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ABSTRACT

The trend toward increased quality of military recruits over the
past decade is projected to continue into the 1990s. The effect of this
trend, combined with the planned force drawdown, may limit oppor-
tunities for the nation’s disadvantaged youth to serve in the military. A
policy analysis was conducted using five previous studies of Project
100,000 to determine the feasibility of recruiting disadvantaged youth
for military service. Project 100,000 (1966-1971) relaxed the mili-
tary’s entrance standards so that a large number of individuals who
would have otherwise been disqualided could serve. The five previous
studies were beset by numerous methodological weaknesses and pro-
duced conflicting results. Consequently, no definitive conciusion could
be drawn regarding the merits of recruiting disadvantaged youth in

the years ahead. Alternative approaches for further research are

presented.
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I. INTRODUCTION

A. STATEMENT OF THE PROBLEM

The anticipated military force reduction, with increased emphasis on
recruiting higher-quality personnel in the 1990s, may severely reduce the
opportunity for disadvantaged youth! to serve in the military.

B. PURPOSE

The purpose of this study is to evaluate whether manpower pro-
curement policy should stress recruitment of disadvantaged youth for
military service, given that the force will be smaller and the demand for
quality personnel higher. To aid in the decisicn-making process, this
study reviews and analyzes information regarding the advantages and
disadvantages of such a policy and provides a recommendation for action

based on the needs of the military services, the individual, and society.

C. TIMELINESS AND RELEVANCE OF THIS STUDY

A broad spectrum of factors is considered when planning any mili-
tary manpower policy. including both military and nonmilitary concerns.
So. too, must a decision to enlist disadvantaged youth consider a full
spectrum of factors. The greatest pressure to accept low-aptitude recruits
comes in times when the supply of higher-aptitude,

1“Youth," for the purpose of this study, refers to males aged 16-24;
“disadvantaged” refers to low achievers, as measured by military aptitude
testing, from low-income, “poverty-level” families.




higher-education-level recruits is insufficient to fill manpower require-
ments (especially in times of war) and when the general recruiting envi-
ronment is poor (Eitelberg, et al., 1984, pp. 39~41). During a recruiting
“boom,” as in the mid- and late-1980s environment, the military is able
to rely on high-aptitude high-school graduates to fill manpower needs,
resulting in a lost opportunity for disadvantaged youth who are under-
represented in this category (Laurence, et al., 1985, p. 1). Why should
this be of concern to anyone?

A policy of recruiting disadvantaged youth is appealing because it is
believed that the nation receives the benefit of “triple duty dollars: the
individual finds upward mobility, the military gets needed manpower,
and the nation accomplishes a valuable social welfare activity!” (Sticht,
1990, p. 4) Many believe that the military offers a “second chance” for
disadvantaged youth who have not had access to adequate schools. (Yar-
molinsky, 1971, p. 324) Although difficult to measure, it appears that the
military may assist disadvantaged youth, not only through specialized
training but more importantly through the influence of the military as a
social organization (Yarmolinsky, 1971, p. 325). Therefore, the military is
often thought of as one “way out” of poverty for these individuals. Shut-
ting the door on disadvantaged youth may affect not only these individu-
als but society as a whole.

In the current, highly competitive global marketplace, high produc-
tivity of the nation’s citizens is essential to its ability to survive economi-
cally. Now, with the quality of schools in decline, and with cuts in federal

education and training programs, it may be that the military is a key




organization that can provide work experience, discipline, and training to
a whole segment of society whose only other alternatives may be welfare,
crime, unemployment, or a lifetime of labor in menial jobs. Still, any mili-
tary manpower policy must have as its primary concern that it enables
the armed services to meet their mission of national defense.

Recent worldwide changes affecting U.S. security have led military
planners to begin a reassessment of national defense strategy (Cheney,
1990, p. 1). Included in this reassessment will be a new determination of
manpower requirements and composition; specific decisions about qual-
ity will necessitate a study of the benefits and costs associated with the
enlistment of disadvantaged youth. This information will aid the Depart-
ment of Defense (DoD) in justifying its policies to government officials
and the general public, since the threat of “lost opportunity” for dis-
advantaged youth has already gained media and political attention. This
is evidenced by front-page exposure in newspapers such as 'The New
York Times (Applebome, 1990), the Boston Globe (“Thinning Military
Ranks,” 1990), the Chicago Tribune (Garza, 1990). and USA Today (Stone,
1990) as well as television news features such as on the Cable News Net-
work (CNN, 29 April 1990). To illustrate this point, two excerpts are pro-
vided below. The first excerpt is from The New York Times:

Mr. Powell, a high school graduate who has twice failed the test
to qualify for enlistment in the Army, is among the thousands of
young people caught in the raiddle as the military services cut back
on personnel and raise standards for admission...

The Army’s increasing selectivity is bringing with it a vexing
social question: What does the nation lose if the military no longer
serves as a channel for upward mobility for those at the bottom of
the social ladder, especially members of minority groups?...




“What's happening is nut an Army problem but a national one.”
says Lawrence Korb, former Assistant Secretary of Defense for
Manpower, Installations and Logistics... “Throughout our history,
the military has furnished upward mobility. Since the early 1970s,
blacks have really found a home there. If that diminishes, then the
Army doesn't have a problem, but society does."...

The rising standards apply across the board, but they seem to
be having the greatest effect in poorer areas...

