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Abstract: -Thi:s study identifies U.S. Marine Corps officer accession problems

related to the all-volunteer service. The study covers procurement and '-"

accession problems specifically related to the four major accession programs: -N

United States Naval. Academy, Naval Reserve Officer Training Corps, Platoon

Leaders Class, and Officer Candidate Class. These programs represent 85-88%

of the projected accession requirements for the 1970's. Data 'as gathered

using a literature search and personal interviews with Marine Corps procure-

ment personnel.{.-',The implementation of an all-volunteer service and zero

"draft will cause :6oficer accession- problems. Acquiring -qualicy officer

accessions will be more difficult than acquiring the required quantity; but

in order to meet both quality and quantity of manpower requirements, the fourprograms must receive maximum assistance from Headquarters Marine Corps and :.]i.:••-

from the Corps in general. In a volunteer service, personnel management

procedures must reflect USMC competition with other services-and-with indus- j
try for the limited available qualified talent. The author concluded that

the Marine Corps should continue using the nation's colleges as the primary

source of officer accessions, that new innovative procurement methods must

be adopted to meet the challenges of the all-volunteer service, and that each

officer, each marine, must be an active part of the recruiting team for

tomorrowrs Corps.
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PREFACE - -

This-study was conducted as an individual student research

gates the procurement and accession problems related to the United

States Marine Corps in an all-volunteer service during the 19701s.

Headquarters Marine Corps, and Captain William C. Conrad, Jr.,

USMC, Officer Selection Of ficer~, Harrisburg, :Bennsylvania,, is mostsincerely acknowledged.
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CHAPTER I

INTRODUCTIONMA

'Historically, officer selection or officer
procurement, regardless of the terminology............3
used, is and has been fundamental to the
success of the Corps.1

This study will identify United States Marine Corps officer

accession problem areas related to an all-volunteer service. TheIcontradiction of opinions concerning the volunteer service, the

expertise of'many of those who express these opinions, and the

importance of officer procurement to the success of the Corps indi-

cate that potential problems are present and must be resolved.

Additionally, ceasing to use the selective service draft system is

further cause for reviewing officer accession in an all-volunteer

environment in an effort to circumvent problem areas before they

become major, obstacles.

Since the President' s announcement that the Armed Forces of

the United States will, not use the draft after July 1973, the mili-

tary services faecertain personnel procurement problems which

have 2
haenot been a factor since 1940. After the draft system was

established in 1940, the services basically established manpoe

period of-March 1947-March 1948. During this period, the United



States was without a draft system and experienced its only attempt

at a volunteer service in the last 32 years.3

Throughout the period of the draft system,, most ýofficers appear

to have been volunteers for military service,, but many volunteered

because of the pressure applied by the draft. These are referred to

hereafter as draft motivated volunteers or draft motivated officers.}
Many of these draft motivated cfficers volunteered for officer pro-j

grams which offered preferred duty in an officeC status vis-a-vis

a threatened drafted., enlisted status. Still other draft motivated

volunteers applied for officer programs which provided conditional

exemption from the draft or which removed them from the draft. Such

programs were attractive because the programs allowed the individual

to continue his college education and deferred the individual's

reporting-for active duty. Attraction to prograirs providing con-

F1 ditional exemption or removal from the draft has been most notice-

able during times of high draft pressure, i.e., national crisis orI5
high military manpower demanids.

As a result of the potential cessatioii of.the draft and the

-resulting lack of draft motivation,. the military services will have

to compete.-with each. other- and with~ civilian, prsuits for the

potential-management, and tec~hnical skills -of-the nation. With tho
ever increasing demand of the military sarvices fo~r highly of ficicat

-managers and the increasing requixeme~nt fu~r nishly . qualified

teconifor personnel, the succes8 of the services in-this raompati-I

tionfortalent will largely determine the future effectiveness of

the armed forces.6  Lack of sufficient officer personnul- in -the

- .. 42



initial commissioned ranks will create not only a void-there, but

could easily create a void in later years at the higher ranks.

Failure to retain adequate personnel beyond initial obligation will

also create voids at the higher ranks and in the associated middle

and higher management levels. Equally important and axiomatic,

sufficient quality accessions and retentions throughout the officer

structure will be necessary if the services are to maintain the

leadership necessary for efficient, effective management and an

adequate national defense.

Civilian college students are the military services' prime

source for officers. At the same tima that draft motivation ceases

to be a factor stimulating officer-accetisions, these students are

faced with some peer group opinions whicit tend to disavow military

service in general and military careers in particular. These peer

grot~p pressures are largely the result of au anti-military, "nti-.

Vietnam sentiment which increased in the late 1960's and reached

its peak in M~ay 1970.8 Althon'h this influenca i6 presently

decreasing, it will undoubt~edlybeafcoinff erpcuwt
for an undetermined future.

The problems surrounding tOiA' vounteer service were considered.
iW 1970 by the President's Co~ib~sior o" qu All-;Vo1utqte Ar nd
Force (Gates CoUZ~ission). This - isw~sson felt that these problems
could be overcow_ and that an all-volwtuteer samvice w~as feasible*,t
Since. the. report of that comiisr-ion and the L'reside-nt's antnounce-
ment of an intended volunt(Var sorvice, there Wsa baun zmch controversy

over ch-e subject of an all-voluntear service and in manay cases4
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complate'dissatisfaction on the part of both militaryan civilian

leaders. Some attempt to disprove the rationaleo avlute

sriewhile others attempt to prove its correctness.,

Nevertheless, whatever the outc.ome, the United States Marine

Corps will find itself deeply involved in the all-volunteer service

and in the associatedi problems of oficerprcemn.Ahog

marty members of the Corps have long prided themselves on -the. Corps'

being a volunteer service, close examniration reveals that many of

the, Corps' enlisted and officer personnel. were draft motivated for

one reason or another. 9  Now, with the threat of the removal of the

draft, personniel accessions must cowe from trua volunteers. The

tasks invc-lved in acquiring thes~e accessions must be accomnplished

in competition witli the other services as each service seeks both,

quantity and quality.

The Marine Corps officer accession requirements for the timea

frame 1972-1975 average-2100 per -year. Ini 1976, the, requirew-nt

vill be 2250 and Lhereafter is bx-pected to rematin at that level.

Tharefore, Marine Corpia -'1atuilyg 1,, based on 10-2200 of ic r

at~osioa an"ay'- Thia study is limited to 65-88%Z of the

annual of ficiir accessions and irnvolvas a total ia~pu of l$50-1950

anrirUal offcor accessions. 01':ficer producing progra~s -repravent-ed

in this studya4re the four =ijor ofticer prograas. the- tio'ted Sraixs

1aval Adademy -(tSNA), the Naval R~eserve Of f~cr Traiit4ng Corps

(WOlC), the Platoon Loeacrs C-Laot (PLC), and the Officer candidato

Class (0CC), 1 i theac four major programs- can &cbieve Lheir

goal., the Corps is assurod of most oi tb. required quantity
A



ýaccessions and will have the required quality-leadars at all levels

in. the years ahe'd.

As a departure point for this study, a limited review of theI

Gates Comaission will be presented. This review will include only

those find.ings anid recommnendations wl'ich relate directly to this

study and are primarily associated with subsequent criticism of the

Comaission. 'This examination will be accomplished in order that

of fiev aeces~ip" problem~ erean can be compared with the Gaten

Co~nission findings and recommendations. The study will not attempt

to question the rationale of the findings or recommendutions per

se, but, accepting the pending CY 1973 zero draft and all-volunteer

service as a reality, will attempt to find ways to make the volun-

teer service system work within cthe USAMC officer accession prosrams.

Criticisms of the Commigsion' s report will be used where Lhe-y

sti.wlaxiavelutivn, not hopelessness. Obstacles will be cited us

polints9 to davi-; Throughout, witere possiblef potetatial ChangISeS to

current procedures or programs will be reoe u*ended. if such will

increase Ole quality or ýquantity Lit acesionl. Concurrenly.

z! changes which might iryrove otficar eaireo motivation vill be

This study Vill tnczdL a roviev 0 ý tht aroid fo-roes "an 0h

Mrarin Corpti in ao al I-volunueer vnv -nmnt. As tLLtek of$

Wterest w in " effort to draw u~pv the problom-- of otlier

nationt in sicilar upc rt-akinbs, 5oac relatedA historicAl eztcpl

of Oth xe l etico* a the British aitd the Ca dl~ns Will buk

N. preesented. Thiý ptoblzus invlvi~ng lack ofT d'raft abivatuioti ia

5



related to volunteecs will be conjuidere4 and the af fects these are

forecast co have c.. USI4C officer- accessions will be discussed.

-Additionally, peer group pressures concerning civilian puirr 4 ts W5

Vmilitary servic-e and careers will be examined. Those peer *'cotip

pressures will be considered in relationship to college ce;7 iula

attitudes and the competition with civilian industry 0c ,- ine-a

for t!'-.e services of the potential officer.

