AD-A172 631 THE SELECTIOI PROCESS OF US ARMY RECRUITERS(U) ARNY
COMMAND AND GENERAL STAFF COLL FORT LERVENWORTH KS
P HNEN DELBORG 96 JUN 86

UNCLASSIFIED F/G 3/9

S

----#




s N e LT e s ~ W R s v
¢ e s T T LT . ¥ L L I ST 2 L AR LN s o™ R R X N E T NS L S TS LS LA

P o
T .

& -
£
>
-~

s £
; B
s§ Ji2s flis mie
3




-----

WOy -
- _

-

THE SELECTION PROCESS OF US ARMY RECRUITERS

S R
" "

A thesis presented to the Faculty of the US. Army
Command and General Staff College in partial
fulfillment of the requirements for the
degree

AD-A172 651

MASTER OF MILITARY ART AND SCIENCE

by
PETTER WENDELBORG, MA], NORWAY

B.S. Norwegian Military Academy, 1970
M.S. Norwegian School of Management, 1973

DTIC

FLECTEMN

. A
LS Oy T W

[ <) A
a 0CT6 186
()
- Fort Leavenworth, Kansas _
; 1986 B._.
v
q Ei‘
: OR PUBLIC RELEASE:
2 €. Distribution/availability: Unclassified/unlimited gf;g?;’g;’lgu UNLIMITED.

£6-3431

S |~ - e

)

N el Al e - @« e m e ta et v . ~ .. r e .
e P At e e ST T L. . 0 NS AL A S PR R Y
. . - . .’ e . . A ‘. (] -.. l..' ‘.‘ . -..

'-:_:.:.\' oy *-:_’\-: NN A LY
s

-



PV WU AN GAR AN E MR

Unclassified
TECURITY CLASSIFICATION OF VWil PAGE * ) 2
ey -
REPORT DOCUMENTATION PAGE :
la. REPORT SECURITY CLASSIFICATION 1b. RESTRICTIVE MARKINGS
Unclassified

L — TR iy

2a. SECURITY CLASSIFICATION AUTHORITY 3 DISTRIBUTION/ AVAILABILITY OF REPORT

Approved for public release; distribution

2b. DECLASSIFICATION / DOWNGRADING SCHEDULE is unlimited.

4. PERFORMING ORGANIZATION REPORT NUMBER(S) 5. MONITORING ORGANIZATION REPORT NUMBER(S)

6a. NAME OF PERFORMING ORGANIZATION 6b. OFFICE SYMBOL 7s. NAME OF MONITORING ORGANIZATION

U.S. Army Command and General (f applicable)

Staff College JATZL-SWD-GD

6c. ADDRESS (City, State, and ZIP Code) 7b. ADDRESS (City, State, and ZIP Code)

Attn: ATZL-SWD-GD
Fort Leavenworth, Kansas 66027-6900

8a. NAME OF FUNDING /SPONSORING 8b. OFFICE SYMBOL 9. PROCUREMENT INSTRUMENT IDENTIFICATION NUMBER
ORGANIZATION (if applicable)
8¢ ADDRESS (City, State, and 2IP Code) 10. SOURCE OF FUNDING NUMBERS
PROGRAM PROJECT TASK WORK UNIT
ELEMENT NO. - INO. NO. ACCESSION NO.

11. TITLE (Include Security Classification)

The Selection Process of U.S. Army Recruiters

12. PERSONAL AUTHOR(S)
Major Petter Wendelborg

13a. TYPE OF REPORT 13b. TIME COVERED 14. DATE QF REPORT (Year, Month, Day) IS. PAGE COUNT
Master's Thesis FROM B8-1985 To 6-1986 1986 June 6 s 5/

16. SUPPLEMENTARY NOTATION

.

17. COSATI CODES 18. SUBJECT TERMS (Continue on reverse if necessary and identify by block number)
FIELD GROUP SUB-GROUP Army Recruiters, Recruiter Job Satisfaction, Recruiter
Job Attitudes, Recruiter Performance, Recruiter Selection

'9 ASSTRACT (Continue on reverse if necessary and identify by block number)

Please see reverse side.

