 1977. A RCAS has been

conducted in each subsequent year. All studies have been designed

and analyzed in accordance with a market research orientation

.•.. ..... . .
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toward understanding how to promote the Guard/Reserve effectively.

In these previous studies, ARBOR has:

0 Attempted to analyze the market -- i.e., to develop a

detailed description of the characteristics and

attitudes of individuals who have positive propensity to

enlist in a Guard/Reserve Component.

0 Evaluated the awareness and appeal of existing and

hypothetical features of the Guard/Reserve -- e.g., the

reactions to current benefits, changes in benefits,

current and possible changes in length of enlistment, -

timing of Unit Training Assemblies (UTA's), etc.

* Estimated the effects of market conditions which

influence enlistment decisions -- i.e., attempted to

understand how attitudes, values, and perceptions of

risks and benefits affect propensity and how they might

be influenced by economic, political and social
variables. - ".... a

A review of selected previous RCAS major findings and

recommendations can be found in Appendix A.

1.2 This Study

This is the fifth report in a series designed to explore

issues relating to the accession of enlisted personnel in the

Guard/Reserve. Each of these studies has focused on identifying

and tracking the factors associated with enlistment propensity.

.. '-* * ". * . .* .
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The data for this study were collected from 4 October to

24 November, 1982, from:

* 1150 men, 17 to 26 years of age, without prior military

service experience,

0 1145 women, 17 to 26 years of age, without prior

military service experience, and

S

* 2373 persons with prior military experience, who have

separated from active duty after at least two years of

service.

Among the individuals with prior military service, 1803 were men,

including approximately 500 each with prior service in the Army,

Navy, or Air Force, and 300 with prior service in the Marine

Corps. The remaining individuals were women, including approxi-

mately 300 with prior service in the Army, 124 with prior service

in the Navy, and 151 with prior service in the Air Force. 1 )

(There are not enough women with prior service in the Marine Corps

to obtain reliable data. Consequently, prior service Marine Corps

women were not surveyed.)

1) Respondents who answered less than 15 percent of the

questions or for whom a propensity measure could not be
computed were not included in the analyses. As a result, as
indicated in the table below, the number of interviews
analyzed was slightly smaller than the number of interviews
obtained.

Interviews Interviews Unused Interviews
SAMPLE Obtained Analyzed # of Obtained --- .

NPS men 1150 1129 21 1.8%
NPS women 1145 1117 28 2.4%
PS men 1803 1791 12 0.7%
PS women 570 564 6 1.1%

-. o . o .
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1.3 Organization of the Report

The report on the 1982 Guard/Reserve Tracking Study is

presented in two major volumes as well as two additional documents

referred to as the "Data Tape Documentation" and the "Call-Record

Analysis."

Volume I, Major Findings and Implications (the volume in -

hand), includes a comparison of the current level of propensity to 0

enlist in the Guard/Reserve to the levels of previous years. It

also addresses the demographic characteristics of respondents who

say they are likely to enlist, and deals with selected current - .

issues that have implications for enhancing recruitment effective- 6

ness.

Volume II, Data Tables, provides the basic data on all

questions asked of respondents in 1982. Annotated highlights for

each question are also contained in Volume 11.

The Data Tape Documentation contains documentation of the

computer tape of the data for the 1982 RCAS. Included in this S

document are variable names, response alternatives and the

relevant coding information.

The Call-Record Analysis consists of an analysis of the final

telephone call results that were obtained in the sampling process.

I 1.4 Organization of this Volume

The purpose of this volume is to provide the basic propensity

tracking data, summarize data that are relevant to current policy

issues, and discuss implications of these selected data for

accession policy.

[.:.. . . . . . . . .. . . . . . . . . . . . . . . . .,.,
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Chapter 2.0 describes the methods, procedures and defini-

tions relevant to the study.

Chapter 3.0 discusses the tracking data on enlistment
propensity for components of the Selected Reserve.

Respondent's interest in becoming an officer, and the

relationship of this interest and propensity to enlist

in the National Guard or Reserve Forces is explored in -

this chapter.

* Chapter 4.0 deals with issues relevant to propensity to

enlist in the Individual Ready Reserve (IRR). The

effects on propensity of various incentives as well as

of different service requirements are explored. Charac-

teristics of Non-prior service (NPS) individuals

attracted to the IRR but not to the Guard/Reserve are

investigated In addition, Prior service (PS) indlivi- F a
duals who would enlist in the Guard/Reserve if two

additional years in the IRR were required are compared ...--

to those who would not enlist under this scenario but

would enlist in the Guard/Reserve under current

requirements.

Chapter 5.0 focuses on how supportive individuals say

they will be if a spouse or significant other person 0

were to enlist in the Guard/Reserve. An individual's

expectation regarding the reaction of- their spouse (or

of a significant other person) if the individual were to

join the Guard/Reserve is also dealt with. Lastly, the

relationship between the effectiveness of incentives in

increasing propensity and whether or not an individual

expects a significant other individual to be supportive

of Guard/Reserve enlistment is explored.

-.. . . . . . . . . . . . . . . . .. . . . . . .... . . . ..
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Chapter 6.0 deals with positive propensity individuals'

reasons for wanting to join the Guard/Reserve and . -. :-

negative propensity individuals' reasons for not wanting

to join the Guard/Reserve. NPS respondents are

separated into five different groups on the basis of

demographic characteristics, and the reasons these

different groups give for wanting or not wanting to

Mal enlist are compared.

* Chapter 7.0 discusses the relationship of several employ-

ment issues and propensity to enlist in the Guard/

Reserve. Perceptions of whether or not Guard/Reserve

membership will help with a civilian job, employers'

attitudes toward Guard/Reserve participation, and

supervisors' attitudes toward Guard/Reserve participa-

tion are some of the areas addressed. The effect of

work-related variables on the degree to which one is

influenced by enlistment incentives is also discussed.

0 Chapter 8.0 concerns the effect of the sheer number of

-1 an individual's obligations on his or her propensity. .

The effect of having many obligations on the need for

family time and the need for additional income, and the

possibility that a trade-off between these two needs may

affect propensity are explored. The influence incen- S

tives may exert on such a trade-off, and consequently on

propensity, are also addressed.

Implications for enhancing Guard/Reserve recruiting and

enlistment policy effectiveness based on the foregoing analyses

are presented and discussed separately within each relevant

chapter.

. ." .- .

. - . . . .
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2.0 METHOD AND DEFINITIONS
I0

2.1 The Sample

The data were collected from 4 October to 24 November, 1982,

from both Non-prior service (NPS) and Prior service (PS) men and

women, using WATS line telephone interviews of approximately 30

minutes duration.

Both individuals who are part of the traditional major market

for the Guard/Reserve and those who are -ot, such as college

graduates, women, and individuals more than 21 years old, were
included in the sample. 'The age and geographic distribution of

the NPS samples were constrained to match the most recent U.S.

census data. NPS respondents aged 17 to 26 were interviewed.

The PS sample comprised persons with prior military experi-

ence who had been separated from active duty after at least two

years of service, were eligible for re-enlistment, were not in the

Selected Reserve at the time of the study, and who also had at
least one year remaining under their military service obliga-

tion.1, 2) O

A breakdown of demographic characteristics of the NPS and PS

samples is set forth in Table 2-1. Inspection of this table indi-

cates that the sample is representative of the relevant popula-

tions.

1) Prior service men were AFQT Category III or above as measured
by the tests current during their active duty.

2) The PS sample data were weighted so that the proportion of
individuals from any particular branch of service to the
total number of individuals in the sample would be equal to -'* "
the comparable proportion in the population. Unless other-
wise specified, the PS data presented have been based on
weighted data.
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TABLE 2-1: DEMOGRAPHIC CHARACTERISTICS

BY SAWLE

NPS PS

DEMOGRAPHIC VARIABLE Males Females Males Females

BASE (N) 1129 1117 1791 564

Average age 21.4 yrs. 21.5 yrs. 23.9 yrs. 25.0 yrs.

Ethnicit ,)
White 81.0% 81.0% 85.3% 84.9%
Black 9.9% 9.9% 7.0% 10.4%
Hi spanic 4.4% 4.7% 4.4% 3.3%
Other 4.7% 4.4% 3.3% 1.4%

Education
Less than high school graduate 22.9% 19.5% 3.0% 0.0%
High school graduate only or

A vo-tech training 38.1% 43.5% 63.3% 56.2% 6
Some college 24.6% 24.8% 26.9% 33.5%
College graduate or more 14.5% 12.4% 2.9% 3.8%

Now attending school 40.1% 34.6% 32.1% 35.6%

Average reported grades in high school B/B- B B-/C+ B

nFamily Situation S
Married 20.8% 30.8% 35.5% 48.1%
Average number of dependents 0.5 0.6 0.7 0.6
Own home (and not living with parents) 13.0% 15.5% 15.9% 20.9%

Have mothers with at least some
college education 25.4% 26.4% 20.5% 21.5%

Have fathers with at least some
college education 31.5% 27.8% 24.9% 24.8%

Number of siblings 2) 2 2 3 3
Empl o~ment

* mpoiyed 70.4% 58.5% 75.7% 60.4%
Unemployed and looking for work 19.0% 19.5% 16.9% 15.7%

Perceive working in factory in next J0
few years to be likely 20.6% 13.6% 25.2% 10.8%

Perceive difficulty in finding
appropriate full-time job 77.7% 77.3% 80.3% 55.3%

Mi i tar Contact
S1TalKed to a uard/Reserve recruiter

within past year 17.0% 9.8% N/A N/A S
Have close relative in the military 82.8% 78.2% N/A N/A

*, Have close relative who is career
mi I i tary 26.0% 25.9% N/A N/A

Have friend who recently joined or is
. considering joining military 31.6% 29.9% 34.9% 45.4%

Past Military Service
Satisfied with skills obtained in service N/A N/A 71.8% 75.0%

* Satisfied with service N/A N/A 70.6% 76.4%

1) These categories are mutually exclusive.
2) Mode: most frequent number.

7 7
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2.2 The Questionnaire

The questionnaire consisted of two sections: A core section,

designed to allow cross-year comparisons and analyses of trends,

and a "floating" section, designed to permit analyses of current

issues. Examples of core items include:

0 Propensity to enlist in each National Guard or Reserve

component (other than the Coast Guard Reserve),

0 Propensity to enlist in the Active Forces,

0 Last year of formal education,

0 Employment status, and

0 Reported enlistment-related behaviors undertaken within

the year preceding the survey, such as having sent for

recruiting literature or having talked with a recruiter.

Some of the "floating" items included for the first time in
S

tnis year's RCAS are:

0 Enlistment propensity for NPS individuals in a new

hypothetical Individual Ready Reserve program, and

9 Propensity to enlist if one is interested in becoming an

officer but is not able to do so.

. . ... . ..-. . . .-. . .- ".... .

.- ..- . . .........

" ,. . .° . .- ." .• . . . . .°
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Both the NPS and PS versions of the questionnaire included a

number of questions relevant to enlistment propensity in the

Guard/Reserve. In addition, both versions of the questionnaire

contained questions on:

* Age,

* Educational history,

* Employment history,

* Family background, S

0 Marital status, and

0 Other demographic characteristics.

Complete copies of the questionnaires are included in Appendix B. S

The NPS and PS versions differed mainly in whether they

,contained questions on military experience and personal events

since separation from the military (for Prior service individuals)

or questions on favorability toward draft registration programs

(Non-prior service individuals). .- .

The majority of the items in the questionnaire were chosen on

the basis of results from the earlier Reserve Component Attitude

Studies in which a comprehensive model for understanding and

predicting enlistment propensity was developed. That model,

developed during the first RCAS wave and refined in subsequent

waves, offers a context within which critical determinants of

enlistment behavior can be identified, and thus helps determine

those variables that should be attended to and tracked.

Additional questions contained in the floating section of the

1982 survey instrument were based on discussions of current policy

issues coordinated by Defense Manpower Data Center (DMDC) Market

Research Branch personnel with the Office of the Assistant Secre-

tary of Defense (Manpower, Reserve Affairs and Logistics) OASD

(MRA&L) and Joint Market Analysis and Reserch Committee (JMARC)

personnel.

"- pe s nn l .-.. . . . . . . .-
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Different forms of each questionnaire were developed in order -

to control for order effects. For example, when determining how

likely an individual would be to enlist if given a $2,000, $3,000

or $4,000 bonus, half of the respondents were asked about the

bonuses in the ascending order shown; the others were asked the

questions in the reverse, descending order.I) I

2.3 Definitions

2.3.1 Guard/Reserve. This term is used to
refer to any or all of the following: Army
National Guard, Army Reserve, Air National
Guard, Air Force Reserve, Naval Reserve, and
Marine Corps Reserve. It is not defined as p
including the Coast Guard Reserve or the
Individual Ready Reserve.

2.3.2 Enlistment Propensity. Enlistment propen-
sity is measured by asking respondents to
indicate how likely they are to join each of the -- -"-1
National Guard and Reserve components (except
the Coast Guard Reserve) on a four-point scale.
The scale includes the positive responses of
"definitely enlist," "probably enlist," and thp
negative responses of "probably not enlist,' ar a
"definitely not enlist." p.

The enlistment propensity score for a given
respondent is the most positive resprnse he or
she gives for any one of the six coripnent-
(Army National Guard, Army Reserves, Air
National Guard, Air Force Reserves, Marine Corps I S
Reserves, or Naval Reserves). (This means that
the overall enlistment propensity of any total
sample will be more positive than the total
sample's enlistment propensity toward any single

1) Different versions controlled for a number of other potential
biases. For example, in half of the questionnaires enlist-
ment-related questions were phrased "will you enlist," while
in the other half, "would you enlist" was used. The ques-
tions which had this will/would distinction were analyzed, *
and it was determined that responses to such questions were
not significantly influenced by this difference in wording.

............................................ .L'' i •."iii. ....... •....
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Guard/Reserve component.) Individuals whose
only answer to these enlistment questions is
"don't know" or who refuse to answer all of the
questions were not used in any of the analyses.

Whenever the term "enlistment propensity" is
used in this volume without further qualifica-
tion, it refers to responses on this measure,
obtained prior to any discussion of policy
changes or incentives.

For each individual, his or her propensity
measure was dichotomized with positive propen-
sity individuals being defined as those who say
they will "definitely enlist" or "probably
enlist" in at least one of the six National
Guard or Reserve components and negative
propensity individuals being defined as those 5 0

who say that they wil 1 "probably not enl i st" or
"definitely not enlist" in each and every
component.

2.3.3 Component. In this report, differences -
among the various Guard/Reserve units, such as
the Army National Guard versus the Naval
Reserve, are referred to as differences among
components." Except in the presentation of the
basic propensity tracking data in Section 3.0,
no efforts are made to distinguish further among .
components. Where "branch" is used, it refers
to the military force in which a PS individual
served -- the Army, Navy, Air Force, or Marine
Corps.

2.3.4 Non-Prior Service (NPS). Men and women
with no prior military service experience are
referred to as "Non-prior service men" and
"Non-prior service women," or "NPS men" and "NPS
women."

2.3.5 Prior Service (PS). Men with prior
military experience are referre4 O as "Prior
service men' (PS men). Women with prior
military experience are referred to as "Prior
service women" (PS women).

..-... ".-... .. :.-...-......... "."... ................... ......................
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2.3.6 Statistical Significance. Statistically
significant results are those which are unlikely
to occur solely on the basis of chance. In
other words, if a particular outcome is a rare
event when only chance is operating, then it is
reasonable to assume that more than chance is
operating. For example, if there is no differ-
ence between two populations on a given measure,
it would be rare for a large difference to be
observed between samples drawn from these popula- 0
tions if only chance were influencing the data.
Typically, researchers define a rare event as
one that would happen by chance alone less than
five times out of 100. (This is referred to as
a significance or an alpha level of .05. It
means that five out of 100 times an investigator 0
will say, for example, that a difference exists
in the population when, in fact, no such differ-
ence exists (a Type I Error).) Consequently, if
the observed difference would occur by chance .

alone, less than five times out of 100,
researchers are relatively confident that the p-.

observed difference in the samples reflects a
true difference in the relevant populations.

Throughout this document, findings are said to

be significant if they are significant at the
.05 level. (See the discussion above of signi- -
ficance. )

A statistical difference between two values will
be indicated in the tables presented in this
volume by placing an asterisk next to the signi-
ficantly greater value.

Statistical significance does not necessarily
imply practical significance. Practical signi-

* . ficance is determined by a number of other

criteria, such as the actual size of a given
increase or decrease or whether or not a finding S
is consistent over many years. Practical signi-
ficance must also be evaluated with respect to
management concerns and management ability to
utilize the results in policy development or . .

i mpl emen tat ion.

. . . ; . . . . -.. . .
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2.3.7 17 1/2 to 26 Year Olds and Total Sample.
During the first three Reserve Component
Attitude Study (RCAS) waves, only NPS men and
women between the ages of 17 1/2 and 26 were
interviewed. In 1981 and 1982, 17 to 17 1/2
year olds were also interviewed. As a result, - S
NPS data for 1978, 1979 and 1980 are not
directly comparable to 1981 and 1982 data
because of this slight difference in the age
distribution of the samples.

- Si

* i5

S

. . . .
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A0

3.0 ENLISTMENT PROPENSITY

Basic tracking data for enlistment propensity toward any

component of the Guard/Reserve are described in this chapter. The

propensity of Non-prior service (NPS) respondents and of Prior

service (PS) respondents from particular branches of the military

toward each Guard/Reserve components are also discussed.

Additional analyses include: .

I Demographic characteristics of positive and negative

propensity individuals,

.. The relation between employment status and propensity to

join the Guard/Reserve, and

- The relationship of enlistment propensity to interest in 

attaining officer status.

7.- O \
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3.1 Basic Data

3.1.1 Overview. The percentage of individuals in each

sample with positive propensity to enlist in any component of

the National Guard or Reserves (Guard/Reserve) is set forth in .

Table 3-1. Compared to 1981:1)

* A significantly higher percentage of PS women in 1982

said they would probably or definitely enlist in the

Guard/Reserve: 29.5 percent versus 23.9 percent.

0 The percentage of positive propensity PS men and NPS men

and women in 1982 has remained relatively stable.

As shown in Table 3-1 and depicted graphically in Figure 3-1,

the percentage of PS women with positive propensity is higher than

in any previous year.

1) The 1982 data for NPS respondents 17 to 26 year olds) are
compared here to the 1981 data for the entire NPS sample
including 17 to 17 1/2 year olds.

. . . . . .. . . .. . . .~~~~ . . . . . . . . .. . . . . . . . . . . . . . . . . . .
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TABLE 3-1: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST

IN THE GUARD/RESERVE

I 0

YEAR

SAMPLE1 ) 1978 19792) 1980 19813) 1982

Non-prior service men 24.7 19.7 22.9 21.2 19.5

Non-prior service women 12.9 8.8 8.7 9.0 10.9

Prior service men 22.1 20.4 21.3 24.4 24.1

Prior service
women N/A 22.3 21.9 23.9 29.5*

• Indicates the 1981 and 1982 levels are significantly different.

1) Each percentage in this table is derived from a different S
base. For any given sample, the bases in different years are
roughly equivalent. Those who are interested in the size of
these bases are referred to Volume II of the 1982 RCAS, page .

10.

2) 1979 NPS data reflect only those respondents interviewed

before the attack of the U.S. Iranian Embassy on 4 November. 5
Values for respondents interviewed after the Iranian crisis
are 20.8 and 10.1 for NPS men and NPS women, respectively.
1979 PS data were only available after the Iranian crisis on . -
4 November.

3) These NPS data include 17 to 17 1/2 year old respondents. NPS
data for 1978, 1979 and 1980 reflect a sample of 17 1/2 to 26
year olds. NPS data for 1981 and 1982, however, reflect a
sample of 17 to 26 year olds.

N/A - indicates not available.

S

".".-' .- . "" .%.-
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FIGURE 3-1: YEAR-TO-YEAR PROPENSITY TO ENLIST

IN THE GUARD/RESERVE

PercetageNPS women, 17 1/2 to 26 years old
Each Year D*l* NPS womer, 17 to 26 years old

With Positive *.**u "' ner;, 17 112 to 26 years old 41
........................ a NPS mien, 17 to 26 years old

SPS woven 1)

* SPS

* 25

20 ......... 13

* 15

10

5

*YEAR 1978 1979 1980 1981 1982

1) PS data for 1979 were only available following the Iranian
crisi s.
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Specific responses associated with overall propensity for

each of the samples are shown in Tables 3-2, 3-3 and 3-4. As

shown below, responses of NPS men to propensity to join the Guard/ -

Reserve have not changed substantially from 1981 to 1982. 0

TABLE 3-2: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST

IN THE GUARD/RESERVE

NPS MALE SAMPLE
iS

YEAR

RESPONSE 1978 19791) 1980 19812) 1982

BASE 1491 721 1150 1181 1129

Probably or definitely
enlist 24.7 19.7 22.9 21.2 19.5 S- - -- m"

Definitely enlist 3.4 1.9 3.1 2.5 2.1

Probably enlist 21.3 17.8 19.8 18.7 17.4

Probably not enlist 34.3 36.3 32.7 32.8 35.0

Uefinitely not 0
enlist 41.1 44.0 44.5 46.0 45.5

1) Respondents interviewed prior to 4 November 1979.

2) These NPS data include 17 to 17 1/2 year old respondents. "

.Z;:.. . . . . . . . . . .
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1 4.

The percentage of NPS women who say they would definitely

enlist has increased significantly in 1982 compared to 1981. . -.

TABLE 3-3: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST -

& IN THE GUARD/RESERVE

NPS FEMALE SAMPLE

YEAR

RESPONSE 1978 19791) 1980 19812) 1982

BASE 1495 659 1200 1096 1117

Definitely or
probably enlist 12.9 9.8 8.7 9.0 10.9

Definitely enlist 2.1 1.2 0.9 0.7 1.8* . .

Probably enlist 10.8 7.6 7.8 8.3 9.1

Probably not enlist 25.2 31.7 24.1 23.1 23.6

Uefinitely not
* enl i st 61.9 59.5 67.2 67.9 65.6 -

"- * Indicates the 1981 and 1982 levels are significantly different.

1) Respondents interviewed prior to 4 November 1979.

2) These NPS data include 17 to 17 1/2 year old respondents.

Le .

. . . . . ... .. o !
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The percentage of positive propensity PS men remained quite

stable: 24.1 percent positive in 1982 versus 24.4 percent

positive in 1981. This percentage increased significantly among

L. PS women, however. -

TABLE 3-4: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST

IN THE GUARD/RESERVE 0

PS SAMPLES

YEAR 0

RESPONSE BY SAMPLE 1978 1979 1980 1981 1982

MALES

BASE 1498 1536 1712 1812 1791

Definitely or probably
enlist 22.1 20.4 21.3 24.4 24.1

Definitely enlist 2.2 1.8 1.6 2.6 2.3
Probably enlist 19.9 18.6 19.7 21.8 21.8
Probably not enlist 23.2 27.0 29.2 24.5 28.8*
Definitely not enlist 54.7 52.6 49.4 50.2 47.1 S

FEMALES

BASE N/A 395 560 572 564

Definitely or probably
enlist N/A 22.3 21.9 23.9 29.5*

Definitely enlist N/A 2.0 1.2 3.1 2.9
Probably enlist N/A 20.3 20.7 20.8 26.6* 
Probably not enlist N/A 26.3 27.2 27.2 25.5

--.-, Definitely not enlist N/A 51.4 50.9 48.9 45.0

• Indicates the 1981 and 1982 levels are significantly different.

"* ' 0 ii)iii~i
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3.1.2 Positive Propensity for Specific Guard/Reserve 4 0
Components. The percentage of each sample with positive propen-
sity to enlist in specific Guard/Reserve components is presented

in Tables 3-5, 3-6 and 3-7.

As can be seen in Table 3-5, there has been no significant
increase or decrease from the 1981 levels in the percentage of NPS
men who have positive propensity to enlist in any of the different
Guard/Reserve components.

TABLE 3-5: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST
IN INDIVIDUAL GUARD/RESERVE COMPONENTS

NPS MALE SAMPLE 6 0

YEAR

COMPONENT 1978 19791) 1980 19812) 1982

BASE 1491 721 1150 1181 1129

Army National Guard 12.7 11.3 10.6 10.5 9.8 . 0
Army Reserve 11.0 9.4 9.6 9.6 8.9
Air National Guard 10.3 9.4 10.8 8.8 8.2
Air Force Reserve 12.4 10.0 11.3 10.7 10.9
Naval Reserve 9.6 8.5 9.0 8.9 7.8
Marine Corps Reserve 7.2 5.6 7.2 6.7 6.1

Active Forces 3 ) 12.3 11.4 14.2 11.6 12.8

1) Respondents interviewed prior to 4 November 1979.
2) These NPS data include 17 to 17 1/2 year old respondents.

3) Propensity to enlist in the Active Forces is not directly
comparable to YATS propensity data. Both the question and its
placement in the questionnaire differ substantially from the
relevant YATS question.

.. .N. . -.-

... . . .,.. . ..
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4L The Guard/Reserve component propensity data for NPS women set

forth in Table 3-6 show that: 0

• The percentage of NPS women with positive propensity to

enlist in the Army Reserve has increased significantly

from 1981 to 1982. 0

TABLE 3-6: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST

IN INDIVIDUAL GUARD/RESERVE COMPONENTS

NPS FEMALE SAMPLE ,

YEAR

COMPONENT 1978 19791) 1980 19812) 1982

BASE 1495 659 1200 1096 1117

Army National Guard 7.0 3.5 4.0 5.1 5.7
Army Reserve 6.3 3.9 3.8 3.9 5.7*
Air National Guard 5.6 3.8 2.6 3.1 4.3
Air Force Reserve 7.5 4.9 4.4 5.0 6.7
Naval Reserve 5.6 3.5 4.3 3.9 4.5
Marine Corps Reserve 4.3 2.3 2.9 2.7 3.7

Active Forces 3 ) 6.5 3.7 4.9 4.4 5.9 - -

The percentage of NPS women with positive propensity for each

Guard/Reserve component is higher in 1982 than in 1981. As seen

in Figure 3-2, the pattern of differences in responses between

1982 and 1981 among NPS men differs significantly from that of NPS

women. For men, only one Guard/Reserve component is associated

with a greater percentage of positive enlistment propensity in

1982 than in 1981. For women, however, all Guard/Reserve

components are associated with a greater percentage of positive

* propensity in 1982 than in 1981.

• Indicates the 1981 and 1982 levels are significantly different.

1) Respondents interviewed prior to 4 November 1979.

2) These NPS data include 17 to 17 1/2 year old respondents.

3) Propensity to enlist in the Active Forces is not directly 0
comparable to YATS propensity data. Both the question and its -
placement in the questionnaire differ substantially from the . -
relevant YATS question.
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FIGURE 3-2: DIFFERENCES IN THE PERCENTAGE WITH B

POSITIVE PROPENSITY TO ENLIST IN INDIVIDUAL GUARD/RESERVE

COMPONENTS BETWEEN 1982 AND 1981: NPS MALES VERSUS NPS FEMALES

MALES 1 ) FEMALES1 )

PERCENTAGE IN: PERCENTAGE IN:

1982 1982 1982 1982 1982 1982
Greater Equal Less Greater Equal Less
than to than than to than

COMPONENT 1981 1981 1981 1981 1981 1981

Army National Guard X X

Army Reserve X X

Air National Guard X X

Air Force Reserve X X

Naval Reserve X X

Marine Corps Reserve X X

As shown in Table 3-7, PS men's propensity to enlist in a

particular Guard/Reserve component remained quite stable from 1981

to 1982. This is not the case, however, for PS women.

0 The percentage of PS women with positive propensity to

enlist in the Air National Guard increased to a statis -

tically significant degree from 1981 to 1982, and

" • The percentage of PS women with positive propensity to

enlist in the Air Force Reserve was significantly higher

in 1982 than in 1981.

Both Guard/Reserve components associated with significant

*' increases in PS women's propensity are Air Force components.

1) The pattern of responses for NPS men and women differ signifi- B 5

cantly Tp < .05) by a Fisher Exact Test.

"" " " " " '" """' " '- "i" ' " ' "-" . - " " " i". '. '.-." ." ."''" " . %" " - '- '' -" -" -" -i"'i-.""''' -'"-. ' -"" ." .'S
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TABLE 3-7: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST

IN INDIVIDUAL GUARD/RESERVE COMPONENTS

PS SAMPLES1 )

YEAR

COMPONENT BY SAMPLE 1978 1979 1980 1981 1982 0 0

MALES

BASE 1498 1536 1712 1812 1772

Army National Guard 10.9 8.2 9.1 10.2 10.7 0 0

Army Reserve 11.4 8.5 9.1 9.7 9.1

Air National Guard 7.6 6.5 6.1 9.0 9.3

Air Force Reserve 6.9 6.8 6.5 8.9 8.6

Naval Reserve 5.9 5.3 5.7 7.1 7.6 / •

Marine Corps Reserve 5.0 4.3 4.2 5.7 4.8

Active Forces 2 )  7.1 8.4 9.4 9.3 11.9

FEMALES

BASE N/A 395 560 572 560

Army National Guard N/A 10.2 9.4 9.4 9.7

Army Reserve N/A 10.4 10.8 12.8 11.1

Air National Guard N/A 7.0 6.8 8.3 11.9* 0 

Air Force Reserve N/A 8.5 9.0 10.7 14.9*

Naval Reserve N/A 10.9 7.4 8.1 9.0

Active Forces 2 ) N/A 10.2 9.4 9.6 12.5

* Indicates the 1981 and 1982 levels are significantly different.

1) Enlistment propensity for PS women toward the Marine Corps
Reserve cannot be measured in a manner comparable to that for
other Guard/Reserve components, since no PS women of the *
Marine Corps are included in the sample.

2) Propensity to enlist in the Active Forces is not directly

comparable to YATS propensity data. Both the question and its
placement in the questionnaire differ substantially from the
relevant YATS question.

........................ . .. . . - . . .
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The data for the PS sample are affected by the percentage of

individuals included 'n the sample who had been members of each

service branch. Consequently, it is useful to examine a breakdown

of the propensity to enlist in a specific Guard/Reserve component

for individuals formerly associated with each of the different

branches of the service. As indicated by the underlined percent-

ages in Table 3-8, individuals from a particular branch of service -

have their highest propensity with regard to those Guard/Reserve

components associated with that specific branch.

TABLE 3-8: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST 0

IN INDIVIDUAL GUARD/RESERVE COMPONENTS

PS SAMPLES BY PREVIOUS BRANCH OF SERVICEI)

1982

GUARD/RESERVE COMPONENT
2 ) 0 0

Army Air Air Marine
SAMPLE AND PREVIOUS National National Army Force Corps Naval Active -

BRANCH OF SERVICE N Guard Guard Reserve Reserve Reserve Reserve Forces
- - --"- -.-

MALES .e

Army 497 16.2 7.7 17.3 5.8 1.6 3.4 12.1

Air Force 496 6.8 16.8 3.4 18.6 1.6 3.2 11.0

Navy 495 6.8 6.3 4.2 4.7 2.7 19.5 10.8

Marine Corps 298 9.4 8.7 5.2 8.3 19.9 5.9 14.6

FEMALES
3 )

Army 290 14.1 8.0 19.7 9.1 1.5 4.9 13.2

1) Based on unweighted data. When making comparisons between one branch of service and
another, as opposed to comparing all PS individuals in two diff'erentyears, it is not
necessary to weight the data.

2) Percentages for individual components associated with the branch of previous service
are underscored.

3) Data are not presented for PS women of the Navy and Air Force. The relatively small S
sample sizes do not yield highly reliable data.

0 S
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3.1.3 The Relationship of Propensity and Employment Status.

Both 1981 and 1982 have been years of economic uncertainty, rising

unemployment and declining job security. These changing economic

conditions may exert an influence on the propensity of indivi-

duals. If economic conditions do affect propensity, individuals

with different employment characteristics may be affected in

different ways. For example, men and women who are employed and

those who are unemployed and looking for work may respond

differently to economic uncertainty. To shed some light on this

issue, an analysis of the relation between employment status and

propensity was undertdken.

As seen in Table 3-9, when 1981 data are compared to 1980

data, the percentage of employed NPS men who have positive propen-

sity declines significantly. This is also apparent when 1982 and

1981 data are compared for this group. Among PS men who are -

employed, however, the percentage with positive propensity has not

changed significantly from 1980 to 1981 to 1982.

When the percentage of NPS men and women who are looking for

work is examined, significant year-to-year changes are not

apparent. This is not the case, however, for PS men and women

looking for work. Between 1980 and 1981 the percentages of PS men

and women looking for work who had positive propensity increased

significantly. These percentages, however, did not change signifi-

cantly between 1981 and 1982.

The only employed group which exhibited a significant

4" increase in propensity from one year to the next is PS women. Why

*. is this increase only evident among PS women? Many factors may

. affect this relationship. It is possible, however, that because a

smaller percentage of PS women than PS or NPS men work more than

4U hours per week, PS women have greater flexibility and opportu-

.. nity to pursue other time-consuming activities such as Guard/

- S .
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Reserve enlistment.1 ) Although PS women do not differ from NPS

women in the percentage who work more than a 40 hour week, PS .

women are probably more likely than NPS women to consider Guard/

Reserve enlistment, whether motivated by income, patriotism, a

change of pace, etc., because PS women are more familiar with the

military. (A more in-depth review of the effect of responsi-

bilities, propensity and the need for free time and additional

income can be found in Chapter 8.0.)