The four major USMC officer accession prog-.am A'I' be reviewed

to determine entrance qualifications and motiv~t_' 4nn of the candi!-

dates. Also includeLd it-. this reniew will be a comp-arison of pro-

gram quotas and apiplications, training received, commis~iioning

procedures, and problems irnvolved in related areas.

Simi larly, the procuremeaat procedures, and rdated problems- for

Lite four major atLCeSSien program-s will be: discussed. This will

consider placing the best qualified candidate In the wost appro-

priate program and- placing a qualified candidat&& in. anzovdvr Progrtsm

if his first choice p~rogram quota. is filled.

Lastly, othe-r selectn$ a forces progra'Žts and- so-a~io.

widlII be reviewed in* an effort to profit f rota the exuerienztes Oi

thzese prti-rtz$. Wher aunroprisAtc, leva nirnA fro~n thesea pro-

&-'z ij
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----------- GATES CO1MUSSION STD-Y

In his address'-to tha Congress oi. the. United- 'States -on Jaxnuary

*28, 1971, President Richard M4. Nixon proposed an all-volunteer

force and announced thai; the-.armed forces should reach zero draft

by July 1, 1973.1 This announcement was undoubtedly one result of

reomndations of the-Gates Commission, In Februay 1970, the

Commission, in a report to the President, submitted its recommenda-

tion for an all-volunteer force by June 30, 1971, However, the

Gates Commission recommended a standby draft system which would be

activated by request of the President and with the consent of the

Congress.2

In his instructions to the.Commission, the President did not

appear to-be-seeking an answer to the advisability-of an all-.

volunteer service. Instead, he-tasked the Commission to find ways

through which an all-volunteer service could be achieved.

I have directed the Commission to develop a com-
-prehensive plan for eliminating conscription and
moving toward an all-volunteer armed force.-

It-is interesting to compare the President's inctructions

with his previously stated position on the subject. in 1956, as

Vice-President, he statdd in an address to the American Legion a

personal desire to maintain military services witihout a draft but

emphasized the continuing need for a draft.4

The findings and recommendations of the Gates Commission have

been the subject of much criticism from both civilian and military

8



personnel. Accepting its rather positive charge from the President"

L the Gates Commission approached its task in a like manner 'and pre-

Ssený-id only the most favorable, optimistic examples and situations

-z ý onsideretion. In so doing, the Commission overlooked or-mis-

interpreted some facts which otherwise could have altered the means

* of accomplishment if not the endorsement of an all-volunteer service.

This has been a primary criticism of the Commission's report, and

examples of such presentations and misinterpretations, are herein

cited.

The Commission did not have an assigr ad service force strength

upon which to base its recommendations. Therefore, it used alter-

native force strength objectives which covered the broad total range

of 2 to 3 million mrn. 5  However, this produced additional problems

fI since the inducements required for military service are directly

related to the size of the force desired. In 1966, a DOD report

indicated that the cost of sustaining an adequate all-volunteer

forca of 2.7 millio n men would be prohibitive.6 Moreover, one

study prepared for the Commission stated that the military pay

scales required for up to and including 2.5 million men ware not

the same as those required for a higher force strength. Further..

II ,that study indicated that pay scales for higher force strength_ '
i 'would be disproportionate above the 2.5 million men force strength.7

This was emphasized by the fact that an increase of .5 million men

from a 2.5 mi~kion level to 3.0 million would require an estimated

increase from $2.24 billion to 84.62 billton or 106.2% dollar

increase for a 20% man strength increase. 8  Although these facts

r9



7T r' - 7~
7777 77

are contained in the report., they are not readily appaent, ýand, as

previously mentioned, the report primarily highlights, the more

favorable 2.5 million men force-strength costs.

-In determining the future needs of-the total- officer corps, the,

Comsso -ue a 94DDsuyada197DDsuyt rsn

-epertiod 88.7 sevcand 81ere thfiereoe conpsidenppre career9 offinerg

Athoughm rtional raisaedi would havebee 1o6t valid if6 prcentag-fer

ratues.. teCommissio astatioship, 4to the 'tie ofnthe ofte career

weffcers idered the voluniteers. vi-Addiionally ficr, it did not so h

relationship of those volunteers to their incentives. For example,

Athe 1967 group~ was engaged in fighting a war, and'this war was not v

I yet the riuse or subject of large scale'dissidence amiongat the U.S.

civilian population~.

Ju~t as these psicentages were rcported in their most favor- -

able manner, so wa.j the Commimsion' s asjumption concerning the

retention rates at officers. For example, in detertnin~ing expected

retention rates o.ý. officers, the Commission statece, "at least 80

out of evevy lUO Academy graduates can be expected to remain beyond

their obligated period -,f service.1"1 1 Altho-.gh in the short term

this appears true, clos,.. examinatioiý. of academy graduate records

does not support this f rom a career standpoint. An examination of
ýEN

10
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U..Naval Academy graduate records for the classes -1949-1967 indi-

c ates that within three-years of fulfilling initial obligation ~the

class retention rate drops-to approximately 70% and rapidly

-stabilizes at 60-65% thereafter.- 2 This has been substantiated as

a valid career indicator for current USNA classes.1

Although recognizing an increasing difficulty in obtaining

officers for militar service,, the-Commission estimated that by the

T mid 1970's only 7% of all college~ graduates would be required to *~

fill the services' needs.1  The Commission. estimated that this low

percentage-rate would be due to the increased student and graduate.....

poplatonin that timne frame and not to a decreasing need by the

services. Using this( estimate, the Commission apparently, but

erroneously, discount~ed the officer procurement problem with an

increase in student A.nd graduate population.

Fortunatel~y for officer procurement, the number
of freshmen in 1975 is estimated to be 57%
above the 1965 level.15

Increased student and graduate population and a result in lower

percentage rate of gr~aduates required to fill the services' require-

ments, will ease the procurement problems surrounding quantity of

officer accessions, This easement is a result of providing-a*

larger base from which to draw accessions, Nevertheless., it should-:.

be noted that an answer to the quality of officer accession prob-.

lems will he provided only if the military services can success-

fully attract 7% of the graduates in a competitive labor market.

Even if successful in filling accession quotas, the services will

by no means be guaranteed an answer to the problems surrounding
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-.- quality of accession. This can be answered only- by* appealing to

* the desired '7%. In any case, in view oft te current upward trend

of the-student's college costas and the possible resulting leveling

or downward trend of colleg'j enrollments, the Commission's estimate

* may have been overly optimistic for both quantity and quality -

accessions.

* -The Co~mmission recommended increased utilization of-civilians.

In lieu of military manpower and stated that such increase should

be above the levels projected by DOD. 6  The Commission further

supported lateral hiring in specialtyils 1  These recommenda-

tions are not wIthout foundation and in ýI~ome situations or environ-

ments have much merit. Although such a procedure-would release

some personnel for combat training, in so doing, the services would

lose some training base in fields where skills filled by civilians

were combat rel.ýted, i.e., crash-rescue fire fighters, control tower

*operators, <4tc, Lateral hiring would prohibit training some

individuals to operate throughout the military spectrum, For

example, it would work in the case of a lawyer, but would have'

doutfu meitin the case of an aviation techniciaa required to

perform in his trade and at-the same time, required to be..prepared,

to defend. his position-against' the enemy. Both the mattera of

civiliaadization. and lateral hiring highltght a still.greater

doeficiency -in the report, i~e., the report does not toolato the

problem of'obtaiining combat troops.

T-he Commission- assuimed that the problems involved-in maintain-

ing a volunteer officer corps, iu the Armyj would be the most

12
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dif ficult of all services and that as a result anything which would
benef it Army procurement would solve the- problems. of the other

;J, 18>

services.1  This rationale was most noticeable in its reference to .

pay scales.

If the level of officer compensation is high enough
to meet Army accession requirements, it will als0
be ade uate for the Air Force,- Navy and-~Marine '

Corps

Although in matters related to pay, there possibly was not

ýanothei ttvailable method, establishing all standards of requirements

for one-service and expecting them to apply across the board to

other services is the samne as saying, "What's good for Ford is good

for General Motors." Obviously, there is a relationship between

the needs of the services, but it is not necessarily a one for one

relationship. The Commission would have been more constructive had

it prepared its report with the needs of each service coaisidered

individually. In an all-volunteer service, each of the services In

competing for personnel assets must consider their needs separately

and procure accordingly.

In-making comparisona between military and civilian pay scales,.

the Commission found that both basically equated, but the Commnission

did not consider the hours a parson was required to perform.. 0

Neither did the Commissiou adequately report fiiidinj's anid 'reccameouda-

tions in the-fringe benefits, ie. housing, -fa~mly:41lowiances,, post,

exch~ange, uddical care, etzo,

* . Xauy of -the Coimussionls assuinptionsj fidns n ecouzmanda-

13



is apparent that ,needs of the services are most often individual,.

recommendations must be reviewed from a USM4O standpoint if oneis-

to. apply them to USMO officer procurement. .

14>1
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THE :ARMED FORCES MI) THE MARINE-CORIS

SN' A VOdJNTESSfVU .....