’ 20 DISTRIBUTION/AVAILABILITY OF ABSTRACT 21, ABSTRACT SECURITY CLASSIFICATION
=~ ZIuncrassirieounuMited (O same AS Rt [J DTIC USERS Unclassified
o 222 NAME OF RESPONSIBLE INDIVIDUAL 22b TELEPHONE (Inc/ude Area Code) | 22¢. OFFICE SYMBOL
4
DD FORM 1473, 8a MAR 83 APR edition may be used until exhausted SECURITY CLASSIFICATION OF THIS PAGE

All other editions are obsolete
Unclassified

R A Ry

Ty ESEHLSAY




Y

“ICURITY CLASSIFICATION OF THI3 PAGE -

—

,.4
o |

TS

-
-~

|

-\

DR ARREAS

19. ABSTRACT (Continued)

>7his study was conducted through a structured mail survey to 1000 re-
cruiters in the US Army in order to obtain inforeation on how they were
selected for recruiting and how this selection process affects their jobd
sotivation and well- being.

The study presents the current recruiteent situation and describes con- %
siderations as to the size of the youth population, educational impli-
cations, the level of unemployment. and future ailitary requirements.
These factors will affect military recruiteent to a large degree and point
toward an increased future competition in the recruitment arena,

VN

N o

The study demonstrates the importance of personal communication as far :
exceeding any other medium of communication and emphazises that the re- N
cruiter’'s own attitudes and emotional well-being are essential to his
effectiveness as a communicator and a recruiter. !

1]

Among the conclusions which are drawn from this study there is one that
the present selection process of screening and selecting recruviters based
on their performance is a valid approach. However, a significant ieprove-
ment could be made if this impersonal selection process was complemented
by personal information through the chain of comeand. _~

The study also shows a declining level of qual:tatsve information of re-
cruititing duties among Army units and the necessity to create a more
positive attitude for this kind of assignment. How recruitere feel about
their participation in the selection process and how they receive the
local information about their recruiting assignment have significant
impact on how they will later feel about being recruiters and, in turn,
what information they will provide to potential recru:ters.

B %Yy

N

S

P 9, 8,0 "

v v o e -

Unclassified

SECURITY CLASSIFICATION OF THIS PAGE

. .-.. L L U B O P R 2 ISR RN ._ ST
A AL WS GO SRR RG0S LT RERER LN S St R A A R A




£6-~3431

THE SELECTION PROCESS OF US ARMY RECRUITERS

A thesis presented to the Faculty of the US. Army
Command and General Staff College in partial
fulfillment of the requirements for the
degree

MASTER OF MILITARY ART AND SCIENCE

by
PETTER WENDELBORG, MA], NORWAY

B.S. Norwegian Military Academy, 1970 DTJ g
M. Norwegian School of Management, 1975 ¢ ~f F =T =
4, 0TS 1986
iy

B

Fort Leavenworth, Kansas
1986

 ASE:
ATPROVED FOR VUBL‘:}.,EDMLLA:M
D\STRIBUT'.ON UNLIMa L .

Distribution/availability: Unclassified/unlimited

] S s N |

(ol R LK g

AN R S Pl

PR X A

~
*e
~
“
~
~

.




"t

, DISCLAIMER NOTICE

THIS DOCUMENT IS BEST QUALITY

; PRACTICABLE. THE COPY FURNISHED
‘ TO DTIC CONTAINED A SIGNIFICANT
NUMBER OF PAGES WHICH DO NOT

: REPRODUCE LEGIBLY.

?‘,

PG Sy AP e o, C et e Vo W
AT S TR 205 R IRy




E 2O

¥ A G S O 1 o A A R R SRS AT SR A S D SRR 5 % LU 5 0 S 16 (R A T Lo oY

MASTER OF MILITARY ART AND SCIENCE

THESIS APPROVAL PAGE

Name of candidate Fetter Wendelborg, Major, Quartermaster Corps

Title of thesis The Selection Process of US Army Recruiters

Approved by:

, Thesis Ccamittee Cairman

y Member, Graduate Faculty

John T Fishel, Ph.D.

Accepted this {2th day of May 1986 by _ ‘/‘s;“ ;|

Director, Graduate Degree Programs. ¢~ TTTTTTT

The opinions and conclusions expressed herein are those of the ctudent
author and do not necessarily represent the views of the U.3, Army
Command and General Staff College or any other goverrmental agency.
(References to this study should include the foregoing statement.)

