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.T.; iLE: Leadersh-ip and Situational Fa ctors Rel ated to AWOL

PURPOSE: The Army AWOL Study dc-talp:d from-i the recoonized need
to examin~e tha e L 1reurinDg -ro b oim of AN OL. The study
was subi;ritted through OT~to DOSPER and subsequently
became part of the DA Mastor Study Plan approvac- by the
Study Advisory Corrmiittee of the Assistant Vice Chie of
Staff.

The, original study proposal , entitled "Factors Involved
in Initi al AWIOL and A,.v4OL Rci di vi sm," was fo'loi oed by a
thorough reviewi of the past research related to the.
pro~loem of AINOL. The reviuew concluded t~hat the problem
had been studied uxteris'I-iy and that SUch efforts, de-
signed to "scMLree Out"" thc AWOL olfenftr had failed
to prove sa-tisfactory to the Ari-y.

Prior rosear~h emphasized the need to examine situational
and leoadership factors related to AWODL. Within -the
frarric-work of the orgn Cji proposal, a ~'v eiStudy

( proposal, emnphasizing the need to study oeadorsiip and

METHOD: The present Study linvolvced sel ctilon ai-d corriarison of
units w,.ith high AWODL rates against units with lIow AWOL
rates, using personal iritervi ews, cqiieStioinnaires, and
standardized attitudeP scales. Four major Army instal-
lations which con-cairied a sample o,1 coi~oat,, supfpor, and
trainlr.ý units were selected as reprosentative oý
ac.ti v~iti(-s throughout the Army.

GE N E.fML The findings indicate sion"ificain- difi'eru-,ces betaeen
FIINDI IGS: units with high AWOL ratcs when co mI 3rno rd .1ith l ow N.-OL- f.

rate units. These differencos car, N2c ife into
three major categories: the individual soldier, the
specific &ttinin w;*,ch he functiocs, and the
lea.&rship und-er whi1ch he servces. The Study concl udes
that AWO[. is the rosul.(t of the interactLion of these
three primrary factL"ors. IThe findings ,-rovi-',, a cofmpre-
hensive picturu oflý the AW13L probl em cn.:6d su~gest a basis
for the dý,veljpi-uent o-fI AWOL prvninprogramis. Signi-

t . fican~t Fidn;have ',,,:n trra ~istec! into a loadership
manual desiq~ for use at! thF2 unit 1Cev0l. i



CONCLUSIONS: 1. AWOL "is a c Azx ,',nc:.na. The inLereactions
between hich ý n6 low A"-,OL units, and combat, supp;rt
and trai ni ;ý ui-i Cs i rdi cite tha.t leadershi p i ndci vi dual
andur. factors contri';u~e to AWOL in different.
"ways, ;n A situations. -

2. There are no simple solutions to AWOL. it can
be p,^evanted; however, it will rEquire L concerted
effort by all ievels of Army leadership.

3. A substantial body of k:nowledge already exists in
thE, Army concernin5 tne prev,ýntion of AI.!OL. What is
lackino, in rn, .•ituatio',S, is only the approptiate
im}plenentao.io'i of p'ovan techniques.

4. Active p1oblem-solving intervention, concern for
the welfare of unit personnel and a just and honest
response to AWOL are critical to successful AWOL
prevention progravsIs.

5. The typical AWOL offender is a high school drop-
out with a civilian history of arrests and convictions
bef'ore he enlisted in the Army.

6. Men In lom. AWOL rat•t. i ts -Feel their vwork is
interast.iny and importiar,;, and they do it well.

7. Leaders who are effective in re0ducing AWOL
are person-oriented, problem-solvers.

8. Personnel tuurbulence and -the. la'ck of meaningful
work are the two uiain sit-dational variables effecting

•, ~ ~AOL.r:

9. Positive leadership ir the key to low AWOL rates
in comobat units.

10. iMieanincful work is esscn'cial in support units.

11. Firm discipline and an honest interes t ir the
trainee char~iac-rizn "iowv AWOL training units.

• ' , , , ' "', i , • '- .... . ... i- i ....... '-T -- . . - ,- - ' , " •



[;ECOCiATIO>N$

1.Ruco.:.liend th-Is re2searcl- StiUciy bt oracept-ed and approved.

'I2. Recu~ci,-nd the uttaiched -. :p MCi ;1 N., ent.. Tied T Ae0 i.O
Soid¶icr: A Chai l rnsq p based or, tile.' nal ngs

ofI dhi Itdy 10~ aoL.'vu In p~i She forý A Iiy -h'i C!
di stribution to Fic~ucc xp~~ level.

3. Rcmen Orxln~iciutic o ooF -nuneý,. research fl ndi n,ýs to a -1
Arwy pcrsurinei to :oaK-; te;- bcazter under'stanc trie proble,,
of AWL ind apnruaicve,' to Zts provention. Recoi-,mend the
followint.,, media 'ho cons16oreri.:
A. Traihingjri>

C. Circulars
D.Pam;ih.1 ets
E.Leadership semainars

4. Rccomim,,end that all scrvicu shcols, NU) Ocd~ ,~r-ill
instructor schuo:s, Reserlve- Offlicer Train~ing~ CqUrs.s, and
Service Academi~ies exami nu_, is atppropri ate, the'findings of
this re~iarch for their possiblu use.

b. eoiiiin tha irtaiob ,;ývinrg ag i.c.. (judge Advocate
verer~, Mnt~ !.ycgi onc, Pcrsormol , Finance, ciCross,

Army Ccmi uni ty Service, Army U;ier(ýPncy RelcC I r ricL Lo
* ~ Gcnoral , end Chaplain) be utcriedand s Laf--iJ to Pruv- de

more coinprcfettb-ýv, offective, ixnderst-&nding ard e27fFIcient
service to soldiers in ric.ed of. assistanco.

6. L~co.ýn w morc oxterisiv yeIr panfuli use ofl "probi e,;;sol v-i ng"
faci ties for- the rehaDoi i t-lon of i ni ii a an'd repeated
AWOL o FfercKiers.

7. Roco;.,!:end sopport for and ca-~vC':o;ooent of i;ioreefcteI ~proD~em-solving" services in Personnel Control Facilizies
and confi rei;;ont ' cl sIn order to maximilze their abilii ty
to restorfe. AWO4L offenders to duty.

8. Rco~endtnat virere :)rarýic-C '10S and duty asin~nsbe
unade oi, the bas-Is o-, `~.u -rXividual Por-artial, and interest,
rath-er "than on the basis of ;mnrimm qualifficati1.1ons.

f1



transfer 6une (kIy s-Lti~oi Lii b rodlcc~d bUy nniprovi:10 rle-
placement processinrl ~rOCCdUr:.s,

lf0, ['.Ccor!-renci thfnt- so' ~Idiior's job szzt*Isfexcticm be dcivelopad
throuqh tin unit- co; c rnpasls (in the i;porzance of
each inci vi duxLVS te.Skl to tL"ho total un~it w'ISSi on1.

I1. Recormiend th e~ ',, r;-.-y adopt, as policy, a problem solving
resporisc to k!%L as opqosecd to the present punitive response.

12. Reco-mmend tw-,in support units with diffuse structi-1re
(!!acdqucrtors and r4um St At onComari os), responsi bi iiy
fri ndi v;,duall prohmi em-solvi no be assi m -d to the St f-f

se t o c.1.-IS

13. PRecon-inend thaot- existingj efforts toward increasing positive
procirarms dýŽsigned to controi dh%1q Cabuse beencouraged as
having belaoicial eflfects on tapro' lem of"* A! OL.

14. Recorr.,d that the "roit--" of tý-;e Anry laader be redefined
by i nstructi1.on and (j,4--plo to exCni-ncie Vic~ iuane of the- al ooF
authoritarian for that of a sonsitive, aw,.are, and effective
manaqcor.

15. Recoiminnd th'at t~ha ii-,-poi^2IIcu Of COn un111iCation ba reeniphasized
to Ar-my leaders with recard to t-he need o-F their men to have a
clear underst11anding~ olc s expectations, szoanicards and
the value ofi work thl:v aro rcquirc6 to do.

16. Recoi,-mend -%hat coisidar'ai-or be q'pven to tihp- establishment of
special personnelt "probl eo-soivinq'4 units in- BCT and AIT

-IV
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AGE . . . . . 2, Z k S (AVERAGE)

RACE... C...... . .. . ,,S,,ANASAN
N,- GRO .. (3)

EDUCATON ..... ....... O YEARS AVERAGE)
-IHSC'iOOL GRADUATE (32%)

G.E.D. 17%IARITAL STATUS . . . . . . . . . S L 56%
MARRIED 36

SCHILDREN ...... . . . . .. NO'E O59)1 ,2 ,3%3

RELIGIOUS 7 ...... PROTSTANT 2

?i~EN~i:CATHOLIC ~23%2

*PARENTS' STATUS . . . . . . . . . BOTH"j LIVING '76%
"rAl,;R DECEASED 17fl
MOTHER DECEASED (5%)

S-3 (.AVERAGE)

4- 6 (36%)
7 OR ,',.,- (2k)J

PARENTS' MRITAL STAr"Tu"S . I
SEPA -ATD III

' ~~~~Di VORCEZ i4%}.i

DE'ATHS (21%)

F----FATHERS' i",v`RK STATUS . . ...... .WORKING 75%).;L FARE (25;

LIVED WITH BOTH PAR-E,7S UNTIL 16 . . . . . . . . . . . . .