- • i

TABLE 3-9: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST

IN THE GUARD/RESERVE

BY EMPLOYMENT STATUS

SEGMENT 19802) 1981 1982

NPS Men _.0 . . .
Employed 23 19** 15*
Looking for work 35 32 28

NPS Women .j4

Employed 7 8 11
Looking for work 24 17 17 o*

PS Men

Empl oyed 22 24 23
Looking for work 19 30** 30

PS Women 0

Employed 23 22 30*
Looking for work 24 37** 38

• Indicates the 1982 and 1981 levels are significantly different.

• * Indicates the 1981 and 1980 levels are significantly different. .. -

1) Only 9.2 percent of all PS women work more than 40 hours a
week, while 25.0 percent and 22.5 percent of PS men and NPS
men, respectively, work more than 40 hours a week.

2) 1980 NPS data represent 17 1/2 to 26 year olds, 1981 and 1982
data represent 17 to 26 year olds.

..... .... .... .... ..... .... .... * * * .*.. ** * * *. . .. . ., -* . .. . . .. -. -. .-
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3.2 Demographic and Experiential Profiles

Different accession policies or advertising and promotional

campaigns may be needed to enhance accessions among individuals

who have positive propensity and among those who have negative

propensity. In order to effectively design such policies or

campaigns, identifying characteristics of individuals with

positive and negative propensity can be extremely useful.

3.2.1 UPS Men and Women -- Demographic Profiles. Demo-

graphic variables that differentiate positive from negative

propensity individuals are tracked each year. An extensive list -

of these variables as well as indications of which variables signi-

ficantly differentiate positive and negative propensity NPS men

and women in the 1982 RCAS wave are found in Table 3-10. Although --

variables that are significant differentiators in any given year

are of interest, perhaps of even greater interest and utility are

those variables which have consistently differentiated positive

from negative propensity individuals on a year-to-year basis.

Table 3-11 presents a year-to-year comparison of the statis-

tical significance of a selected subgroup of these demographic

variables. As indicated in this table, many demographic charac- 0

teristics that differentiated positive and negative propensity

individuals this year were also significant differentiators in

previous years. In fact, for men, nine of the subset of thirteen

variables have been significant differentiators in at least four 0

of the past five years and, for women, six of the subset of

"' thirteen variables meet this criterion.

0I

i " o. : -i •i "S
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TABLE 3-10: DEMOGRAPHICS OF POSITIVE AND NEGATIVE PROPENSITY GROUPS

NPS SAWLESI)

MALES WITH: FEMALES WITH: S S

Positive Negative Positive Negative
DEMOGRAPHIC VARIABLE Propensity Propensity Propensity Propensity

BASE (N) (216) (882) (117) (960)

Proportion:

Know mother's education + .88 .89 .93 .94 -
Lived with father first ten
years of life .80 .88* .82 .89*

Know father's education + .71 .81* .72 .84*
Living with parents .70* .52 .66* .47
White .65 .84* .50 .83*
Employed .58 .73* .56 .59
Currently attending school .44* .39 .41 .34
Planning to attend school, but
not currently attending
school .40* .29 .46* .31

Using or planning to use
financial assistance for
schooling + .60 .53 .72 .65 0 0

Currently attending high school .28* .10 .25* .09
Married .14 .22* .10 .33*
Own home .06 .16* .09 .18*
Father career military .08 .07 .08 .06
Working spouse .07 .14* .09 .30*
Friend thinking/joined mil i tary .45* .29 .48* .27

Averaqe: e
Age (in years) 20.12 21.69* 20.41 21.57*
Number of dependents .39 .48 .61 .56
Number of siblings 2.90 2.80 3.21* 2.83
Number of hours worked per
week + 21.84 29.05* 16.99 19.55

Father's education2) + 1.78 2.39* 1.70 2.28*
Mother's education2 ) + 2.16 2.33 2.02 2.41*
Reported ades in high school3 ) 2.57 2.79* 2.74 2.99*
Education' 3.23 4.43* 3.57 4.21*
Perceived difficulty of
finding work in
occupational area 5) 3.12 3.05 3.10 3.06

Work weekends6 + 1.94 2.00 1.87 1.73

1) Only those individuals were included in the analysis who had a legitimate response to
each item.

2) 1 = less than high school graduate, 5 = college graduate or more.
3) 0 =F, 4 = A.
4) 1 = attending high school, 9 = post graduate work.
5) 1 = very easy, 4 = very difficult.
6) 1 = hardly ever, 4 = every week.
• = difference between positive propensity group aiid negative propensity group is

statistically significant (p <.05).
+ = Asked only of respondents for whom the question was relevant. For example, a

parent's education was asked only of those respondents who lived with that
particular parent.

- S "SO.
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TABLE 3-11: COMPARISON OF DEMOGRAPHIC CHARACTERISTICS DIFFERENTIATING

POSITIVE AND NEGATIVE PROPENSITY MEN ANl) WOMEN. BY YEAR 0

NPS SAMPLE

MALES FEMALES. -

DEMOG2RAPHIC VARIABLE 1978 1979 1980 1981 1982 1978 1979 1980 1981 1982

Age- - - - - - - -

Married- - - - - - - -

White- - - - - - - - -

Number of dependents n.s. n.s. n.s. - n.s. n.s. - n.s. n.s. n.s.

* Employed - - - f.s. fl.s. - f.s.

Perceived difficulty
of finding a job + n.s. n.s. + n.s. n.s. n.s. n.s. + n.s.

Own home- - - - - - - -

Father career military + + n.s. n.s. n.s. + + n.s. n.s. n.s. -

Number of siblings + n.s. + + n.s. + n.s. n.s. n.s. +

Friend thinki ng/joi ned
military recently + + + + + + + + + +

Education level - - - - - n.s. - - -

Currently attending
school + + n.s. + + + + + n.s. +

Grades - n.s. - n.s. n.s. - - - S

n.s. =No statistically significant difference between positive and itegative propensity
individuals.

+ =Those with positive propensity have significantly (p < .05) more of the attribute S
than those with negative propensity.

- =Those with positive propensity have significantly (p < .05) less of the attribute
than those with negative propensity.
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In summary, in at least four of the past five years, positive

propensity NPS individuals have differed from those with negative -

propensity in that the former are more likely:

0 To be younger,

* To have received less formal education,

0 To be members of a racial or ethnic minority group,

0 To have friends who are thinking about or who have

recently joined the military,

* To not own their own homes, and
-o .

0 To be single.

* S
Positive propensity NPS men, in addition, are more likely -

than negative propensity NPS men:

. To be un empl oyed.

.........................................
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This year's data also show that, on average, positive propen-

sity NPS men and women expect they will be making less money in

the coming year, if employed, than do negative propensity indivi- * S
duals. Data on projected income were not available in previous

years.1 )

More detailed information on two of the demographic variables

already mentioned -- age and education -- are presented below. A

breakdown of propensity by age is presented in Figure 3-3. As can

be seen in this figure, the percentage of NPS individuals with

positive propensity declines as age increases.
* S

The propensity to enlist among individuals with the following

levels of educational attainment was also assessed independently: -

* Nonhigh school graduates or individuals with a GED .

diploma,

0 High school graduates who have not completed additional

schooling, and individuals who attended vocational I S

school, and

* Individuals with one or more years of a college educa-

tion.

1) Those readers who are interested in an analysis of differ-
ences and similarities between those individuals with a *
preference for enlisting in the Guar/Reserve and those with
a preference for enlisting in the Active Forces are referred
to RCAS I1, 1980, Chapter 4.0. A summary of this analysis
is found in the Summary of RCAS Findings and Recommendations
in Appendix A.

S
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FIGURE 3-3: NPS PROPENSITY TO ENLIST

IN THE GUARD/RESERVE BY AGE (1982)

Pecntg -
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As shown in Table 3-12, for NPS men, the percentage of

nonhigh school graduates with positive enlistment propensity,

33.2 percent, is significantly greater than any of the other

educational groups. Among those NPS males having at least one

year of college education, the percentage with positive propensity

is significantly lower, 10.7 percent, than among any of the other

educational groups evaluated. In general, as educational level of

NPS men increases, the percentage of NPS men with positive propen-

sity decreases.

TABLE 3-12: PERCENTAGE OF POSITIVE PROPENSITY INDIVIDUALS

AMONG THOSE WITH DIFFERENT AMOUNTS OF FORMAL EDUCATION •S

LAST YEAR OF
FORMAL EDUCATION COMPLETED

Does Not Have High School One or More
a Regular High or Vocational Years of

SAMPLE School Diploma School College

Non-prior
service men 33.2 * 18.9 10.7 **

(BASE) (295) (392) (441)

Non- pr i o r

service women 18.8 * 9.3 7.7

(BA E) (261) (442) (414)

Indicates the percentdge with positive propensity in the
educational group is greater than any other educational group.

• * Indicates the percentage with positive propensity in the
educational group is smaller than any other educational group.
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* 0
Data in Table 3-12 also show that the educational group among

NPS women that has the highest percentage of positive propensity

individuals is the nonhigh school diploma group. The percentage

of positive propensity individuals in this group (18.8 percent) is

significantly higher than that of high school graduates or those

who attended vocational school (9.3 percent) and is also higher

than the relevant percentage of individuals with at least one year

of college (7.7 percent). No other differences among the

percentages of positive propensity individuals in different 0

educational groups were statistically significant.

As age increases, the probability that an individual will

have a higher level of educational attainment also increases. It

is therefore not surprising that, among NPS individuals, propen-
sity is related both to age and to educational attainment.

* S

3.2.2 PS Men and Women -- Demographic and Experiential

Profiles. The demographic profiles of PS men and women with

positive and negative propensity were analyzed to determine if S

demographic variables differ significantly between those with

positive propensity and those with negative propensity. The

variables used in this analysis and indications of those variables

that did and did not prove to be significant differentiators can e
be found in Table 3-13.

This year demographic characteristics significantly differ- -

entiated PS men with positive propensity and those with negative =

propensity. This is not true, however, for PS women. As in

earlier RCAS waves, positive and negative propensity PS men differ

significantly on fewer demographic variables than do NPS men.

Unlike NPS women, PS women with positive and negative propensity

do not differ on overall demographic profiles.

.. .;'.;.. ., .*y 2 - -"' - . ."' -I' abl-. . . . . . ..-'- '- -... - "...-"... . ." " " " "- . . ..
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TABLE 3-13: DEMOGRAPHICS OF POSITIVE AND NEGATIVE PROPENSITY GROUPS

PS SAMPLES1 )

MALES WITH: FEMALES WITH: 0 S

Positive Negative Positive Negative
DEMOGRAPHIC VARIABLE Propensity Propensity Propensity Propensity

BASE (N) (420) (1270) (160) (375)

Proportion:

Lived with mother first ten •
years of life .98 .97 .97 .98

Know mother's education + .91 .92 .94 .94
Lived with father first ten
years of life .94 .92 .90 .93

Know father's education + .85 .85 .86 .88
Employed .73 .77 .62 .62
White .77 .87* .75 .88*
Planning to attend school, but
not currently attending school .45* .29 .36 .32

Currently attending school .28 .34* .37 .35
Using or planning to use
financial assistance for
schooling + .87* .60 .74 .71

Having friends in the military or
friends considering enlisting .44* .33 .48 .44

Married .32 .37 .40 .50
Working spouse .20 .24 .37 .43
Own home .15 .16 .18 .22

Average:
Age (in years) 23.84 23.93 25.18 24.85
Number of dependents .33 .32 .20 .24
Number of siolings 3.28* 3.08 3.21 3.24
Number of hours worked per
week + 30.15 31.65 22.68 23.13

Father's education2) + 2.05 2.18 2.11 2.22
Mother's education2 ) + 2.09 2.22 2.17 2.30 0
Reported grades in high school3 ) 2.51 2.57 2.96 3.04
Education 4 ) 3.81 3.93 4.59 4.40
Perceived difficulty of
finding work in
occupational area5 ) 3.23* 3.08 3.08 2.98

Work weekends6 + 2.11 2.08 1.83 1.84
Expected income7 ) 3.18 3.46* 2.66 2.77 0 •

1) Only those individuals were included in the analysis who had a legitimate response to
each item.

2) 1 = less than high school graduate, 5 college graduate or nre.
3) 0 = F, 4 = A.
4) 1 = attending high school, 9 = post graduate work. -
5) 1 = very easy, 4 = very difficult. S S
6) 1 hardly ever, 4 = every week.
7) 1 = less than $7,000, if working next year; 8 = $50,000 or more if working next year.
* = difference between positive propensity group and negative propensity group is

statistically significant (p < .05).
+ = Asked only of respondents for whom the question was relevant. For example, a

parent's education was asked only of those respondents who lived with that
particular parent. S 0

. . * -. ...-. -
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For PS men and women, the only variable that has differen-

tiated positive from negative propensity individuals in each -

consecutive RCAS wave is ethnicity: positive propensity indivi-

duals are more likely to be black or Hispanic. In addition, in

three of the past five years, PS men, but not women, with positive

propensity have differed fron those with negative propensity in

being more likely to have friends in the military or to have

friends who have recently considered enlisting, and in being more

likely to be planning to attend school but not currently in

school.

Why are the PS women the only sample for which demographic

profiles of positive propensity individuals and those of negative

propensity individuals do not differ? One reason may be self-.

selection. In other words, only individuals with certain specific

characteristics are likely to have enlisted originally. As a . .

result, there is less potential for differences among any

subdivision of the female PS sample than the NPS sample. For

example, if a variable such as "support of the military" were

assessed, the values among PS women would be expected to be more

consistent than the comparable values among NPS women. After all, .. .

the PS women probably would not have enlisted initially if they

wore not supportive of the military. There is no reason to

expect, however, "support of the military" to be similar among NPS
women. .

. - -.".-..• ...

........................
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The percentage of PS individuals at a particular age with

positive propensity ;s depicted in Figure 3-4.1) Unlike the NPS

sample, the average age of positive and negative propensity PS

individuals do not differ significantly.

Military and post-separation experiences and the related

attitudes of positive and negative propensity PS samples were also

analyzed. Pre- and post-separation experience and related

attitudes significantly differentiated positive from negative 0

propensity PS individuals. Both PS men and women with positive

propensity differed from those with negative propensity in that

the former were more likely to:

* Believe that Guard/Reserve participation will help in a

civilian job,

0 Be satisfied with their overall military experience, p

0 Be satisfied with the skills they obtained in the .

service, and

* S

0 Be dissatisfied with their abilities to meet their

financial needs since separation from the service.

A detailed breakdown of reported milit..iry and post-separation

experiences is presented in Table 3-14.

1) It appears that the percentage of positive propensity women
in the highest age category is greater than that of the
equivalent group of positive propensity men. However,
because the number of individuals in the higher age cate-
gories are relatively small, the difference in propensity
between these groups is not statistically significant. *

* 0

..............................:: ...........
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FIGURE 3-4: PS PROPENSITY TO ENLIST

IN THE GUARD/RESERVE BY AGE (1982)
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Each Age Group
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Propensity
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TABLE 3-14: PROFILES OF THE MILITARY AND POST-SEPARATION EXPERIENCES

OF POSITIVE AND NEGATIVE PROPENSITY PS INDIVIDUALS1 )

MALES WITH: FEMALES WITH:

Positive Negative Positive Negative

VARIABLE Propensity Propensity Propensity Propensity

BASE (N) (396) (1274) (150) (366) .. ..

Proportion:

Trained in desired skill .66 .69 .65 .68
Believe it would help in a
civilian job to be a Guard/
Reserve member ,50* .16 .43* .21

Have since separation:

Gone back to school .41 .45 .54 .46
Applied for a bank loan .37 .41 .31 .34
Taken out a bank loan .35 .38 .38 .34
Gotten married .13 .14 .14 .17
Bought a home .11 .12 .13 .13
Applied for a mortgage .11 .11 .11 .12
Had a child .15 .12 .13 .24* 0
Gotten divorced .05 .05 .05 .06

Average:

Months since separation 18.52 19.51* 18.74 19.02
Overall satisfaction with
the service 2 ) 4.01* 3.59 4.12* 3.79

Satisfaction with skills
obtained in service2) 3.91* 3.68 4.03* 3.77

Satisfaction with grade in
service at separation2 ) 3.92 3.79 4.04 3.97

Relative time of last
promotion3) 1.78 1.75 1.82 1.69 - .

Degree to which feel used
skills in service 4 ) 4.16* 3.95 4.18 4.06

Usefulness of experience in
service since separation 5) 2.16 2.15 2.29 2.22
Satisfaction with ability to
meet financial needs2 ) 3.42 3.63* 3.09 3.37*

iS

1) Only those individuals were included in the analysis who had a legitimate response to
each item.

2) 1 = very dissatisfied. 5 = very satisfied.
3) 1 = earlier than most people with the same years of service, 3 = later than most

people with the same years of service.
4) 1 = never, 5 = all or most of the time.
5) 1 = Not at all useful, 4 = very useful.• = positive propensity group is statistically different from negative propensity

.-group (p < .05).

p .- - ". ,

. . .. . . . . . .• .. . . . . .. .. r .~0-
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3.3 Anticipation of Status as an Officer

The RCAS waves are intended to measure propensity to become

an enlisted Guardsman/Reservist. Individuals' interest in , ..

becoming officers were explored to determine whether or not some

individuals have positive propensity only if they think they will

become officers. First, individuals with positive propensity were

asked if they were interested in becoming an officer. Those who

expressed an interest were then asked to assess the likelihood

that they would actually become an officer as well as to indicate 0

whether or not they would enlist if they could not become an

officer. Rased on this information, the propensity measure was

adjusted to include only individuals who would enlist as enlisted

personnel.

3.3.1 Interest in Serving as an Officer. Respondents with

positive propensity to enlist were first asked if they hoped to

serve as officers or as enlisted personnel. Table 3-15 sets forth . .

the responses to this question for each sample as well as for

individuals in each sample with different levels of scholastic

achievement.

TABLE 3-15: PERCENTAGE OF THOSE WITH POSITIVE PROPENSITY .

WHO HOPE TO SERVE AS AN OFFICER BY SCHOLASTIC ACHIEVEMENT I )

SAMPLE

NPS PS

Men Women Men Women 0

TOTAL SAMPLE 71.0 65.6 42.2 51.2

Level of Scholastic Achievement

* More than a high school education 77 .0 75.0 53.5 71.4
High school only (A or B grades) 3 ) 60.0 # 42.4 30.8 M
High school only (C, D or F
grades) 2 , 3) 72.0 # 35.1 #

In high school 76.7 57.7 # #
-High school dropout 55.6 # # #

# Base is too small to yield highly reliable data.
1) Represents the percentage with positive propensity within each * 5

educational segment.
2) Includes GEDs.
3) Reported grades.
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In three of the four saiples, more than half the respondents

with positive propensity indicated that they hope to serve as

officers (see Table 3-15). Furthermore, for both men and women, 0

the percentage of NPS individuals who hope to serve as officers is

significantly higher than the relevant percentage of PS indivi-

duals. Even among high school dropouts, about 56 percent of NPS

males report that they hope to serve as officers. NPS individuals

at all education levels may have higher hopes than the equivalent ,,

group of PS individuals because the NPS men and women may be less

aware of the actual requirements of, and demands placed on,

officers. This issue is explored in more depth below. S

3.3.2 Perceived Likelihood of Serving as an Officer

Cons Jering Educational and Other Requirements. Respondents who

ind;iated they are interested in serving as an officer were asked

to assess the likelihood of their actually serving as an officer
given the educational and other requirements of officers. As

shown in Table 3-16, the self-appraisals of NPS individuals are

still quite high compared to those of PS individuals. Even when

education is controlled, this pattern persists.

TABLE 3-16: DISTRIBUTION OF EXPECTATIONS

ABOUT BECOMING OFFICERS AMONG POSITIVE PROPENSITY RESPONDENTS

EXPECTATIONS

HOPE TO BE OFFICERS

Do Not Think They Think They
BASE Hope To Be Will Not Be Will Be

SAMPLE (N) Officers1 ) Able To Able To Total

Non-prior service
men (220) 32.7 16.4 50.5 100.0%
Non-prior service
women (122) 42.6 11.5 45.1 100.0%

Prior service
men (432) 57.6 11.1 30.8 100.0%

Prior service
women (167) 49.1 14.4 34.7 100.0%

1) Includes individuals who are not sure if they hope to serve
as an officer or as an enlisted person.

" "

"" .. " . "i.. . " --'" " -" "" " -- " - . . - -' . -.- -'. ' 
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3.3.3 Enlistment Propensity if One Hopes to Serve as an -.

tis Unable To Do So. The positive propensity indivi- =. - -

duals who hope to serve as officers were also asked to assess 0

their likelihood of enlisting if they were unable to become

officers. The data shown in Table 3-17 indicate that among those

who hope to become officers, approximately half of the PS sample

and two-thirds of the NPS sample still have positive enlistment

propensity if unable to become officers.

TABLE 3-17: PERCENTAGE WHO RETAIN POSITIVE PROPENSITY .

AMONG INDIVIDUALS WHO CANNOT BECOME AN OFFICER

EVEN THOUGH THEY ARE INTERESTED IN DOING SO - -

Percentage Who Retain . . -

Base (N) Positive Propensity

Non-pribr service
men (148) 67.6

Non-prior service
women (70) 68.6

S
Prior service men (182) 53.0

Prior service women (85) 58.8

.. . . ..... . . . . . . . . . . . . .. . . . . . . . . . . - . -.. , ..

• .o o . _ ..
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The opportunity to become an officer appears to be an
important element of enlistment propensity for all samples. ,

When individuals who would not enlist if they could not become
officers are excluded from the positive propensity group, positive S

propensity falls significantly by roughly 20 percent in each

sample. This decline is shown in Table 3-18 and is depicted in
Figure 3-5.

TABLE 3-18: ADJUSTED PERCENTAGE WITH POSITIVE PROPENSITY

TO ENLIST IN THE GUARD/RESERVE

Degree To
Which Unadjusted ... .

BASE Unadjusted Adjusted Rate Should Be
SAMPLE (N) Percentage Percentage Discounted2 )

Non-prior service
men (1129) 19.5 15.2 .i* S

Non-prior service
women (1117) 10.9 9.0 /.4*

Prior service
men (1791) 24.1 19.3 19.9*

Prior service
women (564) 29 .5 23.4 20.7*

• Statistically significant (p < .05). 0

1) Individuals who would not enlist if they could not become

officers are not counted as having positive propensity.

2) Defined as 1 Adjusted Percentage
Unadjusted Percentage 

-......... .........
.. . . . . . .. . . . . . . .
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FIGURE 3-5: ADJUSTING POSITIVE PROPENSITY TO EXCLUDE INDIVIDUALS

WHO DO NOT RETAIN POSITIVE PROPENSITY IF THEY CANNOT SERVE AS AN OFFICER

Total Sample -- NPS Malesi) •

100% (1129)

Positive Negative
Propensity Propensity19.5t 80.5;

Hope To Serve
As An Officer

Do Not Retain Retain
Positive Propensity Positive Propensity Do Not Hope

If Cannot If Cannot To Serve
Be An Officer Be An Officer As An Officer

4.3% 8.9% 6.4% ..

Adjusted
Positive Propensity

15.2%

1) NPS males are used to illustrate the method used to derive the adjusted positive
propensity. Adjusted positive propensity data for all four samples can be found in S
Table 3-18.

J}.1
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3.4 Summary and Implications

The potential impact of the economy and of individuals' hopes

of attaining officer status on enlistment propensity in the Guard/

Reserve have been discussed in this chapter. Basic propensity

data and characteristics that differentiate positive from negative

propensity individuals have also been addressed.

0 Changing economic conditions may affect the propensity

of different types of people in different ways. For

example, between 1981 and 1982 propensity among employed

NPS men fell significantly, propensity among employed PS

women rose significantly, and propensity among the other

groups of employed and unemployed individuals looking .....

for work did not change significantly. It is evident .

that the effect of the economy on propensity is a ' - .-

complex issue that warrants further examination.

0 As shown in this chapter, propensity declines by approxi-

mately 20 percent (e.g., from 19.5 percent to 15.2 per-

cent for NPS men), when individuals who wish to enlist

in the Guard/Reserve only if they can become officers

are not counted as having positive propensity. The S

" 'desire to serve as an officer may generate considerable

initial interest in the Guard/Reserve. Before actually .

enlisting, however, individuals may benefit from gaining

a more realistic understanding of how their talents can

.--. best be realized in the Guard/Reserve, whether as an

officer or as an enlisted person.

". . .-
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Some individuals who will probably not become officers

but who wish to enlist only if they become officers, may

still be interested in enlisting if certain positive _

attributes of the Guard/Reserve are made apparent and if

they are helped to realize they can make a contribution

to the Guard/Reserve in other ways. In this regard, it

may be useful for Guard/Reserve recruiters and career

counselors to be especially sensitive to the needs of

individuals who may, for a variety of reasons, over-

estimate their chances of becoming officers. Successful

counseling may result in some of these individuals more S

accurately appraising their options and deciding to join

the Guard/Reserve as enlisted personnel.

. ... S -

* .' . - - ...
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4.0 PROPENSITY TO ENLIST IN THE INDIVIDUAL READY RESERVE -

Recently, attention has been focused on the role of the

Individual Ready Reserve (IRR) in the military. The IRR is a pool

of trained individuals who could be called to active duty in a

tine of national emergency but whose maintenance during peace time

would not require a major expenditure of human or financial
resources. Because propensity to enlist in the IRR has become an

especially salient issue, data relevant to this issue have been

analyzed in the RCAS both this year and last year.

New questions, designed to further illuminate the factors

relevant to propensity to enlist in the IRR, were included in this

year's questionnaire.

4.1 Issues Relevant to NPS Propensity to Enlist in the IRR

NPS individuals were asked their propensity to enlist in a

new IRR program which would involve the following: ,

* A 6-year commitment to the IRR,

0 Being subject to active duty only in national

emergencies, 0

0 A standard obligation of 12 weeks of basic combat

training during which individuals would receive

approximately $56U per month plus full benefits, and S

- No obligation to attend regular meetings or drills .. -

during the remaining 6-year commitment.

Respondents were also asked their propensity to enlist in

such a program if they received a $1 000 bonus for enlisting. . . -

. .. . . . . . . . . . . . . . . . .
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4.1.1 NPS Enlistment Propensity in the IRR Program Compared

to the Guard/Reserve. Enlistment propensity in the proposed IRR

program without any cash incentive is significantly greater than

enlistment propensity in the Guard/Reserve. As seen in Table 4-1,

for NPS males:

* 30.9 percent have positive propensity to enlist in the

IRR, and

* 19.5 percent have positive propensity to enlist in the

Guard/Reserve.

* 0

For NPS females:

* 20.3 percent have positive propensity to enlist in the

IRR, and

0 10.9 percent have positive propensity to enlist in the

Guard/Reserve.

a S

TABLE 4-1: PERCENTAGE WITH POSITIVE PROPENSITY TO ENLIST

IN THE IRR WITH AND WITHOUT AN ENLISTMENT INCENTIVE

IRR PROPENSITY

Enli stment
Guard/Reserve Incentive

SAMPLE Base Propensity None S

Non-prior service men (1129) 19.5 30.9 34.8 *

Non-prior service women (1117) 10.9 20.3 23.0 *

Indicates the percentage with positive propensity with and
without the incentive are significantly different (p < .05).

. ,.. ..

. . . . . . . . . . . . * .. * *
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4.1.2 The Effect of Incentives on Propensity to Enlist in

the IRR Program. Incentives increase propensity among NPS men and

women from 31 percent and 20 percent to 35 percent and 23 percent,

respectivel,. It should be kept in mind, however, that without a

bonus, propensity to enlist in the IRR is already quite high. In

addition, even though a $1,000 bonus increases propensity signifi-

cantly, the incentive may not be cost effective because it woId

have to be paid to everyone -- those individuals who have positive

propensity without the bonus (30.9 percent of the NPS men and 20.3

percent of the NPS women) -- not simply to those individuals who

only have positive propensity in the IRR when presented with a

bonus (3.9 percent of the UPS men and 2.7 percent of the NPS 0

women).

4.1.3 A Comparison of NPS Individuals With Positive Propen-

*sity for the Guard/Reserve as Well as the IRR and Those With

Positive Propensity for the IRR Only. Differences between indivi-

duals with positive propensity for both the IRR program and the

Guard/Reserve versus those with positive propensity only for the

IRR program were explored. This was done to determine if indivi-

duals with only positive propensity for the IRR program constitute

* a new market of enlistees or if they are essentially the same as

those wit positive propensity for the Guard/Reserve. As can be

seen in Tables 4-2 and 4-3, compared to NPS men and women who have

positive propensity for both the Guard/Reserve and the IRR

program, NPS men and women who are positively inclined only for

the IRR tend to:

0 Be married,

* 3e white,

* S
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Be older,

Be less favorably disposed to engaging in social

activities with larger groups of people, 1 )

* Be less inclined to actively seek information about

enlistment in the military, I )

e Feel less strongly that participation in the Guard/

Reserve is associated with positive activities and

consequences, I )

0 Feel less strongly that they would be proud to be a

Guard/Reserve member and that others would respect such

an affiliation,1 ) and

* Not believe that being a member of the Guard/Reserve

will help with a civilian job.

I-) Based on measures derived from groups of related variables.
The spqcific variaoles from which each item was derived can'.
be found in Appendix C.

. ............-.
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TABLE 4-2: SELECTED DEMOGRAPHIC CHARACTERISTICS OF MPS INDIVIDUALS
WITH POSITIVE PROPENSITY FOR BOTH THE GUARD/RESERVE AND THE IRR PROGRAM

VERSUS THOSE WITH POSITIVE PROPENSITY ONLY FOR THE IRR PROGRAM

MALES FEMALES

POSITIVE PROPENSITY FOR: POSITIVE PROPENSITY FOR:
Guard/Reserve Guard/Reserve

UEMORAPHIC VARIABLE and IRR IRR Only and IRR IRR Only

BASE (N)1 ) (147) (192) (83) (137) 0

Proportion:

Know mother's education + .89 .85 .90 .90
Lived with father first ten
years of life .82 .83 .80 .85

Know father's education + .72 .77 .65 .77 4
Living with parents .71* .57 .71 .61
White .61 .80* .47 .68*
Employed .54 .71* .53 .46
Currently attending school .47 .40 .41 .41
Planning to attend school, but
not currently attending school .41 .34 .49 .39

* Using or planning to use 0
financial assistance for
schooling + .54 .47 .67 .66

Currently attending high school .31* .11 .29* .15
Married .11 .19* .08 .28*
Own home .06 .13* .07 .12
Father career military .10 .07 .10 .08 .
Working spouse .07 .11 .06 .18*

Average:

Age (in years) 19.95 21.34* 20.06 20.97*
Number of dependents 0.39 0.48 0.67 0.57
Number of siblings 2.97 3.09 3.22 2.85
Number of hours worked per week + 19.78 27.96* 14.89 13.43
Father's education2) + 1.80 2.10 1.65 1.98 0
Mother's education2 ) + 2.14 2.07 2.00 2.27
Reported grades in high school3 ) 2.53 2.68 2.78 2.80
Educationz) 3.07 4.06* 3.47 3.60
Perceived difficulty of finding
work in occupational area5  3.18 3.08 3.12 3.12
Work weekendsb) 1.89 2.03 1.93 1.55*

* = difference between the positive and negative propensity groups is statistically

significant (p < .05).
+ = Asked only of respondents for whom the question was relevant.
1) 1 = Only those individuals were included in the analysis who had a legitimate

response to each item.
* 2) 1 = less than high school graduate, 5 = college graduate or more.

3) 0 F, 4 = A.
S4)1 I= high school dropout, 9 = post graduate work.

5) 1 = very easy, 4 = very difficult.
6) 1 hardly ever, 4 every week.

* S
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TABLE 4-3: SELECTED CHARACTERISTICS OF NPS INDIVIDUALS WITH POSITIVE PROPENSITY FOR
BOTH THE GUARD/RESERVE AND THE IRR PROGRAM VERSUS THOSE

WITH POSITIVE PROPENSITY ONLY FOR THE IRR PROGRAM4

MALES FEMALES 0

POSITIVE PROPENSITY FOR: POSITIVE PROPENSITY FOR:
Guard/Reserve Guard/Reserve

VARIABLE and IRR IRR Only and IRR IRR Only

BASE (N)I) (143) (181) (80) (216)

Averages: -.

Disposition toward: **

The military2 ) 3.88 3.90 3.71 3.73
Religious and community
activities3 ) 2.85 2.71 3.20 3.10

Hunting and fishing3 ) 3.30* 3.00 2.27 2.40
Reading3 ) 2.67 2.52 2.86* 2.52
Social activities with friends 3 ) 3.55 3.62 3.71 3.78
Social activities with groups2) 4.03* 3.76 4.27* 3.99
Changing some aspect of one's
job ) 4.35* 3.81 4.29 4.21

Actively seeking information
about military enlistment2 ) 3.78* 2.58 4.00* 2.75

Perceptions of: **

Being called into a conflict
in the Guard/Reserve 4 ) 3.73 3.74 3.45 3.30

Positive attrib tes of the
Guard/Reserve5  4.31* 3.95 4.41* 4.09

Respect and pride of tuard/
Reserve members5 ) 3.94* 3.67 4.22* 3.86 .. .

Negative attrib tes of the
Guard/ Reserve 5)  3.56 3.76* 3.47 3.61

Whether Guard/Reserve membership
will help with a job6 ) 2.55* 2.23 2.76* 2.24

How well equipped and trained
the military is 2 ) 4.20* 3.93 4.25 4.07 J

Number of obligations/
responsibilities7) 4.55 5.81* 4.71 5.05

Indicates a significant difference between those who have positive propensity for

both the IRR and the Guard/Reserve and those who have positive propensity for tt IRR
only. S

** Definitions of the items that are based on scales are found in Appendix C.
1) 1 = Only those individuals were included in the analysis who had a legitimate

response to each item.
2) 1 = a negative disposition, 5 = a positive disposition.
3) 1 = a negative disposition, 4 = a positive disposition.
4) 1 = very unlikely, 5 = very likely.
5) 1 = the attribute exists hardly at all, 5 = the attribute exists very much. •
6) 1 = it will not help one's job, 3 = it will help one's job.

enThis scale is composed of family and work obligations such as hours worked, number of
dependents, having pre-schoolers, etc.