“I think it's going to become a big issue in the future, because
it's tough now, and I'm looking for the scores to go even higher,”
(says Sgt Jones, station commander in largely black Atlanta). “You
already hear parents say, ‘I remember during Vietham you could go
in if you scored a 16 on the test and now you have to score a 507" .
[Applebome in New York Times, 1990, pp. Al, D12]

The second excerpt is from USA Toduy:

...for thousands (of potential recruits)...the thawing of East-West
relations may leave them out in the cold. Defense Secretary Dick
Cheney plans to whittle down the 2.1 million-person armed forces in
the next four years.

“Appalachia and inner cities in the South that do not have educa-
tional opportunities are going to be left out,” says Gene LaRocque of
the Center 1or Defense Information...

...As of Jan. 1, no service will accept high school dropouts or those
with equivalency diplomas... That could be a mighty blow to many
across the southeast...

“It's going to be a hardship,” says...an Army recruiter on Knoxville's
mostly black east side. For many in that poor area. the military is a
crucial escape route from the violent streets...

“The military is one of the best career options here,” says Anderson
County vocational counselor Wilma Curtis. Without it, many young
people “would have to go to odd jobs like trimming trees, hauling
wood, selling corn along the roadside."...

“I really worry about the students without enough skills” to make
the military grade, she says. (Stone in USA Today, 1990)




D. APPROACH

This study is a policy analysis that uses a case study of Project
100,000 (Chapters Il and IV) to answer three research questions, stated
below in sections E and F. Project 100,000 was a program that supported
a policy of recruiting disadvantaged youth. Under Project 100,000, a por-
tion of men who would not qualify for military service under previous
aptitude or medical standards were drafted or accepted as volunteers
(Heisey, Means, and Laurence, 1985, p. 6). A more detailed description of
Project 100,000 is provided in Chapter IV. Five studies of Project 100,000
will be used as the basis for examining the program. These studies
include: (1) DoD (1969); (2) Beusse (1974): (3) Sticht, Armstrong, Hickey
and Caylor (1987); (4) Ramsberger and Means (1987); and (5) Laurence,
Ramsberger, and Gribben (1989). The research questions and issues are
described next.

E. PRIMARY RESEARCH QUESTIONS

1. Does the military benefit by the inclusion of disadvantaged youth,
based on the measurement of accession goals (“numbers”), military
performance, retention, and mobilization practice/experience?

2. Does the individual, and thus society, benefit, based on measures

such as reenlistment, or civilian “success” measures (such as
employment, educational attainment, income, etc.)?

F. SECONDARY RESEARCH ISSUES

1. Has research that measured the benefits and detriments of disad-
vantaged youth in the military been adequate to draw a definitive
conclusion regarding an accession policy? Were experimental con-
trols sufficient so that the data can be considered conclusive? Were
the methods flawed in any critical way that might provide mislead-
ing conclusions?




2. If prior research finds that disadvantaged youth do not benefit the
military or the individual, can one conclude that this negative result
is due to inherent ch .racteristics of disadvantaged youth or the
military organization, or to interaction of the two? Could there be
other confounding factors that invalidate the results?
G. INFORMATION SOURCES

This study uses current news, government-funded research, profes-
sional journals, books written by active and former government officials,
and textbooks for historical background. The case analysis focuses on
five major studies on Project 100,000 (outlined above). Data from the

Defense Manpower Data Center (DMDC) were also used to provide trends

in aptitude test scores of recruits and examinees.




I. BACKGROUND AND LITERATURE REVIEW

A. INTRODUCTION

This chapter reviews some of the many issues that must be consid-
ered when making military manpower policy decisions. Because this
analysis is targeted specifically toward a policy of recruiting disadvan-
taged youth, relevant background information helps set the stage for the
examination of Project 100,000 in Chapters III and IV. This information
includes: how the military defines and measures personnel quality, his-
torical trends in recruit quality, and a brief history of disadvantaged
youth in the military. In addition, a literature review on the subject of
force quality is presented to provide a brief look at “both sides” of the
quality issue and to explain the current trend toward a higher-quality
force.

Manpower policy is complex and controversial, mainly due to the
many factors that need to be taken into account— military effectiveness is
one factor, but a number of economic, social, political, and equity consid-
erations also must be evaluated (Cooper, in Scowcroft, 1982, p. 155). It is
helpful to group these factors into two basic categories: military (or

national security) and nonmilitary concerns (such as cost, equity, and
social/political considerations) (Cooper, in Scowcroft, 1982, p. 155).
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B. MILITARY MANPOWER ISSUES: MILITARY (NATIONAL
SECURITY) CONCERNS

1. Department of Defense (DoD) Mission

According to the DoD mission statement, “The Department of
Defense (DoD) exists to secure the nation’s survival and independence
against hostile powers that threaten our way of life.” (Laurence, et al.,
1989, p. 1) To prepare for this mission, strategy is developed that encom-
passes threat and policy.