&V

* : -- - *,-,;-



k iZT7rOD OF ENTRY INTO0 'S ZR IC E Z . ::isE D.(~
DRA~fE3 37%)

REASONS FOR ENTRY INTO SvCE .AVOI PROBLCMS (32%'
CURIOSITY(2)
AVOID DRAF (26")
LE A X S "ILLS (21%)

TRAINILXG COMPLEi- ... . . . . . .. .. lC D (68%)
77CT COMPLETED22BI CO(P TE '0

M~E COM"?LET"ED ,lO0

GOOD TIME-,. IN SERVICE . . . . . . 20 lyONTH i'l-S (AVERAGE)
0-6 MONITHS(3%
7- 12 MONTHS (18%)
1-2 YEARS (24%)
OVEER 2 YE1.AR(S(2)

TIVrE- REMAINING. .. ............. 2 YEARS (AVERAGE)

HIGMELSTf RANK AITAIND. 1 - 20%)
E- 2 2%

'12%)
E-6 0O1 AROVE ~ 2%)o

AW A R DED 0OS. .. ........ . .. .. .. .. .. .. . . . . (77/,)

WORKED IN '40S (IF AW,.ARDED-) .. .. ...... ........... . . (. %

SATISFIED WITH MOS (IF V,!AR5ZD)....... . . . .. . .. .. .( .

REEN\LIS7TD IN THE: SERVIC*E ... . ONCE ~ ~
T 141C E OR XORF. 2)

CI V IL IAN ARRE ST S . .. .. .. . ONCEE (2~
TWICE(6)
3-7 TIMES (38%)

8OR MORE(1)

CIVILIAN CONVICTION'S (ONE. OR M3RE). .. .. .......... . (43%)0

SERVED IN VIET NAM . .. . .(29t/)

I', vi



C" U "1 ;';: E c( 23%)

C-URIN -; :,:, . . . . ..O:•E .23%)

S:.i kE OR -4%)

ARTCS C15 2 4... .. .V!

• 
RE ,',.. 7%)

FOUR OR MORE (36%)

USE O:AVE USED . .. (62%)

AGE BEGPU DRuG US:-: . . . 16 (AVERAGE)

YEARS DURATION OF DRUG US-- FOUýROR MORE 66%)

OxE 
( 10%)

LENGTh OF LAST A...L 4 T OHS (AVEPRAGE)

AWOL F.. .M VARIOUS ASS\ REGULAR Ui'T (6 6%)
4 SPo (PCF) (56%)

SA' 
. (2 6%)

307BC (2:v/% )

*t
1
C

! ..

•:•.'-^-:1 
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LEADERSHIP ANID SITUATIONAL FACTO'S RELATED TO AWOL

~~. A R-.,ro~ CX(h A'upopt

t
To understand thiý \,.jOL o;•fCnaer, the soldier who is absent from

duty without authorization, the fundamental questions must be examined:

Who is the AWUL offender? What are the major contributing factors to

AWOL? What can be dne. to prevent AWOL? The present emphasis on the

restor~tiorh of AU'0L oflendders, a ph:ilosophy of a corrective approach

rather than a punitOve one, and the Army's sontinuing desire to reduce

the frequency I,,litHary deviance, encourage the e-xamination of fac-

tors that have bcaring upon the soldier's behavior and his adjustment

in the military setting.

The impact of psychology and psychiatry has led to the examination

of the personality of t.,e A;'OL soldier and has resulted in much creative

thinking concernir;: the -,echanisms soldiers eimiploy in their efforts to

adapt to the rmilitr./ w.ay of life. In p1r .t yci:rs, the research trend

"&as placed a disti nct clfyt.asis on persorali ty and background factors,

- ,vhich were felt to be r,•iated to AWOL behavior. Howeve-, currnt re-

searchers ynave cmphesizcd the interfctiort Letween the soldier, leade-r-

ship and the gereral in1itary climate; the soldier influencing and

in turn, bein(j Influance.. by the ,nviroi;i;.nt in which he lives. Recently

S- r.~



investigations have been undertaken by military rosear'..hers probing

the social and suciý,i psycholoyjical factors o-, ixllitay deviance.

In reviewing the rLsearch and the ac.cumulation of knowledge and

creative thought in the field of military corrections and military

ideviance it has beco•,e increasingly apparent that one can no longer

fccus only Upon the individuai soldier and his adaptation to the

military. Attention riust also be devoted "o tie response given the

individual by milita'ry leadership.

It is not surprising, that the majority of research prograwi

Sdealing with AWOL offenders prefer to handle on,ý factor in a myriad

of possibilities. however, faced with the task of identifying and

describing the salient factcrs related to AWOL behavior, anything

short of considering the full range of sncial, individuzi and lead-

ership faccors would result in an incomplete picture.

It is the charge of last research, the directive of the Deputy

Chief of Staff for Personnel, and the responsibility of The OfFiCe of

The Provot M.%irshal General to se solutions to the recurring problem

of AWOL..

'I II



The Problem,"-

In ,rcent years, we have witnessed a significant increase in

unauthorized absences in the United States Army. AWOL statistics

emphasize the immensity of the problem. The monthly AIOL average

for the Continental Army Cor,;-iXand is an estimated 23 men per 1000,

while the rate for all other commands is 4 men per 1000. Within

the overseas conrmands the monthly rate for Hawaii is 12 per 1000

.. pared to 3 men per 1000 for all other overseas commands. With

the beginning of the Vietnam build up, the AWOL/desertion rates be-

gan to increase in relationship to the hign number of accessions into

the Army. Recent- statistics reveal a rapid increase in the number of

AWOLs per one thousand personnel per month during each quarter from

Fiscal Year 1966 to the present. For the Continental Army Command

the overall trend indicates a tripling of AWOL rates.

AWOL STATISTICS: C GAR C
(Bas,•,d cn {.,OtC 1.Z.0NAR' B rii'-in .-5 71)

Years 1966 1967 i 8 1969 1970 171
l!,t Gu:i'ter 8.6 11.8 13.5 15.7 19.1 25.6

2nd QuarLer 7.0 9.5 11.2 15.3 15.4 28.3
* 3rd Q •arter 6.4 12.6 15.6 19.6 24.1

4th Qu -.teU 9.4 12.4 15.5 16.7 25.3

AVERACE 8.3 11.6 13.9 16.8 20.9 26.9

3 4
-. .a



AWOL represents a loss of manpower. A problem of this magnitude

is obviously important and reciuires deliberate action when viewed

from all levels of corr.minnd. Not only do AWOL statistics reveal the

loss of men from cont-tinuous duty status, but the subsequent require-

ment placed on military police, legal operations, personnel control

facilities, stockades and the correctional training program increase

significantly, resulting in a displacement of emphasis from the Arnly's

primary rission. Eighty percent of all military justice actions

taken are for the offense of AWOL.

The Arroy has. for some time, attempted to answer questions concern-

ir.g the criteria for the screening of potential AWOL offenders from the

Armed Forces. Various parer.ieters have been used to describe charac-

teristics of AWOL offenders, few of which secm to touch on those

the military setting and leadership. It is paradoxical that while

leaders are expected to rnaintain control over A1401. in all types of

'I units, and to influence the repeated AWOL offender, we, as yet, lack

tclarity regarding the salient factors contributing to AWO1L and t.ho

leadership techniques with which to reduce the proble;,i. Commanders,

at all levels, indicate they desire to reduce the problem of AWOL in

a systei.,atic fashion, in accord -.it-h overall mission requirements and

establi rinciples of leadership.

44



The ab-ility to *identify significant factors related to AWAOL

behavior is extremely va~luable. It has siI~nificance in the. develop-

*ment of AWOL prevention prorgrams based upon a -Fuller understanding

of the AWOL offender, in combination with leadership factors and the

miitr enionet



ad.~e of Prioyo 1.,ther

b ~Resei~rch in the area of mwilitary corrections, thcu~h having

changed in em-phasis several times since World War 11, is on the in-

crease. It has not only leadi to a better understanding of the military

deviant, but has aided in the developnxent of individual treatment pro- A

grams. Particularly ir;,port-ant in this respect is the individual appre-

hended for an AWOL offense. These individuals constitute a significant

majority of military of-fenders, thereby representing a significant man-

power loss, particularly in times of conflict.

Research on the mnilitary offendur has occuv-red in cycles, with9

greatest emphasis appearing in tms of major confit.risclil

In that studies are often repeated, primarily duo to the inability of

other researcher.- to familiarize thermselves wit-h past technical and

* research reports puhlished at individual installations.

Research s tudieas concerningl mili tary devi ancy, parti cul arly AWOL,

can) be classified -into togeneral headings. The first area which

generatcd significant. rosearch interest is tha-L of individual factors
related to AWOL. This rt~search was particularly prevaient, in the 40s,

2
and Laird's study can be consideredi representative. He presents

details rec-jlrding an Akir Force Officer whose psychiatric problem's

resul ted in behavior which was r~anqerous to himiself and others. Back-

ground inforanation re(crding the riin's family problcms , and his personal

Ii ------ 6 .*



life prior entering the service, were emphasized. Bronrberg, Apuzzo

and Locke 'p'ointed to what they aermed "separation anxiety" and "anti-

3.authoritarian attitudes" as cor:;mon characteristics of Naval deserters,

while Davis et al., in studying hospitaiized Army soldiers, found

that adult maladjustment and domestic problems weie the main complaints

of the AWOL soldier. 4  Guttmacher and Steart concluded from their

studies that a high percentage of AWviOL soldiers were "AWOLers," or

AWOL-prone, b efo_r~e joining the military, and therefore stressed the

need for a treatment. based upon clinical diagnosis and judgment. 5

Manson and Grayson in their study of individual NA:OL soldiers' psychi-

atric interviews, stawe the "neuropsychiatric reasons predominated
Sin the explanation for A'.,!OL offenses." This underlying emphasis on

individual factors specifically related to the AOL, or AVOL-prone

individual, lead to predictive studies. Recently, however, McCubbin

and Fox concluded that prediction studies have been, and continue

to be, relatively unfruitful, and suggest instcad Chat emphasis be

7placed on preventive ;::easures and techniques.

The second area that has oeen studied in mnore recent- years is

that of situational factors rclated to AWOL. Representative of inis

research style is that, of the "%.koff Studies." 9 These studies present

a model for examining siiall groups, relating military deviance to

personal variables, er.,otional variables and particularly different aspects

of the env,ronmtent.

7 -':.- -.-'C. . *C?