0 o

i.ii.................................:i- i. . ................ !.. -....-......
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NPS wh

In addition, NPS men who have positive propensity toward only

the IRR program are more likely than those with a positive propen-

sity for both the Gua rd/Reserve and the IRR program to: " 0

. Be employed,

* Own their own home,

* Work more hours per week, and 9 S

0 Have higher educational attainment.

It would appear that those with positive propensity to enlist I S

only in the IRR program constitute a different market from the

market of individuals with positive propensity for the Guard/

Reserve as well as the IRR. Although these two groups do not

differ in their overall feelings about the military, the "IRR

only" group does differ in being somewhat more settled (i.e.,

older and married) and, for men, in having less free time (hours -

worked, employed, and number of obligations). They therefore, may

be less likely to be looking to obtain comradery or self-esteem -

through a military-related experience. This older, more settled

group may be more attracted to the proposed IRR program but not to

the Guard/Reserve because the IRR program involves a one-time

commitment of time, whereas the Guard/Reserve requires a time

commitment on an ongoing basis.

It is also noteworthy that compared to those with positive .-

L propensity for both the Guard/Reserve and the proposed IRR "

program, individuals with positive propensity for the "IRR only"

are more likely to be white and the men are more likely to be

employed and more highly educated.

, *'ii -  .' i

**1....
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4.2 Issues Relevant to PS Propensity to Enlist in the IRR

Before reviewing the responses of PS individuals to IRR-

related questions in detail, it should be recalled that all the PS

men and those PS women who enlisted in fiscal year 1978 or later

were in the IRR at the time of the survey. As noted in Table

4-4A, however, many PS individuals were not aware of their

existing military obligation.

TABLE 4-4A: PERCENTAGE WITH DIFFERENT PERCEPTIONS

OF WHETHER OR NOT THEY HAVE A REMAINING MILITARY OBLIGATION

PERCEPTION OF HAVING A
REMAINING MILITARY OBLIGATION

SAMPLE (BASE) Yes No Don't Know

Prior service men (1791) 80.7 19.0 0.3

Prior service women
who entered before
fiscal year 19781) (307) 17.4 81.5 1.1

Prior service women
who entered in fiscal
year 1978 or after 1  (257) 42.5 55.5 1.9 5

1) The active and inactive duty requirements of women in the

Active Military changed in fiscal year 1978. Women who
entered Active Military service before fiscal year 1978 do 5
not have an inactive military obligation. Women who entered
Active Military service during or after fiscal year 1978 did
have a remaining inactive military obligation at the time of - 22
the study. " .

- . -1-. .

• ...... *. . . . . . . . . . ..
*. . . . . . . . .. . . . .-. ~-.-.. . -,. .
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4.2.1 Propensity to Sign Up For an Additional Three Years in

the IRR. The effects of three incentive plans on propensity of PS S

personnel to enlist in the IRR for an additional three years were

tested. These plans were:

* A low-cost group life insurance program, S

* A $9U0 enlistment bonus, and

* The opportunity to participate in an annual two-week

refresher training camp (including full pay andLS
allowances) plus a $900 bonus.

The percentages of individuals with positive propensity to

sign up for three additional years in the IRR under these three

separate incentive programs are shown in Table 4-4B below. As

shown in this table, the percentages of men and women with

positive propensity to enlist under any of the three incentive

plans range from 28 percent to 37 percent.

TABLE 4-4B: PERCENTAGE WITH POSITIVE ENLISTMENT PROPENSITY -

IN THE IRR UNDER VARIOUS INCENTIVE PROGRAMSI) . . -

SAMPLE

INCENTIVE PROGRAM PS Males PS Females

BASE (N) (1791) (564)

Low cost life insurance 29.9 27.9 0

$90 bonus 2 ) 34.2 32.5

Refresher training, full pay
and allowances plus a $9U0
bonus 2 ) 35.3 36.9

1) Unfortunately, an accurate baseline which could be used for -

comparative purposes is not available.
2) In the 1981 RCAS, respondents were asked about their propen-

sity under a hypothetical $500 bonus plan and a plan
involving refresher training plus a $600 bonus.

. .• . . .
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The rank order of the percentages attracted by the hypo-

thetical incentives for both PS males and females is:

a $900 bonus plus refresher training,

0 $900 bonus, and

0 Low-cost group life insurance.

For PS men only:1 )

0 The $900 bonus and the $900 bonus plus refresher

training each influenced propensity to a significantly

greater degree than did the life insurance program, and

0 The effect of the $900 bonus and the $900 bonus plus

refresher training were roughly equivalent.

For PS women only:l)

0 The propensity to sign up in the IRR for three more - -

years was significantly greater for the $900 bonus plus -.

refresher training than the other two programs, and

0 The $900 bonus and insurance program had approximately

the same effect on propensity.

It would appear that women find the refresher training particu- -

larly appealing, while the men are influenced by the $900 bonus in -.

either form.

1) These results are based on an Analysis of Variance and
follow-up t-tests. For ease of presentation, however, the
data in Table 4-4B are expressed as the percentage of respon-
dents with positive enlistment propensity under each incen-
tive program.

. ... . . . . ..

. . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . .
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I A.,

Last year's survey included a hypothetical bonus of $500 and

one of $6U0 plus refresher training. It is therefore tempting to

compare the 1981 data to this year's data and to attribute differ-

ences in propensity to differences in the level of incentives. 0

The data from 1981 and 1982 are not readily comparable, however.

Rising unemployment and changing economic conditions as well as

other underlying variables may affect receptivity to any enlist-

ment incentive.

4.2.2 Attitudes Toward Changes in Military Service Require-
* ments Involving Additional Service in the Individual Ready S

Reserve. PS respondents were asked additional questions with

regard to the IRR:

l How likely would you be to re-enlist in the
Active Military or to serve in a Selected
Guard/Reserve unit if you were also req iired to
serve two additional years in the IRR?. .

0 How would you feel if the current six-year
military service commitment were extended to an
eight-year commitment in which two additional
years of service would be served in the IRR?

1 ) Because the question referred to re-enlisting in the Active
Military or the Guard/Reserve, responses to the question can
be used as a measure of re-enlistment propensity either in .-

the Active Military or in the Guard/Reserve or both. Through-
Out Lhe remainder of this chapter, responses to this question •
will be used as an estimate of Guard/Reserve re-enlistment
propensity if two additional years are required in the IRR
and will be referred to as such. However, because of the way
the question is posed, re-enlistment propensity measured in -. -

this way is likely to be overestimated.

. . . . . .. . . . . . . . . . .... .
/-?.-- .. .. . . . ...-.
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The distribution of responses to the question regarding

re-enlistment can be found in Table 4-5A. As indicated in this

table, 17.4 percent of the PS men and 19.3 percent of the PS women

have positive propensity to re-enlist under such a program.

TABLE 4-5A: RE-ENLISTMENT PROPENSITY IN THE

ACTIVE MILITARY OR GUARD/RESERVE

IF AN ADDITIONAL TWO YEAR IRR COMMITMENT WERE REQUIRED

PS SAMPLE

LIKELIHOOD OF RE-ENLISTING Men Women

Definitely or probably enlist 17.4 19.3 0 S

Definitely enlist 1.6 1.5
Probably enlist 15.8 17.8
Probably not enlist 36.5 39.9
Definitely not enlist 46.1 40.7

Responses to the proposed extension of military service from

six to eight years can be found in Table 4-5B. Among PS men, 17.2

percent favored the extension, and among PS women, 17.5 percent

favored the extension. These data are difficult to interpret, how-

ever, because it is not clear whether PS individuals thought such

an extension would or would not apply to them.

TABLE 4-5B: FAVORABILTY TOWARD AN EXTENSION OF THE

SIX-YEAR MILITARY COMMITMENT TO EIGHT YEARS

PS SAMPLE

FAVORABILITY Men Women

Strongly or somewhat in favor 17.2 17.5

Strongly in favor 3.6 4.6
Somewhat in favor 13.6 12.9
Neither in favor nor opposed 27.9 33.7 1 •
Somewhat opposed 20.4 21.0
Strongly opposed 34.5 27.8

.-- . " " •
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4.2.3 Comparison of Propensity to Enlist in the Guard/

Reserve With and Without Two Additional Years in the IRR. Propen-

"" sity to enlist in the military (Guard/Reserve or Active Military)

when an additional two year commitment in the IRR is proposedl) is

significantly lower than propensity to enlist in the Guard/Reserve

as it is currently structured.i) (See Table 4-6.)

TABLE 4-6: PERCENTAGE WHO HAVE POSITIVE PROPENSITY

FOR DIFFERENT MILITARY PROGRAMS

Guard/Reserve Military2 )

Wi thout With
Active Two Years Two Years

(BASE) Forces In the IRR In the IRR 0

PS Sample

Men (1791) 11.9 24.1 17.4

Women (564) 12.4 29.5 19.3

1) It should be remembered that this measure of re-enlistment if -"-

two additional years in the IRR are required will overestimate
tr'e propensity to re-enlist in the Active Military and will
also overestimate propensity to re-enlist in the Guard/ S
Reserve. Consequently, the measure will cause an under-
estimation of the drop in Guard/Reserve propensity when two
additional years are required in the IRR from baseline Guard/ - -
Reserve propensity.

2) Active Forces or Guard/Reserve.

.. :.. :.::...S
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These data suggest that the requirement that enlistees also

serve an additional two years in the IRR may result in a substan-

tial decrease in new enlistees.

There are two major explanations that could account for the

decrease in propensity when two additional years in the IRR are

requi red:

1. It is possible that many individuals do not fully under-

stand the requirements of being in the IRR. Being a

member of the IRR does not involve a time commitment,

except in national emergencies. Therefore, it is diffi-

cult to explain why propensity declines significantly

when two additional years in the IRR are required if, in

fact, PS individuals are fully aware of the IRR require-

ments. This issue may warrant further exploration in

future RCAS waves because relevant data to either

support or refute this explanation are not available in

this year's RCAS.

2. Individuals may be well aware of the commitment required A

of IRR members and may perceive such a commitment to be

a personal risk. As a result, fewer individuals might

wish to enlist in the Guard/Reserve if they had to put

themselves at risk for two addi tional years than would 

wish to enlist in the Guard/Reserve as it is currently

conceived. Although this explanation is quite

plausible, the data do not support the fact that fear of

being called to active duty is more prevalent among

individuals who have negative propensity in the proposed

Guard/Reserve if they have to commit themselves to two

additional years in the IRR than among those who have

positive propensity under this scenario. 0 0

0

. .- o*"*
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a,

4.2.4 Characteristics of PS Respondents With Positive Propen-

sity for the Guard/Reserve With and Without Two Additional Years

in the IRR. A projected decrease in the number of new enlistees

associated with the proposed Guard/Reserve requirement of serving

two additional years in the IRR would not pose a problem under

either of the following two cases:

1 . If the number of individuals who would enlist in the

Guard/Reserve under these circumstances remains 0

sufficient to meet military quotas, or

2. If quotas were still met and, in addition, the quality

(i.e., attitudes and educational attainment) of a

accessions attracted by this new program is substan-

tially higher than that of individuals attracted to the

Guard/Reserve without two extra years of service in the

IRR. a

The data collected in this year's survey shed some light on the

second of these issues. S

PS individuals with positive propensity for the Guard/Reserve

plus two additional years in the IRR (Guard/Reserve plus IRR) were a

compared to PS individuals with positive propensity only for the

6uard/Reserve (Guard/Reserve only). Results of this comparison

can be found in Tables 4-7 and 4-8.1)

1) Many of the items on which the groups were compared were
derived by combining groups of related variables. The
variables which were grouped together to create these items
can be found in Appendix C.

* .

*. .. .. . -0. .
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TABLE 4-7: DEMOGRAPHIC AND SELECTED ATTITUDINAL PROFILES OF 0

PS RESPONDENTS WITH POSITIVE PROPENSITY FOR THE "GUARD/RESERVE PLUS IRR"

VERSUS THOSE WITH POSITIVE PROPENSITY FOR THE "GUARD/RESERVE ONLYO

MALES FEMALES

POSITIVE PROPENSITY FOR: POSITIVE PROPENSITY FOR:
Guard/Reserve Guard/Reserve Guard/Reserve Guard/Reserve

VARIABLE Plus IRR Only Plus IRR Only 0

BASE (N)I) (183) (235) (67) (87)

Average:

Age 23.63 23.93 25.36 25.13
Number of obligations2 ) 6.35 6.06 6.03 5.58
Projected income 3 ) 2.90 3.40* 2.51 2.81 • S
Education4) 3.60 3.96* 4.43 4.75
Overall satisfaction with the
service 5 ) 4.23* 3.80 4.46* 4.00

Satisfaction meeting financial
needs since left service 5 ) 3.26 3.47* 3.07 3.15

Degree to which used skills
in service6 ) 4.32* 4.00 3.18 3.39 -

Proportion:

High school diploma .85 .86 .94 .92
Employed .75 .72 .67 .58
White .80 .75 .71 .78
Married .33 .33 .41 .35

* Indicates a significant difference between those who have positive propensity for

both the IRR and the Guard/Reserve and those who have positive propensity for the IRR
only. 0

1) 1 = Only those individuals were included in the analysis who had a legitimate
response to each item.

2) This scale is defined in Appendix C.
3) 1 = less than $7,000 if employed in coming year, 8 = $50,000 or more if employed in

coming year.
4) 1 = high school dropout, 9 = post graduate work.
5) 1 = very dissatisfied, 5 = very satisfied. -0 S
6) 1 = never, 5 = all or most of the time.

* 0

.................... . ................. -•
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TABLE 4-8: SELECTED ATTITUDES OF PS RESPONDENTS WITH

POSITIVE PROPENSITY FOR THE "GUARD/RESERVE PLUS IRR" VERSUS

hTHOSE WITH POSITIVE PROPENSITY FOR THE OGUARD/RESERVE ONLYO

MALES FEMALES

POSITIVE PROPENSITY FOR: POSITIVE PROPENSITY FOR:
Guard/Reserve Guard/Reserve Guard/Reserve Guard/Reserve

VARIABLE Plus IRR Only Plus IRR Only

BASE (N)I) (173) (229) (62) (83) 0

Average:

Disposition toward: **

The military2 ) * 4.25* 4.09 4.26* 3.96
Religious and community
activities3 ) * 2.74 2.76 2.97 3.00 •

Hunting and fishing 3) * 3.17 3.16 2.28 2.41
Reading 3 ) * Z.62 2.64 2.69 2.64
Social activities with
friends 3 ) * 3.60 3.62 3.76 3.67

Social activities with
groups2 ) * 3.79 3.66 3.82 3.77• Chanqing some aspect of
job ) * 4.15 4.08 4.17 3.79

Actively seeking informa-
tion about military
re-enlistment2 ) * 3.52* 3.15 3.79* 3.05

Perceptions of: **

Being called into a conflict
in the Guard/Reserve 4 ) * 3.84* 3.35 3.14 3.23

Positive attribytes of the
Guard/Reserve 5 ) * 4.14* 3.73 4.01 3.87

Respect and pride of Guard/
Reserve members5 ) * 4.12* 3.95 4.04 4.00

Negative attributes of the
Guard/Reserve 5 ) * 2.61 2.80* 2.31 2.80* S

Whether Guard/Reserve member-
ship will help with a job6  2.18* 1.84 1.98 1.89

How well equipped and trained
the military is2) * 3.75* 3.15 3.35 3.15

Indicates a significant difference between those wt'o have positive propensity for 6

both the IRR and the Guard/Reserve and those who have positive propensity for the IRR
oniy.

•* These items are defined in Appendix C.
I) 1 Only tho. individuals were included in the dnalysis who had a legitimate

response to each item.
- 2) 1 = a negative disposition, 5 = a positive disposition.

3) = a negative disposition, 4 = a positive disposition.
4) 1= very unlikely, 5 = very likely.
5) 1 the attribute exists hardly at all, 5 = the attribute exists very much.
5) = it will not help one's job, 3 = it will help one's job.

Go0. . S
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For both PS men and women, those with positive propensity for .6 0

the "Guard/Reserve plus IRR" compared to those with positive -

propensity for the "Guard/Reserve only" are significantly:*

0 More pro-military in general, -

* More likely to say they may talk to friends or

recruiters about the military,

0 More likely to say they may actually seek information

about the military, and

0 Less likely to attribute negative attributes to the

Guard/Reserve.

For PS men only, those with positive propensity for the

"Guard/Reserve plus IRR" are significantly:

* Less educated I)

* Less likely to project their next year's income, if

employed, to be high, , .

0 More likely to say that Guard/Reserve membership will

help with a civilian job,

• More likely to say they were satisfied with their

experience in the service, and

0 More likely to say their military assignment used the

skills in which they had been trained. . .

* The items below are defined in Appendix C .

1) While the overall level of education differed significantly 0 0.
for the two groups, PS men and women in these two groups did
not differ significantly with regard to having a high school ..-
diploma or not.

. .. . . ,. .•-.

°. -. .
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If education and expected income can be used as measures of

quality, PS individuals who have positive propensity toward the
"Guard/Reserve plus IRR" appear to be of somewhat lower quality . 0
than those with a positive propensity toward the "Guard/Reserve
only." The "Guard/Reserve plus IRR" group, however, may have a

more positive attitude toward enlistment.

* ...

* S'

-.. -*. ... .
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0 0

4.3 Summary and Implications

The following conclusions can be drawn with regard to the NPS

sample and their enlistment propensity in the proposed IRR program:

1. Even without a bonus, propensity to enlist in the IRR

appears quite high, 30.9 percent for men and 20.3

percent for women. A hypothetical $1,000 enlistment

bonus significantly increases the percentage of respon-

dents with positive propensity to join the new proposed

IRR program. However, it should be remembered that a

bonus would have to be paid to everyone; not simply to

those who have positive propensity only when presented

with a bonus.

2. Compared to individuals who have positive propensity to

join both the proposed IRR program and the Guard/

Reserve, individuals with positive propensity for the

IRR program only are more settled. They tend to be

older, married, and, among men, have more family and

work obligations. This group may have less time for a .

commitment such as Guard/Reserve enlistment.

Such individuals may find it more convenient, however,

to arrange to be away from their family and work for a

long, continuous block of time than to arrange to be

away once a month for six years. Afterall, it is harder --

to predict what types of commitments one will have and

what types of arrangements would have to be made if one _

were still devoting time to a military commitment five

or six years from now than it is to have one's appoint-

ments and responsibilities taken care of for a block of

time in the near future. Similarly, individuals who are • S

more settled and have more commitments may find it

. . .. - .. . . .- °
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easier to schedule the one-time 12 week training session

associated with the proposed IRR program as opposed to

being able to find time each month over a six-year 0

period to attend Guard/Reserve drills.

3. It appears that the market of individuals who are inter-

ested only in the IRR is distinct in many ways from the • S

market of potential Guard/Reserve enlistees. Compared

to NPS individuals who have positive propensity for the

Guard/Reserve as well as the IRR program, those who have

positive propensity for the IRR only are also more S S

likely to be white and to be more highly educated.

Overall, this group of individuals seems to represent a

market that has not been recruited heavily in the past. •

If implemented, the proposed IRR program may attract a .
high quality of NPS individuals to the military.

Conclusions relevant to the PS sample are highlighted below:

1 . The bonus program associated with the highest percentage

of both PS men and women with positive propensity to

enlist in the IRR is the cash incentive plus refresher *
training accompanied by full pay and allowances.

2. Requiring Guard/Reserve enlistees to serve an additional

two years in the IRR may lead to a significant decrease S 0
in propensity. This decrease would not be harmful if

the number of qualified enlistees under the new program

would be sufficient to meet Guard/Reserve quotas.

. ~~ . . . .. . .

• 0
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* 0

3. Because there is a 20 to 30 percent decrease in propen-

sity to enlist in the Guard/Reserve when two additional

years in the IRR are required, it is possible that PS 0

individuals do not understand that the IRR requires no

time commitment except in national emergencies. Further

investigation of PS individuals' perceptions of IRR "
* 0.

requirements and risks may be useful in determining why

an additional two years in the IRR is associated with a

substantial drop in propensity.

4. Attitudinal and demographic-c.haracteristics of PS indivi-

duals with positive propensity fcr the Guard/Reserve

only are not the same as those of PS individuals who

have positive propensity to re-enlist in the Guard/

Reserve if required to serve two additional years in the .

IRR. The former tend to be more highly educated and

expect to be more successful financially. On the other

hand, the latter are more pro-military in general and

are less likely to attribute negative characteristics to

the Guard/Reserve. Given these findings and the finding

that a high percentage of qualified NPS individuals have

positive propensity for the IRR, increasing IRR member-
0 0ship by requiring those who enlist in the Active or -

Reserve Forces to serve two additional years in the IRR

may not be advisable.

0 -0

* 0

o S
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5.0 PERCEIVED SUPPORT FROM AND FOR SPOUSES AND SIGNIFICANT OTHER

INDIVIDUALS JOINING THE GUARD/RESERVE

When making an important life decision, individuals often 0

seek the opinion or advice of others they respect or care for.

Even when such people are not consulted directly, their reaction " .

is anticipated and individuals consider this anticipated reaction

in their decision-making process.

When an individual is young, parents are often the ones whose

opinions are sought or whose anticipated reactions are considered.

For young adults, however, the opinions of other significant

individuals such as husbands, wives, boyfriends, girlfriends or

fiance(e)s become of great importance. With this in mind, -

respondents were asked the following two questions: .....

"I'd like to ask specifically about the reac-
tions of your spouse, fiance(e), or a steady
friend. Do you think that, if you were to
enlist in the National Guard or the Reserve,
he/she would be ... "

"And how about your own reaction if he/she would
enlist. Would you be ...?"

Although these questions were designed to deal with reactions *
of and to a spouse, fiance(e) or a steady friend, for brevity's .. .-

sake the term spouse/friend" will be used in the remainder of
* . this chapter to refer to this group of individuals. .-...

.. . . ., . - °,

. . . . . . .. . . . . . -. . o • . °, ' - ' •• ,o , - . ,• ".-'.- .-.'--- .'-,2.." .'". < -.--" .'.--- .... ........ ... ... ".. .. -.-.. . .-.. . ...... ... '..... . . .... . ... '-.. .... . .-... .-.. .
'[... .. "L'.-'-i', -.'.' :- ..i'. --... .. ;- :-. >,i- L~i" >.,. ..... ".- .°.'-." .'--.> ..-..-.. ....-.-.... .-..- ,..-...........-.. ..."......-. .....-



5-2

K5.1 NPS Sample

5.1.1 Anticipated Reaction of and Reaction to a "Spouse/

Friendo Joining the Guard/Reserve. The percentage of NPS indivi.-

duals giving each of the specific responses to the aforementioned

questions can be found in Tables 5-1 and 5-2.

*O •

The data in Table 5-1 show that approximately 13 percent of

the NPS men and 11 percent of the NPS women anticipate their

"spouse/friend" would be very or somewhat pleased if they were to

join the Guard/Reserve. (These percentages do not differ signifi-

cantly.)

TABLE 5-1: ANTICIPATED REACTION OF "SPOUSE/FRIEND"

IF RESPONDENT JOINED THE GUARD/RESERVE: MPS "....

SAMPLE

RESPONSE Males Females

BASE (N) (1092) (1089)

Very or somewhat pleased 12.9 10.7

Very pleased 2.7 2.7

Somewhat pleased 10.2 8.0

Neither pleased nor displeased 19.1 16.3

Somewhat displeased 27.7 25.0 -

Very displeased 40.3 48.1 " "

_O 9
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Table 5-2 shows that approximately 19 percent of the NPS men

and 22 percent of the NPS women report they would be very or 0

somewhat pleased themselves if their "spouse/friend" were to join

the Guard/Reserve.

* 0

5-2: RESPONDENT'S REACTION IF "SPOUSE/FRIEND" JOINED

THE GUARD/RESERVE: NPS

SAMPLE

RESPONSE Males Females

BASE (N) (1110) (1100)

Very or somewhat pleased 18.6 22.3

Very pleased 5.0 7.6
Somewhat pleased 13.6 14.7 O 6

Neither pleased nor displeased 22.5 24.2
Somewhat displeased 21.4 22.2 -

Very displeased 37.5 31.3

The percentage of NPS females who state that they will be

very or somewhat pleased if their "spouse/friend" joined the

Guard/Reserve (22.3 percent) is significantly larger than the

percentage of NPS men who state that they anticipate their - -

"spouse/friend" would be very or somewhat pleased if they

themselves were to join the Guard/Reserve (12.9 percent). A .

similar difference is evident when the percentage of NPS men who

say they will be very or somewhat pleased if their "spouse/

friend" joined the Guard/Reserve (18.6 percent) is compared to the -

" percentage of NPS women who report that they anticipate their

"spouse/friend" will be very or somewhat pleased if they were to

join the Guard/Reserve (10.7 percent). These differences persist • •

even when military background, attitude toward the military, 1 )

income, marital status, and belief that Guardsmen/ Reservists will

be called to serve in a conflict are controlled.

A m
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Approximately 18 percent of the NPS men said they would be

more supportive of a "spouse/friend" who enlisted in the Guard/

Reserve than that person would be of them. Nearly 70 percent of

the NPS men reported they and their "spouse/friend" would be

equally supportive of the other for joining the Guard/Reserve.

(See Table 5-3.) Regarding NPS women, approximately 26 percent

said they would be more supportive of a "spouse/friend" than that

person would be of them. NPS women reported support would be

mutual in 65 percent of the cases.

TABLE 5-3: PERCENTAGE OF INDIVIDUALS WITH SPECIFIC COMBINATIONS 0

OF SUPPORT FOR AND FROM A "SPOUSE/FRIEND"

FOR JOINING THE GUARD/RESERVE1 )

O S.. ......

RELATIVE SUPPORT FROM NPS SAMPLE I) .

AND FOR A "SPOUSE/FRIEND" Males Females

BASE (N) (1129) (1117) 0 0

Greater support for "spouse!
friend" than from "spouse/
fri end" 17.9 26.4*

Equal support for and from
spouse/friend" 69.5* 65.3

Less support for "spouse/
friend" than from "spouse/
friend" 8.4* 5.3

. S

* Indicates that the percentage for men and women differ signi-

ficantly (p < .05)
1) Percentages do not necessarily add to I00 percent because not

all respondents answered these items. S .

• * -. , % - " .
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k0

5.1.2 The Relationship of Enlistment Propensity and Antici-

pated Reaction of a "Spouse/Friend. There is indeed a relation- ;.

ship between propensity and the expected reaction of a "spouse/

friend" if one joined the Guard/Reserve. S

* Among NPS men who expect their "spouse/friend" to be

pleased if they joined the Guard/Reserve, 51.4 percent

have positive propensity. Among those who anticipate S S

that their "spouse's/friend's" reaction will be

negative, only 15.2 percent have positive propensity.

The difference between these percentages is statis-

tically significant. S 0

0 Among NPS women who expect a positive reaction from

their "spouse/friend," 34.5 percent have positive

propensity. The relevant percentage for those who P 0

anticipate a negative reaction from their "spouse/

friend" is 7.2 percent. The difference between these

percentages is also statistically significant.
• S

" S

. .. , ' -.. '.
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5.1.3 The Effect of the Anticipated Reaction of One's

"Spouse/Friend" to Guard/Reserve Participation on the Degree of

Influence of Enlistment Incentives. The anticipated reaction of

one's "spouse/friend" to Guard/Reserve enlistment may also

influence the degree to which a respondent's propensity is

affected by monetary enlistment incentives. The data set forth in

Table 5-4 indicate in general that, when cash enlistment bonuses 0 6

are considered, NPS respondents who expect their "spouse/friend"

to react positively toward Guard/Reserve enlistment show a

significantly greater increase in propensity than do the NPS

respondents who anticipate negative reactions from their "spouse/ 0 5

friend." The table also indicates that, in general, the

anticipated reaction of a "spouse/friend" does not significantly

affect the influence of tuition assistance on the propensity of

NPS respondents. The only significant difference in the increase .

in propensity for NPS men occurs when the level of tuition

assistance is $2,000 (the maximum amount tested). Differences in

increases in propensity were not significant for NPS females at

any level of tuition assistance.

7 S

. ..

.. . . . . . .
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TBLE 5-4: THE EFFECT OF THE ANTICIPATED REACTION OF

ONE 4 S "SPOUSE/FRIEND TO GUARD/RESERVE ENLISTMENT 6

ON THE CHANGE IN PERCENTAGE WITH POSITIVE PROPENSITY1 . 2)

ASSOCIATED WITH INCENTIVES

MALES FEMALES

Anticipated Reaction Anticipated Reaction

PROPOSED of "Spouse/Friend" of "Spouse/Friend"

INCENTIVE Positive Negative Positive Negative

BASE (N) (140) (743) (116) (796)

Baseline Propensity 51.4 15.2 34.5 7.2

Enlistment Bonuses 0

$2,0UU +2.6 +1.1 +24.3* +15.9
$3,000 +13.6* +7.4 +31.6* +24.3
$4 ,OUU +16.2* +14.1 +34.2* +28.7

Tui ti on assistance
annually for up to

*- four years

$I,000 -0.3 -4.8 +6.4 +4.7
$1,500 +3.7 -0.2 +11.9 +8.7
$2, uO +13.6* +7.1 +17.1 +12.6

* Indicates the difference between the positive and negative

group is significant (p < .05). Significance is based on the
differences in the mean increase in propensity (not shown).
The percentages with positive propensity are indicated for
ease of presentation.

1) The data in this table represent changes in propensity. In
other words, without an incentive, the percentage of NPS men
who anticipate a positive reaction from their "spouse/friend"
with positive propensity is 51.4 percent. When offered a
$3,00U bonus, the percentage increases 13.6 percent to 65.0
percent.

2) The underlying causal model involved in this analysis and the

analysis summarized in Table 5-12 is somewhat complex. There-
fore, the details will be discussed in a separate technical
pape r.

% 5

>. . >.-.
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5.2 PS Sample
S 0

5.2.1 Anticipated Reaction of and Reaction to a "Spouse/

Friend" Joining the Guard/Reserve. Tables 5-5 and 5-6 show the

distribution of responses of the prior service samples to the - . "

questions dealing with the anticipated reaction of a "spouse/ 0 0

friend" if the individual joined the Guard/Reserve, and the

respondent's own feelings if their "spouse/friend" joined the

Guard/Reserve. The data in Table 5-5 show that approximately 20

percent of the PS male and PS female samples report they 0 0

anticipate a "spouse/friend" would be very or somewhat pleased if

they were to join the Guard/Reserve. There is no significant

difference between the percentage of PS men and PS women who give

these responses. • •

As can be seen in Table 5-6, approximately 17 percent of the

PS men and 39 percent of the PS women say they would be pleased if

their "spouse/friend" joined the Guard/Reserve. These percentages

are significantly different.

TABLE 5-5: DISTRIBUTION OF ANTICIPATED REACTIONS OF A

"SPOUSE/FRIEND" IF RESPONDENT JOINED THE GUARD/RESERVE

PS SAMPLE

RESPONSE Males Females

i 0

BASE (N) (1747) (550)

Very or somewhat pleased 18.7 21.7

Very pleased 3.7 5.2
Somewhat pleased 15.0 16.5 * 0

Neither pleased nor displeased 29.3 29.0
Somewhat displeased 25.4 20.8
Very displeased 26.6 28.6

. .. . . . . . . . . . . . . . . .. .
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TABLE 5-6: RESPONDENT'S REACTION IF "SPOUSE/FRIEND" JOINED

THE GUARD/RESERVE

S 0

PS SAMPLE

RESPONSE Males Females

BASE (N) (1758) (550)

Very or somewhat pleased 16.9 38.9

Very pleased 3.7 14.7
Somewhat pleased 13.2 24.2

Neither pleased nor displeased 24.3 31.8
Somewhat displeased 17.2 13.9 S S
Very displeased 41.6 15.4

As in the case of the NPS samples, there are striking differ- -

ences in the percentage of PS men and PS women who anticipate a i.

positive reaction from their "spouse/friend" and the percentage of

PS women and PS men who say they would be very or somewhat suppor-

tive of a "spouse/friend" who joined the Guard/Reserve. For

example, only 18.7 percent of the PS men anticipate their "spouse/ S 0

friend" will be very or somewhat pleased if their "spouse/friend" -

joined the Guard/Reserve, and 38.9 percent of the PS women report

they would be very or somewhat pleased if their "spouse/friend"

joined the Guard/Reserve.

I 0
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In addition, a significantly higher percentage of PS women

anticipate that their "spouse/friend" will be pleased if they joined

* the Guard/Reserve (21.7 percent) than the percentage of PS men who -

report they would be pleased if their "spouse/friend" were to join

the Guard/Reserve (16.9 percent). These differences persist even I •
when military background, income and belief that Guardsinen/Reserv-

ists will be called to active duty are controlled. Controlling

for marital stdtus reduces these differences, but only somewhat.1 )

Among PS men and PS women, approximately 15 percent and 30 0

percent, respectively, expected tney would be more supportive of a

"spouse/friend" who enlisted in the Guard/Reserve than that person

would be of them. The percentage who reported that support would

be mutual was 62 percent for PS men and 60 percent for PS women.