2. Manning the Force

Force objectives are developed to provide ships, alrcraft, weapon
systems, manpower, and support over a period of time with due consid-
eration of the total cost to the naton. Funds are budgeted to obtain the
forces and weapon systems within the limits provided by Congress. This
is accomplished through the Planning, Programming, and Budgeting
System (PPBS) (Navy Education and Training Command, 1981, pp. 4-5)
Every year, DoD issues a statement of manpower requirements that
result from the assessment of the roles and missions of the services
under a variety of wartime scenarios, at one extreme, as well as an
assessment of the workload associated with specific tasks (e.g.. firing a
tank) at the other (White and Hosek, in Scowcroft, 1982, p. 51). The
planning process mixes the top-down and bottom-up approaches (White
and Hosek, in Scowcroft, 1982, p. 51). The “top-down” approach is
essentially captured in PPBS. The “bottom-up” approach comes from
each of the four szrvices; they conduct detailed analyses on the best way
to man and equip a tank unit, an infantry battalion, a ship, or an air
squadron (White and Hosek, in Scowcroft, 1882, p. 52). As a result, the
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manpower requirements are a mix of considerations, some based on sub-
jective evaluations of how to deal with uncertain situations and others
based on detailed, quantitative “manpower engineering” techniques
(White and Hosek, in Scowcroft, 1982, p. 51).
3. The Military Force and Quality
a. Defining and Measuring Quality

Manpower planners face a difficult task when dealing with
the issue of quality. A former Assistant Secretary of Defense for Man-
power Reserve Affairs and Logistics states, “It {s no easy proposition to
articulate what [quality] we truly want, what we can make do with, and
what differences between the two mean in operational terms.” (Pirie, in
American Enterprise Institute, 1980, p. 11) The bottom line in the quality
issue is individual performance, yet how can one quantify the relation-
ship between quality and performance, especially when there are so
many non-measurable factors involved? Even more basic, how can one
measurc or define quality? Hunter, a former director of Manpower Pro-
gram Analysis in the Office of the Secretary of Defense, and Nelson, a
former Deputy Assistant Secretary of Defense for Requirements,
Resources and Analysis, describe this dilemma as follows:

Quality is difficult to define and measure when dealing with any
group of people, and it is no easier with military personnel. Honesty,
integrity morality, commitment, and loyalty are all terms that would
be associated with quality. Moreover, training and leadership, which
are supplied by the service and not the individual, are usually
thought to be critical determinants of the eficiency and dedication
with which individuals perform. The ultimate test of quality for mili-
tary personnel is their success in combat. In times of peace, mea-
surements of readiness substitutes for this “ultimate test”, but
readiness is difficult to measure. Current manpower readiness




reporting is not very useful as a test of quality. (Hunter and Nelson,
in Scowcroft, 1982, p. 111)

Since readiness measurement is “not very useful,” the following discus-
sion of recruit quality is focused on attributes that are measurable.

As with any employer, the military has a set of entrance
standards for potential recruits. The daily briefing at each Military
Entrance Processing Station (MEPS) explains to military applicants the
purpose of their visit to the MEPS; in order to enlist they must be
screened to make sure they are mentally, physically, and morally
qualified.

b. The Importance of Aptitude and Edu¢ .tion

Although these entrance standards are described in three
broad categories— mental, physical, and moral— “recruit quality” is gen-
erally indexed on the basis of the first criterion. “Mental” is really a
measure of aptitude and education, not a measure of intelligence, as the
term might suggest (Laurence, et al., 1989, p. 2; also see Eitelberg, et al.,
1984, pp. 19-20). Extensive research has shown that recruit aptitude
levels are strongly correlated with success in military training and job
performance (Laurence, et al., 1989, p. 2). Education, specifically evi-
denced in the high-school diploma, has been shown by numerous stud-
ies to be the single best predictor of a person’s potential for adapting to
military life. Specifically, people who fail to complete high school are
twice as likely as high-school graduates to leave the military before fin-
ishing a first term of enlistment (Eitelberg, et al., 1984, p. 21). Non-high-
school graduates are not automatically disqualified, but they do have to
meet higher aptitude standards and there is a ceiling placed on their
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enlistment by Congress (Laurence, et al., 1989, p. 2). These two
measures— education and aptitude— serve to describe an individual's
potential, rather than actual capability or readiness (Hunter, et al., in
Scowcroft, 1982, p. 111).

¢. Measuring Aptitude: The Armed Forces Qual{fication

Test (AFQT)

The American military is a pioneer in the field of aptitude
testing, developing the first large-scale testing program during World
War I (Eitelberg, 1988, p. 20). The Army Alpha (a verbal test) and Army
Beta (a non-verbal test for non-English-speaking, illiterate, or unschooled
draftees) were used to gauge the ability of new entrants and assign them
to jobs (Eitelberg, 1988, p. 20). In World War II, the Army General Classi-
fication Test (AGCT), which 18 described as a test of “general learning
ability,” largely replaced the tests of World War I (Eitelberg, 1988, p. 22).
Since 1950, potential recruits have been screened on the basis of the
Armed Forces Qualification Teat (AFQT) (Eitelberg, 1988, p. 23). Each
service had its own conversion tables from its own test battery to deter-
mine AFQT until DoD required that all services use a single test battery
both for screening enlistees and for assigning them to occupations
(Eitelberg, et al., 1984, p. 17). The Armed Services Vocational Aptitude
Battery (ASVAB) was chosen for this purpose and was put in use on
January 1, 1976 (Eitelberg, et al., 1984, p. 17).