From this overviev, as well as a perusal of an in-depth review

' of research on miiit..ry correct.ioons presented by Fox et al., it

becomes apparent that the individual factors which were first thought

to be si.}nificant in attei .inq to predict those individuals who may

becoui military deviants, as far back as the recruiter level, have proved

to be quite unsatisfactory.1 0  Later studies, which focused particularly

on the situational and sociological factors associated with the military

deviant, also seem to leave gaps in understanding why certain individuals

with certain profiles use AWOL as a solution to their problems, while

like indivicWuals do not. HolIlander and Julian in revie-aing leadership

processes, suggest that research on task-oriented groups must attend

more to the organizational ",raineworks within which these groups are

embedded. 1  fiedler's "continje,icy model ," for example, predicts varying

levels of effectiveness for diffcrent combinations of leader and situa-
12 .•

tional charzcteristics. 1 2

Current research, then, sug;sts that, in the deterwination of

AWOL behavior, intcu'actions ray in fact exist b ctIean individual factors,

situational Nactors, and parvtcularly leader.zhi p factors. To this

point, leadership f;.ctors in AU,.!C"L and A1.OL recidivism have not baen

- explored, nor have they beonr used in this interactional setting. This

is an are. which, while bein9 concepIually relevant, is particularly

in need of resea.rch at the present tir,:.,

8 "
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METHODOL.OGY

DESIGN:

The variable of primetry interest in this Study is the rate of AWOL

for a company-siZed Unit. Since M.4OL rates do vary considerably,

companies were di chotomi zed as either high or lIow AWOL rate units.
AWOL rate was thon considered as an independent variable, and it was

hypothesized that questionnaire and interview responses would differ

between hiyh and *Iow AWOL rate units. These differences could then be

used to charact'eri ze the factors re'l tted to AVILA-

It was hypothesized tl-hat the fractors rellated to AVOL1 would dififer

for different types of Armly Units. Since there are so many different

types of units in terms of mission ýnud function, it was decided to

classify units as CON')Zt, SUPkorL, an~d Traininci. This trichotomy' was

also cons1(lored to b-,, an independent variablo, resulting in a 2 X 3

factorial desicn. I't should be pointedc. out, however, that the fact'Corikil

desicgn is not: pure .. tne possiible effect of thle iinstallatihi is conflounded

with the type of unit. since it was io',ossibl;2 to locate Coi,.at., Support

and Training units on the saupost. It was also recognized that comn-

panics are (tiighly iuiosyr~cratic ejithin~ tne three classifications. To

partly compensate for those two problelms, units were consildered as a

4 third factor accounting for varianc,:.



The rcesult~nj Cac~toriai de~sirn (2 X 3 X '1) nrov'ý,&s informatio
conce rn inq tLh e situatL-ional deteorminants of M-101. but it was also

~jdesired t o oeneral izo tL-he k-.10. prof ilie devel.o:oed at the U. S. Army

Correctional Trrainino racility, and to explore the reasons A1WO1L person-

nel give for the-ir bohaLVio'(. In order to do this, soldiers in Personnel

Control Facil ities and -in pre-trial confinement were also stUdied.

Data were obt-ained in the form of questionnaire and interview re-

sponses. As muchI aIS possible, parallel quostions were asked of officers,

NCOs, and enlisted men in order,, to obtain cross-references. The 1 nstru-

ments themselvyes arc. descri bec! bel ow:

Four questionnaires and twvo interview sched'ules wore deve-loped -for

thi S StUdy. Enl istedi men com'nlelted a 331-itemi questioninaire (Annex 1)L

measur-ing six areas of interest: personal background, pcyrception of

unit policy, CVaL'0uCon of faciClities aind servicens, evaluation of the

unit ard unitl 1! n's social -Yro biems , within the uni t, and the

incidenice of Al,;rL in the unit. Thirty-two scacis (Anrn-x 1) were dcvel-

oped from the 331 i tums,

* Fre officer and NCO questiionnaires (Annex I) contain s-1.imilar3

P opi1 qCV .i~stlons anrd measur~s of leadership style. Iteris measuring

attitudes tvwi'rd lc~dorship, A4,0L, and tbýe or,.esent unit were also included.j

Tw.entY-four scales 1-1ncx ) wero devoeloped ficoii the officer and Wl(O
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"questionnair.es, Th" officer dfnd :CO questiornaires were icenzical

except for the addition of a 20-it•m personality scale iM the Officer

questionnhaires, The Special Pers.onnel Facility questionnaire (Annex

I) was iln a different formzvt and consisted oe 166 items investigating

ithre, na-lor areas: background characteristics of AWOL offenders, perceived

I causes of AWOL and perceived factors affecting the AWOL offense leading

to confi nernent.

11terviews weru corJucted usinj a standardized interview ".eormat

(Annex I) consistinn of three parts, The first topic was an open-

ended question: "What do you -llink the Armny could do to reduce the

problem of A.!11 . Then specific probe questions were asked to obtain

the subjects evaluations of common proposals in terms of efficacy,

practicality and desiraility. In addition, officers were ase,, to

assess the influence of higher cormmand (Battalion, Origade, etc.) on

the handling of A',.OL in their units. Finally, the hifcher commanders

were intervie,,.eri (Annex G) and asKed open-ended questions recIn, rdirig

* the causes of A,.,01. ind possibluI solutions to thc problem.

Tne instruri,'ci-ts were pre-t:stNCJ at Fort Iil, y, a:,sas, ar, d modifi -

cations ,are made 'o increxse -LhIe clact.y and coi:p:.erVIvess of the

i nstr'r,ents.

SAN!PLI•," :

Sample selection was based on scver-il criteria. Four mnaior

... . . .... .-- -. . - . - •.. .



infstai I rc`iors ,oleml-con on bias is o-f theair J~iGlG eS y

becaw-,e eit; ca coiibct. or- ̀ rairirný units wnrc ttn~ thera, end bccause

the posts .:re zt. und E.r study a" the ~ teach insLaliiiuri,

unitýs wereý se1ecýedl wh~cn had reia-L-veiy hio'lh or lc.%q A-0L ratos uovr the

previous threc, rmonIns andi which hzid not exporiencecd a change of Con ~inding

Offic er o r ri % t Scrý,eaiV:.-

ATwenty-I sour, coilpny-si~zod units winich mnat these cri teri a were sel ec-

for the study.

TABLE: SAMI. OF UNITS

TY PE OF UNIT NU MiPER 0 F A VE PACE
I NC-lUDEFD PEkS0ON;N?:L AW0IL RATrES*

4 COMBAT UNITS:
2 i nfantry O FF =39 4 High AWOL Units:
2 Air'borm. Infantry 36 / .1000
2 Ar Lil icry NCO =149
I C Ca Va Iry 4 Low~ AVOL Un its:

*1 En hu EM 439 10 / 1000

SUPPORT UNITS:
2 Supply b OFF 35 4 High PJWOL Uni ts:

Transport 7'1 / 1i000
1 Ai rc rn ft

Mai nte,,GncIQ NCO 235
1 i'M~1i tar', Po1 co 4 Low K%01. Unitls:
I HcaCkiquzrto'c.rs it1 / 'J U10

Coxi.nd -Ui 716
I Enggineer

I Data Prucc%ýslnýc
TRAIING I Prsoi~1So vices

TRAIINGUNITS:
4 UOT OFF 19 4 9 ih A'.;L Uv

2 In~viwyITS9 /1Q000
42 Go Sa $.ýpor~t IN C0 51

T rai i fr ig 4 Lo, A0.j Unit!.:

TOTAL 2.4 29C0

*Bascd co.i AWCKLe. recoraod on II uI.. Prin~R:pr for a 60 ciay period.
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The research tei iý,e till quc.t Linnaires to the designated

units. A set. of stý%d:'e frucO~ as provid~ed and the research

te~a.- arswerec' ques ti unt and iioiu toret r'eSPOIS CS dUrngr admini strati on."

A sui-ple of wa~i zs drcvwn fro,-,, Ciai cwnaiy roster for the purpose

of persur~ali ntervi ewis. ThC 113'tWrC Of tile samlpIle d,`Pel'1(dd upon~ the Si ze

and coi-,pos -i ti on of 1the L4.ni L, but i t wtas des -ined to i ncl udc, al 1 offi cers

a ran~dom sai; )I of 50~ o-f the NMs and 20c/, o;- the on i istcd personnel.

F011irC wt oletc, jCd~r (queStio6Aa-ira and interview schediule

wzis coded by .i A'me ~ the reseur~i Lcam, ai-ld .i-issjflc or fi~Ultip1V

responsesc rlorce 1 ndi cat(eI ;ur spuC-Ca) conliputeu' nroceŽss1 ti. J

Simnilar prococ'uros woro foIljoged Wj %qth ',11, ~pe C! C. a Prsonnel F aciliity

ques ti onnaires al thc'uýh i ntcrvie~ws wc'rcuo co.ndor.'cd 'a h pcl al

Personnel Faci1i ty pcrsonncl

" In trrc case of ;hwcý S Lypui1jj LJ-Ls , Lhe queostionn~iir vivwre admuni ii ~eraci
by Biqnigc.ý Officoi-z.
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DATA Ax;d\LYSIS

U QEST 1 ON ,;1AiES

Officer, N1CO and Enlisted responses were individually analyzed,

using the multivariate aralysis of varianceI applying a least squares

solution to the existing unequal cell frequencies (Annex B).

ENLISTED DATA

Discriminting itpims (.05 levei) were selected for further analysis.

On this basis, 84 items were isolated. In nrder to identify the

underlying dimension of the discriminating variables and to maximizn

the opportunity for obtainin9 statistical relationship among the

variables, they were subjected t,) factor analysis. The aim of factor

analysis is to find a set of indepenc:ant dimensions with which one aran

describe, i the sirplest manner possible, all possible relationships

among the ir•portant variahles.
The-3nalysis w•'s col•iieted at the University of Wisconsin Computer

Center, U!I',PC 1108 System. Ten factors, dealing with response to

AWM.., wcere first extracted using th2 principal components technique. A

normalized Vari-.max procedure was used to rotate these 10 factors to simple

"strucZt•re. The rotated factors accounted for 55,0% olf the total variance

(Annex D).
_*1.