A Fuda i an o a0 L% 0 a0



gt g Cad it hie abe s 210100 8 0 2 B4 U 2at lat 8 Yl gl it pad R 8§t A ol e batatetad 'ak tab. 2k + N r Y N

[]
Al
s
. AEBSTRACT
\
¥ FTHE SBLELTTON FEESS OF by aRtie RELRWEIER S i e 1y N
Froenss of 1Y wem KRecruirers and How Lhtd neeo 00 ta Cb
5 Hoby et oen gandd Mol -bervna, by Hagae Foblor dordeicae o0 o .
“ 1 da paguesz,
¥
!
R
* e =iy e gt F Sl greete e LUp oLl g b2
i h .
. e N O S T B S LA IO B T o6 X A AT VRN WL B W ) : R o
selectod for recropting and tow LR1: saiectlan proco st Tt
y oty o ab e and ol ESRIDN
_‘
Q‘ Phy  2hdd Nt rgeat s floe maresnt ragpral gt gt oy R
$ FE B TR R RIS YR S A SR ST RS J BRIRC IS & I A RN R N K T A N R O T R I B BRI U]
I I SRS I TR ECR N B AR SEREIIRCRUT R Y RURTE YU AN P BT E S CH S B B U . [ Y
IR SR A WIS VR A PR L PRSI N T T T
b ey TR TR AR YRy B S BRI R N TR TR UL B A R [T [REEEET I f
N K
"'
: fem zieet domanzt ooz Foaa o paparfanCe YY 0273003 T e i
Y boug e u o R~ toren T BN I YRR DR FEEES BRI e
- . < N h ] [ R o b o i . = N . «
< ks 1 ' 3 g e 2 A Ty el [ M L L
- ooor [ DI erfry s e B - Yo
. ot 1 bhe Con L tglon: whran o deogwa Feoa s Ttoet co .
s the progsent “oleit10op procecs gr SCrwen:ag Dt Soacig oo I
- AN fnelr pRArteraanc? p: o2 ovaled aocpcsach, Howa oy g Pane T
- ment o could b made Chay 2&lollioe ora.. .

1t chis vepers
0. perzaual 1araramation Lhrough b
The study alee stowe < denluming te.el of quelitn v
crurtitiag Jdati1es among seme ocnlts and the pecoispt . o e
odsxtxve sttrtude for Lhas king of éssiaument, dow v S
thets parlicteation 1o the selection prgaoess eand how 0 0 a0 o
T o datradiynn sbond thaper reacroitiong ss 21 fqne =nld o I

"N

IgdCt U oW tie, wtl! fabsr feel o apnat beany cwlree s 0 TR

byt g forad oo ey wt o asrde b oo bendl par e ey

LAY

0
LR

A

Ler a8

-~

1 5

IARNAAFYY

'."-' AR A AL R T A S Sy

B e p i L e T T s e

- oy % W,



..............
AU " At e N AT A AN e e A Rt il e S e

*¥ KING FEATURES SYNDICATE ¥

Redeye ® By Gordon Bess|
N THEY'VE GOT
| TANGLEFOOT HAS N WHAT Do You A TERRIFIC New
& | RETURNED FROM [ SEND HAVE TO 7 RECRUITING SERGEANT
8| SPYING ON THe HIM IN ) REPORT 7 =X 3 Q
CAVALRY, CHIEF! f | . Qg




TARBLE OF CONTENTS

Chapter - Introduction

Froblam statament
HycxKaroung

Hvpctnezes

pesinttions

Delimitations
Significance of the studv

Chapter B Review of Literatuvre
Tevtbnaks

Studies
Military writinaos

Chanoter = Methodol ogv

The mail survev
Fresentation of SF35
- Control of data

- Frequency tanles

- Crosstabulation

Chapter 4 Discussion

Hccumulated data
legsting ot hvpotheses
H 1
{

[ I SO I )

Chapter 5 Conclusions

Lonclusions
Summar .

WFFENDIY: Marl survev letter

RIBLIOGRAFH!Y

N’.‘ -"'(‘.r..-’.- .'- ~- "q -t
- b .




TOFIC

Problem Statement

The ouroose of this studv is to evamine the selecrian orncesz o &

Armv rerrniters and how this affects their 1ob mntivatinn and well-heinn.

BEackoround

For the time being there 15 3 steadv decrease 1n the numper Of mxiePs

tn the prime recrulting ages. Eleven vears ago there were |1, militmn of

thege vouths and bv (9946 there will be onlv 1.8, a decresze ot 14 rercernr .

Si1mulrtaneounsliy tnere 15 a small 1ncrease 1n the gducatianal (2.2t o+

the pooulation.

arouo.,

";1

Furthermore, unempiovment 15 rejativeiv hinr withan thy Laan

© ane

Rssuming there 1s the political will to maintain an all-vojunteer

farce the Armv needs to watch closelv and respgond to chanages 1n tne cisilian

sector. The long term 3a1m 0f strenatheninag rather than merslv csustaining the
size of the force., outs added empohasis on recruitina obiectives.