The AFQT consists of verbal and mathematical subtests
from .the ASVAB (Laurence, et al., 1989, p. 3). AFQT scores are converted

into percentiles and are statistically related to the aptitude score
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distribution of the general population of youth tested under the “Profile of
American Youth” in 1980 (Eitelberg, 1988, pp. 100-101). The percentile
scores are divided into five categories, two of which (IIl and IV) are fur-
ther subdivided, as follows:

AFQT Category Percentile Range

1 93-99
Il 65-92
MA 50-64
nB 3149
IVA 21-30
IVB 16-20
IVC 10-15
\' 1-9

S S L TS L A B, g 00000
d. Setting Minimum Aptitude (AFQT) Standards

Individuals scoring in AFQT Categories I through IIIA, rep-
resenting the upper 50th percentile (or “above average™ range), are the
most highly demanded by the services (Laurence, et al., 1989, p. 3; also
see Hunter and Nelson, in Scowcroft, 1982, pp. 113-114). Category IV
individuals are enlisted when needed, but there is a Congressionally
mandated ceiling on the total number allowed during any given year
(Yarmolinsky, 1983, p. 77; also see Elitelberg, 1984, p. 22). For example,
in Fiscal Year (FY) 1981, Congress, in the year's Defense Appropriation
Authorization, limited total DoD CAT IV accessions to 25 percent of the
total enlisted accessions (and the Army could recruit no less than

65 percent high-school diploma graduates) (Hunter and Nelscn, in
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Scowcroft, 1982, p. 116). For FY 1982, no service could recruit more
than 25 percent CAT IVs, and by FY 1983 no more than 20 percent
(Hunter and Nelson, in Scowcroft, 1982, p. 116). Category V individuals
are ineligible to enlist by law (Laurence, et al., 1989, p. 3).

What the services want is one thing, and what they are able
to get from the civilian population is another. Although the services
prefer the manpower pool of Categories I-IIlA, the ability to meet recruit-
ing goals depends on several external factors, such as the available labor
market, the political climate (especially as it relates to attitudes toward
defense), current economic conditions (especially unemployment figures),
and internal factors, such as required endstrength, military compensa-
tion packages, recruiting budgets, and other means to attract high-
quality personnel (Eitelberg, et al., 1984, p. 22). The point is, the chang-
ing total environment (external and internal) leads to changes in the
demand for certain types of recruits and, therefore, changing entrance
requirements for military manpower.

As stated by Eitelberg, “The history of the American mili-
tary demonstrates that standards for acceptance are flexible gates that
open and close in reaction to the shifting needs of national defense and
manpower recruitment.” (Eitelberg, 1990, p. 2) Each year, the services
set their minimum education and aptitude standards (within the range
allowed by Congress) for determining applicant eligibility, and these lim-
its can be adjusted at any time to respond to changes in the retention
and the recruiting mairket {(Eitelberg, et al., 1984, pp. 21-22). For
example, in the 1980s, the recruiting market was very favorable; in fiscal

13




1988 only five percent of accessions were in the Category IV range and
only seven percent were non-high-school graduates (Laurence, et al.,
1989, pp. 3-4). However, times are not always favorable to recruiting.
and there have been periods when “CAT IVs,” as they are now called,
were needed to meet the military's manpower requirements (Eitelberg, et
al., 1984, pp. 24-28; also see Eitelberg, 1990, p. 5).
4. Historical Trends

Because the AFQT has been used to screen military recruits
since the early 1950s, it is possible to compare and evaluate the test
scores of individuals over time and to establish trends (Eitelberg, et al.,
1984, p. 31). Military psychologists use the AFQT to study qualitative
trends in military recruiting, despite the fact that the tests used to mea-
sure AFQT have changed several times over the years (Eitelberg, et al.,
1984, p. 31). Nevertheless, the most recent norming of the AFQT created
a score distribution that i1s not too dissimilar from the score distribution
used during the 30-year period since the introduction of the test, and all
scores are approximately representative of their relative position within
the population distribution of the time. It is thus possible to discuss apti-
tude trends over the past 40 years during which the AFQT was used
(Eitelberg, 1988, pp. 101-105).

AFQT scores have changed over the years. In Table 1, the per-
centage of male examinees who achieved an AFQT percentile score of 50
or better is displayed for each year from 1964 to 1990 by service. An

“examinee” is a person who has been tested for military service:
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TABLE 1

PERCENT OF MALE EXAMINEES WHO ACHIEVED AFQT
PERCENTILE SCORES OF 50 OR HIGHER (CATEGORIES I-IIIA)
FOR ALL SERVICES COMBINED, FY 1964-JUNE 1690

Percent who Scored AFQT 50 or Higher!
Fiscal Year Total DoD

1964 41.9
1965 43.7
1966 48.2
1967 49.6
1968 47.8
1969 44.6
1970 51.0
1971 50.0
1972 49,
All-Volunteer Force Transition2

1973 51.8
1974 45.1
1975 41.7
1978 36.4
1977 34.8
1978 37.4
1979 34.7
1980 37.2
1981 38.1
1982 43.3
1983 50.1
1984 45.8
1985 48.5
1986 52.4
1987 54.8
1988 53.8
1989 50.9
19903 55.7

Sources: Data for Years 1964-1983 are from Eitelberg, et al., Screentng for Service,
p. 33. Data for years 1984-1990 were provided by the Defense Manpower
Data Center.

lpercentages are according to the Armed Service that tested the examinee. Examinees
include only males without prior military service who were tested for the purpose of
enlistment or induction.

2The offictal end of the draft occurred on 30 June 1973. The drawdown began in July
1972, with the last draft call issued in December 1972.