TABLE 5-7: PERCENTAGE OF INDIVIDUALS WITH SPECIFIC

COMBINATIONS OF SUPPORT FOR AND FROM A "SPOUSE/FRIEND"

FOR JOINING THE GUARD/RESERVE
2 )

RELATIVE SUPPORT FROM PS SAMPLE1 )

AND FOR A "SPOUSE/FRIEND" Males Females
* 0

BASE (N) (1791) (564)

Greater support for "spouse/friend"
than from "spouse/friend" 14.7 30.2*

Equal support for and from
"spouse/friend" 62.3 60.1

Less support for "spouse/friend"
than from "spouse/friend" 19.7* 5.6

* Indicates the percentages for men and women are significantly
different. 0 0

1) The reader should be reminded that these comparisons are being
made on an aggregate level: PS men compared to PS women. The
data are not derived by comparing the responses of actual
husband/wife, boyfriend/girlfriend pairs, both of which have
had prior military service.

2) Percentages will not add to 100 percent because not all respon-

dents had answers to each relevant item.

* •
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5.2.2 The Relationship of Enlistment Propensity to the ....

Anticipated Reaction of a aSpouse/Friendo. As in the case of the 6
NPS samples, the PS samples show a significant relationship

between the anticipated reaction of their "spouse/friend" to the

respondent joining the Guard/Reserve and enlistment propensity: .-.- :

0 PS men who expect their "spouse's/friend's" reaction to

be positive to their joining the Guard/Reserve have

significantly higher propensity than PS men who antici-

pate a negative reaction (48.7 percent and 15.1 percent, 6

respectively).

* The comparable percentages for PS women are 53.3 percent

and 18.8 percent, respectively. These percentages are . S 0

also significantly different.

5.2.3 The Effect of the Anticipated Reaction of One's S _ _

"Spouse/Friend" to Guard/Reserve Participation on the Influence of

Enlistment Incentives. As indicated in Table 5-8, the pattern of --

responses for PS respondents associated with the effect of per-

ceived support from a "spouse/friend" on the influence of bonuses .

differs from that of NPS respondents (see Table 5-4):

0 PS men with a positive perception of the reaction of

their "spouse/friend" are affected significantly more by *

five of the six hypothetical cash incentives or tuition

assistance plans than PS men with a negative perception ....

of their "spouse's/friend's" reaction. -

0 PS women who anticipate a positive reaction from their

"spouse/friend" do not differ from those who expect a

negative reaction in response to any of the hypothetical

incentives. They are the only sample for which the two

groups of respondents are not affected differently by

incentives.

...........................

.-.- *- -... -•..•.--. .. ..... . . .. •....... ................. .........- ....... .... " ' .....



5-12

TABLE 5-8: THE EFFECT OF THE ANTICIPATED REACTION OF

ONE4S "SPOUSE/FRIEND" TO GUARD/RESERVE ENLISTMENT

ON THE CHANGE IN PERCENTAGE WITH POSITIVE PROPENSITY 1 )

ASSOCIATED WITH INCENTIVES

MALES FEMALES 0 0

Anticipated Reaction Anticipated Reaction
PROPOSED of "Spouse/Friend" of "Spouse/Friend"

INCENTIVE Positive Negative Positive Negative

BASE (N) (326) (910) (119) (271)

Baseline Propensity 48.7 15.0 53.1 18.9

Enlistment bonus

$2,U00 +7.8* +2.2 +5.0 +4.1 -
$3,U0J +18.0* +9.4 +15.2 +12.6
$4,0U +26.2* +17.3 +19.4 +19.5

Tuition assistance
annually for up to
four years
$1,O0 +0.6 -1.3 -3.4 +2.6 , .
$1,500 +9.1* +3.2 +9.4 +8.7
$2 ,00U +18.8* +11.7 +18.8 +14.4

Only five of the comparisons in Table 5-8 yield statistically

significant differences. It is significant,2 ) however, that in 10

of the 12 comparisons, the groups that anticipate a positive

reaction from their "spouse/friend" are influenced more by incen-

tives than the groups that anticipate a negative reaction from

their "spouse/friend." 7

* * Indicates the difference between the positive and negative
groups is significant (p < .05). Significance is based on
the differences between the average increases in propensity. 0 0

1) The data in this table represent absolute increases in propen-
sity. In other words, without an incentive, the percentage
of NPS men who anticipate a positive reaction from their"spouse/friend" with positive propensity is 48 .7 percent .
When offered a $2,000 bonus, the percentage increases 7.8
percent to 56.5 percent.

2) Significance was tested by a binomial test.

y0
." ,." . ,

. . ,.. . . . . . . . ..
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5.3 Summary and Implications

The data presented in Chapter 5 indicate that: I 0

There is a difference between the percentage of men or

women who anticipate their "spouse/friend" will be

pleased if they we-e to join the Guard/Reserve and the 0 S

percentage of men or women who say they will be pleased

if their "spouse/friend" joined the Guard/Reserve.

0 In all the samples, the anticipated reaction of one's

"spouse/friend" to one joining the Guard/Reserve is
related significantly to enlistment propensity. In

addition, this anticipated reaction is generally related

to the degree to which enlistment propensity is affected

by incentive programs.

These findings lead to the following suggestions:

* A more complete analysis of the anticipated and actual - "

reaction to Guard/Reserve enlistment of husbands, wives,

and other significant individuals would be helpful.

Preliminary findings suggest that most individuals may

underestimate the support they would get from their

-. "spouse/friend" if they were to enlist in the Guard/

" Reserve. Because the anticipated reaction of a "spouse/

friend" is related significantly to propensity, it is

*. important to determine whether or not further analyses

• * confirm this preliminary finding and clarify the causal

*.- factors involved .

L* - . . . . . . . . .S"
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If individuals do underestimate the support of their

spouse/friend," advertising and promotional programs to

increase individual's awareness of the positive reaction -

they may get from their "spouse/friend" may be called

for. If people who underestimate the support that they

would get from their "spouse/friend" no longer do so,

propensity may increase and the effectiveness of incen-

tives in increasing propensity may also increase.

*O S

.. . . . . . .. , .:.o. . . . . . . .. . . . . . . . . . . . . . . . . . . . .
. . . . . . .. . . . . . . . . . . . . .
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6.0 REASONS FOR WANTING TO ENLIST AND REASONS FOR

NOT WANTING TO ENLIST IN THE GUARD/RESERVE

In this and in previous surveys, demographic and experiential

characteristics that differentiate positive from negative propen- 0

sity individuals have been identified and described. In order to

more effectively design strategies for enhancing propensity and

for increasing the number and quality of accessions among positive

propensity individuals, it is also useful to identify respondents'

specific reasons for wanting or r-t wanting to enlist. Conse-

quently, efforts were made this year to explore some of these

reasons, and to determine whether or not different segments of

individuals differ in their reasons for wanting or not wanting to

enlist in the Guard/Reserve.

* S
6.1 The Relative Importance of Different Reasons for Wanting to

Enlist or Not Wanting to Enlist

Respondents who had positive enlistment propensity were asked

to indicate the importance of each of nine specific reasons for

wanting to serve in the military. Negative propensity individuals

were asked to assess the importance of another set of nine reasons

for not wanting to serve in the military. Some of the reasons for

wanting to enlist or not to enlist were direct opposites, while

others were not. A list of the reasons rated by respondents

appears in Figure 6-1.

* S

. . . . . . . . . . . . . . . . . . ..
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FIGURE 6-1: REASONS FOR WANTING OR NOT WANTING TO ENLIST RATED BY RESPONDENTS

REASONS FOR ENLISTING REASONS FOR NOT ENLISTING

Issues Relevant to Both Positive and Negative Propensity Respondents 0 0

* Teaches you a valuable trade or e Lack of value in military training

skill

a Good income * Military pay

e Allows you to stay in the area * Separation from family and friends S S
near your family

Issues Relevant Only to Positive Propensity Respondents

* Doing something for your country X

* Job security X

9 Provides money for education X

* An enjoyable job X

* Trains you for leadership X _ .

• Provides men and women equal pay
and opportunity X

Issues Relevant Only to Negative Propensity Respondents

X * Disagree with military's defense
policies or philosophy

X * Expect to continue in school or
college

X * Lack of personal freedom

X * Disapproval of parents

X * Little in common with people in the
service

X * Plans for a civilian job

.• . .-. . .. . ..

............... ; J.....**.... . *... . .. . ....... I. .... .. ..
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The percentage of each sample reporting a particular item to

be a very or somewhat important reason for enlisting or not

enlisting is set forth in Tables 6-1A and 6-1B. The percentage of

individuals who said "doing something for your country" is a very -.

or somewhat important reason for wanting to enlist was consis-

tently one of the highest in each sample. The percentages giving

these responses for NPS men, NPS women, PS men, and PS women were

86.8, 87.5, 85.3, and 85.6 percent, respectively. Among PS male

respondents, the percentage who reported this reason to be very or

somewhat important was higher than that for any other reason for

wanting to enlist.

The highest percentages of positive propensity NPS men as

well as NPS and PS women respondents rated the job-related reasons

-- "teaches you a valuable trade or skill" (87.3 percent for NPS

men and 90.1 percent for NPS women) and "job security" (89.8 per-

cent for PS women) -- as very or somewhat important reasons.

It is interesting to note the similarities and differences in . .-..- .

the importance assigned to selected reasons for wanting to enlist ".--.- -.-

and not wanting to enlist by pairs of samples such as PS women and -.-..-

PS men, or NPS men and PS men. When most samples are compared, -

there is a significant relationship between the rankings of the

two samples for a given set of reasons. This does not hold true,

however, when the PS women's rankings of the pro-enlistment

reasons are compared to the rankings of NPS women or PS men. PS I S

women differ primarily from these other samples in placing more

emphasis for wanting to enlist on the reason "provides men and

women equal pay and opportunity" and less emphasis on the reason

"provides money for education." p

Among all of the reasons for not enlisting, "plans for a

civilian job" received the highest percentage of very or somewhat

important ratings for three of the samples (NPS men, PS men and PS

women). "Separation from friends and family" received the highest

percentage of very or somewhat important ratings from NPS women.

- 2 . •.. . . . . . . . . .
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TABLE 6-1A: PERCENTAGE OF THOSE WITH POSITIVE PROPENSITY

REPORTING AN ITEM TO BE A VERY OR SOMEWHAT IMPORTANT REASON 0

FOR WANTING TO ENLIST1 )

NPS PS
MALES FEMALES MALES FEMALES 9

REASONS FOR ENLISTING Percent Rank Percent Rank Percent Rank Percent Rank

BASE (N) (220) (122) (432) (167)

Teaches a valuable trade 5 S
or skill 87.3 1 90.1 1 81.2 3 81.6 5

Doing somethino for your
country 8b.8 2 87.5 3 85.3 1 85.6 3

Job security 82.1 3 86.8 4 83.0 2 90.1 1

ILood income 76.7 4 86.7 5 69.8 7 76.3 8 0 S

Provides money for
education 75.7 5 89.3 2 75.6 5 78.3 7

An enjoyable job 75.6 6 82.5 7 70.9 6 80.4 6

Trains you for leadership 73.7 7 75.8 8 79.0 4 83.5 4

Provides men and women .
equal pay and
opportunity 71.1 8 85.0 6 66.8 8 85.7 2

Allows you to stay in

the area near family
and friends 53.2 9 59.5 9 44.0 9 36.1 9

1) Sampling tolerances for the 95 in 100 confidence interval for the above sample

statistics are:

10. 2O 3Oo 40
SAMPLE (N) or 90h or 80' or 70% or 60% 50% *

NPS males 22U 4 5 6 6 7
NPS females 122 5 7 8 9 9
PS males 432 3 4 4 5 5
PS females 167 5 6 7 7 8

0 These sampling tolerances can be used to determine the statistical significance of *
percentages within a given sample. For a more in-depth discussion of the use of
sampling tolerances, see Volume I, page 11.

I 0iii S: ::::

I 0 S'. - •'-
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TABLE 6-18: PERCENTAGE OF THOSE WITH NEGATIVE PROPENSITY 0 0

REPORTING AN ITEM TO BE A VERY OR SOMEWHAT IMPORTANT REASON

FOR NOT WANTING TO ENLIST

NPS PS
MALES FEMALES MALES FEMALES 0 0

REASONS FOR NOT ENLISTING Percent Rank Percent Rank Percent Rank Percent Rank

BASE (N) (879) (981) (1309) (382)

Plans for a civilian job 75.5 1 67.6 2 78.9 1 69.5 1

Lack of personal freedom 63.1 2 62.7 3 67.6 2 60.1 2

Expect to continue in
school or college 5b.8 3 60.9 4 58.3 4 57.3 3

Separation from friends
and family 55.1 4 69.2 1 55.8 5 53.1 4 0 0

Military pay 47.8 5 39.1 6 59.7 3 49.2 5

Disagree with military's
defense policies or
philosophy 38.8 6 43.7 5 36.0 7 38.2 6

Little in common with" "
people in the service 29.3 8 30.6 7 29.8 8 22.3 8

Lack of value in
military training 30.U 7 30.1 8 42.3 6 35.4 7

Disapproval of parents 15.4 9 20.6 9 8.6 9 7.3 9

0
1) Sampling tolerances for the 95 in 100 confidence interval for the above sample

statistics are:

1O", 201 3 0% 40%
SAMPLE (N) or 906 or 80% or 70% or 60% 50%

NPS males 879 2 3 3 3 3 0 S
NPS females 981 2 2 3 3 3
PS males 1309 2 2 2 3 3 . -
PS females 382 3 4 5 5 5

*These sampling tolerances can be used to determine the statistical significance of
percentages within a given sample. For a more in-depth discussion of the use of
sampling tolerances, see Volume 11, page 11. • .

. - i - -

.................. .................
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Slight inconsistencies exist among samples regarding the 0 0

reason that receives the highest percentage of very or somewhat

important ratings for wanting to or not wanting to enlist. There

is, however, no dispute regarding the item rated by the smallest

percentage of respondents as a very or comewhat important reason 0

for enlisting or for not enlisting. Among positive reasons for

enlisting, "allows you to stay near family and friends" was rated

as important least often, and among negative reasons for enlisting

"disapproval of parents" was rated as important least often.

These findings are consistent with the fact that many respon-

dents are at the stage of their lives during which the influence

of their parents is decreasing or at least during which they would

like to believe this is so. These individuals may be more con-

cerned about the impact that a decision to join the Guard/Reserve

will have on their friendships and on their more intimate
* relationships. •... -

* 6.2 Reasons Given By Different Segments of MPS Individuals For ..--

Enlisting or For Not Enlisting .

When reviewing the rankings in Tables 6-1A and 6-1B, it

appears that specific reasons for wanting to enlist (or not

wanting to enlist) may be associated with other specific reasons

for wanting to enlist (or not wanting to enlist). For example, it

appears as if goal-oriented items (both professional and personal)

such as "plans for a civilian job," "lack of personal freedom,"1 )

and "expect to continue in school or college" are rated similarly,

as are military-related items such as "disagree with military's

defense policies or philosophy," "little in common with people in

1) "Lack of personal freedom" is included in this example
because without it, an individual would not be free to pursue 5 5
his or her personal or professional goals.

. . . .. . .. . .
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the service," and "lack of value in military training." In other 0

words, it appears that groups of items such as these may be

measuring broader constructs such as goal-orientation or an

overall perception of military life. A series of analyses were

undertaken to determine if this, in fact, is the case. I 0

The notion that groups of variables such as those just

discussed are components of more general constructs was not,

however, confirmed by the analyses. 1 ) One reason for this may be I S

that the sample itself is not homogeneous. Previous analyses have

shown that both the NPS and PS samples can be divided into five

distinct segments based on demographic characteristics. If

differences exist among these segments regarding how specific 0

reasons for enlisting or not enlisting are rated, interesting

findings relevant to the specific segments may be obscured if the

data are analyzed at an aggregate level and the segments are not

analyzed separately.

SO.To determine whether known segments do indeed have identi-

fiable reasons for wanting or not wanting to enlist that could be

used to enhance accessions in the Guard/Reserve, this year's NPS

respondents were divided into five segments. Characteristics that

differentiated individuals from one another when the NPS sample

was initially segmented, in 1980,2) were applied to this year's

data. 3)
I S

1) This conclusion is based on a series of Factor-Analyses and
other related analyses.

2" ) NPS male and female samples are both included in these •
segments.

3) The segments were determined in 1980 on the basis of demo-
graphic variables. The segments were: "Working Singles,"
High Schoclers," "Collegiates," "Marrieds," and "Others."

The segmentation of the NPS sample that was conducted origi-
nally in 198U was tested this year and it was determined that
these segments are still valid.

. . . o-

. . . .. ° . . ." . . .
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Figure 6-2 presents a summary of the key demographic charac- 0

teristics of the individuals in each of these five segments. The

degree of importance these five segments assigned to each of the

different reasons for wanting to enlist or not wanting to enlist

were examined for similarities and differences.

FIGURE 6-2: DEMOGRAPHIC CHARACTERISTICS

OF THE FIVE NPS SEGMENTS

0

PERCENTAGE OF
THE TOTAL
SAMPLE IN SELECTED

SEGMENT EACH SEGMENT DEMOGRAPHIC CHARACTERISTICS
* S

Working Singles 28.1 Young
Unmarried
Working

High Schoolers 24.2 Youngest
Living with parents
Unemployed
Attending high school

Collegiates 23.3 Young
Receiving scholastic aid •
Working part-time
Attending school-

Marrieds 13.3 Older
Marri ed
More dependents, including 0 0
pre- school ers

Don' t plan more school
Spouse works

Others 11.1 Don't know parental education
Low grades in high school *
More siblings
Likely to be black or Hispanic

%..... "....
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* 0.

6.2.1 Respondents With Positive Enlistment Propensity. When

the five segments of the positive propensity NPS sample were 0 0
evaluated on an overall basis, their reasons for wanting to enlist

were not significantly different. Further analyses indicated, how-

ever, that the "Working Singles," "High Schoolers," "Collegiates,"

and "Others" were very similar and that the "tarrieds" were

different from these other four segments. Consequently, the

"Marrieds" were compared to the composite of the other four

groups, and as shown in Table 6-2, significant differences

e;nerged. Among positive propensity individuals, the composite of 0 *
the four segments, compared to "Marrieds," rated good income and

the fact that the Guard/Reserve trains enlistees for leadership as

more important reasons for wanting to enlist. As noted in the

table below, in only one case did the "r4arrieds" segment rate a

reason for enlisting to be more important than the other indivi-

duals. The fact that staying near family and friends is the only .

reason that was ;nore important for "Marrieds" than for all others .

should be noted because it represents a significant difference in

the pattern of ratings.

*- S

-* - .  0 .

* 0 . -°

-* 0
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TABLE 6-2: AVERAGE IMPORTANCE ASSIGNED TO

DIFFERENT REASONS FOR WANTING TO ENLIST1 )

SEGMENT

Working Singles,
REASONS FOR TOTAL High Schoolers,
WANTING TO ENLIST SAMPLE Marrieds Collegiates, Others

BASE (N) (24) (300)

Teaches you a valuable
trade or skill 3.56 3.34 3.58

Doing something for your
country 3.42 3.34 3.43 S 6

Job security 3.40 3.08 3.43

Good income 3.27 2.75 3.31*

Provides money for
education 3.29 3.05 3.31

An enjoyable job 3.22 3.12 3.23 - _--

Trains you for leadership 3.11 2.62 3.15*

Provides men and women
equal pay and opportunity 3.19 2.92 3.21

Allows you to stay in the "
area near family and • 5
friends 2.68 2.92 2.67

Indicates a significant difference between the average

response of the groups (p < .05).

+ The fact that the reason "allows you to stay in the area near 0 0
family and friends is the only reason rated more important by
the "Marrieds" than by the composite of the other segments is
statistically significant by the binomial test (p < .05).

1) i = not at all important, 4 = very important. . -.-.

- .. . *........
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6.2.2 Respondents With Negative Enlistment Propensity.

Negative propensity NPS respondents in the five different segments

differed markedly from one another in their ratings of the 0 6

. importance of the various reasons for not wanting to enlist in any

" branch of the Active Military or component of the Guard/Reserve.

* (See Table 6-3.) It appears that each segment associates enlist-

ment with a different personal opportunity cost. In other words,

each segment feels they will have to forego something of personal

value if they were to enlist in the Guard/Reserve.

TABLE 6-3: AVERAGE IMPORTANCE ASSIGNED TO

DIFFERENT REASONS FOR NOT WANTING TO ENLIST1 ) 0

SEGMENT

REASONS FOR NOT TOTAL Working High Colle-
WANTING TO ENLIST SAMPLE Singles Schoolers giates Marrieds Others

BASE (N) (429) (347) (299) (340) (202)

Separation from
family and friends 2.78 2.63 2.56+ 2.80 3.20* 2.70

Disagree with
military's defense
policies or
philosophy 2.19 2.24 2.26 2.24 2.04 2.13 p

Expect to continue
in school or
college 2.73 2.43 3.25 3.32* 2.06+ 2.72

Lack of personal
freedom 2.44 2.84* 2.79 2.78 2.64 2.56+

Military pay 2.24 2.36* 2.12 2.28 2.26 2.13+
Uisapproval of
parents 1.57 1.52 1.66* 1.63 1.43+ 1.65

Lack of value in
military training 1.89 1.88 1.94 1.85 1.87 1.87

Little in common
with people in
the service 1.92 2.07* 1.95 1.99 1.73+ 1.82

Current plans for
a civilian job 3.05 3.20 3.06 3.23* 2.82+ 2.87

Indicates the segment that has the highest average response

for any given reason on which the responses of the five
segments differed significantly from one another (p < .05).

+ Indicates the segment that has the lowest average response for 0 6
any given reason on which the responses of the five segments
differed significantly from one another (p < .05).

1) 1 = not at all important, 4 = very important.

0 0

..... -.-.........-.-... ......-..... ........ ............. ..--... .,--... ............. .. ,
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Although all the segments are concerned that they will lose 0

something they value if they enlist in the Guard/Reserve, the

segments differ with regard to what they are most afraid of losing.

"Working Singles" and "Others" are most concerned that

their career goals (as indicated by items such as

"current plans for a civilian job," "lack of personal

freedom," and "expect to continue in school or college")

may be negatively affected by Guard/Reserve enlistment,

* "High Schoolers" and "Collegiates" are most concerned

that their standing as students may be affected nega- ...

tively by Guard/Reserve enlistment, and

' Si

0 "Marrieds" are primarily concerned that Guard/Reserve

enlistment will result in separation from people they

care about.

The most important reason "Working Singles" report for not

wanting to enlist is plans for a civilian job. Lack of personal

freedom is the second most important reason, and separation from

family and friends is another important reason. Overall, it 0

appears that individuals in this group think of themselves as

career-oriented, independent and devoted to their friends. It is

likely that they choose not to enlist in the Guard/Reserve because

they perceive a major opportunity cost of Guard/Reserve enlistment 0 0

to be loss of personal freedom and restriction of future alterna-
r ives.

," " v' .e s. -."

Among reasons for not enlisting, "High Schoolers" place the 0 0

most importance on the fact that they expect to continue in school

or college. They also place a great deal of emphasis on plans for-. - . ..

civilian jobs. Even though most of these individuals are living

with their parents, "High Schoolers" do not rate "disapproval of *
parents" as a very important reason for not enlisting. The

* 5

• • ° - .- -.- . ° . € ° . . .*o , . , . * * .. . * • , . . ., ..
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S 6
overall profile of this group seems to be that of individuals who

are beginning to plan for a future that is independent of their

parents and, like tne "Working Singles," may be concerned that

loss of future flexibility might result if they enlist in the * 0
Guard/Reserve.

Individuals classified as "Collegiates" appear to be very

independent and goal-oriented. Plans for school and for a

civilian job are their most important reasons for not enlisting,

followed by separation from family and friends, and concern over

lack of personal freedom. These individuals seem to want freedom

: to make the best plans for their future and may feel that Guard/

Reserve enlistment would interfere with the fulfillment of their

goals.

Based on their ratings of how important the nine different

reasons are for not wanting to enlist, the "Marrieds" group can be

characterized as follows: They appear to have established

relationships with spouses and friends that they do not wish to

jeopardize and to have career plans they do not want disturbed.

(Although career reasons are important to "Marrieds," the PS

importance they attach to this reason is lower than for each of

the other four groups.) "Marrieds" place more importance on being

separated from family and friends than does any other group, and

appear to worry that they would lose something they value highly

-. -- closeness to people who they care for -- if they were to enlist

in the Guard/Reserve.

The factors of most importance to "Others" in deciding not

to enlist in the military are essentially equivalent to those

cited by "Collegiates." However, the level of importance assigned

to these items is consistently lower for "Others" than for

"Col legi ates." 0

4-o

i°.
o "  
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* 0
6.3 Summary and Implications

As described in the preceding pages, the importance of

reasons for not wanting to enlist differs among the five segments

of negative propensity respondents. This finding suggests that

negative propensity individuals have quite specific and clearly

defined reasons for not wanting to join the military and that they

differentiate among various reasons for not enlisting. Moreover,

individuals with different demographic characteristics do not 0 0

necessarily share the same reasons for having negative enlistment

propensity. Each segment appears to feel that if they enlisted in

the Guard/Reserve they would lose something they valued.

In other words, each segment associates the Guard/Reserve

with a specific opportunity cost. "Working Singles" and "Others"

- are afraid their career goals will be compromised. "High

Schoolers" and "Collegiates" are afraid their scholastic standing S .

will be hurt. "Marrieds" is the only segment that is primarily

concerned with losing contact with their family and friends.

These individuals do not seem to understand that participating in

the Guard/Reserve does not require moving to a new area and losing 0

contact with one's family and friends. Of course an alternative

explanation is that "Marrieds" are simply unwilling to give up any

block of time that could be spent with family and friends.

Reasons for wanting to enlist differentiate segments of

positive propensity individuals only when "Working Singles,"

"Others," "High Schoolers" and "Collegiates" were combined and

compared to "Marrieds." Furthermore, among positive propensity .* 0

individuals, there is no detectible discrimination among different

reasons for wanting to enlist. As a group, the average rating for

each reason was "somewhat important." In addition, as seen in

Table 6-4, the range between the average score for the most highly "

rated reason for wanting to enlist among positive propensity

• -. '_ .- .- . . . . . . .
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individuals and the least highly rated reason for wanting to

enlist is substantially smaller, for any given segment, than the
range between the highest and lowest rated reasons for not wanting --

to enlist given by negative propensity individuals. These

findings suggest that, as indicated in previous year's focus group 9 S

reports, people do not have clearly articulated reasons for why

they want to enlist. Once an individual develops positive propen-

sity for the Guard/Reserve, whatever the reasons, the individual

seems to rate all reasons for wanting to join the Guard/Reserve as

being of equivalent importance. In order words, positive propen-

sity is a general predisposed state. Negative propensity, on the
other hand, is associated with very specific reasons some of which

are very important while others are substantially less important.

Furthermore, these reasons for not wanting to enlist are different

for different types of people.

TABLE 6-4: DIFFERENCES BETWEEN THE AVERAGE SCORE

FOR THE MOST IMPORTANT REASON AND THE LEAST IMPORTANT REASON !.. .

FOR WANTING TO OR NOT WANTING TO ENLIST BY SEGMENT

POSITIVE PROPENSITY NEGATIVE PROPENSITY

Average Score Average Score 0
--Mot Lest mst east

Important Important Range/ Important Important Range/
SEGMENT Reason Reason Difference Reason Reason Difference

Working singles 2.30 1.42 0.88 3.48 1.80 1.68

High schoolers 2.32 1.35 0.97 3.34 1.75 1.59

Collegiates 2.49 1.56 0.93 3.37 1.68 1.69

Marrieds 2.38 1.66 0.72 3.57 1.80 1.77

Others 2.26 1.39 0.87 3.35 2.13 1.22

* S
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These findings suggest that different methods are needed to

increase accessions among positive and negative propensity indivi- ... . -.
duals at least until the point that individuals with negative

propensity become neutral or positive with regard to Guard/Reserve

enlistment. Given the fact that individuals have very specific

reasons for not wishing to enlist, the first step in increasing

propensity among negative propensity individuals is to address 0 S

these specific concerns. Fear of losing one~s job, losing

academic standing, or losing valued interpersonal relationships

are so central to a person's life that such issues must be

addressed explicitly before a person will even be receptive to 0

pro-Guard/Reserve information. Because the different segments of

the NPS negative propensity sample had significantly different

perceptions of the opportunity costs associated with Guard/Reserve

enlistment, recruiting efforts could be enhanced by dealing with

the specific concerns of each unique segment.

Dispelling a person's specific fears and concerns about

Guard/Reserve enistinent will not automatically make that person

have positive propensity. As indicated earlier, positive propen-

sity individuals do not have specific well-defined reasons for

wanting to enlist. In addition, different segments of the

positive propensity sample give similar reasons for their positive

propensity. A campaign that stresses overall positive attributes

of the Guard/Reserve may, therefore, be effective in enhancing

propensity and accessions among positive propensity individuals.

,:2
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7.0 THE RELATION BETWEEN EMPLOYMENT RELATED VARIABLES

AND PROPENSITY

The purpose of this chapter is to expl ore the rel ationships

between propensity and several employment-related issues. The

majority of young adults who are no longer attending college or 

another type of school spend a large percentage of their time at

work. Empl oyers, supervi sors and co-workers thus have the

potential to influence an individual's attitudes and behavior,

including attitudes toward decisions about Guard/Reserve enlist-

ment. Especially in a time of economic uncertainty and high

unemployment, potential enlistees may carefully consider the

anticipated employment-related consequences (either positive or

negative) of Guard/Reserve enlistment. p

7.1 Overview of Employment Related Questions -- NPS and PS- -

Samples

Among other employment-related questions, both NPS and PS

respondents were asked the following questions:

0 Do you think it would help you in a civilian
job if you were to be a member of the National
Guard or Reserves?

0 Does your company have a specific policy about
National Guard or Reserve participation? •

* With respect to Guard/Reserve participation,
would you say the company is positive, neutral,
or negative?

* Have you ever talked with any supervisor about "
company policy on this, or has any supervisor -.

ever talked to you?

"-'.- " . . - .' . '- . '
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Only respondents who were empl oyed but not sel f-empl oyed were

asked the last three questions. Responses to all four questions

and comparisons to last year's RCAS data can be found in Tables

7-1A through 7-4. As can be seen in these tables, responses to

employment-related questions generally remained stable from last 0

year to this year.

TABLE 7-1A: PERCENTAGE SAYING IT WOULD HELP IN A 0 S

CIVILIAN JOB TO BE A GUARD/RESERVE MEMBER

1981 1982

SAMPLE, (BASE) % (BASE) S S

Non-prior service men (50.4 (1181) j50. 4  (1129)

Non-prior service women ** 155.5* (1096) ** 48.4 (1117)

Prior service men 123.4 (1812) 24.3 (1791)

Prior service women 124.9 (572) 27.3 (564)

It is evident from the data presented in Table 7-1A that NPS

individuals are more likely than PS individuals to say that Guard/ . 5

Reserve membership will help with a civilian job. Having no experi-

ence to indicate otherwise, NPS individuals, compared to PS indivi-

duals, may overestimate how helpful it is in a civilian job to have

served in the military. As set forth in Table 7-1B, another note- 0 0
worthy difference between the samples is that, among NPS men, NPS

women, and PS women, significantly higher percentages of unemployed .

than employed individuals say Guard/Reserve membership will help

with a civilian job. This does not hold true, however, for PS men. •

Indicates a significant difference between the 1981 and 1982
levels (p < .05).

** Indicates that for a given year the percentage of NPS respon-
dents who say it will help in a civilian job to be a Guard/
Reserve member is greater than the equivalent percentage of PS
respondents.

,. . <. . . .-.. . .. . . . . -, .... - . .... . ..... . S.. .- .
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TABLE 7-1B: PERCENTAGE SAYING IT WOULD HELP IN A CIVILIAN JOB

10 BE A GUARD/RESERVE MEMBER BY EM4PLOYMENT STATUS"

1982 EMPLOYMENT STATUS -

EMPLOYED UNEMPLOYED1 )

SAMPLE % (BASE) (BASE)

Non-prior service men 1 42.9* (795) 60.3* (214)
Non-prior service women ** 39.5* (653) **58.3* (218)

Prior service men 22.5 (1355) 124.8 (302)

Prior service women 21.0* (341) 34.9 (88)

The data presented in Tables 7-2 through 7-4 indicate that 0 0

significantly more PS than NPS respondents say their company has a

specific policy regarding Guard/Reserve enlistment, that the

company's attitude toward such enlistment is positive, and that

they have actually talked to their supervisor about enlistment. S 6

PS respondents may be more aware of relevant Guard/Reserve

policies because of their past military training and interactions

with military career counselors. NPS respondents may be less

likely to ask directly about employment-related Guard/Reserve S S

issues or to pay attention to conversations about the subject

unless someone, such as a supervisor, brings the topic to their

attention.

TABLE 7-2: PERCENTAGE OF THOSE EMPLOYED BY OTHERS SAYING
THEIR COMPANY HAS A SPECIFIC POLICY REGARDING

PARTICIPATION IN THE GUARD/RESERVE

1981 1982

SAMPLE (BASE) % (BASE)

Non-prior service men 18.4 (814) 15.5 (691)

Non-prior service women I 14.3 (609) 13.5 (624)

Prior service men j31.3 (1325) 130.1 (1270) 0 0

Prior service women **I 33.1 (354) ** 31.5 (327)

Indicates a significant difference between the unemployed and

employed individuals (p < .05).

** For the year indicated, the percentages for the NPS and PS 0 0

samples are significantly different (p < .U5).

1) Unemployed and looking for work.