'! Ll'i
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TABLE: RESPONSE TO AWOL

PERCENT OF J
FACTORS VARIANCE ACCOUNTED FOR

I, Concern for the Individual 7.9
If. Limited Concern for the individual 6.3

III. Response to Unauthorized Absence: Punishment 6.2
IV. Problem-Solving in Critical Situations: Grant Leave 6.1
V. Problem-Solving in Critical Situation:

Refer for Verification 5.4
VI. Crivical Situation (AW4OL): Nonjudicial Punishment 5.3

VII. Problem Avoidance: Through Referral 5.0
Vill. Problem Solving: Direct Assistance 4.9

IX. Consistent Response to AWOL: Tolerant 4.0
X. AWOL: Prescribed Response 3.9

Discriminating "Leadership" items were. then included in the Factor

Analysis of the Significant Factors mentioned above. The purpose of

this ana'lysis was to identify possible relationship between leadership

and response to AWOL situaciorns, A total of 23 factors were extracted

and rotate,' to simple structure. The rotated factors accounted for

60.7%' of the variance (Annex ').

; -I1



TABLE: LEABERSHIP A;OD RESSPINSES

PERCENT OF
FACTORS VARIANCE ACCOUNTED FOR

I. Leader-Subordir, ate Intr, e. son a' Relatons 6.3
HI. Perceivedý W!Iofulness of Probleo,-Solving Agencies 4.1

III. T&ctful Person-Oriente6 Lea-dership 410
IV. Response to A',CL'. Favoritism 3.1
V. Promotion Po'iicy: ýias 3.0

V1. Response "Co AkOL: Concern for Individual vs.
Prescribed Response 2.9

VIII. Problem-.Solving Leave Policy: Iimitediate Granting vs.
Veri fi cat'; on 2.8

.Respcrse to Unauthorized Absence: .Punishment 2.8
X. Leadership 2.7

XI. Job Satisfaction 2.5
XII. Lirited Concer,; for the Individual 2.4

X1I1. Disregard for Consequences of AWOL 2.4
XIV. Consistent Response "to A'0', Tolernce 2.3

XV. Problem Avoidance Through Referral 2.2
XVI. Cri tical Situation A NOL: ,onjudici al Punish,,ent 2.2

XVII. Punishment for A!,,,L: Bias 2.2
XVIII. AWOL Prevention 2.0XIX. Problem Solving: Direct Assistance 2.0

XX. Inconsistent Al.WOL Polhicy: Lack of interest 2.0
XXI. Racial Pro,ler.s 1.8

XXII. Personnel Turbulence: Nor-,.,OS Related Work 1.7
XXIII. Exe,,pt- fro.,, A;,1OL.: i as 1.7

XXIV. Personw:l Eveluatior,: ISG 1.6

Due to limitations of +Chi Factor Analysis Program, the reoriaining

Ssituational and indivicual ite:•-,s were not subjected to statistical

analysis. Rather, the "itei,•s were categorized into clusters having

16
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face validity. The resulting 22 c'iusters with titles were included

"in further analyses (fA-nex Dj.

TABLE: CLUSTERS

TITLES []_.

I. Contributing Factors to AWOL
1I. Indicators of AWOL-Prone Soldiers

III. Exceptions to AMOL Po'licy

IV. Individual AlOL. ,anOi i'onjuidiciFi Punishment
V. AWOL. Policy Oorh'uri cati on

VI. Atti tudL Towards A.WOL
VII. Work Si'tuation: Job Satisfaction Ti

VIII. Physical Environment LI1
"IX. Social Situation

X. Recogni ti on/Promoii on
XI. Educat'or,

"XII. Perceived Eelpfulness of Helping Agencies
XIII. Evaluation of Unit

XIV. Unit Leadership
XV. Leadership: Integricy -- Credibility

XVI. Problem Solving: Nr, involivementr
XVI. C om--u.iir*--+'ons with L,:ac'ers

XVIII. Leadership Scale: CO
XIX. Leadership: ":SG

XX. Asocial Behavior: Attenuated
XXI. Race

XXII. Yurbulence r_..[

L.J

LJi

NCO DA'A

The significant NCO Leadership, Situational, Individual and

"Response -o AW-,L." iteiz wore analyzed together using the previously

K . . .. . , ,U.. [ i'



* mervnti one., procoecuros. A\ tota~l o-f 9 fcoswere extr~acted, which

IaccounteiJ for 5 6.OZ of -i' uo-0 varia~nce (Anne~x D).,

TABLE: FA'CTORS RELA7ED 1O AýWOL
PERCENT OF

FACTORS _______ THE TrOTAL VARIANG~E

I. Job Satis-"ction: oww,1atnsndMrl7.
TIII Rejection~ o-F1.110 eceRsos .

I. Responzet ri'c-1Stain l'-c lrfcto .
V. Re'ct~ion zo SoldherýY: Nc~gat~ivce Expectations 5.3

VI. Pe I u'rsonnel bur necc: Lenient Unit Policy 4.6
VI. DeAily Acti vi ies: Noan-I`OS 4.5

IX. A-iOL Problem: lnoffý-ec-Live Chain of Cownmarid 4.2

OFFICER DATA

The factor analy-tic. proceUccurs %-e'ro also applied to the anallysi s

of officor responses, Analysis c-F sicijljficant 1.eador5'nip, Si tuational,

Individual, and "Response to AWO!." ltonms resulted in the i 6enti fi cation
of 9 fectors whioit acco~nleci for 6. ojý the total variance (Anncx D).



TABLE: FACTORS Pr.L-iDE TO `\'01

a -' PERCENT Or
FACTORS- TOTAL VARIANCE

1. Attitude Towards Unit: Low Evaluation 10.4
II, Problem Solving: Limnited Concern for the Individual 8.5

III. Problerm Solvir, : Concern For the Individual 8.2
IV. Problem Solving Agencies: Frequent Contacts ,6.9
V. Unofficial A,,OL: Frequency of Contact 5.9

VI. Problem Solving Contacts: Limited Involvement 5.5
VII. Response to AWOL: Unofficial Punishment vs.

Training and Assianrmen' 5.4
VIII. Personnel Turbulence: High 5.2

IX. AWOL Indicator: Agqcressive Behavior/
Lack o " Discipli ne 4.7

INTERVIEW DATA

Responses to interview questions were analyzed usiry sLandard

descriptive stE.tistics in an 'czempt to determine the strenatt of

recommendations to reduce AV.OL. Consideration v.as given to overall

recom,,'.-ncd,-tions about the proY, em; recommendations unique to officers,

NCOs and enli.cted personnel; recommendations unique to types of units

(Combat, Sup.,.ort, and Training) as well as the typo of recommendations

"offered by personnel in low as well as high AWOL units.

Command Interviews were given separate consideration. Responses

provided by a total of 20 battalion and 10 brigade conmmanders, and 5

Commandin9 Generals in the cor,.'.:,mnd chain of the 24 units were examined

4,



throuwc ti, usc ,.-f cescriptive s aListics S Spp'c-'ic evaluationr was made

of recom-endatioi-;s by all ievels of con.mand (PB.attalion, Brigade, Division,

Insta~l ition, and Conps) as wiell as the overall reco:!.-,C:ndations by

higher cor'.;,z;nders.

PERSONNE.L CO, T,,L. FFACLI'IES

,second e:asis of the A..3)L study was to examine Personnel

Control Facities, prin.--ily to obtain a more comprehensive and

valid profile of the A.OL offender. A sample of 507 soldiers in PCFs

or in pre-trial ccn'inen.ent conp'leted a "Special Personnel F~cilities"

inventory. Their respons~s ,ere analyzed using basic descriptive

statistics, Factor analy.tic proc:dures were used to determine the

underlyirq fac".'ors associated ,ith "reasons for goin% AW,.,OL." A total

of 4 factors were identified.

""0

,I
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TABLE: REASONS FOR GOING A'WOL

FACTOR FACTOR LOADI-NGS

I. Leaders[ 1,

I ne ffe ct.i ve Chainr of Command .8556
Lack of Experiorced Leaders .8400
Me an In es's Wo rk .7759
Constant Rotat~ion of Leaciers .7553
Reception Into Unit .6273

Can't Adjust to t-he AriV,- .7244
ADrug Problem .6424

Alcohol .5171
Homes i cknos s .4813
Problems with Parents .4305

III. MarrIed Famrl P.jroblemis

Marital Problems 74

Financial Probleti-s

IV. Job Problei--s

No Opportuni ty for Pro-moti on ,
Lack of Job SatLisl~ac-ý*on 3

Basic statistics were used to provide both a comprehensive picture of I
the AWIOL offender and the factors associated with AWOL behavior.

211
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PROFLE O pOL OFL~iDFR
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The purpose o;l zhis profile is to pressent le characteristics

of tre AW-.OL scldieo. The prn,,Fii o is riot a set of characteristics

applicable t-o all AXOK offnes rpt~her, it provid,,s a generalized

overview, based on the statist-Ical avarage of a".i off'enders. An AIWOL

offecnder w21l not possess il' of these characteristics, ;-or will all

soldielrs who r;at-c~ h- Chiaracteristics go NAMO. The profile repre-

sents an ove:rfill picture, ru-flectiig in goneral the characteristics

of AWO0L offorrcers.

Age: The averiigc age 's sli~cc,-ly ovcer 211 ycars.
V4ore thain ti-C~ k.3 rd s of zhce nmen 17a.1 ho-wee. '19 anU 22 years
Of ago!.

Race: The riaj~oricy of A'..Oi. o-i-Ienders are whiite (71%/0).,e er o es ac c ount.
for slightly over 2310, while o-Ghr riaces make Up t:'- remaining
6 2,

liduca-ior.: Thover&' ol'feridfýr quit school after completing thc 10th
gradc . On-mCof tK,:se mcn !,.avý! no diplom,. of any k-;6(.
Almost oetir (32%) _ý rav* .hn.co l hl nte

1%com~p et the G.F. .D. Only~ 'I" hew-r! a college dgce

Marit&i St,-"u1s : irire 7majorizy ol- th.'1so (%)ace st~il s-'nc ii'.ý
1,1Z~i ovoroe~hr (352) e;ro %nrriec;. Less tchaM 3K a;'r

j ~~seperated vwhile anotCher 6'1 iare divorced.