31990 includes 1 October 1989 through 30 June 1990.
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physically, morally, and “mentally” (aptitude and education level) (Eitel-
berg, et al., 1984, p. 31). An examinee may or may not be found qualified
for service, and even if qualified, does not necessarily enlist; therefore,
examinees are not necessarily accessions (Eitelberg, et al., 1984, p. 31).
The AFQT percentile score of 50 (the median of the reference population)
is often used as the dividing line of aptitude quality by the services
(Eitelberg, et al., 1984, p. 32). For administrative and reporting purposes,
the military services also divide AFQT Category III into two parts: AFQT
Category IIIA (percentile scores from 50 to 64) and AFQT Category IIIB
(percentile scores from 31 to 49) (Eitelberg, et al., 1984, p. 32). In this
way, those who score in AFQT Categories I-IIIA (especially high-school
graduates) can be viewed as the “top half" of the population which is
considered to be the “high quality” group (Eitelberg, et al., 1984, p. 32).
a. Male Examinees

Table 1 shows that the annual percentage of male exami-
nees scoring in the upper half of the distribution is generally increasing,
with the highest percentage in the first six months of 1990. Comparing
the Vietnam-era draft years to the All-Volunteer Force (AVF) years, it can
be seen from Table 1 that during the Vietnam draft era, the percentiles
ranged from 41.9 to 51.0. After the Vietnam-era draft, the percentage
who had an AFQT score of 50 or higher gradually declined to under 40
percent (years 1973-1981), but as the AVF policy matured in the 1980s,
the percentage increased to over 50 percent.
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b. Male Recruits

Table 2 displays the percent distribution of male recruits
(all services combined) by AFQT Category for each year from 1952 to
30 June 1990 by all services combined. The recent trend toward higher-
quality recruits is evident by the dramatic decline in the category IV col-
umn. Also worth noting is the “dip” in quality during 1984-1985, which
may mirror the declining civiian unemployment at the time (Warner,
1990, p. 52). At the same time, the decline in high-quality enlistments in
1988 may reflect a tightening civilian labor market (Warner, 1990, p. 52).

Figure 1 is a graphic depiction of the percent of male
recruits in AFQT Categories I-IV from 1964 to 1990. Relevant world
events, specifically the Korean conflict in the early 1950s and the Viet-
nam conflict and Project 100,000 in the late 1960s, are responsible for
the increased Category IV recruitment shown during those periods. The
ASVAB misnorming (described below) creates the increased Category IV
recruitment during the late 1970s.

¢. Brief History of CAT IVs in the Military

Although not the first choice of the military, CAT IVs are
accepted into service when manpower requirements make it necessary.
As expected, in times of war or “conflict,” the demand for CAT IVs is the
highest (Eitelberg, 1990, p. 7). “The enlistment practices regarding indi-
viduals in Category IV suggest that unless these men were needed
because of a supply shortage, the services have preferred to exclude

them.” (Ramsberger and Means, 1987, p. 5) In the First World War, the
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TABLE 2

PERCENT DISTRIBUTION OF MALE RECRUITS (ALL SERVICES
COMBINED) BY AFQT CATEGORY, FY 1982-JUNE 1990

Percent Distribution qf Male Recruits!

Fiscal | Category | Category | Category | Category
Year I I m v Total2
1952 5.4 22.0 32.3 39.2 100.0
1953 7.2 24.1 31.5 37.2 100.0
1954 8.2 25.3 36.9 29.6 100.0
1955 7.8 25.3 38.1 28.8 100.0 .
1956 7.1 25.9 40.2 26.8 100.0
1957 7.8 25.2 42.8 24.2 100.0
1958 8.7 26.2 47.1 18.0 100.0
1959 9.1 27.8 47.7 15.4 100.0
1960 8.2 26.9 51.3 13.6 100.0
1961 6.1 31.3 49.7 12.9 100.0
1962 6.2 31.8 45.7 16.3 100.0
1963 8.0 32.5 47.8 13.7 100.0
1964 6.3 32.1 47.1 14.5 100.0
1965 5.5 31.3 48.8 14.4 100.0
1966 6.4 33.5 43.5 16.6 100.0
1967 6.6 33.1 38.7 21.6 100.0
1968 8.0 31.8 37.6 24.6 100.0
1969 6.2 31.7 37.7 24.4 100.0
1970 5.3 30.5 41.0 23.2 100.0
1971 5.1 30.0 43.1 21.8 100.0
1972 4.2 30.2 48.1 17.5 100.0
All-Volunteer ForceTransitiond
1973 3.7 30.1 52.1 14.2 100.0
1974 3.0 32.3 54.5 10.2 100.0
1975 3.5 34.0 56.3 6.1 100.0
1976 3.9 33.9 51.7 10.5 100.0
1977 4.3 28.2 39.6 27.9 100.0
1978 3.6 27.3 42.1 27.0 100.0
1979 3.0 23.6 41.8 31.8 100.0
1980 2.8 23.8 41.6 31.8 100.0
{conttnued on next page)
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TABLF. 2 (continued)

PERCENT DISTRIBUTION OF MALE RECRUITS (ALL SERVICES
COM! "NED) BY AFQT CATEGORY, FY 1952-JUNE 1990
1

Percent Distribution qf Male Recruits!

Fiscal | Category | Category | Category | Category
Year I )14 m v Total?
. 1982 3.1 33.4 49.4 14.1 100.0
1983 3.7 36.7 50.1 9.5 100.0
. 1984 5.9 30.9 52.7 10.5 100.0
1985 4.9 32.7 54.4 8.0 100.0
1986 3.9 33.9 57.3 4.9 100.0
1987 4.8 36.2 54.6 4.4 100.0
1988 4.7 36.8 54.1 4.4 100.0
1989 4.3 35.4 54.0 6.3 100.0
19904 4.5 36.3 56.2 3.0 100.0

Sources: Data for years 1952-1983 are from Eitelberg, et al., Screentng for Service,
P. w.cle):ta for years 1984-1990 were provided by the Defense Manpower
Data ter.