IF ".
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TABLE 7-3A: PERCENTAGE OF THOSE EMPLOYED BY OTHERS WHO SAY
PARTICIPATION IN THE GUARD/RESERVE IS PERCEIVED POSITIVELY

'BY THEIR COMPANY

1981 1982

SAMPLE (BASE) (BASE)

Non-prior service men 28.6 (814) 30.7 (691) 6 6

Non-prior service women 27.9 (609) 26.9 (624)

Prior service men 46.1 (1325) j 42.4 (1270)

Prior service women 42.2 (354) 43.0 (327)

Another interesting finding shown in Table 7-3B is that

whether or not respondents say their company has a policy

regarding Liuard/Reserve participation is associated with the

respondent's perception of the company's attitude toward Guard/ S S

Reserve enlistment (positive, neutral, or negative). For each

sample, the majority of those who said their company does have a

policy said the company's attitude was positive. The majority of

individuals who believed their company does not have an official S S

policy felt the company's attitude about Guard/Reserve participa-

tion was neutral.

As seen in Table 7-3B, the percentage of individuals who

think their company has a positive attitude about the Guard/

Reserve is significantly greater among those who think their .

company has a policy than among those who do not. In addition,

the percentage of individuals who think their company has a *
neutral attitude is significantly smaller among those who think

their company has a policy than among those who do not. It should

also be noted that among those individuals who thought their

company does not have a policy regarding Guard/Reserve partici-

pation approximately 7 percent felt their company's attitude

regarding such participation would be negative.

** For the year indicated, the percentages for the NPS and PS *
samples are significantly different (p < .05).

.. .. . .. ... . . .
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TABLE 7-3B: PERCENTAGE OF INDIVIDUALS WITH SPECIFIC PERCEPTIONS

OF THEIR COMPANY'S ATTITUDE BY PERCEPTION OF COMPANY POLICY
S

COMPANY

COMPANY DOES HAVE POLICY I ) DOES NOT HAVE POLICY 2 )

COMPANY ATTITUDE COMPANY ATTITUDE -

SAMPLE Positive Neutral Negative Positive Neutral Negative

Non-prior
service men 72.0 26.2 1.9 20.7 72.1 7.2

Non-prior
service women 70.2 26.2 3.6 19.2 73.2 7.6

Prior service 0 0
men 63.3 32.4 4.4 33.1 59.4 7.6

Prior service
women 7U.4 25.9 3.7 28.2 65.0 6.9

One of the few significant year-to-year changes in the

employment-related variables already discussed is the increase in

the percentdge of PS men who reported having talked with their

supervisor about Guard/ Reserve enlistment (see Table 7-4). this

rise may be associated with changes in the economy over the past 0 .

year. When the economy was more stable, individuals who were

considering Guard/Reserve enlistment may not have been very likely

to discuss the ramifications of such a decision with a work

supervisor. Over the past year, however, layoffs have risen and S

job security has declined. As a result, individuals interested in

the Guard/Reserve may have become more concerned about the effect

Guard/Reserve enlistment will have on their employment status.

Such individuals may, therefore, be more likely to discuss 0 0

Guard/Reserve enlistment with a supervisor before coming to a

decision on the matter. Interestingly, the PS women do not

exhibit the same pattern as the PS men. The percentage of PS

women who report having talked with their supervisor in 1982 has •

not changed substantially from the 1981 level.

I) The Bases for NPS men, NPS women, PS men and PS women are
107, 84, 382, and 103, respectively.

2) The Bases for NPS men, NPS women, PS men and PS women are

3b2, 354, 540, and 136, respectively.

0 -
................................................. . .,.... ... ...
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TABLE 7-4: PERCENTAGE WHO REPORTED HAVING TALKED WITH THEIR

SUPERVISOR ABOUT GUARD/RESERVE PARTICIPATION1 )

SAMPLE 1981 1982

Non-prior service men 5.3 5.8

Non-prior service women 3.6 3.5

Prior service men 13.7 16.7*

Prior service women 14.6 14.1

In addition to the questions al ready discussed, PS respon-

dents were also asked whether or not they thought other members of

their company belonged to the Guard/Reserve.

* Among the men, 33.0 percent responded affirmatively and,

among the women, 28.4 percent responded affirmatively.

0 These percentages are significantly lower than the

comparable 1981 percentages (37.1 and 35.6 percent, -

respectively).

The reason for this decline cannot be ascertained from these data.

However, the decline itself should be noted, because positive

propensity is associated with being aware of others who have

enlisted in the Guard/Reserve or who are considering doing so.

* (This finding is discussed in Chapter 3.)

*D * Indicates a significant difference between 1981 and 1982
levels (p < .05).

1) Only PS individuals who were employed by others were asked
what they perceived their supervisor's attitude to be. The
percentage of these PS men and PS women who had talked to
their supervisor and perceived their attitude to be positive *
was 9.5 and 8.3 percent, respectively. This did not
represent a significant change from 1981 levels.

I!:' ' S i
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7.2 The Relation Between Propensity and Employment Related • 0

Factors

7.2.1 The Relationship of Propensity and the Perception of

Whether Guard/Reserve Enlistment Will Help With a Civilian Job. 0 0

Not surprisingly, there is a significant relationship between

propensity to enlist in the Guard/Reserve and whether or not an

individual believes being a Guard/Reserve member will help with a

civilian job. Within each sample, the percentage of positive 0 0

propensity individuals is significantly greater among those who

feel Guard/Reserve enlistment will aid with a civilian job than

among those who do not think so. (See Table 7-5.)

TABLE 7-5: PERCENTAGE OF POSITIVE PROPENSITY INDIVIDUALS

AMONG THOSE WHO DO AND DO NOT THINK GUARD/RESERVE MEMBERSHIP " ";

WILL HELP WITH A CIVILIAN JOB

PERCEPTION

Guard/Reserve Guard/Reserve S
Will Help Will Not Help

With a Civilian Job With a Civilian Job

SAMPLE % (BASE) % (BASE)

Non-prior service men 28.7* (534) 11.2 (526) 0 0

Non-prior service women 18.3* (509) 4.6 (542) .

Prior service men 49 3* (410) 15.8 (1276) " .

Prior service women 45.8* (142) 22.7 (379) -

* p S

.". Indicates a significant difference in propensity among those .

who feel Guard/Reserve membership will help with a civilian
job and those who do not (p < .05). 6 •

• . .
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7.2.2 The Relationship of Propensity and Perceived

Employment-Related Ramifications of Guard/Reserve Participation:

NPS Sample. Misperceptions or ignorance concerning civilian

employment rights may contribute to the negative enlistment propen- -

sity of some individuals. NPS respondents may have such mispercep-

tions due to their general lack of knowledge about both the 6 0
military and about employment rights because they have not had
contact with sources of accurate information about these issues,

such as military career counselors. Furthermore, NPS individuals

are probably less likely to know Guard/Reserve members or to have 0 0

inquired directly about relevant company policies. Consequently,

only the NPS samples were asked the following question:

0 Do you think an employer would hold a job for S S
you if you were away in active duty training
with the National Guard or Reserves for three
to six months?

As shown in Table 7-6A, the percentage of NPS male and female .

respondents who thought attending Guard/Reserve training would

lead to job loss were quite high, 50.8 and 60.9 percent, respec-

tively. Compared to the 1981 data (46.7 and 52.1 respectively),

these percentages have increased significantly.

TABLE 7-6A: PERCENTAGE OF INDIVIDUALS WITH PARTICULAR

PERCEPTIONS REGARDING THE CONSEQUENCES OF

ATTENDING GUARD/RESERVE TRAINING CAMP

PERCEPTION OF WHETHER OR NOT
ATTENDING GUARD/RESERVE

TRAINING WI' EAD TO JOB LOSS

Don't
(BASE) Yes No Know

NPS Sample

Men (1129) 50.8 41.9 7.4 .. ...-

Women (1117) 60.9 33.7 5.5 • 0

MOM". .

* .* .*-.- 
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The perception that attending the training camp may result in 0

job loss was related significantly to enlistment propensity. The

data which show this appear in Table 7-6B.

* ,-

TABLE 7-6B: PERCENTAGE OF POSITIVE PROPENSITY INDIVIDUALS

AMONG THOSE WHO THINK ATTENDING GUARD/RESERVE TRAINING CAMP

WILL AND WILL NOT LEAD TO JOB LOSS
* S

PERCEPTION THAT:

JOB WILL JOB WILL
(BASE) BE LOST NOT BE LOST

Non-prior service 0
men (1117) 15.9 24.5*

Non-prior service
women (1129) 7.8 16.0*

Among NPS males who thought their jobs would be held, 24.5

percent had positive propensity. Among those who did not think

their jobs would be held, only 15.9 percent had positive propen-

sity. These percentages are significantly different.

Among NPS females who thought their jobs would be held, 16.0

percent had positive propensity. But among their counterparts who
did not think their jobs would be held, only 7.8 percent had 5 0

positive propensity. These percentages are also significantly

different.

* Indicates the percentage of positive propensity individuals

among those who believe their jobs will be lost and those who
do not believe they will be lost are significantly different
(p < .05).

-. ., -.' . .. -. • . . .. .. .. - .% ' . .- .-. - . .. -- . ... ... .. . ? .- . . - . -. .? . .% - . . - .. : , '. , .. , .-. - . . -'. - . -.- ,. '.-' , '. . .. .-0 .
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Among negative propensity NPS individuals, the type of job a

respondent felt he or she was likely to hold, affected the degree

of importance placed on the job as a reason for not enlisting in "

the Guard/Reserve. As seen in Table 7-7, for three of the samples

the percentage who rated their job as a very or somewhat important 6 0

reason for not enlisting was higher among those who thought they

were likely to work at a desk in a business office in the next few .

years than among those who thought they were likely to work as a

salesperson or in a factory. 1 )

TABLE 7-7: PERCENTAGE OF NEGATIVE PROPENSITY RESPONDENTS

RATING PLANS FOR A JOB AS A VERY OR SOMEWHAT IMPORTANT REASON

FOR NOT ENLISTING BY LIKELY TYPE OF EMPLOYMENT

TYPE OF EMPLOYMENT WHICH IS LIKELY I )

Desk
in an Office Sales Factory Work

SAMPLE (BASE) % (BASE) % (BASE) P

Non-prior service
men 83.2 (374) 76.9 (275) 75.0 (152)

Non-prior service
women 71.7 (533) 70.4 (364) 55.7 (113)

Prior service 6 I
men 82.0 (383) 78.3 (217) 76.6 (299)

Prior service
women 69.7 (210) 73.3 (106) 71 .8 (37)

1) These employment categories are not necessarily mutually

' exclusive. As a result, significance tests have not been . .

performed on these data.

*
• , • • ,... , • ... ..
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7.2.3 Propensity and its Relation to Degree of Satisfaction

in Meeting Financial Needs: PS Sample. As indicated in Table

7-8, the percentage of PS individuals with positive propensity is

greater among those who are very or somewhat dissatisfied with

their ability to meet their financial needs since separation than

among those who are very or somewhat satisfied. For PS men, the

difference between these percentages is statistically significant;

for PS women, the difference between the comparable percentages

approdches significance.1) Those in need of greater financial

resources tend to view Guard/Reserve enistment more positively.

The propensity to enlist in the Guard/Reserve seems at least

* lpartially financially motivated for PS men, and a similar pattern

is evident for PS women.

TABLE 7-8: PERCENTAGE OF POSITIVE PROPENSITY PS

RESPONDENTS

AMONG THOSE SATISFIED AND DISSATISFIED

WITH THEIR ABILITY TO MEET FINANCIAL NEEDS S

DEGREE OF SATISFACTION

Very or Very or S
Somewhat Somewhat

SAMPLE Sati sfi ed Dissatisfied

Prior service men 21.5 28.4*

Prior service women 28.0 35.1
* S

Indicates that the percentdges for a particular sample differ

significantly (p < .05).

i) Any reference to significance or approaching significance
refers to the .05 level of significance.

. ..
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0

7.3 Perceived Influence of Guard/Reserve Enlistment on a Civilian

Job and the Effect of Incentives on Propensity

The data discussed in this chapter thus far indicate that

employment-related factors are directly associated with enlistment

propensity. Perceptions of the influence of Guard/Reserve partici-

pation on one's employment may also have an impact on the degree 9

to which enlistment incentives increase propensity.

To explore this issue, respondents were divided into two

groups: those who felt Guard/Reserve participation would help

with a civilian job and those who did not believe this to be true.

These groups were then compared with regard to the degree to which

a particular bonus increased their propensity above the base

propensity assessed earlier in the interview. These data are

presented in Table 7-9.

In all but one comparison (the $1,000 tuition assistance

program for NPS men), bonuses increased enlistment propensity

significantly more for NPS individuals who thought being a member

of the Guard/Reserve would help with a civilian job than for those .

who did not.

The cash incentives had a sim-lar effect on the propensity of

the PS sample: in five out of six cases, those who thought Guard/

" Reserve membership would help with a civilian job exhibited a

significantly greater increase in propensity when presented with a

hypothetical cash bonus than did others who did not share this

feeling. This effect was also evident to a lesser degree with

hypothetical tuition assistance programs for PS women.

.................................................... .. :.
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TABLE 7-9: THE EFFECT OF THE PERCEPTION THAT GUARD/RESERVE
PARTICIPATION WILL OR WILL 101 HELP WITH A CUVILLAN JOB

ON THlE INFLUENCE OF INCEN-IVES

CHANGE IN PERCENTAGE WITH POSITIVE PROPENSITY1 ) . -.

MALES FEMALES

Guard/Reserve Guard/Reserve Guard/Reserve Guard/Reserve .,
Membership Membership Membership Membership
Will Help Will Not Help Will Help Will Not Help

MPS SAMPLE

BASE (N) (534) (526) (509) (542)

Baseline Propensity 28.7 11.2 18.3 4.6

Incentive

$2,000 bonus +6.2* -1.6 +13.8* +3.6
$3,000 bonus +15.4* +3.0 +20.1* +9.0
S4,OU0 bonus +22.6* +9.5 +25.6* +13.8

Tuition assistance
annually for up to
tour years

$I,000 -2.2 -4.9 +8.2* +3.4
$1,500 +5.1* -3.1 +15.4* +6.9
$2,}00 +15.4* +3.3 +19.8* +10.5

PS SAILE

BASE N) (410) (1276) (142) (379)

Baseline Propensity 49.3 15.8 45.8 22.7

$2,000 bonus +2.3 +3.9 +11.9* +1.8
$3,000 bonus +13.8* +11.4 +22.9* +10.2
$4,000 bonus +22.6* +19.7 +30.4* +17.0

Tuition assistance
annually for up to
four years

$1,0)O -4.2 -0.8 +0.5 -0.9
$1,500 +5.3 +4.6 +15.4* +4.3
$2,000 +14.9 +12.5 +23.6* +12.7

* Indicates a significant difference in the increase in propensity (p < .05) between

those who think Guard/Reserve membership will help with a civilian job and those who
do not. Significance is based on the difference between the average absolute

. increases in propensity. p _

1) The figures represent absolute increases in propensity from the standard propensity
measure. For example, without any bonus offer, 28.7 percent of the NPS male sample
had positive propensity. When a $2,000 bonus was proposed, the percentage with
positive propensity increased 6.2 percent to 34.9 percent.

I 9
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In summary, individuals who think Guard/Reserve participation

will help their civilian jobs are influenced more by enlistment

incentives -- cash in particular -- than are individuals who do

not feel Guard/Reserve membership will help their civilian jobs.

Because work plays a very central role in most people's lives and

because unemployment is high, individuals who feel Guard/Reserve • S
enlistment will not help (and may even hurt) their jobs are not

likely to consider Guard/Reserve enlistment. Moreover, because of

the importance of work and the concern about unemployment at the

present time, even enlistment incentives will not substantially

affect such individuals' propensity to enlist in the Guard/

Reserve.

o* S.•
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1.4 Summary and Implications

Work plays a major role in the lives of people. Therefore,

it comes as no surprise that for men and women, NPS and PS alike,

propensity to enlist in the Guard/Reserve is linked to the antici- 0 •

pated effect that a decision to enlist or not to enlist will have

on their working life. In a period of high unemployment, indivi-

duals are probably wary of taking actions which may jeopardize

their jobs. Work-related factors are so important that, as 0

discussed in the preceding pages, whether or not being a member of

the Guard/Reserve is believed to help with a civilian job appears

to influence the degree to which hypothetical cash and tuition-

assistance programs increase propensity. Of course, many other 0

factors may also affect the influence of incentive programs.

The findings discussed in this chapter indicate that, to be

maximally effective, informational and advertising campaigns O

geared to increasing Guard/Reserve enlistment must deal with the

concern that enlistment would threaten employment status. Even an

individual that is very attracted to the Guard/Reserve will .

probably not enlist if that individual also thinks enlistment will

hurt his or her employment status. Ensuring that individuals

receive accurate information about company policies toward Guard/

Reserve enlistment as well as about civilian-employment rights is

therefore essential.

The decrease in the percentage of PS respondents who are

aware of co-employees who are Guard/Reserve members is of concern. 2.

The fact that over 50 percent of the NPS sample feel that they

will lose their jobs if they attended a Guard/Reserve training

camp and that this percentage has increased significantly from

1981 to 1982 are also worrisome. It may be desirable, at this

time, to review the communication and motivational strategies

being used with employers. A review would involve a study of the •

F" *



7-16 0 0

-O 0

nature of the information being used, the incentives for

distributing information, the efficacy of the channels being used

for distribution within the companies, and efforts to involve

first line supervisors, among other issues. 0 S

A breakdown anywhere in this information chain could prevent

employees from receiving neeled information about their employment

rights with regard to Guard/Reserve participation and about their • S

company's attitude and policy regarding such participation. The

fact that the percentage of PS individuals who are aware of

co-workers being Guard/Reserve members has declined from 1981 to

1982 and that approximately 50 percent of NPS individuals think *
they will lose their jobs for attending a Guard/Reserve training

camp, indicates that this information chain may have a faulty

link. This weak point needs to be identified and the cause of its

weakness needs to be addressed so that employees will receive .

needed information.

* .. .o..

S..j.. Ido .
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8.0 THE RELATIONSHIP OF PROPENSITY TO JOIN THE GUARD/RESERVE

AND NUMBER OF RESPONSIBILITIES AND OBLIGATIONS

Analyses from previous RCAS waves have demonstrated that,

overall, incentive programs affect propensity positively. Data

presented in Chapters 5 and 7 suggest, however, that there are 0

certdin barriers to enlistment that substantially lessen the impact

of incentive programs. The purpose of this chapter is to investi-

gate another potential barrier to enlistment: total number of

financial and family responsibilities/obligations.1 ) In Chapter 8, S S

the effect of this barrier on the four samples -- NPS men, NPS

women, PS men and PS women -- will be explored. Also to be

examined is whether or not incentive programs can be designed and

positioned to overcome the responsibilities/obligations barrier

and, in doing so, attract otherwise negative propensity, high

quality individuals to the Guard/Reserve.

8.1 The Enlistment Propensity Model and Responsibilities/

Obligations

This discussion of the relationship of incentives, responsi-

bilities/obligations and propensity is set in the framework of the

" .decision model of enlistment propensity developed in the baseline

RCAS and replicated in later waves. Simply put, enlistment propen-

sity is seen as the result of a decision process in which the

attractions of Guard/Reserve service, such as additional cash, are

balanced against perceived losses and opportunity costs. . .. -

1) A complete list of specific items that comprise this scale can
be found in Appendix C.

. ........ . . : .. .. . . ..... ... . . . .... . . .- .......... ,.. - - . - _
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8.1.1 The Relationship of Responsibilities/Obligations and 0 S

Propensity. The role of responsibilities/obligations in the indivi-

dual's enlistment decision is likely to be complex, involving two

opposing tendencies:

0 As the individual's responsibilities/obligations increase,

he or she may become more amenable to programs such as

the Guard/Reserve that provide cash that wil I help

discharge those responsibilities and obligations.

0 As the individual's responsibilities/obligations increase,

his or her interest in the Guard/Reserve may decrease due

to concern over the opportunity costs of enlistment,

especially loss of opportunities for personal or family

time, which may already be at a premium.

To measure the need for additional income, two factors --

working more than 48 hours a week and looking for a second job --

were examined. As shown in Figure 8-1, as responsibilities/

obligations increase, individuals are more likely to be working -

more than 48 hours a week or looking for a second job. This would

suggest that, all else being equal, individuals with many

responsibilities/obligations may be especially amenable to the

Guard/Reserve because it will provide them with additional income.

As shown in Figure 8-2, however, as responsibilities/obliga-

tions increase, individuals are more likely to be concerned that

Guard/r,;erve enlistment would result in a loss of family time.

This would suggest that, all else being equal, individuals with

many responsibilities/obligations may not be especially amenable to
giving up time for the Guard/Reserve that could be spent with one's

f amil Iy.

*T STT LFL T -
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Given these two opposing tendencies, whether a person with

many responsibilities/obligations will be attracted to the Guard/

Reserve or not will depend on the relative importance he or she ."'. - -

assigns to additional income and to loss of family time.

8.1.2 The Relationship of Responsibilities/Obligations and

Receptivity to Financial Incentives. Given the conflict between

additional income and additional family time among individuals with

many responsibilities/ooligations, the relationship between recep-

tivity to enlistient incentives and responsibilities/obligations is

not intuitively obvious. It is possible that as responsibilities/

obligations increase, the need for additional income and additional 0 6

free time completely offset one another resulting in Guard/Reserve

enlistment incentives being valued equally by individuals at all

responsibility/obligation levels. If this were the case, a finan-

cial incentive would simply increase the percentage of positive

propensity men and women at each level of responsibilities/ -. -.-- -

obligations. (See Figure 8-3 -- "Undifferentiated Effect.")

An alternate, equally plausible scenario is that, because of , 6

greater financial need, those with many responsibilities/obliga-

tions are uiore receptive than those with few responsibilities/ob-

ligations to the same financial incentives. If this were the case,

a given incentive would increase the propensity of individuals with • S

many responsibilities/obligations even more than the propensity

among individuals with few responsibilities/obligations. (See

Figure 8-3 -- "ifferentiated Effect.") This outcome would be of

particular interest if men and women with many responsibilities/ *

obligations have a low level of propensity without an incentive,

but are of particular value to the Guard/Reserve because they are

more mature and have more settled lifestyles. If this were the

case, incentive programs could be designed and positioned to in- •
crease enlistments among these more mature individuals.

- S -.-.
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FIGURE 8-3: HYPOTHESIZED EFFECTS OF INCENTIVES ON

INDIVIDUALS WITH MANY AND FEW RESPONSIBILITIES/OBLIGATIONS

Percentage
with
Positive
Propensity --

SDifferentiated
-- Effect of

Incentives S

-0 .......... Undifferentiated
- Effect of -

......... Incentives

Propentsi ty

Few Many

Number of Responsibilities/Obligationls0 0
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8.2 Data on Propensity, Incentive Programs, and Responsibilities/

Obligations 0 0

We may now investigate the relationship between propensity,

the number of individuals' responsibilities/obligations, and S S

whether or not particular incentive programs are differentially

attractive to individuals with different levels of responsi-

bil i ties/obligations.

The relationship between propensity and number of responsi-

bilities/obligations for each sample is presented in Figure 8-4.

As depicted in this figure, propensity descreases as responsibili-

ties/obligations increase. The propensity to enlist in the . .

Guard/Reserve for the quartile (roughly 25 percent) of respondents

in each sample with the fewest responsibilities/obligations and the

propensity for the quartile (roughly 25 percent) with the most

responsibilities/obligations are presented in Table 8-1. As can be ..

" - seen in Figure 8-4 and Table 8-1, among both NPS men and NPS women,

propensity is significantly greater among those with the fewest

responsibilities/obligations compared to those with the most

responsibilities/obligations. The same tendency is apparent among

- PS women (the difference approaches significance).

-..... . . . . . . . . . . . . . . . . ..

.-. . . -.
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TABLE 8-1: PERCENTAGE OF RESPONDENTS WITH THE

FEWEST AND MOST RESPONSIBILITIES/OBLIGATIONS 0 0

HAVING POSITIVE PROPENSITY

OBLIGATIONS/RESPONSIBILITIES GROUPS 0.0

SAMPLE Fewest Most

Non-prior service men 29.4 * 11.5

Non-prior service women 13.8 * 5.5 - •

Prior service men 25.5 22.0

Prior service women 35.2 23.2

.O S

These data suggest that with no incentive program, respondents

with ,nore responsibilities/obligations give greater weight to the

opportunity cost of Guard/Reserve service than to its financial

benefits. This pattern does not hold for PS men, however; their

relative weighting of costs and attractions is unaffected by the

number of their responsibilities/obligations -- whether because of

their militdry acculturation, their maturity, or other factors such

as perceiving Guard/Reserve participation as a way to meet their

obligations through retirement planning, for example.

"* Indicates that the percentage with positive propensity is

significantly higher than that in the adjoining column. *

"-,. . . . . . . . . . . . . . . . . . . . . . . . . . .. .
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As indicated earlier in this chapter, being able to design an

incentive program that would not only increase the number of indivi-

duals interested in Guard/Reserve enlistment but that would attract

mature, settled individuals (who tend to have many responsibil-

ities/obligations) to Guard/Reserve service is particularly useful.

Table d-2 snows the percentage of members of each NPS demographic 0

segment in the group with the fewest responsibilities/obligations

and the percentage in the group with the most responsibilities/

obligations. The data indicate that Marrieds -- mature, educated,

nonminority individuals -- are greatly over-represented in the

segment with the most responsibilities/obligations, and, as can be

seen in Figure 8-5, men (PS and NPS alike) with many responsibili-

ties/obligations are especially receptive to enlistment bonuses.

(Figure 8-5 depicts the difference in the percentage of positive

propensity individuals in the groups with the fewest and the most S S

ooligations at various levels of cash enlistment bonuses ($0,

$2,000, $3,000, and $4,000).) Several major effects may be seen in

Figure 8-5.

TABLE 8-2: DISTRIBUTION OF THE FIVE NPS SEGMENTS AMONG

RESPONSIBILITIES/OBLIGATIONS GROUPS

SEGIMENT _.-. .-

Working High

NPS SAMPLE/GROUP Total Singles Schoolers Collegiates Marrieds Others

MEN

Responsibilities/•

Obligations Group

Fewest 26.5 0.0 89.5 11.0 0.0 31.6

Most 24.1 15.1 0.8 8.4 92.8 20.3

WOMEN •

Responsibilities/ ..

Obligations Grup

Fewest 22.6 0.0 75.8 10.1 0.0 24.7

Most 26.1 13.3 1.6 18.1 75.7 18.4

Z • .

0 ..
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First, the incentive programs studied decrease the degree to

which the propensity among males with few responsibilities/obliga- ...- . -

tions exceeds the propensity among those with many responsibili-

ties/obligations. In fact, under the cash incentive programs the

propensity of PS men with few responsibilities/obligations is even

lower than the propensity of those with many responsibilities/

obligations. This result is congruent with the earlier suggestion

that as responsibilities/obligations increase, PS men, in particu-

lar, may give greater weight (compared to the NPS samples and the 41

PS women) to Guard/Ppserve financial attractions than to perceived

opportunity costs.

.,,cond, women with many responsibilities/obligations seem to S S

weight the opportunity costs of Guard/Reserve service so highly com-

pared to its financial attractions that increases in the Guard/

Reserve's financial attractions have little impact on their propen-

s i ty. 0 .

Cultural factors may be among the reasons that men and women

with many responsibilities/obligations respond differently to

enlistment incentives. Such factors may influence the importance

attributed to certain responsibilities as well as the behavioral

implications of certain responsibilities. For example, the rela-

tive importance the individual assigns to the desire for additional

cash and to the perceived opportunity cost of Guard/Reserve enlist-

ment may be affected by cultural factors. Referring back to

Figure 8-1, it appears that men's desire to work for additional

cash increases steadily as responsibilities/obligations increase.

Since women are still generally expected to act as homemakers and

caretakers, the relationship between the working for additional

cash and number of responsibilities/obligations is neither as

strong nor as regulr among women. Indeed, the figure suggests

that, among NPS women, once responsibilities/obligations reach a

certain level, women are less likely to work for additional cash.

. ..
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FIGURE 8-5: DIFFERENCES BETWEEN THE PROPENSITY OF S S

INDIVIDUALS WITH RAlY AND FEW OBLIGATIONS

AT VARIOUS LEVELS OF HYPOTHETICAL CASH INCENTIVES

NPS MEN NPS WOMEN
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Furthermore, as shown in Figure 8-2 the concern that Guard/Reserve

service will interfere with family time is greater among women who

have many responsibilities/obligations than among similar men. 0

Given these findings, it is not surprising that men with many

responsibilities/obligations appear to be more responsive than

women to additional cash, and less affected by loss of opportuni-

ties for family contact. 0

In contrast to women with many responsibilities/obligations,

those with few responsiblities/obligations are attracted even more

strongly to the Guard/Reserve as financial incentives are

increased. (This result is congruent with analyses presented in

earlier RCAS reports indicating that positive propensity women

without immediate ties to family, school, or a job are attracted to

the Guard/Reserve as an exciting, "time-out" opportunity.) inly

these women with few responsibilities/obligations appear to feel

that they have enough personal freedom to be receptive to Guard/

Reserve service initially as well as to be even more receptive to . "

Guard/Reserve service when financial attractions are increased.

* S

-. .. °
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8.3 Summary and Implications

Taken as a whole, the results presented in this chapter

indicate that:

0 The number of responsibilities/obligations felt by an

individual do affect his or her propensity.

0 Responsiveness to incentive programs is also affected by

the number of responsibilities/obligations felt by the

individual . 0 0

* Financial incentive programs do have the potential of

enhancing the propensity of men with many responsi-

bilities/obligations, who might not otherwise be -

attracted to the GuarJ/Reserve. This potential may be

realized if incentives and Guard/Reserve enlistment are

explicitly positioned as ways of alleviating the finan-

cial pressures of increasing responsibilities/ohliga- S S

tions. -

* Financial incentive programs are, however, also likely to

increase the attractiveness of the Guard/Reserve to women S S

with few responsibilities/obligations, more than to those

with many responsibilities/obligations. Other incentive

programs may be necessary to reach women wi ti nany

responsibilities/obligations. *

.~~~~~~ ~ ~ ~ ~ .• . . . . . . .....
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SUMMARY OF RCAS FINDINGS AND RECOMMENDATIONS

Introduction

The Reserve Component Attitude Study (RCAS) which Associates

for Research in Behavior (ARBOR), Inc. has conducted annually from

1978 to the present has shed considerable light on many issues

relevant to enhancing the number and quality of National Guard and

Reserve Forces (Guard/Reserve) accessions. Enlistment propensity

in the Guard/Reserve has been tracked from year to year, and

characteristics of individuals with positive and negative enlist-

ment propensities have been explored. Other issues such as

barriers to enlistment, relative efficacy of incentives, reactions S S

to a mandatory National Training Requirement, degree of differen-

tiation between the Guard/Reserve and the Active Military, as well

as concerns of women about enlistment have also been addressed.

Although many other issues have been researched by ARBOR over the

preceding years, space does not permit discussion of them all.

The purpose of this summary is to discuss some of the more impor-

tant findings and recommendations from previous RCAS waves.

Often different substantive issues were addressed in differ-

ent RCAS waves. Therefore, a topic given considerable attention

in any one wave of the study may be given less attention in later

waves or may not be dealt with at all in subsequent waves. It

should be kept in mind that the recommendations discussed in this

Appendix were based on data from specific previous years. Conse-

quently, while all recommendations were applicable at the time

they were made, some of the recommendations may no longer be

applicable while others may still be relevant.

. . . . ".." 
,
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Differentiation Between the Active Military and the National Guard

or Reserves

Problem. Before an individual decides to join the Guard/

Reserve he or she must be aware of its existence, and all else

being equal, must prefer the Guard/Reserve over other available

options. Consequently, awareness of the Guard/Reserve and differ-

entiation of it from the Active Forces are important.

Relevant Results (1978 and 1919 RCAS). The following results

from the 1978 and 1979 RCAS indicate that respondents were only

vaguely aware of the differences between the Guard/Reserve and the

Active Military Forces.

Over 75 percent of all respondents remembered seeing

advertising for the military in the three months

preceding the survey, but only 20 to 30 percent of the

men and women sampled recalled advertisements specifi-

cally for the Guard/Reserve.

Few respondents knew that Guard/Reserve service entails

a six-year obligation. Requirements of the Active

Military (two to three years of active duty) were

commonly believed to be characteristic of the Guard/ *
Reserve as well.

Enlistment propensity in the Guard/Reserve was highly

correlated with that in the Active Military, indicating * •

that individuals do not differentiate between the two.

Those who had indicated a positive propensity to join

the Guard/Reserve and actually joined the military

enlisted in the Active Forces; not in the Guard/Reserve.

* S"• .. " . -
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Recommendations.

1. Guard/Reserve service should be distinguished from

Active Forces service prior to a potential enlistee's

decision to join the military. Powerful broad-based

campaigns should highlight specific characteristics of

the Guard/Reserve that differentiate it from the Active

Forces.

2. The Guard/Reserve should be positioned as a local,

part-time, dedicated force with community service

functions.

3. Current Guardsmen and Reservists should be encouraged to

introduce friends to the unique opportunities in the

Guard/Reserve. Perhaps individuals currently in the

Guard/Reserve who introduce a new enlistee to the Guard!

Reserve should be given a bonus of some kind.