Chi'.dre-. : lost A';OL of-:-ce~'ers (7,^,c) hý:v_ no children. Less t-'ia.- oi,,e-
T,%rzýh (23%/) nave on-e c Zc,12 nave toChi'it-rer ano an other

62 izive tr or ce*icr.

Reljic:4;: The ra,-ori-ýy C7zsiwvca express so-e. rel iCS
pre-,oronco. Over onc~.iai-c (522)' arc: Protestzmn`, 231" Ci.&.holic, arnd

1.,-re Jev.ish. AI>~ "%cl-tIm~ no religious pre-lercflce.

*See An.nex A
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P arent'cs S -etuLlS: c, -L"o th r,-o .r s (7G oT th Ls e men hav e bo Lh

Darer sf lv-rj. 'nly o" c: ;ner mo-:,irs haveý died, while
o e r*:r s are ;cceased. G;Thly 2't% have bot-h parcn~s

Broher an/a S ;:e~:Aiffos-c all1 A`W2, offenders (9T.') have at
iease one Lr~ror siscer. The averacge is four siiýiings.
A; zot?," ofl 10% hai-ve fro.7i ono tU'o thvreo si blinogs , 36%ij have fromi
f our v.o six s--h..~s & ard 21%ý of the, iaerI have seven or more
brothe-,rs and/or s-ist-crs.

Parent' " ari qe Loss than half (1,11) of the parcer-,-s of NWOL of-
-'fenders are ,:~ii arrled &ind *Iivinq -Lo~other. Over one-fifth

(21*ý') ofl Vic failes ,ve raeor ot parents deceascd. Over
one-third (36;,' of tho rxiren-;s ihaveý oither sepilrated, divorcod
or reriarried.

*~~~~~~~~~~~ LahrsWr tL.:nc-fut';o h ahr (75"~) are still
workr~.Oalv2% re on wci'fairo.

Lived W1ith ,);rcnts v1i 12: Over.- a third (36%") of the AWO-L oflFerdei-s
d~~d~f ~ Do p. O arcirts unti 1 16 ycars of ac.

Method of cE.-r into Scrvwc;: Tnc -.izjority o-.~: those ircivildualis (59%ý)
Trod for týhe sc.-vi ce. Less tnzn 37% were dirafted, wh-i e

41" entere~d Lhrout;vaiusohe,,c,~s

Reasons Fqr Entry 1.to Serv-icc For hosc r-; C en ,.hc) clisted -in thc
service, n~ar o.,-t c ' K~% 6 ri c zitýd ý!h 2v did so in Drderr
to "gjct zi.a 1 p~ prob 1 o. CQv r cr;..fo--I'oth /. (ACiW
s ci- c,., r",) ~si v'~ s eeirc th e Are'y am f k" wh i Ie 2 C

* acdm tte& the eckc' ,e-J.c drafl- we' ( J 'ws an
iflD~L P.;C oor oc ro (2i e2 iý f'~c Led L r their1 LdSire-
to "lear ti k -l" ws i I n, c-anuc r; to, joi.1
the Serv~ ce, IC ivi. I- %.,~d tLhcy "a ti else, to do.
Almo st o f c! s c rie ~i n dx d t he,2y zer 'forcod by a Jcco
to join the Am,,y, whilie aohr9:. agreed %..itin the statemer-t
th~t they "had rilways want-fCo t0 rn a soldier. H

Tr ainn Cc.: 'd he ajriyof AINIlL of"-cnde.rs '63,') have corn.-
pee AC .Sii r.;nra tn ot-e-fii-th (ý22%) h ve com-ipleted
crily basic trainmug, owhil lO'10. cve coaq)-ietcni ýo_ milIIi -ary
training.



;GC2ý rw 2~c 20ar zorjthoJ .

T>ie R 1c sear:; , (31c%)ar have uý-So

u' W Ii "oi'- s r :C22i i , ni c% r.J st cV, r C 001 c atL i on ; 1. Over 16
h ave u;p to 6Olusrti '34c%- have: fralrn 7-12 months t
soerve, and 35% usc scv-' taa -2 ye-ars. SIirty

Hictct ~ ~ ~ Z -k7 ) r cwAOoFfendors (2017" v'ere never

he 1, iC- .2-? It war _ rooeu -L t c 22%, ataie

tn he 01 Eo ' f ~ a -Jnt a c 12'/% o f tnIe s-
met v; ikie cs: t h a 2,EL C'tai i theil i-uk of r 6 or above.

Re-cnis ~ ~ ~ ~ ~ nc v i d,' i' I~ . rt fteeicvd s (810 av
niever r I ince ½ l.' - rict 172 indic dte they reerli isted
once , andV ov er 2> rce nste tL-~w i ce orY more.

MO:Ter~jrt y;) Am~.inswr wredn Mc ~S at som-e
t0in.e in the-ir t-ours orf dubty'. 0~i, Iy 22 nve n1-M(OS

Uocrktlc.d In 20$:S For thsemyawr 25q.liic,.exact~ly arc-half
Cm) *iL ~ ay n tut'205at hai1l4t cuLýy statio.01

Mos For , a s'iic"ht. Ila-

Viet X ,r Srvl 0v U 1-4-cut of -c:- cJ cii-nLrdors, ý2%Z hav

Civl ie Are I yof A.-OL o uus(Ž t~~tC theýy
vcrc~r- r. .in. cv rin Fie For th,: cnm

2 6. rac s' na r recrd 1U wre ai:etc tIc
ao `-7v andc IQr613 indicated more Z'han scven
c v lan :rrcs-Zs

C ii ' i C:cI VC ctn.: tA -Cf, :rý.cnntase (43% ) of A.:OL offendcrs have
c iv iian con.-v ýc -ion s .;tir record s. For thascs rimco, 39%, have

ocCO.',/ CL 0on 37 CNve ,ac'r i7 L.' 3-7 con.vict io0:1s
arel 7:- havz ~~ cv ~dmrta svntrS



Courts-ý-'rt-i a' Tre major-Ity o-F t AIQL of-I-ndors (63%ý) have yet. to
-receiva~ a coort-martla, Fo- -chose imen who htve been conivicted

by ý :1 .ii tz,-y court, 6" iivc ii or-mria 25' have
reccivo,; twom convictOio.s, ara, *12K indicate three or more convic-
ti ons.

Article-, '15: The ria'joritv O3% o17 A',i'OL pnrso~nmei have roceived at
To -s-E one Art'cle 15. *feaerg or ail A1101. personnel is

bbou t tw,.o per man.
Drug Use: A miaoit of AWL fend:ers (62%) state they either pros-

ently use or 1haVO Used drtuqc.

-Ae o:Lf First Du!U-'-: On -the avcr,,,e, AWC)L p~rsonrel began drug use
ýý 'I.age oJ i G. T hi rmajority (8uo bjaruit drugs between

the ages os 13 and 20.

Years Of M-1.1 USE': 11ost 0oF the indlividup':s iniai drug use had
a on ru uehistory. A',thCL;,Th all pcrsons may not hav

usmod drugs du :ythc e;iti ro ner 'od, andsm esosmyhv
termiinatLed drug usef, the averagco .mrqth of tfi-me since initial

drug use %%as oviur fouir yoc'rs,
Length of; AWO.!vl1.: The avc-racie uato of absoncv: was slightly more

z In fir im ont-ýhs., A totali oF 15'/ wera gone less than a month,
1 2ý %.*re gonec 1 -2 mionzhs, 1 33ý1 w'ire gorne 2-.3 mont'.hs, 230% were
absent 3-~6 mnonths arid 254 wrc A',-O0. fro-m six mon*t.hs to a year.
Alimost 12k' were zeuu;,ci- 1uo ovor a /y-ar,

Nu;1,Icr C; A2L Viltci F' Iru Is-'u;;-;t The greatest

ti~clr rqu(Lj Zm'. Lo i .in ' -v - a raciz ti of offe..^rderS(5'
wet ~J f-o ?r~ i~ roF--ci: -, ̀tY. Over one-foic th

of thesc rwon 25:" frt o;, AIT, iw.hri 25'/,%-iomjeNt OL fr-om
BC'. (Note t41rot mar,' mn wc ' A-..OL from several of tOese,)

Jtn~~tr to-LA1Lofnes pcint cut tw-Yo sign~ificant
factors wh1i ch they -ndi cat'e hadj an min'uience upon tiheir subse-
ouert mil itery offenso. On-ia~rho-nidsan ineffec-
tiv2 chain of com-ýind.! IE~c% of exPc`eriac.:.ed leaders, and the
rec-.tiion they temevsracciveci in, the urnit.
The s Qcond flac~tor is chr~t'itcof AW,!OL perso-nnel
theuýis ý:lves. it incluccns itn in.h'i,;ity to acijust. to the Arimy,

t ~problems wizn drugs cnd alcohol, Klc;:;esic:ness, and problcms
witl theiOCr pare.,Cs.
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Consequences of AlL, iJr, Civi. L-ie.: A majority of AWJOL personnel
T6- / trog y .!Isv.ee wL^, zcii ce suggestion thac it would be
"hdrd t~o e a job afizer z, court.-marcial." Most of these
men also felt that a "3.e, ConducT. Discharke would not cause
probeies ( for ;.,e) in civi1 1 i fe.

Reasons VI;ich D':cour,,e,. Otners From GoIne. AWI.. In evaluating
reasons wmhcil migh, t discouramc o'h nen froe., going AWOL, the
of-fender popuI6-ion fel% vhat only the desire for an Honorable
Discharge r•,:it have :ny s'i.ificant effect. Even this factor,
however, was not perceived as particVIarly important.