Hitrical Sumrof.Recent Eents..i

Although the history of compulsvcy military. service extends. I
throughout the nation's past,:the 'current..syste-m Is 1i-asicaily ~.

product of the -Selective Service Act of. -14 'andsubsequent legis-

lation. In. the ivmiediate Years Pr-io~r to World War, II, the United-

States maintained an all1-volunteer service, 'After the Selective:£

S4ervice-Act of 1940 was implemented, the military services relied

upon conscription to build,.their force strength. Approximately- 15 *

months later, this act- wsrnwed. but only after ntch ýCosgresrsiou

debate. This act provided the authority for co~iseription aod

remained inl effect throughout World War, IT. It expired in March,

1947 when reintruman de~cided to avterp toreua to thw_

volunteer Beniv-C cr~ucept. 'For the,. t n ext r--., the. services'

atttirnpted4 without sucess tUllWreureet with-

* .. volunteers, u-nd Pcestide-t Trumaa req-se 's oaesto rin

* ~~StAte. the. Selective. Servic syt 1 hiwa accoc;jise tuda

rofwa conscription has. reuzaiaed inleffPect sinee tattm.

study gtoup to e~iethe adviabtillty and fe-asbility of'& vvlta-1: 1

teirk armed force. Since the- cad of- 4Wrd t; a r1,tocrpi*a5 I
'a Maus of iillicag the military services' mapoloar requriremrts

*!:as been the suhjec4t Of a*Leh debAte. Of the three MAJOr ýstudis

17 £



Iconducted in-recent years.. the Gates repr wasunique in its :sup"_

port of the feas ibil ity of a volunteer-service.'

In 1966, both the, Clark Pauel, :a- Congressioval, .all-volunteer1

service study group, and the U.S. national Advisory. Cowtission on I
Selective 'Service (?flrshall Commuission), appointed by the Prosident,

.- 1.recommended continuation of the draft. system andI recommended

J
against a volunteer service due to the inflexibility and expenseF

involved.. in the -years: following. the reports of the Clark Panelj

""ad: -the- Zarshall Cowissio,, 'the .political and ,public attitudes

concerning conscription and tha military services changed. TheI

.4.chane undoubtedly influenced President Nixon in his decision to I
'A

seek an alI-voluaceor force. By.1969, iths changeiwas basically a4

result of a growing public anti-tiilitary, anti-Vietnam sentiment

and of a.&ropwing nablic dissattsfaction with apparent.ufi rf

ipracticesr, IThese inflIuece "ýwere -such a for -able force tat

thi efct tilremain 41 :idrauce'to Cmanpoer accessions-even-'

qbg~h zany efforts and changes have. Since transpre4.L

Shr ly drss.d public sýupport is eativigr vawa
the 4Apoiver haee 6-e arwd iorcas viequire for A
"aIstence. Last yaDtnt ertr evn&
Lair. adta ~tigat keeping 'Wood e

becow "th~e nose serious problem that" w have."

Athu*W hJ the poiia-cllnate &"I&o cbii6p ortir

the military &adch draft appeared to-be the basisi for t hoe

d 610io to cedas uting the draft and Conad atlavvlattuor force,

the- Wesideat'e nnOoiacaent of kde Atnteations did not *ad the

edetoveay.Supporterxs for b th d-e volunteer i~ervice aMA tat.



conscription system remained adamant in their, pu6Ittuns. -Still W

others voiced doubt. or objections withot presenigsltoso

-support for either system..

What reasonable young man is going to give up a
*life of drtnking beer with his friends, enjoying

1-.drive-in movies'with his girl, and sleeping late
on weekends in ~rmder to volunteer for a ha.rd,
rigorous life of running 20-miles a day, standing

Uwatch half the night, crawling through jungles
and generally being miserable?.5 Reop. Paul X.
Mc"Closkey (R., Calif.)q

An all-volunteer Army makes little patriotic
iimiprt on the mor-e affluent wmabers of our
Society, and an altl-volunteer Army drawing a

'gotg rte' f py reduces an enlistmant t
'job' instead of a 'ser~vice' to our country.6

General Bruce Clak .SA ry, Rtrd

Yet, I would challenge any of' the 'proponents of
-A . a volunteer ArM- to travel to college Campuses,

a, T~ htave,, to ask for vwolunteers, Nearly all
~Aised their harts when I asked how many favored
a volunteer army, but there vere almost nonei who

* kept their ýaas up 1*01ko I asked: 'Woiuld you
.4vouneil' Son-, Edward M. X-enne-dy- (D., Hass.)

Alhuh h rum ts for and against conscrIptiott and the

* voluuteer so, vice continue, the services ±in gmnrral ~acpe

*tha volunteer concept 304 ixe aetin-i to implearnt a volunteer ser-

vtcoa. GeneralýA W. C. ntrcaChzici ot StAfii~ U.S., Army, set

the Any'Is course 1by staciu, 4 Th. Aryo tht Utee4 S"tares tat

conrttore itself to nWaing iroeAd a votntafrce wýith iza~i124-

tiou and full. ear.I Since 1951, the Armyý has &#re unawble to

fill its nanpovoar reqairc~ncos vithout. na*ortiCUB to thea draft, but

the QtrhaUr wferv4ICe have bcia tro= ltr tO LinW, draIft'mOti%;t(cd

all-%voluteer sarvizes. Nkve that the Army tocept. the all-volenectr

concept in pract ice and deed, the otherý ger-Vicesi can no longer

19



.'rely upon draft -motivated volunteers. 9

Gomparison with Canadian and British Exprene

.Acomparison of the Canadian -n rts oute evice

systems presents some beneficial suggestions concerning officer

procurement in such systems. It should be noted chat these coun-

tries do not maintain force strengths comparable to those if the

United States and that comparisons can only serve as beneficial
Sgetions vis-a-vis guides or outlines for success or fiue

For example, if Canada's Interntoa co-imnsadforce

strength were equated to its population and Lo that ot the United

'States, Canada's armed force would be 3502 larger than that

prese-urly maintained. In such cases, it would.-be unlikely that

Caaada could maintain such a f"orce in -a volunteer procurezoient

env.'rot~ent. Under such circumstances,, Canada 'a experienkce might

be enctirely dirferent,1 0

Can, a has mainraiged a stull, -highly professidnal fotce- tad

has. found that in so doing it has been neccessarty to be highly

SOlcie attracting pers-onnel who are. capable of hawdltng "the

netat5 Ald wsc Sophisticated equipment. For that calib-,. tho
forceshave o ~x ureith private industry." 1 1  As.s~edb

Cencral Fri-"rick ii. Sharp, Chief. of C1he Defensei Staff, there ared

also. retio-don probalct ns tvolvc$ in this coapet-itiov. "After we

* ~ Set through training =an~, wa ave to cawcrc uith private tndus-

try to hold h"m 4  Caaadc' u oificor piccvurecent progzra has beein

-eaivl succsflul -2 USo successS ie. wsty accriburcdA to the
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government's salary policies and the services providing professional

c!.?isa&e, and opportunities. 13 These experiences imply that the

military service must be prepared in all respects to procure and

9 retain its officers in competition with private industry.

The British have experienced increasing difficulty in attracting

qualified young career officers to the Army. In 1971, the British

equivalent of the U.S.. Military-Academy, Sandhurst, had nearly 400

Svacancies while attracting only 510 cadets. British difficulties

appear to'r silt from anti-military sentiment, British youth

* rejecting regimentation, and high physical and mental standards

Swhich cause 50% of volunteers to be rejected. Successful cases of

officer procurement-appear to be due to attractions of travel and

adventure, r;sponsibility r': a young age, comradeship (not readily

d. availtble in civilian industry)., the British military regimental

-- •,ystem'z, associationwith -family and community, educational oppor-

Stunitics, and favorable pay and allowances. The favorable pay

and allowances were an aftermath of a 1966 inadequate pay raise and

a subsequent raise which made military pay completely competitive

with private industry. 16  The British are optimistic about future

officer procurement, but this optimism is based primarily on the

government's priority attention to defense matters. 1 7

The British experiences reinforce the position stated by

Senator Barry Goldwater in his recommendations concerning a volun-

teer service.

We must make military service attractive and
profitable enough to attract volunteers with a,

21
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desire to serve their country. We no longer can
expect young man, iio matter how patriotic to
-axis; on poor pay or put up with inadequate housing
facilities. The gap is too great when measured
against benefits they would eyoy if they were--I .working outside the military.

Effects of Removing Draft Pressures

One group research conducted at the U.S. Naval War College con-.

Iluded "that many present career officers would not now be in the

service had it not been for the initial exposure to service life

-induced by the draft.'' 1 9 Such a conclusion is further supported by "

US. Marine Corps officer procurement program experience in 1942.

In February 1942, officer procurement teams began visiting college

campuses. These teams were welcomed by educators, but the students,

although friendly, were not overly responsive to the teams' efforts.

As draft pressures became more apparent to the students, the "wall

of indifference" which these teams had faced gave way. By late

1942, the procurement teams were able to acquire sufficient candi-

20dates for officer programs.