* " S ii' -

* 0 2

0 0 0
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Differentiating Individuals Who Prefer the Active Forces and Those

Who Prefer Guard/Reserve Service 0

Problem. Individuals interested in joining the military must .. .

decide between the Active Forces and the Guard/Reserve. Some poten-

tial enlistees may prefer the Active Forces, others may prefer the

Guard/Reserve, while others may be equally attracted to both. From

a recruiting perspective, determining who these three different

groups of people are and if they have distinguishing characteristics

is important for designing effective recruiting and accession poli-

cies. If those individuals who prefer Guard/Reserve service are

distinct from those who prefer Active Military service, effective

Guard/Reserve marketing strategies can be designed so not to inter-

fere and overlap with Active Forces marketing strategies.

Relevant Results (1980 RCAS). Demographic characteristics of

NPS and PS samples who preferred one form of service to another

were analyzed in the 1980 RCAS wave. Overall, the individuals who

preferred one form of service to another appeared quite similar.

A few differences among the NPS female and PS male samples were

evident, however.

The key results of the analyses designed to distinguish those

who prefer the Guard/Reserve to the Active Forces ur vice versa

are presented below:

There were no demographic characteristics of NPS males *
that were significant differentiators between those who

preferred one type of service to the other.

Among NPS women, those who preferred the Guard/Reserve S 0

to the Active Forces:

* Were slightly older,

* Were more likely to be white,

* Reported higher high school grades, and

* Had greater educational attainment.

• -.-L '-. L * • S .
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Among PS men, those who preferred the Guard/Reserve to

the Active Forces:

* Had greater educational attainment, S

0 Were more likely to know their mother's educational

attai nment,

* Had mothers with higher educational attainment, and

0 Were more likely to be attending school.

There were no significant demographic differences

between PS women who preferred the Guard/Reserve to the

Active Forces or vice versa.

Additional analyses indicated that PS individuals who were more

satisfied with their military experience were more likely to

prefer to re-enlist in the Active Forces than PS individuals who * •
were less satisfied.

Recommendations. Preference for the Guard/Reserve may be
* S

enhanced and a definite market for Guard/Reserve enlistment may

emerge if efforts are made to distinguish service in the Guard/

Reserve from that in the Active Forces. (As indicated earlier,

individuals tend not to understand how the Guard/Reserve and

Active Forces differ.) Afterall, if individuals are not really 0 0

aware of the difference between the Active Forces and the

Guard/Reserve, there is no reason to expect different types of

people to be more attracted to one or another and, therefore, for

distinct markets to exist. One way of accomplishing a differentia- 5

tion between the Active Forces and the Guard/Reserve would be by

stressing the positive attributes of service that are unique to

Guard/Reserve service.
* S

.. . . . .. . ..- . .
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Barriers to Enlistment

Problem. Some individuals may not enlist in the Guard/

Reserve not because they are uninterested in enlisting, but

because of barriers created by the existing structure of the

Guard/Reserve. Examples of potential barriers would be Guard/ 0 0

Reserve training and duty requirements that conflict with academic,

and employment commitments, distance to the nearest Guard/Reserve

unit, lack of or inaccurate information about one's ability to

transfer or go inactive, inability to find an opening compatible

with one's skills, and fears that one's employer will react

negatively to participation in the Guard/Reserve.

Relevant Results (1979 and 1981 RCAS). When individuals who

had certain school, employment, and health limitations that

prevented them from considering enlistment were deleted from the

potential pool in the 1979 RCAS, the percentage of positive

propensity NPS males, NPS females, and male veterans declined to

3.9, 2.9 and 3.8 percent of the respective samples. These

percentages contrast markedly with the percentages with positive

propensity if these individuals are not excluded (19.7, 8.8, and -

20.4 percent, respectively). Other data on barriers that have

been discussed are presented below.

Data from the 1981 RCAS showed that 30 percent of the

males and 38 percent of the females sampled either

thought there was not a unit close enough for them to

join or simply did not know whether there was one or

not.

In the 1981 RCAS, a study was made of the reported experi-

ences of PS respondents who tried to find a Guard/Reserve

unit and actually found one. It was found that only 41

percent of those PS males and 28 percent of those PS S S

females reported finding an opening to fit their skills.

-" .. ' ., ..,
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Approximately 20 percent of those surveyed in the 1981

RCAS did not believe they would be allowed to transfer

to another unit or to go inactive if they moved, and an - .. -

additional 30 percent simply did not know what the .

relevant policies were.

PS individuals who felt their company had a positive

policy regarding Guard/Reserve participation were more

likely to have positive enlistment propensity than

others who did not believe their company would look 0

favorably upon Guard/Reserve participation (1979 RCAS).

However, only about one-half of the sample felt that

their employers would respond positively to employee

participation in the Guard/Reserve. These findings have S S

remained consistent in subsequent years.

Recommendations. .

I. Increase support of the Guard/Reserve by industry.

Referrals between the Guard/Reserve and industry and .

placement of Guard/Reserve enlistees in companies should 

be encouraged.

2. Encourage positively inclined companies to have first "

line supervisors convey relevant company policies * •

regarding service in the Guard/Reserve to employees.

3. Interested PS individuals who cannot find an opening in

a nearby Guard/Reserve unit should be encouraged to

check back later to see if an opening has become avail-

able or should be contacted directly in the event of a . - -

relevant opening. Recruiters making contact with other -. - -

units in the area to see if a relevant position is .

available may also prove helpful.

...................................................
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4. Information campaigns dealing with the locations of

Guard/Reserve units within a specific geographic area

and with an enlistee's ability to transfer or go 0 0

inactive if the individual moves to another location may

help alleviate barriers created by lack of accurate

i nformation.

• .S

* S

* °

.. . . . . . .. . . . . . . . . . . . . . . . . .

.. . .° -. .
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Finding Distinct Market Segments

Problem. If different market segments can be identified, and

if they are each of substantial size, specific advertising

campaigns can be designed to tap each subgroup most effectively,

compared to a single broad based campaign.

Relevant Results (1980 RCAS).

Based on variables such as age, marital status, and

education, five different clusters were found among NPS

individuals when the 1980 RCAS was analyzed: "Working

singles," "Marrieds," "High schoolers," "Collegiates,"

and "Others." These clusters differed from one another

in propensity to enlist in the Guard/Reserve as well as

in attitudinal variables. The strategies that results - .

indicated might be most effective in recruiting each

specific group have been highlighted above.

Recommendations. Based on ARBOR's findings that NPS indivi-

duals can be divided into five different market segments with

distinct and identifiable characteristics, the following recom-

mendations were made: 0 0

1. For the group characterized as "Working singles," stress

that the Guard/Reserve is a route to vocational self-

actualization and self-improvement. In other words,

focus on the ideas that being a member of the Guard/

Reserve is a source of pride, that it can help one

obtain one's life goals and that it will be a valuable

experience that any future prospective employer would 

look upon favorably.

.--.. -
• :...-.-? -:.-:..,-.:- :-i, ;: .--.. .o . : . .2 ; ;.2 .- . ...--. .. -;. .- :.2." . .. -2 . .. ;. .... .- :-= x-" . . .,.•, - . : _.. :
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S. 0

2. For the market segment who are "High schoolers," themes

such as gaining maturity an 4 achieving important life

goals may be especially effective.

3. A higher percentage of "Collegiates" may be drawn to the

Guard/Reserve if recruiting efforts directed toward them

highlight the opportunity to learn and exercise leader- 0 0

Ahip in the Guard/Reserve.

4. "Others" may become even more attracted to Guard/Reserve

if efforts to recruit members from this group focus on 0 0

the fact that the Guard/Reserve is a good place to meet

other similar people and the fact that many of their

friends may already be Guard/Reserve members.

5. Lastly, the group characterized as "Marrieds" might be

increasingly likely to enlist if advertisements geared

to them deal with the positive support they may get from

their spouse for joining the Guard/Reserve. 0 0

-..- . . .

. . . . . ....-*..."..*.*.•.. ... . .
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Impact of Enlistment Incentives

Problem. If the quantity and quality of current Guard/

Reserve enlistees is not optimal, what can be done to increase 0

either the quantity or quality of accessions?

Relevant Results (1980 and 1981 RCAS).

The two major types of incentives that have been investi-

gated in the RCAS are cash bonuses and tuition assis-

tance programs. Respondents were asked how likely they

would be to enlist under these various incentive

programs and their propensity to enlist was compared to - -

what it was without the hypothetical incentive program.

Different subgroups of the PS personnel responded to

incentives differently (1981 RCAS). For example, from

among the various PS subgroups, those influenced most by

a hypothetical cash bonus of $4,000 were generally

"Middle class whites." Overall, incentive programs

resulted in more highly educated PS individuals having a

positive propensity toward Guard/Reserve enlistment.

-- The hypothetical bonus programs affected the size but

not the composition of the NPS pool of positively .

inclined individuals. Those who became more positively

inclined to Guard/ Reserve enlistment under bonus

programs were more similar to those individuals who

initially had a positive propensity to enlist than to S 5

others who did not have a positive propensity to enlist

and who were not significantly influenced by the

hypothetical incentive programs.

"- . ."~~ 0, "% "%

-. '-

.°.....................................

.. . . . . . . . . . . . . . . . . . . . ..". . .T.- . T"
. . . . .. . . . . . . . . . . . .... ...-. ."". . . . - -o-'- -°
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Findings from the 1980 RCAS indicated that low interest

government loans may be as effective as cash bonuses in

increasing enlistment propensity. Results also indi-

cated that individuals who responded positively to one

set of incentives such as tuition assistance or cash

bonuses also responded positively to low interest loans.

Recommendations.

1. Use incentives such as cash bonuses to raise the number

and educational level of the NPS individuals interested 0

in the Guard/Reserve.

2. Field-test the relative efficacy of low interest

government loans versus cash incentives. 0 .

4-

* S

* S

...................................................



6 ,
-13-

:10 0

Reactions to a Potential National Service Requirement

Problem. A National Service Requirement is another potential

method of increasing accessions in the Guard/Reserve, as well as

in other branches of the military. It is important to determine,
however, if such a requirement would be regarded positively or

negatively, and if it would, in fact, increase the number and

quality of Guard/Reserve enlistees.

Relevant Results (1978 RCAS). RCAS respondents have been

asked their feelings about a National Service Requirement and 0 0

about various ways of filling it. Results showed that if ways of

fulfilling the requirement were viewed as military-oriented, the

demographic characteristics of those who favored such a requisite

did not differ substantially from those of respondents who already . _

had a high enlistment propensity. On the other hand, when some

options for fulfilling the proposed National Service Requirement .

focused around community service, more highly educated and older .

individuals responded positively. 0 0

Recommendation.

0 0
If a National Service Requirement were imposed, it

should not be positioned solely as a means of filling .. -
- .military quotas. More specifically, if the Guard/

Reserve is to attract more individuals through the • *
S-imposition of a National Service Requirement, the Guard/

Reserve should be positioned as a community-oriented "

organiza tion.

-D 0

...... .-.......... .... . .. '..... .. .- "
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Women's Issues and the Military

Problem. Successful recruiting for today's Guard/Reserve

requires effective accession policies for women as well as men.

In this light, it is important to determine in what way recruiting

efforts directed at women should differ, if at all, from those

directed at men.

Relevant Results (1978 RCAS). Results showed that women were

less affected by recruiting literature than by personal contact

with recruiters. Furthermore, women tended to view service in the

military as a way of breaking routine rather than a means of

fulfilling life goals. When asked about their specific concerns

about military service, women were concerned about taking orders

in general, and were particularly concerned about taking orders

from women. Lastly, the data indicated that women were not

particularly concerned about losing their femininity if they

served in the military. S .

Recommendations. The following three recommendations came
from the 1978 RCAS which included a section specific to women's

attitudes toward the military. S S

1. It would be helpful for recruiters to spend more time on

a one-on-one basis with women who show an interest in

enisting.

2. Advertisements geared toward women might be made more

effective by emphasizing that the Guard/Reserve presents

an opportunity for them to change the current routine in

their lives.

3. Women should be realistically prepared for what military

service involves so that unrealistic hopes and expecta-

tions do not become a source of attrition.

! . .i" "< .-. i' .-.-i."' .< : -....- i. L-. - :I T"Ii l2::li* . . . ...-.. - .". . "-.. . .•
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Associates for Research in Behavior, Inc. September, 1982 0
34CI Market Street Job '9719
Philadelphia, Pennsylvania 19104 0M.R,,'704-01O7

Expires 12/31/83
TIME STARTED (CIRCLE: AM PH)

TELEPHONE I (FILLED IN BY INTERVIEWER) ( ) First screener HH
RESPOIDENTS SU tCIRCLEl F (EDITORS USE ONLY) ( ) Additional screener HH

OINLISTWKT STUDY - NPS SAMPLE - SCREENER

Hello, I'm from Associates for Research in Behavior, a research comoany in
Philadelphia. We're doing a study among young men and women, age 17 to 26, for the

- Federal Government.
Initial Hangup (END INTERVIEW -- CODE 8)

Ia. Are the-e any young men or women between the ages of 17 and 26 living in this
household right now'

1( I Yes
2( 1 No (END INTERVIEW - CODE 9)
3( ) Respondent does not answer question, but hangs up (END INTERVIEW - CODE 8)

*A lb. Is one of them at home?

1 ) Yes
2( 1 No (GET AN INDIVIDUAL'S NAI AND APRANUG A CALLBAZK APPO:WMTNET. IF

A SPECIFIC APPOINTMENT TIME CANNOT BE MADE, USE REGULAR CALLBACK
PROCEDURES.)

Ic. I'd like to speak with him or her.

IF ( PERSON, GO TO Q. le.

IF PERSON REFUSES TO GET A YOUNG PERSON ON PHONE, READ:
Eve-yone has the right to refuse to be in this survey, but it is very important
that the pe-son to be surveyed has the oportunity to refuse or acceDt for
themselves. I'd like to speak to him or her.

IF PERSON STILL REFUSES OR HAPS UP, END INTERVIEW - CODE 5

Id. WHEN YOUNG PERSON IS ON PHONE(:
Hello, V'm from Associates for Research in Behavior, a research company in 6
Philade'pha. Iwe re doing a study among young men and women, age 17 to 26, for the
Federal Government.

PERSON RAS UP (ED INTERVIEW - CODE 6)

(IF TOUNG PERSON RAPES UP AT ANY POINT ON THE SCREENER FROM HERE OU, END
INTERVIEW -- CODE 6)

le. How many me" age 17 to 26 are there living in your household" 0 S

0( ) None (01g NEXT) 3 ) Three ( I Six or more
11 lOne 4( IFour WITE IN UMER
2( ITwo 5( IFive

If. What are the names and ages of each man In your household age 17 to 26' Please
give me the you-gest first, then the next youngest, etc. RECORD NAP AND AGE
BLOW, STARTING WITH lEE YOUNGEST IN ODER TO OLDEST.

IF NUwBER MALE SELECTION BOX

- . NAME AGE IN VW IS: IN7ERvIEW PERSON *:

2 . _____________2____

3. 3 _ S
4. 4 ______.

7. _ .

1;. Now many women age 17 to 26 are there living in your household"

0( 1 None (#il NEXT) 3( Three ( 1 Six or more
( I One 4( I Four WITE IN NUBER
'2 ) Two S( ) Five

-: .-- . . - - . ** .- * . -. -. . - .
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lh. What are the names and aces of each woman in your household age 17 to 26' Please
give me the youngest first, then the next youngest, etc. RECORD NME AND AGE
BELOW, STARTING WITH THE YOUNGEST IN ORDER TO OLDEST.

IF NUMBER FEDALE SELECTION BOX 0 5
NAME AGE IN HH IS: INTEPVIEW PERSON 0:

1. _______________ ____ ____

2. 2

'3. 3 "

4. 4 I- 0 S
S. 5 - 2-

6. 6 3-

7. 7 4-

li. IF OWLY OEN OR ONLY WOMEN TN HOEHOLD, CHECK APPROPRIATE BOX ABOVE TO SEE WHICH
PERWW ITTERVTEWTX TO SPEAK TO THAT PERSON.

IF BOTH E AND WOEN IN HOUSEHOLD, CHECK BOX TO SEE WHICH PERSON TO
lM WITH THAT PERSON.

IF PERSON YOU ASK TO SPEAK TO IS NOT AT IME, SET UP CALLBACK APPOINTMENT

1j. IF PERSON YOU ASK FOR IS PERSON YOU'RE SPEAKING WITH, READ:
We would like to include your opinions in this survey. You have been cosen by
chance. Participation In this survey is voluntary and there will be no
consequences for failure to respond to any particular questions. Any information 0
you give us is held completely confidential by our firm.

IF PERSON YOU ASK FOR IS NOT PERSON YOU'RE SPEAKING WITH, WHEN APPROPRIATE PERSON
IS ON PHONE, READ:
Hello, I'm from Associates for Research in Behavior, a research NO. 5-
company in MIadelphia. We're doing a study among young men and women, 6-
age 17 to 26, for the Federal Government and would like to Include yor BLK. 7-

ons in this survey. You have been chosen by chance. ParticioatTon 8-- 5
n survey is voluntary and there will be no consequences for failure 9--

to respond to any particular questions. Any Information you give us is 10--
held completely confidential by our firm.

11-

1k. First, how old wre you on your last birthday'
16- Vf 17 5( 121 9( 125 12-

2( 118 6( 122 o( )26 13--
3 19 7( 123 14--
4( 120 8( )24

PERSON HAGS UP (END INTERVIEW - COOE 6) 15-
)PERSON UNDER 17 OR OVER 26 YEARS OLD (ARRANGE TO SPEAK ITH EX -

HOUSEHOLD OEMER OF SAME SEX LISTED ABOVE. USE NEW SCREENER,
STJVTING WITH Q. i. IF NO OTHER HOUSEHOLD NWER OF SANE SEX IN
AGE GROUP, ASK TO SPEAK TO PERSON OF OPPOSITE SEX. CHECK BOX TO
SEE WHICH HOUSEHOLD PJMER OF OPPOSITE SEX TO INTERVIEW.

IF NO OTHER ELIGIBLE RESPONDENT IN HOUSEHOLD, END INTERVIEW - CODE 9)

11. Are you now or have you ever been In the Active Military service, or the
National Guard or Reserves in a paid drill status'

V( ) Yes (ARR.JAIW TO SPEAK WITH NEXT HOUSEHOLD MDER OF SAPE SEX LISTED ABOYE.
USE NEW SCREENER, STARTING WITH 0. 11. IF NO OTHER HOUSEHOLD "DWR
OF SAIE SEX IN AGE GROUP, ASK TO SPEAK TO PERSON OF OPPOSITE SEX.
CHECK BOX TO SEE WHICH HOUSEHOLD NEWR OF OPPOSITE SEX TO INTfWIEW.

IF NO OTHER ELIGIBLE RESPONDENT IN HOUSEHOLD. END INTERVIEV--COE 10)
2( ) o

PERSON HANGS UP (END INTERVIEW -- CODE 6)

-" .....
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Im. Have you been accepted by the Active Military service or the National Guard or
Reserves and are currently awaiting basic training?

I( ) Yes (ARRAJSE TO SPEAK WITH NEXT HOUSEHOLD MNBER OF SAPE SEX LISTED ABOVE. 0 0
USE NEW SCREDEER, STARTING WITH 0. 11. IF NO OTHER HOUSE4OLD NE)4BER
OF SAW SEX IN AGE GROUP, ASK TO SPEAX TO PERSON OF OPPOSITE SEX.
CHECK BOX TO SEE WHICH HOUSEHOLD MER OF OPPOSITE SEX TO INTERVIEW.

IF NO OTHER ELIGIBLE RESPONDENT IN HOUSEHOLD, END INTERVIEW--COOE 11)

2() No
PERSON HANGS UP (END INTERVIEW -- CODE 6)

In. CHECK:

17- 1( ) Male 2( ) Female

SCREENER COMPLETED - FROM WOW ON TERMINATION5 COOED AS INCOIMLETE INTERVIEWS

FILL IN AFTER INTERVIEW COMPLETED / FOR TERMINATIONS - FILL IN LOWER BOX IMMEDIATELY

RESPONDENT PHONE
ADDRESS

CITY STATE ZIP

*o 0

INTERVIEWER 1:*: DATE

SAMPLE SEGMENT: NC. BLK.___..._.

- . • . . • . •



ASSOciates for Research in Behavior, Inc. September, 1982
3401 Market Street Job #9719
Philadelphia, Pennsylvania 19104 E F G H

ENLISTMENT STUDY U- PS SAMPLE OM.B d0704-0107
Expires 12/31/83 0 0

18- (8)
la. Do you have a high school diploma?

19- I( ) Yes (#2a NEXT) 2( ) No

lb. Are you currently attending high school?

20- i )Yes (1d NEXT) 2( )INo 0( )A .

ic. Do you plan to attend high school in the next year or so?

21- I ) Yes (7a NEXT) 2( ) No (1Ta NEXT) 0( NA

Id. IF HIGH SCHOOL IN f1b:
Do you plan to go on to further schooling after high school?

22- ( ) Yes 9( ) Don't know (#7a NEXT)
2( )No (f7a NEXT) 0( ) A

le. IF YES IN hid:
Will that be:

23- 1( )Vocational training, 9( ) Don't know (07a NEXT)
2( ) A two-year college, or (06a NEXT) 0( ) NA
3( ) A four-year college?

2a. IF YES IN #1a: S 0
Is that:

24- V( ) A regular diploma, or 0( ) NA
2( ) A high school equivalency -- GED -- diploma?

2b. Have you completed any additional formal schooling?

25- 1( ) Yes 2( )No (4a NEXT) O{ NA

2c. IF YES IN f2b:
What is the last year of school or college you conoleted after high school?

26- 11 )Vocational school/training 01 )NA
2( ) One year of college
3( ) Two years of college
4( ) Three years of college
5( ) Four years of college *
6( ) Post graduate work

3a. Are you currently attending any type of school or college?

27- V( ) Yes (S NEXT) 2( ) Mo 0( ) NA

3b. IF NO IN h3a:
Are you planning to attend any type of school or college in the next year or so?

28- I ) Yes ( NEXT) 2( ) No (#6a NEXT) 0( ) NA

4a. Are you currently attending any type of school or college?

29- iV } Yes (#S NEXT) 2( ) No 0( 4 NA

4b. IF NO IN 04a:
Are you planning to attend any type of school or college in the next year or so?

30- 11) Yes 2( ) No (#7a NEXT) 0( %A

5. IF ATTENDING/PLANNING TO ATTEND SCHOOL:
.'c at type of school are you attending,'planning to attend?

.- 31- 1 ) Vocational training school after high school
2( ) Two-year college
3( ) Four-year college
4( ) Graduate or professional school S S
9( I Don't ',now (#7a NEXI)
0( 1 Not applicable

.." .. .'.'.'"* . o .S '
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6a. Are you/will you be using/did you use any kind of financial assistance?

32- l( ) Yes 9( ) Don't know ((fa NEXT)
2( ) No (#7a NEXT) O( ) Not applicable 0 0

6b. IF YES IN 0a:
Which of the following does that financial assistance involve: (READ LIST; CHECK ALL
THAT APPLY)

33- 1( ) Family assistance 9( ) Don't know
2( ) A federal grant or loan program O( ) NA
3( ) Some other scholarship or loan program

IF "FEDERAL GR.AlT OR LOAN PROGR.A" NOT MENTIONED IN f6b, ASK fTa NEXT.

6c. IF *FEDERAL GRAX7T OR LOAN PROGMA MENTIONED IN #6b:
Which federal program would that be -- is It: (READ LIST; CHECK ALL THAT APPLY)

34- I( ) Basic Equal Opportunity Grant (BEOG), 9( ) Don't know
2( ) Federal Guaranteed Student Loan, O ( NA
3( ) National Direct Student Loan, or
4( ) GI Bill or Veterans Educational Assistance Program (rEAP)?

7a. Are you currently employed?

35- 1( ) Yes (#7c NEXT) 2( ) No

7b. IF NO IN f7a:
Are you looking for work?

36- ( )Yes 0 Not applicable
2( ) No (010 NEXT) 0

7c. IF YES IN *7a:
Is that:

37- ( ) Outside your home, or 0( 1 NA
2( ) At home? * S

Ba. Do you work for yourself, or are you employed by someone else?

38- 1V ) Work for yourself (t9a NEXT) O( ) Not applicable
2( ) Employed by someone else

8b. How often do you work on the weekend? Would you say it 1s:

39- 1 ) Every week, 9( ) Don't know
2( Two or three times a month, O( ) NA * S
3 Once a month, or
4( ) Hardly ever?

9a. How many hours a week do you regularly work?__
40- IF 49 OR MORE, Q. 10 NEXT
41- 00( ) NA

9b. IF 48 OR FEWER HOURS IN #9a: S S
Have you been looking for a second job or ancther way to increase your income?

42- 1( ) Yes O( ) Not applicable
2( ) No

10. How do things look for the next six months or a year? Do you think that, compared to
now, you'll be:

* 43. 1V ) Much better off in the next six months or a year, 0 0
2( ) Somewhat better off,
3 ) SomeAat worse off, or
4( ) Much worse off in the next Six months or a year?
9( 1 Don't know

11. How difficult do you think it is for someone in your Injpe of work to find a full-time
job were you live? Is It:

44- IV ) Very difficult, )( Don't knri
2( ) Sonewhat difficult,
3( ) Soaew"at easy, or
4( ) Very easy?

-° . 0
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12. And how difficult do you think it Is for someone like you to find a part-time job
where you live? Is it:

45- ( ) Very difficult, 9( I Don't know
2( ) Somewhat difficilt,
3( I Somewhat easy, or S S
4( ) Very easy?

*13. Now I'm going to read you a list of several things which young people your age miqht
do In the next few years. For each one ! .-Oad, please tell me how likely It is that
you will be doing that. For instance, how likely is it that you will be (READ .. .-

STATEMENT)? Would you say definitely, probably, probably not, or definitely nat?
(REPEAT FOR OTHER T TM)-

U/
Probably Definitely Not

Definitely Probably Not Not Sure

a. Working in a factory ................. I( ) 2C 3( ) 9( )-46
b. Working at a desk in a business

office .............................. 1( ) 2( I 3( ) 4( I 9( )-47
c. Working as a salesperson ............. 1( ) 2( 3( ) 4( ) 9( )-48

FOR STATEIMNTS d THROIH 1, START WITH
STARRED ITEM FIRST; ROTATE THRU RD AINOER.

d. Serving In the Amy National Guard. I( ) 2( ) 3( ) 4 9( )-49
( e. Serving in the Air National Guard..l( ) 3( ) 4( 1 9( 1-50

(If. Serving In the Army Reserve ....... 1(1 2(1 3( 4( ) 9( )-51
( g. Serving in the Air Force Reserve... 1( ) V 3C I 4( ) 9( )-52
( h. Serving in the Marine Corps Reserve l( 2( 3( I 4( I 9( )-53
I ). Serving in the Naval Reserve ...... I 2( 3( ) 9( )-54

R-EMEER TO GO BACK TO THE TOPOF TH LIST IF THE FIRST TATERNWT 13 NOT STARRED-•
STATEMENT J IS ALWAYS ASKED LJAR.R

J. Serving in the Active Military .......... ( ) 2( ) 3( ) 4( I 9( )-55

14. Now I'd like to ask you in another way about the likelihood of your serving In the
military. Thinking of a scale from 0 to 10, with "10' standing for the very highest
likelihood of serving and "O" standing for the very lowest likelihood of serving, how -

likely is It that you will be serving in the military in the next few years? S .

56- 0( I Zero (Lowest) 5( -* 1( ) E( 1

2( I 7( I
-'3( ) B( I - - .

C4( (
X( ) Ten (Highest)

IF NO BOXED ITEM IN Q 13 IS MARKED, GO TO Q. 1Se.

15ia. IF *DEFINITELY* OR 'PROBABLY6 IN ANIY BOXED ITEM OF Q. 13. ASK:
You said you are likely to serve in the military. I am qoing to read a list of some

. reasons people like yourself have given for wanting to serve in the military. For
each reason, please tell me if it is very important, somewhat important, only
slightly important, or not at all important for you personally.

The first reason is (READ STARRED IT141. Is that very important, somewhat important,
only slightly important, or not at all important to you as a reason for serving in 0 0
the military? REPEAT FOR EACH ITEM.

Only Not Don't
.Ve2 Somewhat Slightly At All Know N/A

' ( 1 a. Doing something for your
country ..................... 1( 2(1 3( 4(1 9( 0( )-57

' C I b. Teaches you a valuable trade
or skill .................... I( 2( 34 4( ) 9( I O( )-58

Ic. Job security ............... I 2( V 34( C 9( 0 OC159
- d. Good income ............... ( 2(1 3( 4(1 9( 0( )-60

- e. Provides money for education. I( 2( I 3( I 4( ) 9( 0( )-61
(If. An enjoyable job ............. 1( ) 2( 3( ) 4( ) 0( ) 0( )-62
. g. Trains you for leadership .... ( 2( 3( ) 4( ) 9( ) O( 1-63
" h. Provides men and women equal

pay and opportunity ......... ( ) 2(1 3( ) 4( ) 9( ) 0( 1-64
(1 ). Allows you to Stay 4n the

area near family and
friends .................. 1It 2(1 3([ AC 9(1) 0(1-_65

REEER TO GO BACK TO THE TOP OF T14E LIST IF THE FIRST STATEMENT IS NOT STARED .. .

* -
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15b. Would you hope to serve as an officer or as an enlisted person?

66- 1( ) Officer 9( ) Don't know (Go TO Q. 16)
2( ) Enlisted person (GO TO Q. 16) 0( ) NA

1Sc. IF OFICER IN Q. lSb:
Considering the educational and other requirements for officers, how likely do you
think you will be to serve as an officer -- do you think it is:

67- 1 ) Very likely. O0 NOT READ
2( ) Somewhat likely, 9( ) Don't know
3 ) Only slightly likely, or 0( ) NA
( ) Not at all likely?

15d. Suppose you were not able to serve as an officer. How likely is it that you will

serve in the military then -- would you say:

68- VC ) Definitely, DO NOT READ
2( ) Probably, 9( ) Don't know
3 ) Probably not, or D( ) NA
4( ) Definitely not?

o TO Q. 16 0 6

15e. IF NO BOXED ITEDS IN Q. 13 CHECKED, ASK:
You said you would be unlikely to serve in the military. I am going to read a list
of some reasons people like yourself have given for not wanting to serve in the
military. For each reason, please tell me if it is very important, somewhat
important, only slightly important, or not at all important for you personally.

The first reason is (READ STARRED ITEM). Is that very important, somewhat 0
important, only slightly important, or not at all important to you as a reason for
not serving in the military? REPEAT FOR EACH ITEM.

Only Not Don't
Very Somewhat Slightly At All Know N/A

( a. Separation from friends and
family ...................... I) 2() 3() 4( 9(3 O( )-69

C ) b. Disagree with military's . . _ .
defense policies or
philosophy .................. I( 2 ( 3 3( ) 4( ) g( ) o ) )-70

C C. Expect to continue in school
or college .................. 1( 3 2( 3 3C 3 4( ) 0C 3 O( )-71 .'- .

d. Lack of personal freedom. 1( 2( ) 3C 3 4( ) 9( 0 O( )-72
e. Military pay .............. 1 2C 3( 4C ) 0( )-73

C 3 f . D i s ap pr o v al o f pa re n t s ... .. .. 1 ( 2 ( 3 3 ( ) 4 ( 9 ( 0 ( )- 74 . ' -' -' - .- .-

g 3 9. Lack of value in military
training .................... I Z( 3( ) 4( 9( ( )-75

h. Little in common with people
in the service .............. (3 Z( ) 3(C 4() 9( 0( )-76

REMEMBER TO GO BACK TO THE TOP OF THE LIST IF THE FIRST STATEMENT IS NOT STARRED.

STATEMENT I IS ALWAYS READ LAST:
I. Current plans for a civilian

job ......................... 1() 2() 3( 4() 9( 0( )-77

16. ASK EVERYONE:
Within the past year, have you: (READ LIST.)

a. Sent for recruiting literature from the
Natioial Guard/Reserves? ........................ 1) Yes 2( ) No -78

b. Sent for recruiting literature from the
Active Forces? .................................. 13 Yes 2( 3 No -79 0 9

C. Attended an open house for a National Guard/ 80-(1); 1-4-(DUP)
Reserve unit in your area? ...................... 13 Yes 2( 3 No -5

d. Gone to a recruiting center to talk about
joining the Active Forces?.................. C 1 Yes 2( ) No -6

e. Gone to a recruiting center to talk aout
Joining the National Guard/Reserves?............ 13 Yes 2( ) No -7

f. Talked to or been called by a recruiter from
the National Guard/Reserves ..................... 1) Yes 2( ) No -8 •

9. Talked to or been called by a recruiter from
the Active Forces ............................... 13 Yes 2( No -g

0

2......................--' -

.. .. . .. .. . .. . ... . ..... , "..... ......- - --- i.1~... :-.. ..... .:..-. :.- .--. -...- ..... . ..... •-.:-:: .. .""....-::.-:-:.
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17. In the past year, have you talked with your parents, brothers, or sisters, spouse,
or friends about joining any military component -- National Guard, Reserves or
Active Forces?

10- 1( ) Yes 2( ) No
3( 1 Don't recall 0 6

18. Which of the following benefits do you think are now available in the National
Guard/ Reserve? As I read each one, please tell iW"whether it is now available, or
not now available: (READ LIST.)

Now Available Not Now Available Don't Know

a. Bonuses for joining ................ ( ) ( ) -11
b. Free travel overseas ............... 1( 2 9( -12 0 0
c. Skill training programs ............ ( 2 9( ) -13
d. Tuition assistance for civilian

education ......................... I )( 9( -14

19. Do you think that, considering your skills and your interests, the National

Guard/Reserve would offer you personally:

15- V I A good choice of jobs and training programs, S S
2( I Some choice of jobs and training, or
3( L Little or no choice of jobs and training programs?
9( ) Don't know

20a. How many total days of participating In drills and training do you think members of
16- the National Guard and Reserves have now, each year, once their basic training is
17- completed? WITE IN S S

20b. Now much money do you think soneore beginning service In the Guard/Reserve makes,
I1- for each drill day -- each eight hours of drill?
9- WRITE IN

20c. Would you say that rate of pay Is much more. some-,at more, about the same, somewhat
less, or much less than you would get for the job you now hold, or for a job you .. .
could get In the next twelve months?