.I._
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FACT SHEET

PROFILE OF Ak.'L OFFENDERS

AGE ....... .............. 21 YEARS (AVERAGE)

RACE.. ... . .. .... CALCASIAN 71%)
-NEGRO (23%)

EDUCATION . . ........... 10 YEARS (AVERAGE)
HIGH SChOOL GRADUATE (32%)
G.E.D. (17%)

MARITAL STATUS ........... . SINGLE (5%
MARRIED

CHILDREN . . . . . . . . . . . . NONE 5 % -"T•

1 (23%)
2 (12%)

RELIGIOUS PREFERENCE . . . . . . PROTESTANT (52%)
CAT HOL0 1 C (23%)

PARENTS' STAWUS . . . . . . . . . BOTH LIVING 76%)
FAT!hER DECEASED 17%)
NOTR DECEASED ( 5%)

SIBLINGS ...... ........... 4 (AVERAGE)
1-3 (40%)
4-6 (36%)
7 OR MORE (21%.

PARENTS' MARITAL STATUS ..... MARR:ED (43%)
SEPARATED 11k,

DIVORCED kl4;
REMARRI D 10%I
"DEATHS 21%

FATHERS' WORK STATUS ..... ...... WORKING (75%)
WELFARE 2%)

LIVED WITH BOTH PARJNS UXTIL IO ...... .......... . .(64%)

27
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VETHOD OF ENIRY INTO SERVICE ENLISTZD (59%)
DRAFrFLA (M37%)

REASONS FOR ENTRY INTO SERVICE . AVOID PROBLEMS 32%
-':CURIOSITY 127%1

AVOID DRAFT 267,
LEARN SKILLS 21)

TRAINING COYPLETED . ...... AIT COMPLETED (68%)
BCT COMPLETED (22%)
NONE COMPLETED (10%)

GOOD TIME IN SERVICE . . . . . . 20 MONTHS AVERAGE)
0-6 MONTHS 31%)
7-12 MONTHS 181)
1-2 YEARS 24%)
OVER 2 YEARS 26%)

TIME REMAINING ... ........ ... 2 YEARS (AVERAGE)

HIGHEST RANK ATTAINE) . . . . . . E-1 20%
E-2 26%E-3 (18Z)'

E-4 22%.
E-5 12%

E-6 OR ABOVE 2/

AWARDED MOS ................. ....... (77%)

WORKED IN MOS (IF AWARDED) ........ ............... (50%)

SATISFIED W'iTH MOS (IF AWARDE ............. . (47')

REENLISTED IN THE SERVICE . . . . ONCE (17%)
TWICE OR MORE (2%)

CIVILIAN ARRESTS ......... ONCE (26%,
TeTWIC E 6(16%

, C3-7 TIMES 38%
8 OR MORE (18%)

I: CIVILIAN CONVICTION'S (ONE OR M3RE.) ..... ............ (43%)

SERVED IN VIETNAM .. . . .. . ............ (29%)

-.. t* - e. r- -I



COURTS-.ARTIAL ;. ONE

Wi
"" THREE OR MORE 4%

ARTICLES "15 . . . . . . . . . . . 0\1 E (24%) '.

THREE 7%
FOUR OR MORE (16%

USE OR iHAVE USLD DRUGS ................ (62%),

AGE BEGANJ DRUG USE ...... 16 (AVERAGE) .

YEARS DURATION OF DRUG USE.. FOUR OR MORE (66%1

T01hRE 11%

LENGTH OF LAST AWOL . .. . .. . 4 MONTHS (AVERAGE)

AWOL FROM VARIOUS ASSiG'M4E.ITS . REGULAR UNIT (68%)

SPrU (PCF) (56Y)
AIT (26%)
BCT (25%)

4
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I
SITUATION'AL FACTORS*

HELPFULNESS OF PROBLEM-SDLVI;hG AG^c"FS

"The direct assistance of problemi-solving agencies is significant

in units with minimal AWOL probleims. Men in low AWOL units perceive

the Juoge Advocate General, Mareel Hygiene Consultation Service,

Personnel, and the Inspector General as being more helpful than men

in high AWOL units.

OPPORTU.IITY FOR PROMiOTION:

Clearly defined, fair promotion policies are related to low AWOL.

Promotion policies which are well understood, unbiased, and which make

promotions realistically atzainaole are effective. Promotion policy

should be closely related to individual performance and fully under-

stood by the soldlier.

UNIT MORALE:

Low A,'<OL rate unit personnel state there is higher morale. Of-

ficers in trese units have a batzz:r overall irmpressi on of thei r unit.

These units are characterized as having better communicat.ion with

leaders, bo-Ji in regard to jo'Ll inforcmat-ion arid pcr:;or~al problems. The

officers 1have L hi(;oor oplnion of the soldiers; they feel the enlisted

men perfor:., at a higner le(vel when compared to perception of enlisted

personnei by officers in h (jh AM,&L ra Le uni ts.

I',' I30
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PERSONNEL TU 6.ULr,:

Stability of personnel, whether leaders or enlisted n.en, is a factor N

related to decreased AWIOL, Stability reduces the changes to which the 1

soldier must adapt, maximizes the possibility of leader-men communication,

unit develop:n.ent, aw(I the potential of unit cohesiveness._I I

SOCIAL SITUATION:

Units with minimal AWOL problems are characterized by less conflict

between races, These units also experience less drug use, especially of

- opiates and barbiturates.

WORK SI'TUATION:

Adequate staffing to perForm a mission, and access to necessary

equipment characterize kLd AWOL ra•te units. AIso signiflicnt are the

presence of men who arc setisfioe v'ith their jobs, who perforrm their

jobs better, and who are noL r,,CL, ired t-o participate in i.reaningless

work details. They feel their jobs are important to the unit mission

and to'the Army.

RECREATIONAL SIlUAYION:

Units with low AWOL rates are characterized by greater availability

of sports facilities ana a greater opportunity for peace and quiet.

31
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rii PEER INFLUENCE:

Men in units without serious AWOL problems receive less encourage-

ment to go AWOL from others within their unit.

I •
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LEADERSKIP FACThORS RELATED TO AWOL*

COVMUAi CAT ON:

Pertinent to reducing AWOL is effective communicatior of officers,

NCOs and enlisted personnel. Efcctive units have open door policies,

with leaders who listen to what their men have to say, and are tactful,

clear and fair in stating the;r own position. *They assure that the

chain o, co,,nand remains oper;, making NOCs, and particularly officers,

readily accessible to ehlis-ea persunneI. This is particularly relevant

in such areas as ',y anc; persoral problems, and job satisfaction.

LEADLR / SU ,ORMADHA-,. RELA'IFONShIP:

Effective leacers denstrate a basic respect for the dignity and

self-esteon. of his subcrirna-ces, &Iways treating them "as a man." His

relationsh;ips are just, buL fair, wi.an the ever present awarenress of

the digrnitLy of tio -indiv`,cual with who;,, he is interacting .

AWARE;.'LSS:

Effective leaders dewostrate concern for problems experl-enced by

the men -r. their coi,;.,ana, zs we'± as thuse probleis facing tnc unit.

He is, therefore, not or;'y interested in the individual, but in the co-

hesiveness of his uniz. He is also cc cerned with the military mission

of his particular unit.

* See Annexes D and E
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C4EDI)BILITY:

Leaders that are effective in reducing AvIOL are characterized as

trustqorthy, reliable and~ cuonsistent in their dealings with subordinates.

ATTITUDE:

A leader's attitude is very important. lHe believes he can influence

the potential AWOL. soldier. His at-titude must reflect his respect for

the individual, even though he has a problein and may need help. A posi-

tive attitud. becomes particular;", relevant at this tinie in that the

subordinate iiust not feel the leader is looping down at him, or lose

respect for hiremself because he is experiencing some probleni.

EXPERIENCED LEADERS:

Experience is a key factor possessed by leaders who are able to

deal effoctivcly with A,:OL. These leadcers, tlhrough riatur'ity and sensi-

tivity, h,;.vt2 lcarned to ad.,nistcr rewards effectively and to structurc
situational factors so tha- aLiernatives to A,,L are always present.

DE MONST'RAT, CON.C'>,: NN

Leacrs seen as si~oinq co.,,.rn for their subordinates are charac-

terized as J',Jst, good, decisive and enthusiastic, and are responsive

to suggestions 1*,,,ic. by thc r men. in particular, tne unit CO and laG

AY
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are seen as the ;:os FOC~ci 0v-001,0e soc1 vors in thle Unit.- The ir

concer . sroflecteu6 in r,-hei r .parcop'i on o-1 the -i nji vidual 's a~n SelIF-

worth, dicn-ity and i ttek.1miy y. Thno s uourd- iite is i ndeed treated li ke

I ~a man.'

ACT IVic:I IiV 0LV E I,2T N P R(OBLEM S CL VING' P IiG 1,f.SSES

-IReferrals Of sol~iers w-,ith )p!rsonzil problcni,: to p-robleml solvinc,

agencies is most eeciewhen the leader takes an active part in the

re f crra I p ro c .s . The lei-icer is resporisive'_ to the problorms faced by his

subordinatce, aiid is willi ng -Lo cc;;.ct.i valy i nvol ved by deal i n( With

the proble;-.'s oi~~f r personall1y nmaki n~j cont.act with an approp~riatet

help-Ing agency . Tho.~h~I hcer is on the icladlor' s awarencss that.

a prOble, ex-Ists in the eyeý m;f the subOorciinato, and a vriliir.ýneýss to

becroi,.: acti vcly i nvol ved in &t.:i a so] ution

UNIT LUEA 7R&ii1P:

ine ovz:rali l ri e -I. uks of a, un.it elffect~i y in fl j

are che~ractcci zed --s just, So 4c ViC!i V. These. charactL'is tics ;;c,

linost oftLe; c~tt'.ibutok'd to Lne CO a:-,ýi o-7a these units. While tAcse C'

ifji viciuai ný are seer. as iý.y~': s~h or the pi'oble-,. sol viriný aspects

Of the L11i t, tile cllliQ\ Oift C-6 -,,m~;er o funct- on as a Uni ted tzi s

very
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DINDVIDUA'. FAC.:)O,. 'ELAIED TO AN,.OLk

J03 SATISFACT!ON:

Higher job s~t'sfactiorn ws cha;-afteristic of individuals who are

working In their 145, interosted in their work, and who perceive them-

selves zs fulfilling an import•,rt function within the unit. Thesd

individuals are less likely to go AWOL. Individuals not working in

their MOS, or who find theidseives placed on ricaningless details, are

dissatisfied and minrc iikely to rcsort Lo AW,;OL behavior. Individual

job satisfaction is a significant characteristic of units with minimal

AWOL proble;,s. Satisfaction is derivcd by individuals working in

their aOS, intercstod in their work, and whio perceive theonselves as

serving an important function ir their unit.