Under an all-volunteer service concept, the crucial question is

as asked by David E. Rosenbaum in a New York Times article of

February 1971. Will sufficient college men volunteer without the

influence of a draft?2 1 A 1964 DOD study concluded that 41.3% of

all officer accessions were reluctant volunteers, draft motivated

volunteers.22 This is not surprising since 80% of the total affi-

cer corps come from college sources and this source is generally

and historically motivated by the draft. 23  Student response to I
draft pressures was amply displayed within Marine Corps procurement

22
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programs in 1963-1966. In September 1963, after President Kennedy • .4

deferred married men, response to USMC commissioning programs was

"substantially reduced. In 1965, when young married men lost defer- .

ment status, requests for US1MO commissioning programs rapidly

increased. 2 4  The Army's experience in this area has been similar. --

In 1969, there was a 27% decrease in Army ROTC enrollment due in

rart to lower draft pressures. 2 5  This drop was readily recognized

by a recent Army publication which states that ROTC recruiting will

become more difficult as draft pressures decrease and that the Army

mur., compensate for this effect by advertising its officer procure-

ment programs and by recruiting minority groups. 2 6

Effects of Peer Group Pressure

A recent survey of Professors of Military Science at colleges

with NROTC indicated that there was a greater anti-military feeling

on campus than a similar survey of students indicated. This same

survey indicated that if an all-volunteer service were implemented,

the NROTC programs would be in serious trouble because of a lack of

applicants or retention of sufficient personnel within the program.

These potential shortages of personnel were attributed to the absence

of draft pressure and peer group pressure acting against the pro-
27(1

gram. 2 7  Peer group pressure has long been recognized as a strong

force in the action of students. With the current peer group pres-

sure acting against the officer procurement programs, this pressure

must be either overcome or changed if officer procurement programs

are to enjoy continued success on the campus. Basically, this

23
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pressure can be changed if the services can develop a national pride

i' the military services and successfully depict a military career

as a. desirable profession equal to careers in industry. As-expressed

by Admiral T, H. Moore, Chairrum of the Joint Chiefs of Staff, "And

above all, we must eliminate-the anti-military sentiment that

demeans the uniform and works in opposition to the goal we seek." 2 8

A recent survey at the University of Michigan indicates a basic

student lack of knowledge of the military service and this is

undoubtedly an underlying cause of the successful growth of the

anti-military sentiment on the campuses. General Westmoreland

has stated that the "American people must understand and appreciate

military service. And they must provide the encouragement that

motivates young men to choose the military service."30 This is an

assessment of the problem, but it does not provide the solution

per se. The solution must be service actuated by an educational

and advertising program which will give the public the facts with-,

out the ill effects normally associated with propaganda. Perhaps

then all services can attract volunteers because "people have pride

in the armed forces." 3 1

Another form of peur group pressure is that assocated with the

attractiveness of the military career vs the private industry

career. If the military services are to recruit sufficient officers,

then the services must be prepared to do so on a competitive basis

with industry.

Private employer6 who seek high efficiency, low .

turn over, and promotable potential have long ago

24
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I.,
discovered the advantages of competitive and '
even supercompetitive starting rates, of ration-
ally designed internal wage and salary struc resa
and of fringe benefits as retention devicesly

The military services do not have as much leeway as indusary ."

wage variations. Nevertheless, this could be accomplished partly by

lateral hiring in much the same manner. as has been done in the past

with doctors. Similarly, maximum use of early promotions would

have a retention wage variation effect such as found in industry.

Fringe benefits, normally associated with cash savings or benefits

such as medical or exchange benefits, could easily be expanded to

include educational opportunities, duty assignments, etc. For

example, if a marine officer desired assignment to Europe as a con-

dition. for remaining in service, then such assignment should be

considered as a fringe benefit. Above all, in considering the

request, it should not be considered tantamount to bribery but rather

as that officer's "price" for remainin& with the "firm". Just as in

industry, the request should be granted or denied on the basis of

that officer's value to the service, if the "'price" is right for the

potential service expected of the officer, and on the desirability

of retaining that officer's services. Although .the example may seem

jextreme, the relationship to other sindlar situations nevertheless
applies, aud the example is not unique in the experieucos of the

25



Effects on 13.S. Maine Cor sOfficer

Accessions and Retentions

Throughout the services and in research m~ateriala, one is faced

with the fait accompli of eventual im~plementation of an all-volunteer

service. At the same time, one is also faced with officers who are

still fighting the concept or who ignore the practical requirements

of preparing for the Implementation of the volunteer service. These

of ficers are in effect "tspinning wheels" and hindering progress.

The U.S. Army has officially accepted the volunteer Army as a

goal. As the only service historically dependent upon the draft,

the Army has had attention focused on the problems associated with

the Modern Volunteer Army (MVA). However, the other services are

faced with similar problems because a draft will not be present to

create draft motivated officers or draft motivated volunteers. The

Marine Corps is faced with recruiting officers in both quantity and

quality while maintaining its accession quotas and enxtrance stand-

ards.~ The Commandant of the Marine Corps, General Robert E.j

*Cushman, Jr., has stated the Corps' position and problem.

Of personnel procurement in general he forecast
J that "We'll get the numbers we need, but we must

2A have a balance with quality." To get the quality.
the Corps desires "will take concentration and
imaginative* recruiting."3

We've had a bit of trouble in officer candidate
procurement because of the lack of draft
pressure.34

V? ~ Even with draft pressure, the Harinea Corps did ttot. achieve its

officer accession quotas for 1964-1971.35 If the draft is to be

reduced to zero by July 1973* a indicated in the Secreýtary of

26
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*Defense policy statement, then the MO,.tne Corps must find means toI

counter the adverse effect that thA lack f a draft wilt have on

officer accessions. 3 6 '4.thout a-draft, the military servides will

no longer enjoy a "buyers' market" in officer procu-l..emeat ae relceried

to by Stuart H. Altman and Alan E. Fechter in their study on mini.tary

manpower procurement in the absence of a draft.3  Without a draft

pressure, it will take maximum. effort and new procurement methods

1: to achieve the set goals,

$ . 27
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Gen cLosad onW-Msanna in thijok dcto n

Hilastt htthe armed forces' of ficers must haveI

Inot onyquality traditional military attributes and skills and the

eetdqualities of character, loyalty, dedication,, patriotism3,I

and leadership,.but also technical uocpetencoe, breadth of outlook3

judgment, and wisdom. t The four m~ajor U.S. 'Nac4wwe Corps officer-

programs strive to acquire officers writh these traits'by drawing

officer accessions from the resources of the nationa college and

university graduates.

I The United States Naval Academy (USNA) program provides for

commissioning in the Marine Corps'of up to 16% of ona'i graduating.

- class. The Naval Reuserve Of ficers5 Training Corps (tIRTC-) program.

allous for coamissioning certain NROTC midshipmen (i.irtne option

situdents) upon Gadua tion. Through the ?latoou Leaders Class- pro-

in tht FW prograz are coemissionc4. The Otfic-:t CrAdidate Class

program (OCC) recrutais college graduates or persions enrollt4 iz rthe.

last year of colleg progra= termiflrtins in a aclurtedegree,

.After OEJSAl CC candidate; artevid a 12week preco=issiorttuS .

prograz and art cocnissioued upoa successful co~ileclon of the pro-j

gram. these four, prcgrass art t-xpccteo to product 65-S6-2 of the

Vtirine offhicer accessions U% *a all-voluntteer service.' The UsmA
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program has the longest affilia~tion wit11h the Carp^, dating from 1883 i
whien the first USNA graduates. were cowmissioned in the Corps, 1

Until the late 1,92.0's, commissioning of enlisted Personnel was

t Ithe method of acqu (ring the largest number-of officer accessions,

military colleges and universities with advanced'ROTC ranked second,

adthe USArankeu third. During the depressionyasoth early

.11930's, civilians were not commissioned and the USNA and n1on-

: ocuisuioned officer ranks provided the officaers of the Corps.. In I
xl1935, the PLC program commenced and was an immedtate success in its 411

-ppeal to adventuresome applicants. In 1936, 95 civilians w;ereI

covnisstoncd, followed by 136 the next year. The first officer I
anidate class convened at Quanitico, Virgtuia, in Navem ber 1940.

As previously mentioned, marine procuremenit team.- had some procure-

=ant difficulties on campuses in early 1942. These difficulties

were amplified by the fact that the ;Ary was assigned first choic~i .t

in selections frop-sc-hools with ROTC programs, the Navy had first.

ourlan at schools with NROTC, and the Hhrine Corps was conOfined in

its procutre-znt= to campuses wheore neither nOCfar NRDTC; Wis3 A .

oatAbliuhed.V <'
os 1946, -.4th the reduzction of th. Corps' tosce strcngtb, thea

Acaduty uvs the prime contr] bucor to oificeracsn'e Although. q

NROIC uran tiaking socka contributionsg, the -results Were gene-rally

di~ppoiotttrg. T1he PtC prograz started makir4 eigntiicanc voncribu- I

~toas in 19442 and currenitly accou'nt, fot Sbi of the total41 acces-

i&on.;" This rprogiam is plattned to produce 5&Z. of the future 8tJuwa1

ac Ce-icceSlnsŽ C
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United States 'Nav~alAcadeLE:• •.,"

..- :!The Naval Academy and. NPOTC programs combined currently produce. ..