1Male recruts include individuals without prior military service who were inducted or
enlisted and entered active duty (all services combined) during the itndicated fiscal year.
2Row totals may not equal 100 due to rounding.

3The official end of the draft occurred on 30 June 1973. The drawdown began in 1972,
with the last draft call issued in December 1972.

41990 includes 1 October 1989 through 30 June 1990.
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Army established Development Battalions to train and assimilate men
who had physical, mental, or moral limitations that were considered to
be remediable (Eitelberg, 1990, p. 7). In World War II, aptitude restric-
tions were lowered, which aliowed about 10 percent induction of illiter-
ates (Eitelberg, 1990, p. 7 ). Of note, the Army enlisted more than
300,000 {lliterate or semiliterate men, 85 percent of whom graduated
from special training programs for assimilation in Army units (Eitelberg,
1990, p. 7). The AFQT minimum percentile scores were again reduced for
the Korean Conflict, providing entrance for Category IV individuals (Eitel-
berg, 1984, p. 25). The trend for the period between Korea and Vietnam
was to gradually raise the caliber of new recruits by reducing the per-
centage of CAT IVs the services were required to take (Eitelberg, 1984,
p. 25). As the Cold War intensified in the early 1960s, expansion of the
military was again sought, resulting in a slight lowering of standards
(Eitelberg, 1984, p. 26). During the Vietnam conflict, aptitude and
education standards were lowered four times, and all services except the
Air Force loosened their formal requirements for volunteers (Eitelberg,
1984, p. 28). A significant event during this period was the establishnient
of Project 100,000, a program to induct substantial numbers of margin-
ally literate men into active military duty (covered in detail in Chapters III
and IV). Many low-aptitude recruits were admitted to the military
between January 1976 and September 1980 as a result of the “ASVAB
Misnorming” (Laurence, et al., 1989, p. 7). The timing of this incident

was unusual because it did not occur during war or conflict, as one

would expect, but rather during peacetime. However, the ASVAB
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misnorming was not planned; it was “an unintended by-product of a mis-
calibration of the ASVAB,"” desciibed below (Laurence, et al., 1989, p. 7).
Updated forms of the ASVAB were developed for DoD-wide
use in 1976, but there were flaws in the method of determining appropri-
ate percentile scores from the norming population. These flaws went
undetected (Laurence, et al., 1989, p. 8). One result of these errors was
that scores in the lower ability range were inflated; therefore, many
recruits who were thought to be of average aptitude were actually below
average or Category IVs (Laurence, et al., 1989, p. 8). If these errors had
not been made, many of these indtviduals would not have qualified for
enlistment and therefore were subsequently designated as “Potentially
Ineligibles” (Laurence, et al., 1989, p. 8). By the time the errors were
found, verified, and corrected, almost 360,000 “Potentially Ineligibles”
had ernlisted in the military (Eitelberg, 1988, p. 173).
5. The Debate About the Need for High-Quality Enlistees

Manning the force is not just a question of recruiting a required
number of people. Military personnel must be capable of succeeding in
the tasks the armed forces perform to achieve their missions. Other
things being equal, the military should prefer to recruit those who
demonstrate the knowledge and propensity for learning essential skills
(Horne, 1987, p. 443). The question is, although the AFQT score accu-
rately predicts military performance in theory, is it an accurate predictor
in practice (Horne, 1987, p. 443)?

The Assistant Secretary of Defense (Manpower, Reserve Affairs,
and Logistics) directed the Military Services to establish a research and
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development program to link enlistment standards to job performance
(DoD, 1990, p. iif). The Joint-Service Job Performance Measurement
(JPM)/Enlistment Standards Project, as of January 1990, concluded that
the services have developed reliable measures of job performance and
that the AFQT is a valid predictor of first-termn job performance. However,
this is not the final word, because this research effort is in its infancy.
Further linkage-modeling will be completed in 1992 (DoD, 1990, pp. 4-1-
4-2). In the modern age of technology, are Category IV personnel able to
perform successfully? As already shown, the current trend in recruiting
is toward more high-quality personnel. Why is there a recent trend
toward higher quality?

As weapons become more sophisticated, the aptitudes of wea-
pon operators become an object of great concern to military planners
(Yarmolinsky, 1983, p. 73). It appears that technological advances in the
armed forces have produced many military systems that are complex,
unreliable, and difficult to maintain (Binkin, 1986, p. 53). If this is true,
the the military’s need for highly skilled specialists and technicians to
operate and maintain these systems is bound to increase (Binkin, 1986,
p. 53). However, there is no consensus of opinion on this point. Another
view is that emerging technologies will result in more reliable systems
that are easfer to maintain, thus requiring a reduction in the number
and skill levels of personnel. These issues are discussed below.