20- ( M uch more 9( ) Don't know
2( Somewhat ore
3 ) About the same
4( Somewhat less

u( 4ch less

21. Currently, members of the Guard/Reserve drill sixteen hours during one weekend each
month. How likely are you to enlist in the Guard/Reserve If you can complete the
required drills one evening each week, instead of one weekend each month? Will you:

21- I I Definitely enlist, 4( I Definitely not enlist?
( I Probably enlist, 9( ) Don't know
3( Probably not enlist, or

22. Do you think it would help you in a civilian job if you were to be a member of the
National Guard or the Reserves? 0

22- V I Yes 2( 1 No VC ) Don't know

23. Currently, initial training for most National Guard or Reserve units requires 3 to 6
months of full-time training. Do you think an employer would hold a job for you if
you were away in active duty training with the National Guard or the Reserves for 3
to 6 months?

23- V ) Yes 2( )No 9( )Don't know

24. If an employer did hold a position open, do you think you would lose your job
seniority during the training period for the National Guard or the Reserves?

2 24- 1( I Yes ( 1 No 9 Don't know

%. .. .
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IF RESPONDENT IS NOT E6'LOYED (Q. 7a, PAGE 2) OR IS SELF-EMPLOYED (Q. Sa, PAGE 2).
SKIP TO Q. 26.

25a. Does your company have a specific policy about National Guard or Reserves 0
participation?

25- 1 ) Yes 9( ) Don't know
2( No 0( ) Not applicable

25b. With respect to Guard/Reserve participation, would you say the company is:

26- 1 1 Positive. 9( ) Don't know
2 ) Neutral, or 0( ) Not applicable
3 ) Negative?

2Sc. Have you ever talked with any supervisor about company policy on this, or has any
supervisor ever talked with you?

27- 1( 1 Yes 9( ) Don't know
2 1 No 0( ) Not applicable

26. How likely are you to enlist in the Guard/Reserve if you receive (NAME ITE) -- wiI
you definitely enlist, probably enlist, probably not enlist, or definitely not
enlist? (READ LIST.)

ENLIST NOT ENLIST Don't
Definitely Probably Probably Definitely Know

a. Tuition assistance of $2,000
per year, for up to 4 years ............. 1 ) 2) 3( ) 4 ) 9( )-28 S

b. Tuition assistance of $1,500
per year, for up to 4 years ............. 1 ) 2( ) 3( ) 4 ) 9( )-29

c. Tuition assistance of $1,000
per year, for up to 4 years ........... I( ) 2 ) 3( 1 4( ) 9( )-30

27. Now I'm going to read you a list of statements. As I read each one, please tell me . .
if you strongly agree with the statement, somewhat agree, neither agree nor disagree, 0
somewhat disagree, or strongly disagree with the statement. (READ LIST STARTING WITH
STARRED STATDENT.)

AGREE DISAGREE
Strongly Sonewhat Neither Somewhat Stronly

( a. People look up to a person in the
uniform of the National Guard or
Reserves ............................11 ) 2 1 31 ) 4( 5 5( )-31

b. It's important for our country to
be able to use military force in
its relations with other countries,.,1 ) 2V 31 ) 4V 51 )-32

c. A nation should always be ready to
fight ............................... ) 21) 3(1 4() ()-33

F d. Our country is too militaristic ...... 1( 2 ) 3( 4( S( -34
C ) e. The National Guard and the Reserves 5 S

are highly respected in my
comurnity ...........................11) 2 ) 3( 41) S4 -35

( ) f. I would be proud to be a member of
the National Guard or Reserves ...... ) 2( 3 ) 4( ) ( -36

( I g. It is unnecessary for us to spend
billions and billions of dollars each
year for military preparations ...... 1( 2( ) 3( 4 S( -37

REMdEMER TO GO BACK TO THE "TOP OF "THE LIST IF THE FIRST STATEREWT IS NOT STXARD
.- S -

,-.-.- . . . . . . . . . . . . . . . . . . . . . . . . . . .....
:-: 1:.1:..:.::.: ::.:-: .:.
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28. Wher you have a chance to do whatever you want, what sorts of activities do you like?
As I read each of these activities, tell me if It is something you like very sJch,
sa'ething you like a little bit. something you don't particularly care about one way
or the other. or something you dislike altogether. (READ LIST STARTING WITH STARRED

LIKE Don't OKI
Very Particularly Never
Much A Little Care About Dislike Tried

a. Participating in religious
activities .................... V 2( ) 3( 3 4( 3 9( )-38 -

b. Going to a movie ................... 11 2( ) 3( 3 4 3 9( )-39
c. Dining out ......................... V( 3(3 4( 9( )-40

( d. Fixing up a car or motorcycle ...... V 2( 1 3( 4( 3 9( )-41
( e. Working for a community group ...... V 2 3 4( 9( )-42

I )f. Reading about foreign countries .... 1( 2 3 3( 4( ) 9( )-43
g. Working for a charity or a religious

organization ...................... I 2 3( 3 4 9( )-44
h. Visiting friends ................... V 2() 31) 4( 9( )-45
1. Reading articles on science ........ V 2( 3 3( ) 4( 9 q( )-46
j. Fishing ............................ V 21 3 3( 3 4( 3 9( )-47

( )k. Hunting ............................ if 2( 3 3 3 4( 3 9( )-48
1. Studying the stock market .......... ( 21 3 3 3 4 9( )-49

( )m. Talkino with friends ............... 1) 21) 3() 4( 9( )-50
( ) n. Working for a political or social

cause ............................. 1( ) 2( 3 31 ) 4 ) 9( )-51

RENE',WBER TO GO BACK TO THE TOP OF THE LIST IF THE FIRST STATEMNT I$ NOT STARRED.

29. Now I want you to think of the various things you might try or look into during the
next six months. As I read each of the following, please tell me whether it is
something you feel you are very likely to do in the next six months, somewhat likely
to do, might or might not do, are somewhat unlikely to do, or are very unlikely do
do. (READ LIST.)

LIKELY Miqht or UNLIKELY Don't
y ;t Migtt Not Somewat Verv Know

a. Se-d for literature about the .
military forces ...................... 1 ) 2( 3 3 ) 41 ) 5( ) 9( )-52

b. Talk to a recruiter for one of
the military services ................ 1 ) 2() 3( )4 5 ) 9( )-53

c. Look for a job. or look to change
jobs .................................1 2() 3) 4() )9( -54

d. Take a physical or written test
for military service ................. 1) 2() 3() 41) 1) 9( )-55

e. Look for a way to change the
routine in your life .................1 21) 31) 4( S( 9( )-56

f. Look for a way to make some extra
money in your spare time ............. 1 2(3 3( 4( 5 ( 9( )-57

g. Train for a new or higher level job...( V 2( 3 3( ) 4( ) S( 9( )-58
h. Talk to family or friends about

joininq military service ............. V 2( 3 3 3 4( ) S( 3 9( )-59
I. Find out more about bonus programs or

eddicational incentives for joining
the military ....................1 V 21 31 3 4 ) 5( ) 9( )-60

- 30. Please tell me if you would be more likely to achieve your life goals if you enlisted
in the National Guard or Reserves -- or, by some other part-time job or activity.
Would the National Guard or Reserves be:

0 61- 1 3 Much more likely to enable you to achieve your life goals, S
2( ) Somewhat more likely to enable you to do this.
3 3Somewhat less likely to enable you to do this, or
4 1 Much less likely to enable you to achieve your life goals than some

other part-time job or activity?
00 NOT READ
YT-B6n't know

- 1-. . - . ... . . - • .. . . .. A .
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31. If you were to join the National Guard or the Reserves, would the following things be
likely or unlikely to Occur? As I read each statement, please tell me if it would be
very likely to exist or occur, somewhat likely, neither likely nor unlikely, somewhat
unlikely, or very unlikely to exist or occur: (READ LIST STARTING WITH STARRED
STATOCIOT.)

LIKELY UNLIKELY Don't
Very So;ewF.at Neither 5o..~at e Know

a. Getting a chance to travel ................ I( 2( ) 3( ) 4( S 5( 1 9( -62
3b. Having a chance to show your abilities ....I( ) 2( ) 3( 4( ) 5( ) 9( -63

c. Having military Supervisors who would
hassle or harrass you .................... 1 2( I 3( ) 4( ) S( I9( -64

d. Taking too much time away from your
personal and social activities ........... I( 2( ) 3 4( ) 5( ) 9( -65

e. Learning self-discipline .................. I 2( 3( ) 4( 5 5( I 9( 1 -66
f. Being called to active duty in case

of war ................................... ( 1 2( 1 3( 1 4( 1 S( 1 9( -4 7
g. Taking too much time away from your

family during drills ..................... I ) 2( ) 3( ) 4( ) S( ) 9( )-68
h. Being called to active duty in case of

civil disturbances or riots ........... 1( 1 ( 3( 4( 1 S( Q( )-69
I. Losing a chance for educational progress..l( ) 2( ) 3( ) 4( ) ( ) 9( -70
J. Being in combat during a disturbance

or a war ................................. 1( ) 2(1 3( 4( S( 9 ( -71
k. Losing a chance to progress toward a

solid job and job security ............... I( 2( ) 3( I 4( ) SC ) 9( )-72

REMEMSER TO GO BACK TO THE TOP O THE LIST IF THE FIRST STATEMENT IS NOT STARRED.

32. There is now a law reouiring all men to register for the draft when they are 18 years
old. How do you personally feel about such a requirement, which means only that
young men have to register, but there will be no draft unless there is a national
emergency? Are you:

73- 1( ) Strongly in favor. 4( Somewhat opposed, or
2( ) Somewhat in favor, S( Strongly opposed? 0 .
3 ) Neither in favor nor ooposed, 9( ) Don't know

33a. How would you feel if there were a requirement that all you" people would have to
participate in some sort of national service? If some Denole could choose to join
some commurity service organization, such as Vista or the Peace Corps, and those who
wanted could choose the military forces, how would you react to the requirement?
Would you be:

74- VC ) Strongly in favor, 4( ) Somewhat opposed, or
2( ) Somewhat in favor, SC ) Strongly opoosed?
3 ) Neither in favor nor opposed, 9( ) Don't know

33b. And how would you feel If there were a draft of en to fill the Reserve Components of
the military? Under such a plan, some men would be drafted to go through six months
of basic training and then return to civilian life. They would not have to serve or
drill any further unless there were an emergency during the time they were Reservists
-- probably seven and a half years. Would you be:

75- 1( ) Stronqly in favor. 4C ) Somewhat opposed, or
2( ) Somewhat in favor, 5( ) Strongly opposed?
3 ) Neither in favor nor opposed, 9( )Don't know %

..............................................................
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34. Now I'm going to read you one last list of statements. As I read each one, please
tell me if you strongly agree with the statement, somewhat agree, neither agree nor
disagree, somewhat disagree, or strongly disagree with the Statement. (READ LIST
STARTING WITH STARRED STATEXENT.)

AGREE DISAGREE Don't
Strongly somew at Neither Somewhat Strongly Know

a. The Active Forces have good,
up-to-date equipnent ............ 1( 1 2( I 3( 1 4( I 5( I 9( )-76

b. The Guard/Reserve are well-
trained .......... ( 2( 3() ) S( 9( )77

c. I like to become involved in
projects in my community ........ I 2( ) 3 ) 4( I S() 9( )-78

d. I like to belong to organizations
or groups wich help me find mere
interesting things to do than
being on my own ................ 1( 2() 3( 4( ( ( 1-79

e. The Active Forces are well- 80-(2); 1-4-(DUP)
trained ......................... 1( (1 3( 1 4( S( 9(-5

*'f. The Reserves are needed to serve
in combat roles during a military
conflict ..................... ) 2( 3C ) 4( S 5( 9 ( )-6 • S

g. There are too many choices a
young person has to make in

* today's world ................... 1( 2( 3( ) 4( S 5( I 9( ) -7
h. The Guard/Reserve have good, up-

to-date equipment ............... I( 2( ) 3( ) 4( ) 5( ) 9( ) -8
1. In my spare time I prefer doing

things with others rather than
being by myself ................. I 2( ) 3( I 4( ) S( 1 9( 1-9 • 0

RE-E4BER TO GO BALK TO THE TOP OF THE LIST IF THE FIRST STATEMENT IS NOT STARRED.

35. How likely are you to enlist in the Gua-d/Reserve if you receive (RANE 1Th) -- w"ll
you definitely enlist, probably enlist. probably not enlist, or definitely mot
enlist? (REPEAT FOR OTHER ITEMS)

ENLIST NOT ENLIST Don't•einitelyrob~aly Probably Definitely Know

" a. A P.000 bonus for joining ........... I( ) 2( ) 3( ) 4(1 9( -10
b. A $3,000 bonus for joining ........... i ) 2( 3( 4(1 9( -11
c. A 52,000 bonus for joining ........... 1( ) 2( ) 3( 4( g 9( -12
36. And now a few questions to be sure we're talking to people from various different

groups. Are you living with your parents?

13- VC ) Yes 2( 1 No

37a. Are you:

14- IC ) Married, 3( 1 Widowed, divorced, or (37c NEXT)
2( ) Single, (37c NEXT) 4( 1 Separated? (038 NEXT) S

37b. IF MARRIED IN #37a:
Is your spouse working?

S 15- i ) Yes (038 NEXT) 2( lNo (38 NEXT) C( -A

37c. IF SINGLE, WIDOWED, OR DIVORCED IN 037a:
Are you planning to get married In the next 12 months?

16- I( 1 Yes 9( Don't know
2( INo 0( NA

Si

. - . .... , * .

-i--........ .. . .-. ,-... .. ........ .. -
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38. Do you own your own home?

17- VC ) Yes 2( ) No 3 ) Parents own home

39a. Did you live with your father, stepfather or a male guardian during most of your

first fourteen years of life?

1- i( ) Yes 2( ) No I
B( ) Refused (40a NEXT)

3gb. IF YES IN #39&:
What was the last grade of school or college your father, stepfather or male guardian
completed?

19- V( ) Less than figh school graduate O( ) NA 
2( ) High school graduate
3 ) Vocational/training school high school (PROBE)
4( ) Some college
V( ) College graduate or more
9( ) Don't know

40a. Did you live with your mother, stepmother or a female guardian during most of your
first fourteen years? 41
20- V( ) Yes 2( )No (

2( Refused (#41a NEXT)

40b. IF YES IN 0a:
What was the last grade of school or colleqe your mother. stepnother or female
guardian completed?

21- I ) Less than high school graduate D( ) NA 40

2( ) High school graduate
3( ) Vocational/training school after high school (PROBE)
4( ) Some college
SC ) College graduate or more
9( ) Don't know

41a. Have any close relatives served in the military?

22- iV ) Yes 2( ) No 0
9( ) Don't know (#42 NEXT)

41b. IF YES IN f4la:
Who was that? CHECK ALL IENTIONED

23- I )Father ( Other_,_________-1__
2( I Uncle WRITE IN
3( ) Brother 0( ) Not applicable S S

41c. Have any of these been career military personnel?

24- I I Yes 9( ) Don't know (#42 NEXT)
2( ) No (042 NEXT) 0( ) Not applicable

41d. IF YES IN #4ic:
Who was that? CHECK ALL MENTIONED.

25- If ) Father C ) Other
2( ) Uncle WRITE IN
3( Brother O( I Not applicable

42. Have you ever participated in an ROTE or Junior ROTC program?

26- 1 ) Yes 2( )No

43a. Not including yourself, how many dependents do you have? 
40

27- I N 1 None (#44 NEXT) 4( ) Three
2( )One 5( )Four
3 )Two 6C Five or more

41b. IF ANY IN #43&:
Do you have any ... 'ea below the age of six?

28- VC IYe. 2( INo
O( 1 Not applicable

..............................
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44. During your high school years, would you say you were an:

29- I( ) A student, 4( ) D student, or
2( ) 8 student, S ) F student?
3( ) C student. 8( ) Refused

9( ) Don't know

45. How many brothers and sisters do you have?

30- 1 ) One 5( 1Five
2( )Two 6 ) Six or more
3 I Three 0( None
4( 1 Four

46. I'd like you to think of your two best male friends and your two best female friends. 0 0
(PAUSE) Have any of them Joined the military or talked recently about going into the
Active Military or the National Guard or Reserves?

31- 1 I Yes 2t ) No

47a. Now I'd like you to think about what people who are closest to you might think if you
were to join the National Guard or the Reserves. Some people think about their
father, their mother, sisters or brothers, a husband or wife, best friends, or about
employers or coworkers. When you .?'.Ink about those who matter most to you, do you
think most would be very pleased, som hat pleased, neither pleased nor displeased.
somewhat displeased, or very displeased if you were to enlist in the National Guard
or the Reserves?
32- 1 I Very pleased 4 1 Somewhat displeased

2( 1 Somewhat pleased 5( ) Very displeased
3) Neither pleased nor displeased 9(! Don't know 0 0

47b. I'd also like to ask specifically about the reactions of your spouse, fiance(e), or a
steady friend. Do you think that, if you were to enlist in the National Guard or the
Reserves, he/she would be:

33- 1 I Very pleased, 4( ) Somewhat displeased, or
2( ) Somewhat pleased, 5( Very displeased?
3 ) Neither pleased nor displeased, 9( ) Don't know .

* 0
47c. And how about your own reaction if he/she were to enlist in the Guard/Reserves?

Would you be:

34- 1 1 Very pleased, DO NOT READ
2( 1 Somewhat pleased, Yr DF-'on know
3 1 Neither pleased nor displeased,
4( I Somewhat displeased, or
5! )Very displeased?

47d. How about your classmates or the people you graduated with -- would you say that most
of them are very favorable, somewhat favorable, neither favorable nor unfavorable,
somewhat unfavorable, or very unfavorable toward enlisting in the National Guard or
Reserves?

35- V( ) Very favorable, DO NOT READ
2( ) Somewhat favorable, T{ ZFF-'tknow
3 1 Neither favorable nor unfavorable, • 0
4 ) Somewhat unfavorable, or
5( ) Very unfavorable?

48. Is there a National Guard/Reserve unit close enough to you for you to join?
36- 1 ) Yes 2! 1 No 9( ) Don't know

49. If you were to Join a National Guard/Reserve unit, would you be allowed to transfer

to another unit, or to go 'inactive,* if you moved to another geographic area? 0 0

37- 1! ) Yes 2( No 9( ) Don't know

SOa. If it were possible to transfer or to go inactive if you moved to another geographic
area, would that Increase your interest In Joining the National Guard,'Reserve:

38- 1 I Very much, 9! 1 Don't know
2( ) Somewhat,
3! } Only slightly, or 0 0
4 1 Not at all?

"" '"T --, -* 0" '..
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50b. A new program Is being developed by the Armed Forces. Volunteers for this program
would become part of the Individual Ready Reserve for a period of six years and be
subject to active duty only in case of a national emergency. Normally, the only
obligation would be 12 weeks of basic combat training, during wtlich the volunteers S
would get about $560 per month and full benefits. There would be no obligation to
attend regular meetings or drills during the remainder of the six year term. If such
a program were available to you, how likely Is It that you will join -- would you say
it Is:

39- it ) Very likely, (#51 NExT) DO NOT READ
2( ) Sormewat likely, gT( n't know.
3( ) Only slightly likely, or
4( ) Not at all likely? S S

50c. IF "S XT," "ONLY SLIGKTY OR 'NOT AT ALL* LIKELY IN 0. #1Ob, ASK:
If you were to recei-e a $1,000 bonus for enlisting in the program I just described,
how likely is it that you will join -- would you say:

40- it V Very likely, DO WOT READ
2( ) Someat likely, )F3Fon t now
3( O Only slightly likely, or O( ) N/A
C 1 Not at all likely?

51. And Just to be sure we are representing all groups in this survey, please tell me
wether you would describe yourself as:

41- ( ) Hispanic, ( ) Other
2( ) American Indian or Alaskan Native, WRITE IN

3( I Black, not of Hispanic origin, B( ) Refused
4( ) Asian or Pacific Islander, or S S
5( ) White, not of Hispanic origin?

52. HOw much do you expect to earn next year, or how much would you expect to earn next
year if you were employed? Wo,.,d you say you wold earn:

42- it Under S7,000, DO NOT READ
2( $7,000 to just under $10,000, 3T-{ ) n't-know
3( $10,000 to just under $15,000, 0( ) Refused
4( $15,000 to just under S20,000,
5( $20,00C to just under $25,000,

$( $25,000 to just under i35,000,
7( $35,000 to just under $50,000, or
B( $50,000 or more?

53a. And last, what Is your social security number? (IF CAN'T REMEMBER, A.SK RESPONDENT TO
OBTAIN NOW.)

V ) _ _ - -

2( ) Can't rene-tber and can't find readily GO TO RESPONDENT NAE, ETt.

3( No social security number

4( ) Refusal (GO TO #53b NEXT)

5( ) Asks reasons

53b. We need this information for use In a study relatin later enlistments In the

National Guard and Rese-ves to some of the ideas we ye been discusing In this
interview. (IF CAN'T RE(EMER, ASK RESPONDENT TO OBTAIN NOW.)

i( ) - - - -

2( I Can't remember and can't find readily
3( No social security number

4( Refusal

O( ) Not applicable

SS 0: 43-
44- .
45-
46--
47-
48- 0
49-
Si-

I 5-
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* ~RESPONDENT__________________________________ _____

ADDRESS ________________________________________

CITY_______________________ _

STATE ______________ __ZIP

PHONE(

TIM ENDED: _____(CIRCLE: MN p"

* INTERVIEWER: (aIDATE____________

ND. ___________BLOCK____________

53-- TIME

54- INT
55- _ O

56- AREA
57- __CODE

58-_

60- __EXCH.
61- _

62-
63- TELE
64- __NO.

67- ZI 9..
68- ZIP
69- _

70- _

71- _momT

72-- DA
73- DA

74-79- (SLANW)
SO- (3)
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Associates for Research in Behavior. Inc. Septmber, 1982
*3401 Market Street Job *9719

Philadelphia, Pennsylvania 19104 OMB 0704-0107
Expires 12/31/83

TELEPHONE __ (FILLED IN BY INTERVIEWER)
SRV COOE (CZRCLE): I Z 3 4 5 6 7 (EDITORS UI OILT) 0 0

TI STARTED (CIRCLE: AN P)'

ENLISTMENT STUDY - VMtRS SAMLE SCREENER

Hello, I'm from Associates for Research in Behavior, a research company in 0 0
*Phil adel ph-i rra--1e to speak with (KANE ON CALL RECOU).

Initial hangup (END INTERVIEW - CODE 8)
Respondent moved -- ATTMT TO GET NEW TELEPHONE NUMBER. IF NO NEW NUMBER.

END INTERVIEW -- CODE 12. IF GET NEW NUMBER, mITIE ON
CALL RECORD IN OTHER PHONE" BOX AND DIAL.

Respondent not at this telephone number (ENU INTERVIEW - CODE 131

Person on phone refused to get target person. READ:
Everyone has the right to refuse to be in this survey, but it is very
important that the person to be surveyed has the opportunity to refuse or
accept for himself/herself. I'd like to speak to him/her.

IF PERSON STILL REFUSED OR HANGS UP, END INTERVIEW - CODE 5

IF TARGET PERSON ANSWERED PHONE, READ:
We are conducting a survey for the Federal Government and would like to include your
opinion.

( ) RESPON T HANGS UP (END INTERVIEW - CODE 6)

IF SOMEONE OTHER THAN TARGET PERSON ANSWERED, WHEN TARGET PERSON IS ON PHONE READ:
Hello. I'm from Associates for Research in Behavior, a research company in , - . -

Philadelphia. Ie are conducting a survey for the Federal Goverment and would like to -

include your opinion. .'.... ..

( ) RESPONDENT HANGS UP (END INTERVIEW - CODE 6)

Ia. Have you ever been in the military service?

1( ) Yes 2( ) No (Em INTERVIEW -- CODE 14)
( RESPONDENT HANGS UP(END5

INTERVIEW -COE 6)

lb. IF YES:

Are you now on active duty?
1( ) Yes (END INTERVIEW - CODE 15) 2( ) No

I) RESPONDENT HANS UP (END
INTERVIEW -- CODE 6)

Ic. IF NO:
Are you currently a member of the Active Reserves in paid drill status; that Is,
going to night or weekend unit training assemblies and/or summer training camp?

I( )Yes (END INTERVIEW CODE 16) 2( )No
RESPONDENT HANGS UP (END

INTERVIEW COVE 6)

- . .. .

.. . ...... . . . . . .

l*°' .. . . ...... . . . .',

....... ....... .....-.. "..."......

.......... .........
, .. .. .. .. .. .. . . . . . . . . . . . . . . . . . . -....... . . . . . . . . . . . ,.. . . * .. . . - . . . . .. . . . , , . .. . . .. :

. ....... ....- ... * .- • Nm
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Id. IF 00 IN Q. Ic:
For how many months and years have you been in the military service?

36- ( )Less than 2 years (END INTERVIEW CODE 17) 10# 1-
2( 12 years -- 2 years, 11 months 2-
3( ) 3 years -- 3 years, 11 months 3.:-
4(-1 4 years *- 4 years, 11 months 4--
,- 1( 5 years -- 5 years, 11 months

( 6 years or more (END INTERVIEW - CODE 17)
IF RESPONDENT HANGS UP, END INTERVIEW - CODE 6)

le. In what month and year did you enter the military service? CHECK MONTH AND YEAR. %;

Before October 1976 (END INTERVIEW - COVE 17) No. 5- 0 0
June 1980 or later (END INTERVIEW - CODE 17) 6-

MONTH YEAR
It ) January 7( ) July 6( T76 Ilk. 7-

37- 2( ) February If ) August 38- 7( 1 77
3( ) March 9( ) September Of ) 78 9-7-
4( ) April X( ) October 9( ) 79
S( m May Y( ) November O( 80 St. 10-
6(1 June Of ) December 11-- 5

IF RESPONDENT HANGS UP, END INTERVIEW - CODE 6)

If. In what month and year were you separated from active duty? CHECK MONTH AND YEAR.
I 1 Before November 1978 (END INTERVIEW - COOE 17) Srv. 12- .

MONTH YEAR Pers. 13-
01( ) January 07 ) July If T7 No. 14-7-

39- 02( ) February 08( 1 August 41- 9( ) 79 1S = S
03( 1 March 09( ) September Of ) 8 16--

40- 04( ) April 10( 1 October if ) 81 17--.
05( ) May 11( November 2( ) 82 18-..
06( ) June 12( 1 December 19.

IF RESPONDENT HANGS UP. END INTERVIEW -- COE 6) 20-
21- .. . ' :: .

1g. In what branch of the military did you serve? 22-

42- i( Air Force 3 |Marines 23-
2( Army 4( Navy 24- -

Coast Guard (END INTERVIEV CODE UT
IF RESPONDENT HAN UP. E INTERVIEW CODE 6)

25-
lh. CHECK SEX: 26- -

43- If Male 2( Female 27-

SCREENER COMPLETED - FROM NOW ON TERMINATIONS COOED AS INCOMPLETE INTERVIEWS 28-

29-
30-"
31-

32-

33- 0 0
34--
35-

FILL IN AFTER INTERVIEW COMPLETED/OR TERMINATIOS - FILL IN LOWER B01 I(DOIAELY- -" " " "'" .--

RESPONDENT PHONE__ S
ADDRESS

CITY STATE ZIP_______

INTERVIEWER ID #: DATE

SAMPLE SEGMENT: N. _ ILK." ST. SRV.

.9

?- ': ::-' " -: . : : -' -""- :":: -:" ":.'-:: : :":: . -- :".::;- - :"Z, ;: : : "::::.: - ;-: -" -::'-: - -:,:" - ' ,". _'- . _ . "," . ,



Associates for Research in Behavior, Inc. Septimber, 1982
3401 Market Street job *9719
Phlladelphia. Pennsylvania 19104 C O E F G H

ENLISM NIT STUDY - VETERANS SAMPLE iMB 0704-0107
Expires 12/31/8344- (1) •

1. How old were you on your last birthday? -. o, .
46- UTE IN

2a. Do you have a high school diploma?

47- Vf I Yes (Otc NEXT) 2( I No

2b. Are you:
48- Vf ) Currently attending high school,

2( IePlanning to attend high school In the next year or so, or
Neither attending high school nor planning to do so? (a.

Nu lOT READ-
UT nT-now
0( ) NA

2c. If YES IN ffa:
Is that:
49- f I A regular diploma, or O( I NA

2( I A high school equivalency CEO -- or a diploma
received While in Military service?

2d. Mave you completed any additional formal schooling'

0- I lYes 2( ) No(4&aEXT) Of MNA

2e. IF YES IN f2d:
What Is the last year of school or college you completed after high school?

51- if I Vocational school/training Of ) NA
2( ) One year of college
3( ) Two years of colleqe
4( I Three years of college
S( ) Four years of college
6( I Post graduate work S

3a. Are you currently attending any type of school or college?

52- It ) Yes US IEXT) 2( )No Of ) MA

3b. IF N0 IN f3a:
Are you planning to attend any type of school or college In the next year or 10?

S3- V ) Yes (SET) 2( ) NoA 0 .... 0 .....

4a. IF U0 IN TH d:
Are you currently attending any type of school or college?

6- f)Yes 05 EXT) 2f 1 No 0f MNA

4b. IF NO IN f4a:
Are you planning to attend any type of school or college in the next year or so?

SS- It IYes 2( 1 No(aNEXT) O( I A

S. IF ATTENDING/PLANING, TO ATTEND SCtOOL:
What type of school are you attending/planning to attend?

56- 2( I Vocational training school after high school
3( ) Two-year college
4 1 Four-year college

IS( Graduate or professional school 0
If ) Don't know

OfINot applicable

Ga. Are you/will you be using/did you use any kind of financial assistance?

S7- f( Y Yes i o( o,'t know (97a NEXT)
"-'" .l NMDTI of )NA

6b. IF YES In a: 0 0
Does any of that financial assistance cme to you as a result of your military
service?

u'- If ) Yes 9( )Don't know,.''"f._.l o o( , .NA':

).o...-• ,-" , -

,.- 2. .. .

.....-..-... ......... ~.............. ... .
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ha. Are you cretyemployed? 2

7b. IF NO IN 97a:
Are you Ilooking for work?

60- V( Yes 0 ( 1 NA

7c. IF YES IN f7a:
Is that:
61- V( Outside your home. or 0( ) A

2( )At home?0

$a. Do you work for yourself. or are you employed by someone else?
62- V( Work for yourself (#9a NEXT) 0C M A

2( )Em'pl oyed by someone else

8b. How often do you work on the weekend? Would you say it is:

63- UIEvery week. 9( IDon't know S
2( Two or three times a month, 0( M N
3V Once a month, or
4( IHardly ever?

9a. Now many hours a week do you regularly work?_________________
64. IF 49 OR MORE. Q. 10 NEXT
65. 0( NA

9b. IF 48OR FEER HOURS IN "a:
Have you been looking for a second Job or another way to increase your income?

66- l(IYes D( M A
2( INo

10. How do things look for the next six months or a yea"l? Do you think that, compared to
now, you'll be:
67- IM ) Much better off In six months or a year, 9C Don't know

2( ) Somewhat better off.
3( ) Somewhat worse off, or . .-

C( ) Much worse off In Six months or a year?

11. Now difficult do you think it Is for someone In your type of work to find a full-time
job where you live? Is it:

68- V( ) very difficult, 9C( Don't know
2( ) Somewhat difficult,
3V ) Somewhat easy, or
4( 1Very easy?

12. And how difficult do you think It is for someone like you to find a part-time job
where you live? Is it:

69- 2 I Very difficult, 9( 1Don't know
2( Somewhat difficult,
VC Somewhat easy, or
C( )very easy?
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13. Now I'm going to read you a list of several things which young people your age might
do in the next few years. For each one I read, please tell me how likely It is that
you will be doing that. For Instance, how likely is it that you would be (READ .. ..
STATENT)? Mould you gay definitely, probably, probably not, or definitely not? 0
(REPEAT FOR OTHER 11135)

Probably Definitely Not
Definitely Probably Not Not. Sure

a. Working in a factory..............1 ) 2) 31) 4) 9 )-70
b. Working at a desk in a business

office ..............................1( ) 2( ) 3( ) 4( ) 91 )-71
c. Working as a salesperson ............. 1( 2( ) 3 ) 4( ) 9( )-72 0 0

FOR STATEMENTS d THROUGI f, START VITH
STARRED ITEM FIRST; ROTATE THRU RDAINDER

4m) d. Serving in the Army National Guard 1 ) 2( ) 3( ) 4( ) 9( )-73
e. Serving in the Air National Guard. 1( ) 2( ) 3( ) 4( ) 9( )-74
f. Serving in the Army Reserve ....... 1 ) 2( ) 3( ) 4( 9( )-75

( )g. Serving in the Air Force Reserve.. 1() 2() 3) 4 ) 9( )-76
h. Serving in the Marine Corps

Reserve .......................... 11 ) 2( 3 31 ) 4( ) 9( )-77
I 31. Serving in the Naval Reserve ...... I 2 1 3( ) 4 91 )-78

REHEBER TO GO BACK TO THE TOP OF THE LIST IF THE FIRST F[ATEMEWT 15 NOT STAJU D.