! 12% of the Corps' officer accession. This is expected to increase to ".:•

ii20%-in the near future. During 1970 and 1971, the .1cademy graduated >""-

S@ ~~103 and 117 officers who were com-issioned in the Marine Corps. o

I.:.

TheUe represented 12.3% and 12S8t respectively of the graduaNing

claTsses of 1970 and 1971. T Currently, 120 midshnpmen are schndued

2to be graduated and commissioer d in the Corps in June t972n These to

120 midshipean represent 13% of the clas1 of 1972 ad 1re, 3% Aedm ga

#6
13than dhe 16 authorized w o be comnissioned in the Corpi. Over the

.years, the number annually commissioned ha-A increased as has the .

-,,;- percentage of the graduating class, i.e., -he 35 commissioned in

19T-6 represented 4.671 of the graduatnigg class.

classes of 1970 and 1971.pmCurrentlyt 120fmidshipmendarelschedule

120but tdhis do resn' sent m13t of thec are cfe1ri9.s72a Alrhough l

ath n the 1 aorize trom be Coasses 1958-196in the Corps. re thet --

e61a5r. theatn-urthy ans uhal ct ilasse-d 1062, 1963, hnd 196a havt

perice tgorps dthgInr•dutintgon rctl a ofi th 51 and bi

1946 m rpented a 4sfo.6Z n:." ae of thosreuain class.7 'irettl %

bth•i•s-doe, s- not "•c acted t t sarplo thosa of the astf i theough
var a lo ne progrd.es foresie•d US ich would indicate future iscrasthih s.1

ates in thie Corps. 9u~ foro the Class-es 70,87196, Ithe Corp rwetrin

,,5ild.12 Inrwhv is a tof the Class of 1962, 96re are 28 vlcanha ea.

33-th cdm r otepccdt"urastoeo heps n hr

aro e pors oe-,n hc wud n"ct utriceae2

k Crn op uta o eCass7, 1 n 2wr o

(ildZ ! h aeo h ls o 92 tr r 8vcn:s



Midshipmen are exposed to the Marine Corps as a service during.

ashort period of their Seeond Class Summer Cruise (suzmuar prior to

comm~encemnt of second class, junior year). At this tim~e, midehipman

visit the Basic School at Quantico. This visit misrepresents the

Corps because the Basic School is essentially an academic, training

enviroinment vis-a-vis aa operational environment. As such, the

midship- form false conclusions concerning the Corps as compared

with the Navy. Currently, the Navy desires to cancel the Quantico

visit and substitute a midshinmen amphibious landing exercise-at .

Little Creek, Virginia. Marine Corps officers at the Academy feel

that training and exposure with the Seconl ?4arine Division and the

Second Marine Aircraft 'king at Camp LeJeune, Cherry Point, and HCALP

Bague Fileld, N. C. would be mor appropriaue.1

This year's service selection zt the USNLA had one highly

successful Marine Corps' factor. Eight of the twelve black mid-

shipmen in the Clasa elected to be comissioned in the Corps. The ir

motivation appears to be based on a desire to e~xlate an outstanding

black marine of fi"er currently stationed at the Acade~ay. 1this

reflects4 highly on the Corps atid t-he officer coucerned, but vx

mre- r vt 1dighlights a motivational Lfac tor too ou tou ove r ýoked. It

is nocessary to havtt =dalipmen (or any other potential offic",r).

&S-i4ýiat with tftandi8 'Officers Uilo= they W41 t Qttampt to

L=Iao.15Sow~ mid-shlixn at this -ast Year's suwaar troivoý vmre

astociatod tzith see* %ariuze lunior officers %t~io allegedly display.-

Ia ck of ,o-~r or job motivation. As a result, the t.¶dshipen-

WeT-re adversely a~feczed by the Corps' repeentatives.~ 1ROA or
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unreal, such adverse displays are often the one factor making-the.

difference in service selection.Ii
The Marine Corps' pulling out of Vietnam has had aýgood effect -1

on th3 midshipmen's opinions of the Corps, but this has been counter- I
balanced by a lack of attraction to a peacetime Corps. Midshipme, . L,,;
indicate a distaste for Corps' options for duty, peacetime Marine-_

Corps training, and their view of a spartan marine family life. -_

This correlates with a recent Army study of ojun.or -.. fficer attitude-. "

which indicated that family life and personal comforts zank ve..y

high amongst college graduates. 18

The Marine officer interviewed at the Academy stated-that mid-

shipmen highly approve of the Corps' approach to recruiting, i.e.,

"a few good men," but that they don't feL that the Corps tells all
the facts in its recruiting or procurement programs. This corre-

sponds to a similar statement made to the author by some officer

procurement personnel. When asked what the response of college

students was to Marine Corps recruiting and procurement, they stated:I

that advertising programs made marines glad to be marines, but that

20it had little effect on officer procurement, The fact most

-• effective in officer procurement appears to be the example of an

.•., ,. individual marine whom one desires to emulate.

The Navy surface line is a major competitor for the type of .

midshipmen who have historically selected the Corps. Navy line is

currently assigning only the most outstanding junior officers to

the Academy and their example is noteworthy. Again, it is a matter

of emulation. Academy officials are assisting Marine Corps officers

3 AAA



in their procurement program and both are working jointly to insure

: retention in-the-Naval Service-rather than accession into a particu-

lar service. 1

IThere is evidence-that the Corps'as a whole is not pushing the
IAcAdemy as an -officer ac~ces6-io? prga. in a class of -1,319 members,

the' Class. of A-94."5 Aas only 217 ýmb el~th -prior association with;

..the -.Corps, Via fami ly and only 2-`membrs witW prior active duty'

eni~isted USMC Aervit5e. .This comparei wih 69 ass c ,... by familly K.wi~ ~~erservices ad 113 wiLth prion active: duty aysri&o

4Naval Reservea act.'"atv dury. e Terising tnass of 1976-4ap-ears ta' be
-tn similar shape.. The- NaL Academy,- .reparty ScolLs3mxn

-students preprg --rthe Class (,-f 1976 as compared ;~th18Nv

studentg.- -Upon irdtial entry into -the, school: thera:-:were. 5 marines

1<as -Ctmpared wiuh 248 n;avy peroonnel. There were approximately 8,

stuens wo er -muediate relatives-of mar-iues'.2  -It is-apparent

that-the orsadMarines in gene-ral must encourage attenxdance at

the.-Academy as an officer propgram if- the Corpt-i to- receive, full

njbenefit from this officer source. This is a direct procurement

method within control of the Corps. An indirect method is the time.

honored one of individual marines seeking ovitstanding-young men,

military and civilian, and encouraging them to apply for entrance

to the Academy as both a means to an education and a career. ManyV

such young men if ultimately graduated from the Academy will

undoubtedly return to the Corps in their efforts to emulate their

"sponsor". As stated by the senior marine representative at the

Academy, "Just having a few more confirmed Marines in the brigade
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would help immeasurably." 2 3

Naval Reserve Officer TrainingCorps.

4During FY 70 and FY 71, NROTC (marine option) produced less than

*50% of the authorized officer accession quota assigned. Similarly,

although projected to have some iMeU14ue large increases in produc-

Ition,.the program `.s not anticipated to produce 100% of its assigned

quota in the foreseeable future. Retention rates for the regular.

NROTC program (scholarship) averaged 30% for year groups 58-64.

~~:.Contract NROTC (nonscholarship) retention rates averaged 16.3% for

the same period. -It is noteworthy that contract retention rates

* increased for year groups 62 3,nd 64. Nayfinancial costs of

hthe scholarship pro~gram compared to the nonacholarship program, are

$12,841 per'graduate to $5,703 per graduate. on a dollar vs reten-

- tion rate basis, the contract program produces the most. for the

*Money. By comparison, the Academy costs per graduate are $42,239,

1da~kin -it by far the most expensive of all programs..

In the past, M!arine option NROTC midshipmen basically followed

the~ standard NROTC program. Their attendance at a 6 week training

course at Quantico during their final college summer was -the only

difference in the program. In 1972, the Corns star-ted cha1ring

responsibility for recruiting personnel for the NRQTC program. As

a result, marine option students are identified during their first

college year instead of their third year. in the future, the NROTC

program quota and the Naval Academy quota will combine to form 20%

of the Corps' annual officer accessions.24 Because of the monetary
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advantages received by the NEOTC midshipmen, the zero draft is not
expected to have much influence on the NROTC program.. In fact, even

though the NROTC projections do not forecast the USMC officer

"accession quotas to be filled by 1976, the quota is expected to be

92% filled in 1976 as compared with 43.5% in 1971.25 The primary

reasons for this increase are credited to increased Marine Corps'

activity in recruiting its own NROTC students and to the increasing

financial advantages of the scholarship as college tuitions increase.
iji As in the case of the USNA program, the individual marine can be a

major recruiting factor by seeking young men who are likely prospects

for the NROTC program. In this respect, every marine, officer or

enlisted, is a recruiter. The prospects for this program's success

A appear to be excellent.