MISS]O;I CRiDIEAT 70;',.

The ii•,norttr~ce ca- the unit !::ission is a factor selidm debatc6 by

comm, an~ers, howevCr, to'- perceived i;.:ortance of the unit mission, and

how it rel oted to that of the to-al Arfi,-y wission take on special

signific.;-ce owheon reletcd to Al,,OL. in low AWOL situations men perceive

their unit mission as being, very i.portant.

ATTITUDE TO;MARD CG6NSEtIF:C[S oF

Many individuals cio AOL ue(viuse of an inaccurate view of conse-

quences. They believe tht a bat conduct disciar'ie ,ill not cau-s,

.See Anr~exes D one. t.
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them any problers in civilian life, that those who go AWOL usually

don't get caught, and that having been court-martialed does not hinder

their chances of getting a good job.

EXPERIENCE WITH PU.NISHMENT:

Units experiencing AWOL prob;eins are further characterized by

personnel who havc received a greater number of courts-martial and

Articles lb Eince entering the Amy.

RECOGNITION:

Recognition through prouotion has an important influence on morale

and perform.ance, and is significant in ruducing AWOL. The importance

of recognition is even more significant for personnel with greater time

in grade. Promotion policies should emphasize equality and fairness.

INDIViDUPL PROLEIMS:

Indilvidil l per'orimiancrc:, which inclucdes AWOL, is influenced by both

alcohol and drugs. While the extent of drug abAuse and alcohol use

cannot be fully determined thiey are significantly related to AWOL,

Y/I

- *1

- .I
-- o'-* nf~i~~I~~ij ~ .



*1

'�1

I -
.1

II

I. I

ii
RESPOThES TO A'.IOL

I
I

* 1'

A

* I.

I.':

.4

,..... I



RESPONSES TO AWOL*

ORIENTATION

COMMUNICATiON:

In preventing AWOL, an effective chain of command is important.

Without this line of comi.unication the EM feels his problems are all

his own, that he must solve ther. in his own way rather than request

assistance.

CONSIDERATION FOR THE INDIVIDUAL:

Effective leaders in low AWOL situations are concerned with the

men in their unit and with their problems. Their concern encompasses

not only the AWOL rates but, more important, the individuals who make

up those statistics.

BIAS REGARDING AWOL:

Individuals in selected categories, to include rank and position,

can be absent for short periods of time without being declared AWOL.

This presents a significant morale problem for other men in the unit,

and may oncourage others to go AWOL.

REPLY

DISCRIM:NATION AGAINST AWOL OFFENDERS:

Tnere is a greater tendence for leaders to punish men for AWOL

"*See Annexes D and E L.
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who arc suspected of commilitting other offenses even though their in-

volvement in these situations may remain questionable.

AWOL POLICY:

AWOL policies vary between units, some being extremely lenient,

others providing rather harsh punishment. Instead, a well understood

AWOL policy, fairly administered, and responsive to existing situations,

is essential to AWOL reduction.

PUN I SHMENT:

Punishment is not seen as a significarnt deterrent to AWOL. Instead,

a prevention-directed program, characterized by concern for the indi-

vidual, is seen as an effective approach.

PROULf,-SOc.V ,ING

FLUCTUATION OF APPROACHES:

"Numerous approaches have and are being attempted to solve the pro-

blem of AWOL. These vary from not reporting an absentee soldier to a

court-u-martial for the apprehended offender. The most significant

variable, however, -is the knzderls willingness to become personally

involved in the case, and nis atLempt to treat each case in light of

all possible extenuati*ng factors.

39 -4
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ACTIVE PROBLEM-SOLVING:

The positive aspects of AWOL prevention are problem-solving and

personal involveowmt. The important distinction is the leader's

willingness to actively work with the individual who is experiencing

the problenr, and the fact that he deinonstrates a willingness to help.

4t
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INTERACTION

RELATIONSHIP OF TiYPE OF UNIT

(COMB3AT, SUIPPOR7, TRAINING)

10 AW01.
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INTERAC'i'iON ANALYSIS

vi ~F IIND INGS*k

The significant interections in the office;,- NCO, and enlisted

data indicate the following realtionships exist between different

types of units.

Combat Units. Low AWOL rate combat units in comparison to sup-

port are more concerned about AWOL and have more problem-solving,

flexible policies concerning leaves and AWOLs. Leaders make more

frequent referrals to various assistance agencies, are more concerned

about their men and more often try to help them solve their problems.

The unit mission is more often made meaningful by command emphasis on

its importance.

SLupport Units. Young, well educated leaders and men who are

relatively new to the service and doing inherently meaningful work

are found in low AWOL support units.

Tra-ninq Units. Low A,,K. training units are concerned about AWOL

and have very strict policies about AWOL and the granting uf leaves.

Experienced career NCOs and person-oriented leadership are found in

low AWOL training units.

*See Annex E
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F IN T L ) R. A~ ST1.1ANA

TABLE: RELATIONSHIP OF AWOL FACTORS TO TYPE OF UNITS

IMPORTANT AND IMPORTAN7 BUT IMPORTANT BUT
RELATE[) TO NOT RELATED) TO INVE.RSELY RELATED

FACT ORS_ RELATE D TO AWOL AWOL R;EDUCTION AWOL. REDUCTIO TO AlWOL REDUCTION

LEADERSHIP

Referrals to H4elping Agencies Combat- Training Support

Problem-Solving Leave Policy Combat Support Training

Probleiri-Solving AWOL Policy C omb at Support Training

Concern About ANIOL Comba t Support
Training

Problem-Solving Combat Training Support

Pc~rson-Ori ented Leaidership I rai ni qg Combat
Support

SITUATION

Unit Problems Training Combat
Support

Command Emphiasi s on Im~portance
of Mission Combat Trai ni q Support

Meaningful Work Support Comibat
Trai ni rg

PERSONNEL

Young, Well-Educated Officers Support Training Combat

Career NCO Tra ining Combat
Support

Well-Educated Enlisted Men,
New to the Service Support Training Combat
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INTERVI-D. SCHEDULES"

GE NERAL -

Rcco.-m1-enda-t-ions for reducing AWOL centered around treatmerkt 00

f ~the soldi cr as an i ndi vidcual. Personal attention was cited moost fre-

qucntly as a iri~thod o-7 reducing AWOL. Other popular recoi-irmendation."

were : rc-cuction of harassrent., more leniunt leave and pass policy,

providing more meaningful wovrks and irnpý-ov-d leadership,

Evallue~tion~s of vc'nndtmsto redutce AW.O'L, irrespective of

the natur)e ()'I uniit or -Indi vi dual iniki ri the reconmc',ndatior1, were:

"special rohab-ili tation ;iroCrams I'r -Chose who need it would reduce

repca ted ArL"arc " i~iprovinrj thei qual ity o-F urni t leadership wCki d

reduice A.-MT" These rc :rdtoswere also senn i~s being goodi

idea,, and as przacc-ical. Likeaisý!, tChc re:oizo~cnde.-Lons "en all-\'ol-

urnto(!r Ai r;;.y v:c lcd reduc(; E~L' nd ''I P~ii WO UId V%ýduCe 4101-"

wer: r~sp-W ,- o frcqucn1y., wero suun zs practi~cal , anu thou-jillt

to be cjoo.-i

elhile Lne ec;edtos" 9in -,i gals than hororabl e di schargeI

to anyon: vino %-,ants one would rediceAoL ard "more severe punis;hinnt

woi eucAlvO'L" were ci t:d a.s fi-mportanu in reducin A1 WOL, respondents

emphasizee thp.a- such app.-oacnhes were r,ýt thought to b^' a good idea nor

ci Iwere they seen aF. being prcicticall

1'-K
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HIGH VS LOIW AW~OL UN'i'S

The most frequently cltý! recommendcAton by both high and low

A',OL units for reducinq A-,!OL .*ras -an emphas-is upon the individual, his

p.Oii~ ,and the(ir so Uiui*onc, High X-10' ratc units rem-mmonded more

SaVcro puni shr-ent 8S ~a rkothoC 1o7 reduc-ing ALwhereas l ow AWOL rate

units 'Irdic-atec that more severe punishmcint was not'. a good -idea and

wudnot- rduce A!WOL.

C3MIA; VS SUPPORTF VS TPAIiN UNITS

The most firequently cite-d rccmmenciatilor by these units was,

acnair, tihe placina of e;nphasis on thec individual. Com~bat units stated

that s-ýoppinm tho war VIOUld. not reduce AINCA. %,whcreas Training units

indi'Ca d that, Stoppirrg the. w.:ýr would reduce Sianilicant rec-

omi-ei-cdz.-Jons ilado* by Co:2h ) unts. -Thr reducing AA:OL i ncl uded a recruc-

tior. olf iarass;,ient aro [more ;2a ncf1 'or ssi gn.,,ncs . The most

sicniricnt Spport unit CC':naiflwas thz,.K morN e Svr' purn ihiflenft

would r.ýAuce AWOL.

OF-:-iC-E'\ IK NCO VS E!,

Tho r~osi. FreqUent'ly cited recorm.-.<,ation by all oroups was acl('in

ItIn plc infc Of LC2 Ohsi s on th,ý individual. INCOs stated that punis~h-
inertvoil redce AGL, w~rc~ ~ idi-Led that more severepui-

ment w-,o il1d nnt raýduce icfL Valso indicauwd that 2i;dinci thc dral't



tions il-OCLISýd on personal za 2NtO:2 C:i;&vcýc on irore

severe PLunishmnClt aS a mlethOG of Al.%Ol. refclucicon; and Ef! on the. r tilic-

tion of1 harassin-ent.