Prior to 1983, one Army study demonstrated that more than
one-fifth of the tank gunners serving in Germany (and more than 25 per-
cent in the United States) in the late 1970s did not understand the
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procedure for aiming their battlesights (Yarmolinsky, 1983, p. 73). Sol-
diers in Categories Il and IV often have d'fficulty understanding instruc-
tion manuals and, as the study points out, are therefore unable to oper-
ate sophisticated components of the Army’s air defense systems or even
some basic individual weapons (such as the Redeye or Stinger missile)
(Yarmolinsky, 1983, p. 73). Soldiers were often not able to recall the
firing sequence for the Redeye, nor were they able to differentiate
between friendly and enemy aircraft (Yarmolinsky, 1983, p. 73). These
results were found despite the fact that a “high percentage” of Redeye
crews were from Category Il rather than Category IV (Yarmolinsky, 1983,
p. 73). ‘

The Stinger, which replaced the Redeye, has a better infrared
guidance system, matching airframe and propulsion improvements, and
the addition of an identification-friend-or-foe (IFF) system (Binkin, 1986,
pp. 65-66). These improvements, however, added to the weapon’'s com-
plexity. A senior Army officer explained:

The gunner has to complete an 18-step sequence, some of which is
quite complex, and he must make many crucial decisions along the
way. First, he has to decide whether or not the aircraft is hostile,
then he has to run through a complicated set of inbound and out-
bound range rings to determine the correct distance, and remember
the sequence order. We worried that under the pressures of combat,
he would forget some and miss. (Binkin, 1986, p. 66)

An Army study in 1983 found that operators who scored above
the 50th percentile on the AFQT met desired performance levels in about
50 percent of the test scenarios; those who scored below the 50th per-
centile met desired performance levels in none of the scenarios (Binkin,
1986, p. 67).
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A more recent study by Scribner, Smith, Baldwin, and Phillips
(1986), “Are Smarter Tankers Better?, AFQT and Military Productivity,”
reported similar findings. Based on M-1 and M-60 tank firing scores
linked to characteristics of individual crew members, it was found that
tanks with “smarter” (higher AFQT percentile categories) gunners and
tank commanders performed substantially better (Scribner, et al.,1986,
P- 201). Of note, the newer M-1 tank, which has greatly improved the
ability of crews to hit the target, acted as a partial equalizer for low-
aptitude crews; however, since the M-]1 may be damaged in battle,
degrading its fighting capability, this result should be viewed with
caution (Scribner, et al., 1986, pp. 201-202).

A study by David K. Horne (1987), entitled “The Impact of Sol-
dier Quality On Army Performance,” obtained results consistent with
Scribner, Smith, Baldwin, and Phillips. His primary interest was the rela-
tionship between AFQT scores and performance measures (Horne, 1987,
p. 443). Two performance measures were evaluated: the first source was
composed of scores on various tests from the Aimy's training schools,
and the second source was the Skill Qualifications Test (SQT). Horne

concluded:

...that AFQT— a measure of trainability—is a significant predictor of
performance in the Army. Although the performance and skill mea-
sures used in this study are not perfect, the consistency of the
relationship across types of performance measures and across
MOS's [Military Occupational Specialties] {s impressive...

The results also suggest that the Army may be able to use the
differential impact of AFQT scores across occupational specialties for
allocating manpower. Other factors constant, high-AFQT soldiers are
more efficiently allocated to those MOS's where AFQT score has a
greater impact on performance. Both the SQT and training data




fllustrate variations in the impact of AFQT score across MOS's. Man-
power allocation also depends on the critical nature of the specialty.
In some MOS's, for example, even small increases in performance
may be cost effective. However, in many situations, manpower allo-
cation might be carried out utilizing the contribution of AFQT score
to performance. (Horne, 1973, p. 455)

Not everyone would agree with the need for a high-quality force
in the face of sophisticated technology. Roger W. Little, for example,
notes the following:

One...assumption is that more rigid entry standards are necessary
in order to satisfy the higher technological requirements of modem .
military organization. However, the assumption of the necessity for
increased aptitudes for technical skills does not apply to all posi-
tions in the armed forces or even to a major fraction of them. It is
plausible to assume that the requirements for training wheeled-
vehicle mechanics, military police, medical aid men, and clerks, as
well as basic infantry men and seamen, have not changed as mark-
edly as for the often mentioned but less frequently trained electron-
ics technicians. More complex technology does not involve a
corresponding increase in more highly trained personnel. Trends in
industry suggest that job titles are often upgraded while the actual
skill levels are reduced. This also occurs in the military organization
because the operator skills are increasingly built into the design of
complex weaponry. uirements for operator skills are thus trans-
ferred to the repair and maintenance level. Even there, however, the
designed complexity of weaponry 18 such that a defective component
is more efficiently replaced than repaired, thus actually permitting a
reduced skill. (Little, 1969, pp. 193-194)

Jurl Toomepuu provides further insight into the quality issue.
He used M-1 vs. M-60 tank performance studies to point out that the
technological advances of systems, such as the M-1, have not resulted in
a net decrease in the complexity of the total tank system or in the
increasingly greater need for highly trainable personnel. In fact, though
making the tank easier to operate, the advanced technology has greatly

increased the size and cost of its associated logistics and support
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requirements. This argument of course is not limited to the M-1 tank but
applies to many modern weapons systems. (Toomepuu, 1985, p. 9)

Toomepuu's concern is that advanced technology and higher
performance do not necessarily translate into improved combat effective-
ness (Toomepuu, 1985, p. 9). The distinction between effectiveness and
performance is that the first term refers to the impact of a weapon on the
outcome of the battle, whereas the latter term describes the degree of
accomplishment of a particular capabillity of a system, such as rate of
fire, speed of movement, etc. (Toomepuu, 1985, p. 9).