Officer Candidate Course

The Officer Candidate Course (0Cv) in the recent-past has.een .
S. .the highest producer. of officer accessions (37%). It is-a highly • 1.-

it . draft motivated program and shows much less potential in an all-

volunteer en.vironment. .-As a rerult, the Corps plans to acquire

on-10% of its fuOture atficers ftom this source,. The 0CC program .

is ove of the-least- e•xpensive, but i-t also has the6 lowest-retention .

rate. The program i-s divided iuito thltei elokmets, .-f.ic.r"nd.t J
ours-.--0e -D(for teo neiaI -grPu;r -ofi-cers); Aviation Offic&Cudtdate f .I

---- A•t •W ), C.: ,:: -: 1(A- ..-, - ud -a 4 .- F ..igh : . ff lc& . (f. -l). Zaed . wh • a: ... - ",sucessf ýOllycc pet t!w 12 ueakks preco6miwniaiotin ira t,

qu"ntiao axe-asioned and- '.uaja- d fotr £urth]",-tr-aing. QoduM-.

.. -,-•:. . . .'- . .. ., .•'- ., -•-.-S.........-• , - . : :. .- -, -/ <% . - .- . .. .. . . . . . . . ...... . ... ,•• ., . ...

C! -. . . ..... ._ . .:.. •
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officers attend the 26 week Basic School at Quantico; the AOC gradu-,

*ates are assigned as student naval aviators to flight training at.

Pensacola, Florida; and the NFO graduates attend Naval.Fih

Officer training courses at Pensacola and Glynco, Georgia,

Y. The advantages of the 0CC program are low costs per officer,

responsiveness in a high draft environment to the Corps' needs in a

* short lead time, and ease of expansion under mobilization conditions.

The primary disadvantage is that the program is directly related to

draft pressures and that it is not expected to produce accessions in

an all-volunteer environment in quantities proportionate to its past

draft motivated history. 6

Officer procurement in an all-volunteer environment will requireI

imagination and competitive recruiting. The AOC program meets these

prerequisites with its branch program, Aviation Officer Candidate

(Scholarshi ps) program. This program is the same as the 0CC or AOC

program ez~cept that the enitrance age is reduced to a maximum of 24.,

Educcation requiirements are reduced from b~eing a college gra-duate to

posaeasing+ the equivalant. -of 60 semester hours, with at least a 2,0

daerage on a 4.0 grade scale. Servica. "_Iigation for the successful

-graduate of thL, progrnu is Ik½ years af ter.cmlto of light

-rinn.At the eud,ý of Lutial obligation, individuAls may elect

reoa Irom active duty or. requast. .assipinmet to the -Collg flgrise

p -ogram. Inividuals asigned to thre (0o1o Dgo ~I~~~Pogram

acquire aa additiona- 3 yerar obligatio-t if the dogre-a is 4z-arued iu

lewst t!uen itcni~h aad an, ýdditidfiaI 4 yer obligatio if the degMe

it. eam ed U. 12-21 iwnt*hs. The prosra It-As -in o0bvidtw appe~l to
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candiates who are primarlly interested: in flying. 27

i Dr. Kingman Brewster,-Jr., President of Yale, in. the April 1970 -

issue of Current, proposes an allowed break in one's formal college

education .and an easy reentry into the educational system at-a later I
time. This educational break would allow the college student to j

I "approach his final undergraduate education with a realization of its

•1 value to him as an individual rather than as a forced academic con-

sumption required as an end product of an academic commitment. 2 A
program such as the AOX (Scholarship) would compliment the recommeuda-

tion of Dr. Brewster.

A similar program for ground officers which does not require a

college degree, has been formulated by Headquarters MIrine Corps

and is currently being keld in reserve :n case it is required to

increase officer accessions. A procurement officer at Headquarters i
Marine Corps stated to the author that Marine Corps procurement - I

_ personnel have been warned that this progra; may be necessary within I
the coming year and that procurement personnel should take steps to

jprepare for its implementation. ..I'e idea of a ground officer comn-j

I? missionin& program such as ,AC (Scholarship) has merit. An 0CC i

(Scholarship) tould offer y.-outng men not interested in aviation an
ti', .heprora taoling...-oliatoy taiaC

_. opportunity for conissionang without graduating from college. At

the same t hprog*1., <t,-olvin longer obligatory darvice-,. .

-- uld c-cd to reinforce the individual's careerm otivation.

" Sim-ltrly, the Corps vould hav an opportuaity to evaluate the .

individual's Potential fot higher rank and rtpxosibi•tity prior to

investing larger su=s oi govesrnmnt =mney in his e~ducation. 2 9  i

*. . - .40
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f.In both an ADO (Scholarship) and:A potential 000 (cholarship)

program, a need exists for the advertiscments and contracts.

involving the programs to be exact in every dti.Cretavr

tising prepared for-the ADO (Scholare,*hip) p:;n tends to be mls- a

leading and-could lead an applicant-co ¼Z-'-eve -that acceptance asI

an ADO (Scholarship) candidate is iantamjutnt to ultimate assignment}

to the College Degree Program. tA. eadquai tere Mtarine Corps pro-
;L I

2curement officer has stated that final acceptance into the College

kjDegree Program is dependent up: -it the. indiv. dua1 of ficer'-s -applying .*

for the program, .the officer-,. perfcrwane. supporting assignmeat to

the College Degree Prograv4, and Ueadquarters Marine Corps' approval

of the request. 3 0  In thta case, !:he migleadiing advertisement couldI

resul t in a dissatisfied. ufficer who, denied-his request for. the,-

Collage Degree Program, attemp L 0 di ýscredit the ADO (Scholarship)

on a basis of false ih.ormatioa being supplied to candidates.a

-Presentation of all the. face- in this case Is in keepiag u'ich

previous cormenits c-.uacernia-g the Corps' advetising progra. .

VIataan 1,ezders Clas~ s dideinofu

I '~~~~~The Piuazoon- Leadears 01a~rs -program (Myi s ihCY ~t Eu

programs, oiipi, navral aviation, naval flight officer, andlw

a) a ThePL prog-rAm provideo 1Ac of the- anual officer- a"e 3Io4

Hiduatr flAdn Cor;t plans for this :to inraeto 58% in the

ruturia. Thlis increaseGc is necessary because of the lack of draftt

Qwtivation in .4z all-Volunteer envirorxzant and a r-s-atiriu d~ort.

to pl-m:acoe nr reliability on programs less affected by the draft?ý2
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In order to* attract more PLC candidates the Corps requested

legislation, for monthly subsistence payments to students in theI

PLC p!'a8ram. Subsequently, this legislation passed as PL 92-172,*.V

~dthe payment of,$100 monthly'is authorized for a max$isMi of 3000.A

During the time frame 1958-1964, the PLC program had an average

retention rate of 62.57. for regular of ficers and 23.7% for-reserveIof ficers. At a cost of $8,414 per covnijssiocee, tbS.s is ky far theA

best buy for the money. of- all-the procurement prOgrams. These. . :Kj

costs will increase since subsistence pay is now authekd iz ut

the program is still expected to return the best dividends for, the

money spent.34:
':1 1

jCol'lege students cnrollzdl full-time in a regionally accredited

jinstitution may apply for the PLC program. Students must be less I

S ~thea 28 years of age 1wten conbissionod (ground/flaw); less thaz 26 ..

(naaval aviator); less than 27 (t4?0) and must wtiintain an. overall

C"Q, average itiile in collt~ge. Rtistorically, 95t of Liqualified

applicants have. been selected for the program.. -
PLr.sonnel tielected accrue lougevity forv pay. pu ses f tO the

date acceptod into the "progrtam. Thore is no ea-caspus traiuing f

Iinvolved in the pwrogram and unleas accepting zobsist-eucc pay, Uhich I
is -optioaual, the~re is no obligation Until cnmmisstoued. Oncd coat-jF i~sioned, tho individual acquires a.3 year active duty obligatton -A.

ifa'goudofficer, ýyears af ter fU ttvkigifanvl

:vtator,&and 3years after aviation trtiiw'g If : NM. 35if1 42LF



duty obligation for each part or whole. school year-Ldariug which

fin-ancial: assistance is received;. for a maximum obligation -of 5

months. It. an indiv idual receiving subsistence. fails'to. be cor-.T4

Students assigned to the PLCrogram attend two six week

summer training sessions ifenrolled as freshmen or sophonnres.