.45
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RECMEU Ij~ P E RC ENT

Lerie;r,- Pass zx, LýC&c Po~iic*,,y 30.6

Ru~duco C rss; 28.5

improve Leacia2rsn1-I 25.4

lkeanir.cjful Ivork 18.5

LDischarge/Scrcenrincj 14.7

Imprr've Facilijt-I s 12.8

Plore Scvere Punicsxrrjri- 11 .7

Reduce Promi Icce10.3

Incr~eo PC--y 9.5

Lonc~ni e A.!OL Pal' i cy 7.4

VOLAR 7.1

Rec o ý,.i ti cw 6.7

t o.h- r. 5.9

Don' L- Knjvi. 5.2

Redu'ce Ritc-lsi' 4.8

RcccSnc~ia1 rKl~ 2.7

Sp~ci J, RCA1abilii tatio: -rcc, m 2.2

A',: 0 t' C ri. A ~ 1.5

End i'J1.3

stop' r 0.9
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,~lHER CO-".MAMN: N RVi DNWSWS

Hinher commnanders were asked to respond to the following question:,

"Sir, based on your total experiencc at all levels of command, what

would you say -are the major causes or contri uti nj factors to AWOL?"

iho highor comimanders listed individual factors most frequently

as a cause of AWOL. Poor unit leadership, excessive rotation of
persne -n edrpo eaions between leaders and their

enlisted nier., and lack of recognition were frequwmtly listed as

causes of A.OI..

The f1olitowing table listLs the Hligher CorMmand responses comiprising

the *stfrequently ment-ior.ec cE~uses of AW(YL.

.4



HIGHER COYMMAND INTERVIEWS

TABLE: COMPOSITION OF MOST FREQU2NTI.Y MENTIONED CAUSES OF AWOL

CATEGORY COMPOSITION -

Individual Causes Poor Attitude
Inappropri Fite Values
I mmaturi ty
Go AWOL to Get Out of Army
GO AWOL to Get Transfer
Personal Problems
Background Factors
Faulty Problem Solving

Unit Leadership Inappropriate Standards
Lack of Discipline
Other Leadership Problems
n)or Quality Leadership
Leadership Style
Lack of Consistency
Lack of Responsiblity
Va n acj nt/O rn i :;atorn P rob l erms
Poor Lea,,er Motivacion
General Comments

Rotation of Leaders and L
Personne!l Turbulence Tur-ulence

Transfers, etc.
Personnel Shortages

Leader/Subord-inate Relationsnips Limiced Access to Leaders
Poor Reception by Leaders

*1 Lack of Demornstrated Concern
""Lack of Effective Help

_ Raco(;it~io Laczk of Recognition and Promotion
* Lack of Incentives

4i: "9
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WHAT HIGHER COMMANDERS CAN DO TO REDUCE AWOL:

Higher commanders were asked to respond to the following question-

"What can Brigade and Higher Commarders do to reduce AWOL?"

•:"/?AT ZJ.T'ThIb.!" COMM4'; CANI DO: I,"A'GS

The most frequent suggestions of thi' gs higher commarders could do

to reduce AMO.0 wore to improve unit leadership, increase coimunication,

and improve A!.WOL policies.

The foYlowin• tahle lists the individubl responses comprising the

most frequ,2ntly menzi oned recon;,:,;ndations, K

I;-
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*1

HIGHER COMMAND INTERVIEWS

TABLE: WHAT HIGHER COMMAIDERS CAN DO TO REDUCE AWOL

CATEGORY COMPOSITION _ _

Unit Leadership Improve:

Appropricteness of Standards
Discipline
Other Leadership Problemis
Acceptanco of ChangeQuality ot a de rship

Leadership Style
Consistency
Responsibli ty
Manageme nt/Organi zation
Leadar Moti vation
General Comments

Comimuni cation Cor'unuiication i th f, en;

A'4L Policy Policy Cons.-,sistency

* I
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FACTOkS TO REDUCF AWOL AT THE UNIT LEVU:.:

Higher cotimanders wore asked to respond to the following question:

"Sir, bas'ed on your total exper-ence, what car, Bat'alion and Lower

Coirmanders do to reduce AWOL in their units?"

WPNA2' Ufi T COi,','Ydhi;7i'S XAi, FO: I,'JRDfA.SI

Most higher commanders felt that improved leader-subordinate

relations would reduce AWOL. They also felt that AWOL could be re-

duced by unit leaders improving their problem-solving approach tc AWOL,

and deim;onstratin, their awaren;ess and concern.

In general, higher co1!,•r, dors felt thalt both personal and leader-

ship factors weni reeateJ to AWOL. They emphasized in;,!proved lIeader-

ship policies to reduce AlvO,..

The following table lists the individual responses comprising the

most frequently mentioneo recommendation.
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HIGHER COMMN•4D IN'TEPVIEWS ,

*TABLE: FACTORS TO REDUCE AWOL AT UNIT LE'EL. 1I

*CATEGORY COMLPOSITION __________

Leader/Subordi nate Relationship Improve:
Access to Leaders
ReceptI on and Listen to Problems
Dei•ons u eira Concern
EffectLive Help

Problem- Sol-vi nj Approach to A4OL Del.ons tated Concern
Effective I.;clp
Emphasize Prevention

Awareness Knowleddjo of Monr
Recoonition of Problems

Demonstratnd Concern Dei,.'onstrated Concern

b3
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CONC-,USIONS

The re.-ults of this study cornfi.'.n the basic assumptions upon
which it was based: A'&.behavior car, bettrt-r be understood in terms

of -The ir-ce1mction of individLýif, situational and leadership variables

t. ri terms of any of t(-hese varial-,Ths aker, ztone.

While these var1&*,es do, in fact, `rlterac, i n both the causation

1,nc4 preve..:_ion of A-AJL, %grificant over-all conclusions ;-a-ay also be

ar~.wr. On~e o-11 the most interesti~rq results of thi-s study is that the

Armr ary kniows a great deall about tche pre.vention of AWOL. What is

La,.YinS 1.i n any proolem situarcions c: nly the appropriat~e im~plernentation. I

TCL roSuI'tý o-,! t.-ie study v i~~the pro-Fille cf the AWO0L GffendE~rt

developed at trio Cor'rectional ;ainin~j Facility in all major respects.

So,-;- characteristics of the AtNIOL offerdar have bee~n *found so consistently

in this and prior rescarch that "*.,(v may be consider'ed p*acts.

I re Lyp)ical AWOL zoffcncrýrs -s i high school drop out and has a

h-I s tory o ý- civilian a-,r~sts and, ccnvict~ions an who enlisted in the

Armny, isually to avoiu prol~leis.

Thz- 1orito-urnate fact roer.ho'-!ever, that these. variables areI
not str~iiý enough to pen a ef~ciont predirti'~ns of AWO0L. Each mlan' sI

experiercrct in the n;V itary c--. d.%!ýtically af-.ect zh prol"Jzbility of



Individuals in low AIVO1L rate units have had considerably rimore
I'Qpositive experiences in the Army. They are most often working inA

their MOS and interested in their work. Their work 'is imiportiant to

their unit and to the Army, and the quality of their work has been

recognized and re.,warded with1 pro-,i.otions. They have had fewer problems

in the Army and have had less experience with punisshrment in the form

of courts-r.~artial or ArC-icles 15.

Leaders who are effective in redL'cing AIWOL are riot the stereotyped,

rigid authoritarian. Rather, efftective leaders are aware of and

concerned about their rrne-ns' probliums. These leaders are well liked by

their rran and go out of their way to foster informial COMMUnc;ation.

Effective leaders are not conten'L wit-h riak'-ng referrals to assist~ance

agencies or with giving advice to the troubled soldier; they take an

active, cooperative part in the probloin-solving process. Their response

tu AW'OL is to intervene BEFORE the viclatiJon occurs and to treat those

AWOLs which do occur with justice to.-cr~cre, with understanding.

Two s-ituationail variab';es stc-nd out in tChe understanding of NAOL.

Personnel turbulence, the coi-stant rot4'%tion of1 leaders and men, can

obviate all cfforts at Aýý,3L prevwrtiojn. It takes tire for a leader

to lead or h.&-Ip his i'cma, and it takes timer for a man to develop trust

andi confidence~ in his leaoers. Too often, that tin'e -is not available.



The second major situational variable is meaningful work. Meaning-.

ful work is interesting, challengirn and rev,warding. Most soldiers want

to do their job, but when there is no work to do or when their time is

filled with set.mingly meaninqless details., disillusion sets in and the

unit is headed for trouble.

Even in these respects, however, AV.1O'. is a complex phenomena. The

interactions between high and low AWO)L units, and combat, support and

training units indicate that leadership, individual and situationalI

factors contribute to AWOL ir, different ways in different situations.

In combat units, the Arvy standard of good leadership applies.

Good comunication betVceen the leaders and the. n'mr, concern about A1,4O0.

and about the ,en's problems, an(! a devoted effort. to help the men

witth their problems are the keys to low 1 ,,. A..L coW.':at Units.

In support units, however, good lieadership is not enough. Support

units are often very good units w-•ra AWOL is not evýen a prc)blem and

leaders conceoncratc on tne un-*t. inission, but other sL.upport units have

severe probie'; , ;;. .y of v,;hic, • ar cbeyond the I c(,dcrs ' conro . Mul tipl

missions anc 6iffuse s, ructura chcaracterize meny support uivj ts. The

key to low A..l. in support units -is rieanii',gful work that the men are

trained for and interestec in. n the absence of meaningful work,
leave policy, open door poci., referra•s to social s..rvice agencies

and the "1*ke are only p•.iiiative ,e.esros and no. very e-fective at that.

[.
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1n trainir nits, A.MOL shv, .s yeL anothr aspect. Training is at

time of transistion and stress. Fir.u 6discipline and strict policies

are appropriate there. Mary of t`.Li factors that in"luelnce AWOL are

relatively u iiportanl; in traininj units bccause oLF the constraints

and structure inhercnt in a training situation, but experienced

leadership, especially amowng the career NCOs, and an honest interest

in the individuil zrainee are esseriti,2l here. The image of the "Old

Ariy" sergear,' with the "heart of col'W" is far fr"om inappropriate in

a training unit.
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