STATEI ENT J IS ALWAYS ASKED LAST.
,. Serving in the Active Military ......... 1 V 2( 3( ) 4( 3 9( )-79

so-Cl)
1-4-(DUP)

14. Now I'd like to ask you in another way about the likelihood of your serving In the
military. Thinking of a scale from 0 to 10, with 010. standing for the very highest
likelihood of serving and "0. standing for the very lowest likelihood of serving, how
likely is it that you will be serving in the military in the next few years?

0( )Zero (Lowest) ( ) -S
1( ) 61 3

3( 3 8( )3

C) 9) -- ....
X( ) Ten (Highest)

IF NO BOXED ITEM IN Q. 13 1S A ED, GO TO . 15.

ISa. IF "DEFINITELY' OR OPROBABLYT IN ANY BOXED ITEM OF 0. 13. ASK:
You said you are likely to serve In the military. I am going to read a list of some
reasons people like yourself have given for wanting to serve in the military. For
each reason, please tell m If It is very important, somewhat important, only
slightly important, or not at all important for you personally.

-'.+ The first reason Is (READ STARRED ITEM). Is that very important, somewhat important, - -

only slightly important, or not at all Important to you as a reason for serving In
*. the military? REPEAT FOR EACH ITE."

Only Not Don't
Very Somewhat Slightly At All Know N/A

( 3 a. Doing something for your
country.................. 1( 21) 31 41 91) 0(3-6

C) b. Teaches you a valuable trade)-.-. or skill .................... I( V V( C () 4 9( 0 ( )-7

)c. Job security............... V 1 V ( C 9( 0( -8
)d. Good income .................. 1) 2) 31) 41 ) 91) 0( 1-9

.eo Provides money for education. 1 ) 21 ) 31 4 ) 9( ) 0O -10
( )f. An enjoyable Jc...........1) () 31) 41 ) 9( 0( )-11

)g. Trains you for leadership ....1() 2) 31) 41 ) 9( ) ( )-1
. ' ft . Provides men and women equal

pay adopportunity ........ 11 2( C 13 4 91( 01 )-13
".). Allows you to stay in the

area near family and
friends ..................... 1) 2) 31) 41 ) 9() 0( 1-14

. RI[lHPLLR TO GO lACK TIO Tup w THE LIST IF TPv. FIRS] 5TAn-WTI5 NOT STARREU.

./..............................................................

-~~~~~~~~~~~~~~~~..".. ,......,-............-........-....... ......-........ ..... .... . .. ". .... ,_-..:.,., . .-- -, .
, ~~. .. ........... - n ........ . . •BI ir
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ISb. Would you hope to serve as an officer or as an enlisted person?

15- 1( ) Officer 9( 3 Don't know (U0 TO Q. 16)
2( E nlisted person (00 TO Q. 161 O( ) NA

15c. IF OFFICER IN Q. 15b: 0 0
Considering the educational and other requirements for officers, how likely do you
think you will be to serve as an officer -- do you think it is:

16- 1( Very likely, DC NUT R.. .
2( ) Somewhat likely, -Don't -know
3( only slightly likely, 0( 1 WA
4( ) Not at all likely?

1Sd. Suppose you were not able to serve as an officer. How likely Is It that you would
serve in the military then -- would you say:
17- I ) Definitely, 00 NOT RE- -

2( ) Probably, Y) Don't know
3( ) Probably not. or 0( } NA
4( ) Definitely not?

Go TO Q. 16 Ex.

ISe. IF NO BOXED ITDS IN Q. 13 CHECKED, ASK:
You said you would be unlikely to serve In the military. I am going to read a list
of some reasons people like yourself have given for not wanting to serve in the
military. For each reason, please tell me if it Is very important, somewhat
important, only slightly important, or not at all important for you personally.

The first reason is (READ STARRED ITEM). Is that very important, somewhat
important, only slightly important, or not at all important to you as a reason for
not serving In the military? REPEAT FOl EACH 1TEM.

Only Not Don't
Very Somewhat Slightly At All Know N/A

a. Separation from friends and
family ..................... 1( 2( 3() 4(3 9( 0( W-. .

b. Disagree with military's
defense policies or
philosophy .................. 1(1 2(1 3() 4(1 9( ) O( )-19

c. Expect to continue in school
or college .................. I() 2( 3() 4( 9( 0( 1-20

(d. Lack of personal freedom .... 1( 2( 3( 4(1 9( 0( )-21
I e. Military pay ................ V 2( ) 3( I 4( 9( O( )-22
( f. Disapproval of parents ....... 1( 2( 3( ) 4( I 9( 3 O( )-23

g. Lack of value In military
training .................... 1(1 2( 3(1 4( 9( 0( )-24 . .

W ) h. Little in commn with people
In the service ............. 1( 2(1 3( 4( 9( 0( )-25

REMERIER TO GO BACK TO THE TOP OF THE LIST IF TH FIRST STATEMENT IS NOT STARRED.

STATEMNT I IS ALWAYS READ LAST:
I. Current plans for a civilian

j job ......................... 1( 2() 3( 4() 9() 0( -26

16. ASK EVERYONE:
Since you were separated from active service, have you: (RED LIST)

a. Attended an open house for a National Guard/
Reserve unit In your area? ...................... 3 Yes 2( ) No -27

b. Gone to a recruiting center to talk about
joining the National Guard/Reserves? ............ I( Yes 2( N No -28 _ S

C. Talked to or been called by a recruiter froml
the National Guard/Reserves ..................... 1( ) Yes 2( N No -29

17. I'd like to change the topic now. I notice that you were in the (NME SERVICE FR: :-
SCREENER). Overall, how satisfied were you with the time you spent in the (NAME
SERVICC) -- were you:
30. 1( I Very satisfied, 4( ) Somewhat dissatisfied, or

( ) Somewhat satisfied, S( ) Very dissatisfied with the service?
3V ) Neither satisfied nor ( I Don't know

dissatisfied

. . . % . *. . . .
. . . . . . ... ¢*,*, + 4 J ".. . , . ., . ", " " € ' ' ° ,. .o. ' o " .. . • ,% o '. . ° "
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18a. Were you trained in the skill you wanted when you joined the service?

31- V1 ) Yes 2( ) No

28b. Regardless of your assignment, do you feel the work you did used your skills:0
32- V1 ) All or most of the time, M( Very little of the time, or*. :-

2( )About half the time, 5f)Never?
M( Only some of the time, 9( Don't know

18c. Overall. how satisfied were you with the skills you obtained in the service -- were
you:
33- 1V Very satisfied, 4M Somewhat dissatisfied, or0 0

2( )Somewhat satisfied, V( Very dissatisfied with it?_
3( Neither satisfied nor 9( Don't know

dissatisfied,

19. Now satisfied were you with the pay grade or rank you held when you were separated:

%34- 1V I Very satisfied, C( Somewhat dissatisfied, or
10 2( Somewhat satisfied,.( Very dissatisfied with the pay

3(V Neither satisfied nor grade you held?
di ssatisfied, 9( Don't know

*20. Think for a moment about other military personnel who had the same total years of
service that you had. Which of the following statements best describes when you
received your last promotion:

35- 1V Earlier than most people with the same years of service,
21 At about the same time as most people with the same years of service, or

I...31M Later than most people with the same years of service?

00 NUT READ
TF on't jO

21a. Do you remember discussing the Guard/Reserve with a career counselor before you left
the service?

36-11 l~s9( Not sure (#22 NEXT)

21b. Do you feel the career counselors provided you with the information you need on how
to join the Guard/Reserve -- where to go, and what to do? --.

*37- V lYes 9( )Don't know
2( 2 No 0( N/A

21Zc. Now encour~aging do you feel the career counselors were about getting you into the 0
Guard/Reserve -- would you say they were:
38- 1V Very encouraging, 00 NOT READ

2( Somewhat encouraging, !T n'tko
3(V Only slightly encouraging, or 01 N/A
4C Not at all encouraging?

22. Now useful has your skill training in the service been since your return to civilian
* life? Would you say It has been:

39- 1It Very useful, 9( IDon't know
2( ISomewhat useful,
31N Only slightly useful, or
41C Not at all useful?

23. Have you done any of the following things since you left the service? (READ LIST)

a. Gone back to school..........................1 I Yes 2( s o -40
b. Gotten married .............................. 1 V Yes 21 No -41
c. Applied for a mortgage.......................1 I(1 Yes 2~ No -42
d. Sought a home ............................... 1 1 Yes 2( No -43 .* .

9.Had a child.................................1 I( Yes 2( g o -44 .

f. Applied forea loan, other than a mortgage .1... Yes 2( No -45
g. Taken out a loan, other than a home

mortgage loan .............................. 1 I(1 Yes 21 No -46
h. Gotten divorced or separated ................. 1 1 Yes 21 No -47
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24. And how satisfied have you been with your ability to meet your financial needs since
you left the service? Would you say you are:

48- 1( ) Very satisfied, 4( ) Somewhat dissatisfied, or
2( ) Somewat satisfied, 5( ) Very dissatisfied?
3( ) Neither satisfied nor 9( ) Don't know

di ssati sfied.

25a. Do you think that. considering your skills and your interests, the National
Guard/Reserve woul"4 offer you personally:.'?.
49- 11 ) A good choice of jobs and training programs,

2( ) Some choice of jobs and training, or
3 1 Little or no Choice of jobs and training programs?
9( ) Don't know

25b. Currently, meebers of the Guard/Reserve drill sixteen hours during one weekend each
wonth. Now likely would you be to enlist in the Guard/Reserve if you could complete
the required drills one evening each week, instead of one weekend each mnth? Would
you:

SO- IV )Definitely enlist, 4 )Definite not enlist? 0 0
2( I Probably enlist, 9( Don't know
3 ) Probably not enlist, or

26. Do you think it would help you in a civilian job if you were to be a member of the

National Guard or the Reserves?

51- 1 ) Yes 2( ) No 9( ) Don't know

IF RESPONDENT IS NOT EMPLOYED (Q. 7a, PAGE 2) OR 1S SELF-ERPLOTED (Q.8a. PAGE 2).
SKIP TO Q. 28.

27a. Are there other persons employed in your company who are current members of the
National Guard or Reserves?

52- 1( 1 Yes 9( 1 Don't know
2( No O NA

27b. Does your company have a specific policy about National Guard or Reserves
participation?

53- 1 1 Yes 9( 1 Don't know
21 INo M1IA

27c. With respect to Guard/Reserve participation, would you say the company is: ..

54- 1( 1 Positive, 9( 1 Don't know, S
2( )Neutral, or 0( MNA
3( ) Negative?

27d. Have you ever talked with any supervisor about company policy on this, or has any .
supervisor ever talked with you?

s- 1 ) Yes 9( ) Don't know (028 NEXT). . - -
2( )No (U28UEXT) 0( )NA

27e. IF YES IN #27d:
Would you say your supervisor was: - - • -- •.

56- 1( ) Positive 9( ) Don't know
2( N eutral, or 0( I Not applicable . . .- -
3( ) Negative?

% -

-:.:-:-:-: .:-.2.-..::-:.-.,::::: :::::::::::::::::::::::::: ::::::::::: :::::::::: ::::*:: ::0 :
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28. Now likely would you be to enlist in the Guard/Reserve if you were to receive (NM
IT3M) -- would you definitely enlist, probably enlist, probably not enlist, or
definitely not enlist? (READ LIST) E N

Definitly ProFaby Probably Definitely Know

a. A $2.000 bonus for joining ........... I 2( 3( ) A( ) 9( )-57
b. A S3,000 bonus for joining ...........I ) 2( ) 3( ) 4( ) 9( )-58 '"
c. A $4,000 bonus for joining ........... I( 2( 3( ) 4( 9 9()-'"

29. Now I'm going to read you a list of statements. As I read each one, please tell me
if you strongly agree vith the statement, somewhat agree, neither agree nor disagree,
somewhat disagree, or strongly disagree with the statement. (READ LIST STARTING VITH
STARRED STATEMENT)

AGREE DISAGREE
Stror.qy SOmewhat Neither SoFewhat Stronaly

5 ') a. People look up to a person in the 5
uniform of the National Guard or
Reserves ............................. 1( ) 2( ) 3( ) 4( I 5( )-60

( ) b. It's Important for our country to
be able to use military force in
its relations with other countries...1( I 2( ) 3( 4( ) 5( )-61

( c. A nation should always be ready to
fight ................................ I 2( V ) 4( ) S 1-62

d. Our country is too militaristic ....... I( 2( 3 ) 4C ) S( )-63 S S
( ) e. The National Guard and the Reserves

are highly respected in my comunily.1( 2( 3( ) C ) S( )-64
( f. I would be proud to be a merter of

the National Guard or Reserves ....... V 2( 3( V 4( ) S( )-65
g. It is unnecessary for us to spend

billions and billions of dollars
each year for military preparations..( ) 2( 3( I 4( SC )-66

uE'qMLR TO 60 BAUA TO THE TDP OF THE LIST IF THE FIRST STATE lMT IS VOT STARRED.

30. When you have a chance to do whatever you want, what sorts of activities do you like?
As I read each of these activities, tell me if it is something you like very much,
something you like a little bit, something you don't particularly care about one way
or the other, or something you dislike altogether. (READ LIST STARTING WITH STARRED - .

STATUENT) * S
LIKE Don't DE/

Very Particularly Never
Much A Little Care About Dislike Tried

C I a. Participating in religious
activities .........................I() 2() 3(1 4( 9( )-67

(tA) b. Going to a movie .................... I 2 ( 3C 4( ) 9 )-68
C )€. Dining out ......................... M ) 2( 3( ) 4C ) 9( )-69 5
( d. Fixing up a car or motorcycle ....... I( ) 2( 3( ) 4( 9( )-7L

C e. Working for a c r'nnity grouo ....... V 2( V 4(. 9( -71
-.f. Reading about foreign countries.... I 2( V C 1 9( 1-72

* C ) g. Working for a charity or a religious
Sorganization ....................... ( ) ( I 3( ) C 1 9( )-73

- h. Visiting friends .................... I 2( 3C ) 4( 1 9( )-74
- ( ) i. Reading articles on science ......... V 2( 3C 9( )-76 " :

-J. Fishing ............................. i) 2( 3() 4( 9( )-76 0
( k. Hunting ............................. () 2(1 3( 4( 9( )-77
11. Studying the stock market ........... V 2( 39( I C1 ( )-76
( m. Talking with friends ............... 1( ( 3( 4(1 9( )-79
n ). Working for a political or 80-(2); 1-4-(DUP)

social cause ................... 1( 2( ) 3( 4( 9( )-S"

RE'iER TO GO BACK TO TH[ TOP OF THE LIST IF THE FIRST STATE XT 15 NOT STATED.
* S

. .. . . .. . . . . . . . . . .

::: .. .. .. .. .. ..... . , .:.: -. -. . ...:.. .... ...-. .... LT...T-..:.-.:. .-...:
: : : ::: : -: .. L : : I-: :,: . .:...:.:.L " . . ...".. -- - .. "- - '. " - : "- -: --- " " " "
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31. Now I want you to think of the various things you might try or look into during the
next six months. As I read each of the following, please tell me whether it Is
something you feel you are very likely to do in the next six mnths, somewhat likely
to do, might or might not do, are somewhat unlikely to do, or are very unlikely do 0 0
do. (READ LIST)

LIKELY Might or UNLIKELY Don't
Yery So',,Xeat .ight Not Somewat Very Know

a. Talk to a recruiter for one of . .
the military services ............... 1) 2() 3() 4( 5) 9( -6

b. Look for a Job, or look to change
jobs ................................1( 2( 3( 4( V V( -7 9 0

c. Look for a way to change the
routine In your life ................ 1 2( 1 3 ) 4( 1 S ) 9( )-8

d. Look for a way to make som extra
money in your spare time .......... 1 21 1 3( 4( ) 5( ) 9( 1-9

e. Train for a new or higher level job..1( 21 ) 3( ) 4( 1 5( ) 9( )-10
f. Talk to family or friends about

Joining military service ..........1 1 21 3 ) 4 ) S( 1 9( )-11
g. Find out more about bonus programs or

educational incentives for joining
the military ........................1( 2( 3 4( 5 ) 9k )-12

32. Please tell me if you would be more likely to achieve your life goals If you enlisted
in the National Guard or Reserves -- or, by some other part-time job or activity.
Would the National Guard or Reserves be:

13- 1( 1 Much more likely to enable you to achieve your life goals, S
2( 1 Somewhat more likely to enable you to do this,
3 1 Somewhat less likely to enable you to do this, r.
41 ) Much less likely to enable you to achieve your joals .han some

other part-time job or activity?
9 1 Don't know

(THERE ARE NO QUESTIONS #33 OR 034)

35. If you were to join the National Guard or the Reserves. would the following things be
likely or unlikely to occur? As I read each statement, please tell me if it would be
very likely to exist or occur, somewhat likely, neither likely nor unlikely, somewhat
unlikely, or very unlikely to exist or occur: (READ LIST STARTING WITH STARRED
STATEC T ) -

LIKELY UNLIKELY Don't
Very Somewhat Neither Solnewat Very Know : ... -.

a )e. Getting a chance to travel ............ 1( 21 31 V 41 ) 5( 1 9( )-14
11b. Having a chance to show your

ablities............................11) 2I) 31) 41) 91 911-15
( ) c. Having military supervisors who would

hassle or harrass you ................1( 2 3( 4( 5(1 9( )-16
( I d. Taking too much time away from your

personal and social activities ....... 2 ) 3 4( 5( ) 9( )-17
( ) e. Lea-ning self-discipline .............. 1 2( 1 3 1 4( 5 5( 1 9( )-18 S 0
( I f. Being called to active duty in case

of war ...............................1( 21 ) 3 41) 5 9( )-19
9 . Taking too much time away from your

family during drills .................11 1 2( 1 31 41 51 9( 1-20
( ) h. Being called to active duty In case

of civil disturbances or riots ....... 1 2 31 ) 4 ) 5 9( )-21
1 1. Losing a chance for educational

progress .............................1( 21 3( 4( ) V( )-22
J I j. Being In combat during a disturbance

or a war ............................. 1( ) 2f ) 3) V 4 ) S( 9 )-23
*) k. Losing a chance to progress toward a

solid job and job security ...........I 21 1 31 1 4 g 5 ( ) 91 1-24

RiMEMBER TO GO BACX TO T1E TOP OF THE LIST IF THE FIRT STATEMNT IS NOT STARRD. .'

.7. 7 .. 777 .. . . °.

. . .]
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36. Now I'm going to read you one last list of statements. As I read each one, please
tell me if you strongly agree with the statement, somewhat agree, neither agree nor
disagree, somewhat disagree, or strongly disagree with the statement. (READ LIST
STARTING WITH STARRED STATOENT)

AGREE DISAGREE Don't
Strongly Somev'at Neither Somewhat Stronmlv Know . . -

ap-) a. The Active Fnrcp hvP good.
up-to-date equipment............ V 2( V 4( V S -9( )-25

( b. The Guard/Reserves are well-
trained ......................... 1( ) 2() 3( ) 4( 5( 9( 9 -26

C. I like to become involved in
projects in my community ........ 1( ) 2( ) 3( ) 4( } S( 9 g( )-27

( d. I like to belong to organizations
or groups wich help me find
wore interesting things to do
than being on my own ............ 1( 2( 3( ) 4( V S( ) 9( )-28

( e. The Active Forces are well-
trained ......................... ( 2( V ) 4( S ) 9( )-29

C ) f. The Reserves are needed to serve
in combat roles during a
military conflict ............... I( ) 2( 3 ) ) 4( S S( ) 9( )-30

) g. There are too many choices a
young person has to make in
today's world ................... I ) 2( ) 3( ) 4( S( I 9( )-31

1 h. The Guard/Reserves have good,
up-to-date equipment ............ I( 2( I 3( ) 4( 1 S( ) 9( )-32

i 1. In my spare time I prefer doing
things with others rather than
being by myself ................ I 2( 1 3 ) 4( 1 S( ) 9( )-33

REME BER TO GO BACK TO TIE TOP OF THE LIST IF THE FIRST STATEENT IS NOT STARRED.

37. Now likely would you be to enlist in the Guard/Rese-ve if you were to receive (NW
ITEW) -- would you definitely enlist, probably enlist, probably not enlist, or
definitely not enlist? (REPEAT FOR OTHER ITENS)

ENLIST NOT ENLIST Don't
Oefinite Probat1v Protaly_ Definitev Know

a. Tuition assistance of $1,000
per year, for up to 4 years ......... I ) 2( 3( 4( 9( )-34

b. Tuition assistance of $1,500 - -
per year, for up to 4 years ........ I ) V V 4( 9C )-35

c. Tuition assistance of $2.000
per year, for up to 4 years ....... I( ) 2() 3( 4( 9( )-36

38. And now a few questions to be sure we're talking to people from various different
groups. Are you:

37- iV ) Married, 3 ) Widowed, divorced, or (40 NEXT)
2( 1 Single, (40 NEXT) 4( ) Separated? (#41 NEXl) • S

39. IF MARRIED IN #38:
Is your spouse working?

. 38-I ) Yes (41 NEXT) 2( )No (41 NEXT) 0( )NA

- 40. IF SINGLE, WIDOWED, Ol DIVORCED IN 938:
Are you planning to get married in the next 12 months?

39- 1( )Yes 9( 1 Don't know
2( No 0( I NA

41. Do you own your own home?

40- I( Yes 2( ) No
3( Parents own home

i " - . • , - • " . ... . .. . .. . . .. .. . .. . . . .. . . . .. . . .
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42a. Did you live with your father, stepfather or male guardian during most of your first
fourteen years of life?

41- 1( 1Yes 2( )NOT
8( Refused) 4a M

42b. IF YES IN #42a*
hat was the last grade of school or college your father, stepfather or ale
guardian completed?

42- 1( Less than high school graduate o( ) kA
2( ) High school graduate
3 ) Vocational/tralning school after high school (PROBE)

4( ) Some college
S ) College graduate or more
9( ) Don't know

43a. Did you live with your mother, stepmother or female guardian during most of your
first fourteen years?

43- 1( Yes V1 No
8( ) Refused| (#44 NEXT)

43b. IF YES IN #43a:
What was the last grade of school or college your mother, stepmother or female
guardian completed?

44- 1( 1 Less than high school graduate 0( ) %A
2( ) High school graduate
3 ) Vocational/training school after high school (PROSE)

4( ) Some college
5C ) College graduate or more
9( ) Don't know

44. Not including yourself, how many dependents do you have?

45- 1( ) None (46 NX) 4( ) Three
2 )ne S( IFour
3( ) Two 6( ) Five or more

45. tV ANY IN 44:
Do you have any children below the age of six?

46-C I Yes 21 No
01 INA

46. During your high school years, would you say you were an: 0

47- 1( ) A student, 4( 0 0 student, or
2( 8 B student, ) F student?
3 C student,g(C ))Refused

9( IDon't know

47. How many brothers and sisters do you have?

48- 1( ) One SC Five
2( )Two 6 S )Slxor more
3 ) Three Q( I None
41 ) Four

48. I'd like you to think of your two best male friends and your two best female . .

friends. (PAUSE) Have any of them joined the military or talked recently about . .

going into the Active M ilitary or the National Guard or Reserves?

49- IC ) Yes 2( ) No

h• .-.'_........•...'9..

,-.. . . . . . . .. . . . . o ..
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49. Now I'd like you to think about what people who are closest to you might think If
you were to join the National Guard or the Reserves. Some people think about their - .... .

father, their mother, sisters or brothers, a husband or wife, best friends, or about 0 0
employers or coworkers. When you think about those who matter most to you, do you
think most would he very pleased, somewhat pleased, neither pleased nor displeased,
somewhat displeauec, or very displeased If you were to enlist In the National Guard
or the Reserves? -, -

so- )Very pleased.O NOT READ
2( ) Somewhat pleased, 91 D5W'rkow
3( ) Neither pleased nor displeased,
4( ) Somewhat displeased, or

) ery displeased?

SO. I'd also like to ask specifically about the reactions of your spouse, fiancele), or
a steady friend. Do you think that, If you were to enlist In the National Guard or
the Reserves, he/she would be:

51- 11 ) Very pleased. O0 NOT R.AD
2( ) Somewhat pleased. V wn't now • .
3 )Neither pleased nor displeased,
4 ) Somewhat displeased, or

SC)Very displeased?

S1. And how about your own reaction If he/she were t enlist in the Guard/Reserves?
Would you be:

52- S( I Very pleased, DO NOT R.AD
2( ) Somewhat pleased, FT o't know - S
3 ) Neither pleased nor displeased,
4C Somewhat displeased, or

) Very displeased?

52a. Nave you tried t find out if there is a Guard/Reserve unit close enough to you to . . "
join?
53- 11 )Yes 2( )No (53a EXT) 0 0

52b. If TES IN M st :
Is there one close enough for you to join?
s4- YC I es 2( )No s3a XT)

52c: IF YES IN #52b:
Does it have an opening for someone with your skills or training?

55- 1 ) Yes 9( ) Don't know
2( ) No 0( ) Not applicable

53a. Do you have a remaining military obligation?

S6- 1 ) Yes 2( ) No
9( 1 Don't know 5 (4a NEXT)

53b. IF YES IN #53a:
ow much longer does your obligation continue?

57- Of__________ 1 NA
WRITE IN

O .

% %

--*- • . " . .

'-.a.. %.
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54a. EVERYOIE:
If you were to join a National Guard/Reserve unit, would you be allowed to transfer
to another unit, or to go 'inactive," if you moved to another geographic area? -

ga- If ) Yes 2( ) No 9( ) Don't know0 0

Sb. If it were possible to transfer or to go inactive if you moved to another geographic
area, would that increase your interest in joining the National Guard/Reserve:

59- 1 ) Very much, 41 ) Not at all?
2( ) Somewhat, 9( Don't know
3( ) Only slightly, or *e 0

55. If you were to join the Guard/Reserve, would your years of Guard/Reserve service
count toward retirement benefits together with your years in the active forces?

60- 1 ) Yes 9( ) Don't know
2( 3 No

S6. Can you decide to join the Guard/Reserve for one year at a time?

61- V( 1 Yes 9 ) Don't know - S
2() No

57. 1 would like to ask you a few questions about the Individual Ready Reserve, the IRR.
People who are in the IRR have had military training. They do not have to drill or
serve actively, unless there is a national emergency during the time that they are
Ready Reservists. You yourself are now in the Ready Reserve.

When you enlisted in the military you agreed to an overall six year service commit- *
ment. During the six years, any time which you do not serve in either the Active
Military or in a National Guard or Selected Reserve unit, you serve in the IRR.

How likely would you be to sign up for an additional three years in the IRR, if you
were to receive (READ ITE)? Would you say definitely, probably, probably not, or
definitely not? (REPEAT FOR OTHER ITEMS)

Probably Definitely Don't . -

Definitely Probably Not Not Know

a. AS900 bonus? .................... 1 ) 2() 3) 4() 9(3-62 ) 0
b. An opportunity to participate in

a low cost group life insurance
program? .......................... ) 2) 31) 4) 9( )-63

c. An opportunity to participate in
refresher training -- that is, two
weeks annually -- with full pay and
allowances, and a monetary bonus of -
$900 for three years service? ..... 2( ) 3( 4( ) 9( )-64- - ,

SBa. How would you feel if the current six year military service commitment were extended m

to a eight year coimtbent in which the two additional years of service would be . -

service in the IRR? Would you be:

65- 1V 3 Strongly in favor, 4( 3 Somewhat opposed, or
2( ) Somewhat in favor, S( ) Strongly opposed?
3( Neither in favor nor opposed, 9( 3 Don't know S S

58b. How likely would you be to reenlist in the Active Military or to serve in a selected
Guard/Reserve unit if you also were required to serve two additional years in the -'. .. . .-.-.
Individual Ready Reserve? Would you:.. . "

66- 1 3 Definitely enlist, 9( ) Don't know .... .

2( ) Probably enlist,
3( 3 Probably not enlist, or
4( ) Definitely not enlist?

. ..... -. :,:
........................................

................................... .. .•..
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59. Just to be sure we are representing all groups In this survey, please tell m wtether
you would describe yourself as:
67- It Hispanic, I)Other____________

21 American Indian or Alaskan Native, waTE IN
31 Black, not of Hispanic origin, 8( Refused
4( Asian or Pacific Islander. or
51 White, not of Hispanic origin? - .-

60. How such do you expect to earn next year, or how much would you expect to earn next
year if you were employed? Would you say you would earn:

GO- I() Under $7,000, 0 UGUOEM
2( S 7,000 to just under 510,000, 91 Dom'tknow ~*..
3( $ 10,000 to just under 515,000, 01 Refused
4( SI515000 to just under S20,000,
S( 3 20.000 to just under 525.000,
6( S 25,000 to just under 535,000,
7N $ 35.000 to just under 550,000. or
81 ) 50,000 or mure?

11. Finally, what about re-entering the active forces -- how likely would you be to
re-enlist in the active forces if you were to receive (NAME 1TX for four years -

would you definitely re-enlist, probably re-enlist, probably not re-enlist, or
definitely not re-enlist? lEAD LIST)

Definitely Probably Probably Definitely Donlt
Enlist Enlist Not Enlist Not Enlist Know

a. A 51,000 bonus for
re-enlisting ......... 11I() 21) 31) 41 ) 91 )-69

b. A 53,000 bonus for
re-enl isting ......... 1 V 2( V 1 41 ) 91 W-0O

c. A 55,000 bonus for
re-enlisting ......... 1( 1 21 1 31 41 91 )-?1

TI1E EDM: _______(CIRCLE N VP ) 72-73

RESPONDENT PHONE___________

ADDRESS_________________________________________
CITY STATE ZIP

74-75-
INTERVIEWER: (0 DATE_________

SAMPLE SEGMENT_____________ ______

76- __AREA

7- CODE

79-(BLANK)

1 -4- (OUP) 0 0

12-

23-i
14- 1(ZP

16-_J
17- MONTH 0
1g: Z_ IDAY

* 20-79-(BLANK)
s0-M4

*1 dP
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In order to create reliable measures of attitudes and reported behavioral inten- ..

tions, similar variables were combined into scales and the reliability of the scales were

determined. Only reliable scales were used in the analyses. The table below sets forth

summary descriptions of the scales of the attitudes or behavioral intentions and the

variables used to construct the scales.

TABLE C-1: DESCRIPTION AND COMPONENTS OF ATTITUDINAL

AND BEHAVIORAL INTENTION SCALES
* •

SUMMARY DESCRIPTION OF SCALE VARIABLES USED TO CONSTRUCT THE SCALE

Disposition toward: Responses to:

The military - A nation should always be ready to fight.
- It is important for our country to be able to use

force in its relations with other countries.
- It is unnecessary for us to spend billions and

billions of dollars each year for military prepara-
tions.

- Our country is too militaristic. S

Religious and community Degree to which one enjoys: "--'--- '
activities - Participating in religious activities.

- Working for a charity or religious group.
- Working for a community group.

Hunting and fishing Degree to which one enjoys: O

- Hunting.
Fishing.

Reading Degree to which one enjoys:

- Reading about foreign countries. *
- Reading articles on science. -

- Studying the stock market.
- Working for a political or social cause.

Social activities with Degree to which one enjoys:

" friends - Dining out.

- Going to a movie * 9
- Talking with friends
- Visiting friends

_0 0

... .-. - -T --
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SU;1"1ARY DESCRIPTION OF SCALE VARIABLES USED TO CONSTRUCT THE SCALE - 0

Social activities with Agreement with:
groups - I like to belong to organizations or groups which

help me find more interesting things to do than
being on my own.

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

- I like to beco-ne involved in projects in my
community.

Changing some aspect of Likelihood that one will:
one's job - Look for a job or look to change jobs. 0 •

- Look for a way to change the routine in your life.
- Look for a way to make some extra money in your spare

time.
Train for a new or higher level job.

Actively seeking infor;-1tion Likelihood that one will:
about tne riilitary - Send for literature about the military forces.

- Talk to a recruiter for one of the military services.
- Take a physical or written test for military service.
- Talk to fa:,ily or friends about joining military

service.
- Find our more about bonus programs or educational

incentives for joining the military. S ... O

Perceptions of: If one joined the Guard/Reserve perceived likelihood of:

Being called into a conflict - Being called to active duty in case of war.
in the uudrd/Reserve - Being in combat during a disturbance or a war.

- Being called to active duty in case of civil
disturbances or riots. -

Positive attributes of the If one joined the Guard/Reserve perceived likelihood of:
Uuard/Reserve - Getting a chance to travel.

- Getting a chance to show your abilities.
Learning self-discipline.

Respect and pride of Guard/ Agreement with: S S
Reserve members - People look up to a person in the uniform of the

National Guard or Reserves
- The National Guard and the Reserves are highly

respected in my community.
- I would be proud to be a member of the National

Guard or Reserves. *

at -
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SUMMARY DESCRIPTION OF SCALE VARIABLES USED TO CONSTRUCT THE SCALE 6 0

Negative attributes of the If one joined the Guard/Reserve perceived likelihood of:

Guard/Reserve - Having military supervisors who would hassle or
harass you. 7

- Taking too much time away from your personal and 0 0
social activities.

- Taking too much time away from your family during
drill s.

- Losing a chance for educational progress.
- Losing a chance to progress toward a solid job and

job security.

How well equipped and Agreement with:
trained the military is - The Active Forces have good, up-to-date equipment.

- The Guard/Reserve have good, up-to-date equipment.
- The Active Forces are well-trained.
- The Guard/Reserve are well-trained.

Responsibilities/obligations Variables included:

- Home ownership.
- Marital status.
- Number of children.
- Having or not having children under six years old.
- Employment status.
- Employment status of spouse. - S -

- Hours worked, i.e., not at all, part-time, full-time, .. .-..-

or considerable overtime.

% S
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