F!If enrolled as juniors, students attend one ten week training see-

sion.. After coonissioning, officers in ground., a-viation, and SEQ

commissioning. Officers selecting the law program are cotmissioned

adaeguaranteed a delay for active-duty uhile obtaining a law-

The PLC program receives a major parr of the attention given,

to Mar~ne Corps officer procurement. As, a result, procurewautI

-problems are more readily apparen when oxie reviews the I3LC program-

it ~than other progra=.. kHost of the problems relaited hereint apply
gqually to other programs And are cited tinder tke PLC program

tecause ithe problems were surfaced %;Uie- reviewing the PIC .prearaa. . I
fleLmj1tion L-f PL candidates is a problam if they are not

obligated by rxceiviug sub4*4-,tonco pay. Ini-tially, it, appeard w-

that 'many studeats waald rc-tuse- subsistncne- -pay rather £h~n acqtiro

anoliaiaq- vt hQ aucinof the draft p-dvr*,there -
pat acccted swisisteaco and acquire-d anobligat.o io f this ..
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Itrend continues, it nmay be the first indication that the.PLC pro- I
S..am will be able to rapidly fill its ranks and.fill the assigned

"j -. . officer accession quotas. it i.s too early to asume this, but by '

lP 74 as the effects of these accessions are realized in the active

duty forces, a positive trend should be established for future

planning.38 t ir ci ho

As another retention incentive, the Marine Corps has started

Ia civilian pilot tann rga ncnucinwt h LCpo
gram. Under this program, the Corps will pay for pre solo instruc- .

tion without obligation to the student. If the student d•sires to I.
continue flying beyond solo, he can .continuue training until earning

a private pilot's certificate. Beyond pre solo, the student sst

agree to accept a couission with a 3 year obligation and if he

does not complete the PLC program, he mast agree to serve on active

duty for 2 years in an en!lted status. 39

One of tWhe ajor officer procurement probles invo•l•e the

?I: anti-wilitary attitude on college cazmpuses. 1i longer act .. :

-I .gression, this attitude r•nitests itself in Passive hosttlity aud

:the resultinug- dverse pe"r group pressre. To cou-thi. ade rs e

pooer group pressure, procurnaeit tea=s have resor~t-e to indirect ..

ap "-,-s 1 4heir efforts. to coutact potential 'its. For

wofV1Apie t~azs &re- rarely allotted to open booths or poue~~

Offices In priw vi•sibility pa-itions on cam..r T -foro, Sly Way

teaMs Uw use Maizing aists to iuittialy advise stiudnts ofa c-are-er

oNnortunities and proSrQ- avaf-abl_.40

Sowa procurcmt •e.• use educators or pr ianet civilio.as .



2with past Marine Corps association in locating potential candidates

Aor in influencing Student.i in their d4eciswus," sowea teams have

arranged to receive-lists of personnel who'have applied for other

programs, who were fully qualified, but whio we're not accepted for

3their first choice program, i.e., USNA. but not accepted due to

1quota filled. These lists are then used to provic~e the names ofI

potential candidates who have expressed a desire for military

I asociations, and'ut possess known'de-sirable qualifications. 4 2  All

I ~ ~procurement personnel interviewed-exKpressed a desire for such 'lsts '
to be released from Headquarters M{arine Corps or higher level and

for such lists to include perionnel who had applied for USNA,

USM-A, USAFA, USCCA, NROTC, atc. ýa-sically, the procurement officer

illfaces a problem of "!beatinag the bushes" for qualified, desir~able

candidates. In "be-ating the bus-hes," ho utue his imaginatio

aud initiative but ho needs all, the help and ideas he can, get fro

I eroneintorvtewed indicated that the V1isionu

staidadsfor the r-C aud 0C-C prograzz should bt: thesa.

ReAlizing the requiremkint to isuaýre that an individual meets- an

accep~table stazndard at. the ttnk, of ~oaaissionir4, it wra recoin-

nended that th,- -PLC' program lo#.vr its vision reu~uir~ancus fro

the present Lu/tOO0 cor.rect-ible to 2,0i2O to the 0CC program reqtiira-

WtOf 20/2Z0O correctable- to 20120. As a,, adj unction to thisj

- - reco-ndfation, it vas further rctcomcaiod that personas havin-g

Los* than 20/1W0 correctable to 20/2-0, but not tass thaa 20/200

correctabhle to -20/210, be accepted, with the proviso chat at titz oft

45
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cinissioning at least 20/200 correctable. to 20/20 will be required. .

*1Any persoti uwhse vision is reduced before cocmmissioning below4

20/200 correctable W W',2O would be dropped from the program with- -;

out obligation unless receiving subsistence pay. If receiving

Lsubsistence pay, the normal rules which apply if not comnissioned

if • would be effective."

The Navy- provides aircraft for orientation flights for poten-

tial naval aviation candidates, but some Marine Corps procurement

S.personnel have been unable to get an :equitable use of these air-

craft.. It was recomcended that Officer Service Selection Officers

have an aircraft on call within certain time frames or by reserva-

tion. This-will facilitate timely processing potential aviation

candidates while their interest is at its =-ziim Whaen possible, .

Marine naval aviators assigned to tbhe College Degree Program could -

be used to fly these aimreraft since they would be able to establishI 4
*2 both a ruLiiary and student rapport. In any event, the- officer •

conducting the orientatton flight should be highly selected both

for aviation skill and as a Marine Corps re;pres-atativ 4 ",

Of ficer, procure*-tnr personnel s-hould be. acutely aware of theSjob an labor -,arko.s in idut. ty. In d wroluatar strliCtý., the t.

17 ili!#rv servico-i are compoting on an op4en labor 2areke-t for the i
boat possible talent. 'Officer prucurewnt officers avra-j

filling qw-.4s but are insuring die future. of the Corps. tu so

doing, thu., wst bue ca-pabI c " of tching iindstrial personnel

recruiters in their efforts. Harines assign•d to procurenant duty

=st be dedicateod c-rcdr marints *e are represwnative of th.

• . *. .
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Corps' finest and who create the image that students desire to

emulate. One interviewee told the author that he knew" 3 black j --

officer selection officers who intend to resign from the service. .

When the Corps is in an all-out effort to procure officers, and

especially talented black officers, it cannot afford the luxury of
I: .

displaying offtcers who are resigning from the service, and again

especially black officers.

There appears to be a need to appeal to the high school age

. group. Some procuremeut personnel felt that, while izmediate I

dividends would not be seen, the long term gains would make-an
advertising campaign aimed at that age group worthwhile.4 6  This

will become even nore important as the PLC program starts recruiting

high school graduates prior to college entrance.4 7

. M~ost procurement personnel interviewed agreed that the biggest

need 1-n the procurement program today is to present a chal lenge of

a career to the young college student or graduate. If this is

accomplished, the procure-mnt progra iAll have a better Chance of

achieving their-goals ard the accassion programs ttill have- topIquaility caaudidatcs to train for. toc.4wrow'a Corps.

.,
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CHAPTER V

LESSONS LEARNED BY ARMY ROTC

Despite apparent student and faculty dissidents on the

campuses, the U.S. Army has maintained an excellent rapport with

most of the colleges which have ROTC units on campus. This rapport

is largely a result of the work of the U.S. Army and the Army

Advisory Panel on ROTC Affairs.

This Advisory Panel is composed ýf distinguished educators .

and citizens who represent a wide cross-section of the nation and N

who are closely attuned to the country's political, economic, and

educational moods. Others completing the membership of the Panel

are military representatives from various Army commands and ROTC

cadets from representative colleges of the nation. The Panel

normally meets biannually to discuss problems related to the Army

ROTC program and to seek conclusions and recommendations concerning

these problems. In so doing, the Panel has been most effective,

and the implementation of many of its recommendations has assisted

the Army ROIC Program through some most difficult times in recent

years.

At times when the ROTC program has been under attack from many

sides, the Panel has maintained its perspective and has not been

diverted from its task of making ROTC a creditable officer accession

program which is challenging to the cadet and which meets the

requirements of the academic community. I
51
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~44,

Student and faculty dissidents being a transitory .. .

A phenomena, should not have any"effect or influ- '
ence on any new curriculum concepts or policies. 1

One.of the most.innovative ideas to come from this Panel has.

been the Track C program., This program incorporates the academic

requirements of the university with .the needs of the Army. Basi-

cally, the program drops a large portion of the'previous'ROTC non-

academic activities from the campus and reserves such activities . . -. '..

for sun•mer training, camps, i.e., basic training ccurses, drills,

• etc. In place of. these activities, cadets.substitute aca4jemic; ],:.

.. courses which compliment their development as officers. For

example, courses may be taken in the Political Science or History

Department. Similarly, the Military Science Department presents

courses which are qualified for academic credit and which are

available to all students of the university. At Loyola of Chicago,

the Department offers freshmen 2 semesters of "World Military

History" and sophomores courses in "Foundations of National Power"

. or "National Security Problems.'" 2 The courses provide an excellent,

exchange of ideas between the military, cadets' and regular stu-

* dents and have developed a better understanding amougSt all groups.

Realizing the necessity t9 improve the academic image of the

Army officer and instructor, the Army assigns personnel with a

minimum of a masters degree in Political Science or History to the

"Track C program, These instructors are used in a cross exchange

with the Political Science and History Departments, and as a•I

result, expose cadets and other students alike to the Army, thereby

increasing mutual understanding of each other. Tb" program at
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Loyola ha-been highly 'sucessful s- a a' ---eabyth 1eKy1

* Nati-oual Honor Fraternity, LoyolaChapter, presenting to: the-I

Professo~r of Military Science thteir annual honorary aw~rd,

Ile has transformed the military science depart-
w~ent into a truly academic effort making Loyola'
a model for other scluools' military science

*departments. The initiation of the 'Option C'
program exemplifies the qualities of academic
excellence and personal integrity needed of our~
future Army officers.