“The Army 21 project,” which attempts to visualize the Army
and its hardware and personnel requirements 20 years from now, con-
cludes that the soldier of the future must be able to make rapid, inde-
pendent decisions, be more highly educated, have an expert level of
technological understanding, and be multi-capable— besides being a
fighter (Toomepuu, 1985, p. 11). One obstacle in justifying the high cost
of high-quality personnel is that there is an emphasis on hardware
spending over programs that provide the needed manpower quality.
Toomepun feels this oversight 18 due to a lack of integration of human
factors into weapons systems research and development as well as into
weapons effectiveness measures, combat models, and PPBS (Toomepuu,
1985, p. 9).

The above discusstons center on the use of “high-tech” wea-
ponry and equipment. What about low-skill occupations? Can CAT IVs be
used effectively in certain jobs? Ramsberger and Means (1987) studied
the performance of low-aptitude recruits using data from the ASVAB
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Misnorming Period (described above). Some results of this study are
relevant here. For example. researchers found that the performance of
low-aptitude personnel (Category IV) was not significantly different from
that of the lowest fully qualified personnel at the time (Ramsberger and
Means, 1987, p. 95). The attritior: ui CAT IVs was very similar to that of
the control group, but there were major differences between high-school
and non-high-school graduates: The non-high-school graduates who
were admitted under the misnorming had higher attrition rates and lower
promotion and eligibility rates (Ramsberger and Means, 1987, p. 95).
Concerning aptitude and job complexity, Ramsberger and
Means reported “The hypothesis was that individuals with lower aptitude
and educational qualifications would perform just as well as others when
their job demands did not exceed their capabilities.” Therefore, it was
expected that the low-aptitude individuals would perform well in low-
complexity occupations but would perform less well in more-complex
jobs (Ramsberger and Means, 1987, p. 98). The hypothesis was not sup-
ported: performance (as measured by attrition, promotion, and reenlist-
ment eligibility rates) was better in medium-complexity occupations than
in low-complexity jobs. Usually, the high-complexity occupations showed
lower rates of attrition, and personnel in these jobs were promoted and
judged reenlistment-eligible at higher rates than their peers in lower-
complexity jobs (Ramsberger and Means, 1987, p. 98). There were
indications that low-aptitude individuals were at a disadvantage in more-
complex occupations; however, overall, the findings argued for consider-

ing job-related motivational factors to be more important than aptitude
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level in determining performance (Ramsberger and Means, 1987, p. 100).
This point is discussed further in Chapters IV and V.

Ramsberger and Means conclude that a modest reduction in a
service's aptitude requirement would not significantly affect performance
levels as measured by attrition, promotion, and reenlistment rates. The
conditions under which this is done (war vs. peacetime), however, may
affect the outcome (Ramsberger and Means, 1987, p. 100).

6. Are There Methods to Improve the Performance of Low-
Aptitude Individuals?

In Cast-Off Youth, Sticht, et al. describe four strategies that the
military has used to cope with the strain on the training system caused
by mobilization and enlistment of low-aptitude recruits. These “accom-
modation strategies” are methods to help “set up” low-aptitude personnel
to be able to perform their duties. They follow the “principle of least
effort”™ and are described below, in the order of least to most difficult to
implement. (Sticht, et al., 1987, p. 86)

a. Limited Assignment

The point of this strategy is that low-aptitude personnel are
assigned a limited set of jobs, thought to match their general or special
aptitudes. These jobs may require limited or no technical training, so
that recruits can often enter them directly after basic training. (Sticht, et
al., 1987, p. 87)

Although it seems logical that placing low-aptitude person-
nel in low- skill-level jobs is a way to increase their chances of success in

performance, this approach does not necessarily work. Another
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implication from the study by Ramsberger and Means (1987) on the
ASVAB Misnorming episode was that channeling low-aptitude personnel
inte the low-skilled jobs does not circumvent training and performance
problems. This is not because these individuals are not capable of per-
forming these jobs but rather because they are viewed as low status,
dead-end jobs. (Ramsbperger and Means, 1987, p. 101)
b. Extra Help and Time

Individuals, including low-aptitude recruits assigned to a
technical training program, often receive extra help from instructors and
other students. Low-aptitude trainees may also receive extra time to com-
plete a course, or they may be recycled through part or all of the course
after they complete it. (Sticht, et al., 1987, p. 88)

¢. Revision of Training Courses

Courses can be rewritten to make them more understand-
able (“learnable”). Some methods include developing a learning system
that uses what the individual already knows as a basis for other training,
identifying precise requirements of the course and jobs, and concentrat-
ing on the portion which is the most difficult for Category IVs. Other
techniques include integrating literacy training into the skill training or
for off-duty hours, relating learning situations and materials directly to
the military, and developing specific course terminal objectives that are
job-relevant. (Sticht, et al., 1987, p. 88)
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d. Special Mning Unies

Remedial literacy training is provided in Special Training
units; low-aptitude individuals would be removed from the mainstream of
military training for literacy training. (Sticht, et al., 1987, p. 88)

Two examples of this type of assistance are Functional
Applied Skills Training (FAST) and Job-Oriented Basic Skills (JOBS), two
remedial training programs currently provided by the U.S. Navy. One
program is designed for general literacy, to help in boot camp completion,
while the second program is designed to help low-aptitude recruits qual-
ify for “A” schools and thus have the opportunity to serve in more techni-
cal ratings. A description and e report on their effectiveness follow:

(1) FAST. FAST was developed to help those identified
with reading deficiencies in completing the academic challenges of boot
camp. This goal has been achieved; there has been a 100 percent boot
camp graduation rate among FAST-educated recruits over the past five
years (Spendley, 1990, p. 5). Furthermore, recent research conducted b