Another Army ROTC innovation helping the procurement of Ptu-

..dents for the program involves using a selected miialing-list which

is obtained through arrangements with the American College TestingI

Program, In a recent year, over 300,.000 letters were ser~t toi

parents of students explaining the ROTC program and the financial

and career advantages available to ROTC cadets. 6  With the rising

costs of college educations., this program is expected to have.

excellent results.

These are just a few examples of new ideas which have proved

successful for Array RonC. Perhaps-the most imaginative and innova-

tive of all is the formation of the Army Advisory Panel on T

affairs, It displays an Ar~my interest in improving its image,

maintaining a rapport with the academic world, and a williagne",

V.to experiment i.n searching for new ways to improve the Arw'i I
Officer Corps.
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*16 Army,-.ROTC- NovL-Dec 1969, p. 1.

2. George A..Joulwan, major USA, "ROTC an.Acaedemc Fus"91J iltttayRview- (January 1971), 44,ý

if3. m~id, p.44-45..

4. Ibid5 p. 46. .p

5.- Ibid.

6. Army,.ROTC X-ev-Dec 1969, p., 7.1
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CffAPTERM V1

Regardless'of the type of procurement system I
used, the officer corps is a crucial element
"in the effectivenesis of any military establish- j
meat. -An -all-volunteer armed focekiat attract
"an adequate supply of officers from the limited
number of-individuals in the population who
possess the necessary leadership qualities and I

. Itvat i Gates- Comaission

General Conclusions

Despite all the criticisms which-one might use against the

Gates Commission-report, the report nevertheless ideutifies the

problem areas. However, the Commission's optimism and often -

resulting false assumptions cloud the issues involved in these

problems. Similarly, -the emotionalism ahd pessimistic arguments.

voiced by the Commission's opponents equally confuse the issues

"and problems. It is time for both sources of confusion to czase -

'their ineffective criticisms; and. it is tit,*- for all services and{

service t4mhers to recogaire that the impleaimtatiou of the all-

Jvolunteer 'force is close at head. !f ! tf4'r: L.3

be about their busiunss in prepari•g for 4 all-volunteer iorce, -

This preparatio. vuzst be accomplished in a pragmatic Manner,

I iiS'recognizing. the pto)blz a-rea and ivaue,- =d rakig- positive steps ..

xin i t-s -preparation for an all-volunteer "rvice, thKa Hari 1 •
Corps t•st recognize its p.-ocurcant problems- and cas take Actiw I

steps to correct rhc=. Unlike the experience of the Art•-, the
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.1: .

- I Marine Corps in general does not have awlerevclopoiino

suprt -for- -the -all-volnersvie Te -corps isw faced 'withA

ptentially greater prbeignorance'o apathy: -related to :the-j

-wconpt -and effects*.of an. all-oute -service, This:ignorane or

. apathy is not located-at Headquarters Marine Corps but 'rathe~r &muog

-the offictcs -of the CArps. To counteract this, the Marine Corpsj eeds to conduct-a low key educational program tihich-will'apprise

ýall Officers of their responsibilities in maintaining acceptab-leI

officer accessions ndretentions in an all-ývolunteer serviceJI As ýthe Marine Oraapooes the. effects of iser rat
Icompetition for. quautity and qulity accesaiou will becow

>v .increasingly difficult.. Personnel policies should Lsodesigned :toj

-meet this problem wallI in advancea of its. occurrence. Procduremnt

a Olicies should he designed to meet the diminishing "buyerS market"

I by the Corps' seeking the I"sellers price".* This does aet ma

j atl.,6 the- dezands of any, 4Ad every candidatt., bwtt rather adopting.I

a retliaic aproah inr~ee~ug he cmpeition froma otia evcs.f,

as vell as Irdw Industry.11 ~Every of titer. is. a -poten"tial racruiter. As evtdeuca- by theI

uccessioa n sr= a 1*tter jbcould bdoeby th entirte op

It -procuring vorsonuel for the acceSion progirams a o h

sttooge~t wrivadocal £actor- 'in procurenoclt re~ans tha t of thse
candidates desire to ewalate, another. Ever-y officer shoufld bad

~ ofhis responsibilities for procuring of ficers ior the- Corps

and tha.t by his exn~lv and efforts the Corps %Ui1 succeed or fail.
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.7. t

The college cmpuses ha ill continu t prvide tiea betore sIpu

Of:uality, officer accessions. The Corps should m imie o its

ef forts iA thisareas aOfficers tasigdue to-procurement duty should I
student population,sufficiet officers shouldassigned to

4.4 guaranteemx exposure to students and to the public.

The Marine Corps has to maintain a favorable .image before the

public, s and inofficer procurey and~ d P-aession R programs before

he, sudenots bnecessr o uassigned ptocurement or-officer accession .

progamsmus beabl to oldther om i~anacademic eruvtronmeontL

and should have a minimum of a college degree or preferably a

mas ters degree. Officers should be atssigned to this duty on aI

basis of their displayed academic ability as well as on their mili- -

tary officer qualifications.
In an effort to establish a rapport. with the academic com-I

mu yi theruine Corps should consider ostablishing~a board or

would not be nvecessar~y tor such a panel to maet as- oftea as the-i

allov the Corp? to keep the nation's tducators apprtsed of the Corps'

g.es. At the sam time the Crps cold be kept t...a -War. Of .the

':.. probleMs on cazpus. Similarly, the Na vy ana Marine Corps shou !d "

$ .study t-he ArysTrAck C pro-cam to determine if nuch a ptegrýn

could bW used in the naval $Service prograas,. i.e, NRDZ-CS

The Publicity cazpagns of. the Maripa Corps are effective in

establishing public attitudes toArdb the Corps. The Corps should
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. O its.... ntavetsU.o

0. W . .. e=

f ontinua: it-is: noffier t procue~mont advertisin o andve offsement:s4o:

successful., s'atisfied marine of Uicer.. Young., outstanding,' rleet._IWaine: force. officers,* -in compAn of of ficer Selection .Officers,

periodically visiting campuses and programs from which they grada-.

ated would greatly, a-sist in spreading te wr a eeta n

vadvrtisiugcapin

Procureimet personnel are re stricted by qualification stand-s

a).ds which, are not unform throughout the various Programs. 'Qual-

fication Standards need to be reviewed periodically to determine

-thir ontnue aplicbilty.This is particularly& true inth

case of the vision qualification standards of the PLC and 0CC pro-

"PSNA-and NR&TC Assoýciated Gouclusims

The Mvl-ac~iadNOC programms provide excellent sources{

Corp, oly te Crps'outt~mug o-I b%--assigned to

Maie o• t odc 1mvier.uiisPom V toil the

taia-siIo outotautiug young men 4wt night qualify fE.or admission to

the Admyor NRDTC.

56*



AA
Te0Cprogram provides a source of officers to fill, those-

quotas not otherwise -fill~ed, This- program should not. be -assigned
1* *a fixed quota of 10%,0 butv n4ther the quota should be a~lcnd to'

fla4ih..'ed fte op.Sne h rga~hsoial

has produced. those least n~ttvated for a career, this program

should not be pushed excessively, thereby allowing Officer Selec-

t ition Officers more tizr to-concentrate on the biggest prod-ucer,-

PLC. Rowever, an 0CC (Scholarship) program needs to be implemented

I as additional incentive whzen the 0CC program is required. 1
PLC Associated Conclusions ..

The PLC program should be the m~ainstay of the Marine CorpsI§
officer accession programs. Properly supervised, it can produceI

both quantity and T.aity. Slthiough the PLC program is.t-

sc -aship program as such, the ziMUo~ Corps should initiate activ

FAadvertisiug Qt the ?WC program concenatrat-Ing oa the $100 monthly. I
subsi-stentce; pay, the civtlian pilot training afforded,.aad the

lonsevity- accrud 'whtle in the PLC prosram, thereby. iacretasina

earniag po'.'er by approxituitely $20,000 ovra 20 year c0=14ssionedj

period. AllA of thzese f#4iaors add up to one of thd nilUfttarv sOervices'

at~s attriactive progcaw, either scholarship or noc-sholarship. .I

The harit-n Corpa will hav,.e au advntateýe in pweparring for offt-

'cer Proclarecent in an all-wvuauteoar service. AS a st~all elited unit

with a proud history, it has in appeal to the-se only satisified With
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bei-g a part.of 9 a few good men At the same time,, the. Corps can j
be selectlxea in its procurement since its requirexmnts are small.

ten compared. with those of other services.- Howeverif the Corps

remains-satisfied with just these advantages and relies upon themI

to produce its officer accessions, then it is-only a matter of tive.

until the Corps will not be able to procure or retain a sufficient

quantity or quality of officexrs. This appeal of the Corps must be

continually revitalized; it must remain active.

TIUAS Ta. GRIFN, ill.

I•I

LTC UM
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