It 1s ~v postulate that the present "comfortable” recruitment env.rnn-
ment 15 rooted 1n an unemoloved and an uncertatn vouth pooulation,

This 15 thouaht to be one of the reasons which explaine how recrungt-
ing agot out of its unsatisfactorvy situation 1n the latter part of the (37us,
where the qualifications of militarv enlistees had dropped to postwar lows -,

¢l Rudahn.F. J.. "Studv Savs Services Can Meet Fecruit %oals"., wrmv
Times, Aug 12'", 1985, paage 4.

Annual .

** ' Hudeon.ceorae E. and kruzel. Jrseph., ed.. American [efense
Ohio State Universitv, Aua [985. paae 131,

LA ]



Mv studv ot the civilian sector will include censiderations ot:
- the si1ze o+ the vouth population
- educational 1molications
- the level of unemplovment
- tuture militarv manoower requirements
[t will be summed up 1n the implications these have on the recrutting task 1n

oeneral: and on the soecific use and selection of the i1ndi1v1duai recruirer.

Si1:e of the vouth pooulation,
The Armv will confront a declinino supelv of elioible enlistees ».er

the vears to come as the nation S vouth oocoulation dwindliozs.

Figure | - |, Frolected US Seventeen-vear-0ld Male Pooulation (%70 - 2aly
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” fhe prime recruirtinag aae for the Armv 1s the |7-17 vear nid. anng |
»
) have therefore nsed the numbers of 17 vear old males " to 1linstrate the

decline nf the vouth population. Because certain asoects ot larae ade arouns

have [nng term effmrts,. which [ will address later, thic tllugtratynan =tyrte

h{' 1n (97, The proection 1s accurate to the vear 2002 ithese children 3re
N alreadv borny: after 2002, I have used the middle assumption 1n the U5 Froiec-
- .

;. t1an of the Fooulatioan * - as mv basis which makes 1t & b1t ztatic

The tllustration on the previous paage shows an 1nrresze ynt1l (57K
:- sng thereafter a steadv decrease until a low ooint n [537, in the {9 .ear
~ «

L oeriod 1?78 - 33, ot which we are ncw 1n the center, tne decreazzs 13 (3
<.

- percent, or |.3s percent annuallv. Even 1f¥ we caonsider the =svpecten growr:s
3 on either side of the millentum (1t will decline atter ZuiZr. tne annual
- decrease will be | percent,

This decline 1n the aae aroup from which the miiitary zeebs 113

- volunteers will make recruitinag more difficult., Since the szmaller ocouiation

b) -‘:l

SR ) } ~

.x; will be composed of a larger grooortion of minorities 1o percent i1n 1335
o
A

rising to Il oercent 1n 1393), the decline 1n the number of eli1gible voutns

f{ will be felt even more because of differences i1n abilitv based on enlistament
-..
~a tests, In 1984, for evamole. 71 percent of the white vouth population couln

14 't:

L have been evpected to meet the Air Force s minimum education and aptitude
- standards comoared to 2. sercent for blacks and 33 percent tor Hispanics .
- N
u’:?

-

" - .
- - *’ Rureau of the Census. Fopoulation Estimates anag Froirections.

- Series P-25. No %32. Mav 1984, table &. pace 39-93.

5
:. ‘% Bureau of the Census. Population Estimates and Froiections.
> series F-23, No 93z, Mav 1984, pace 2.

L]

A “* Binkin. HMartin and Eitelbero. Mark J., Woman and Minorities 1n

. the nli-volunteer Force. nnnapolis, Md Nov 1933, table 5.
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k. Educational imolications,
i- There 1s 1n the Rmerican societyvy an attraction for hioher education
" and. as the standard-of-living rises. more and more oeoole are able to attorao
LY
e the costs of hiaher education. This is illustrated in the figurez below, To
e
4 avold efrects trom numeric fluctuations tnese daty are expresseq 2s gercent:. )
- Fercent of Adults Who Have Compoletea
A Hioh School as Their Hiohest More than Hiah Scnooi.
o tevel ot Education (Figure | - 2. \Fiaure | - I:.
' e Casia? fer Lomn b
A *
e ' ..
'€
e
4
"d
s
g '
g
P
~
:‘.- Ve e s [EERVEN a3 (IR et LIORS TP Qo
¢ The 1llustrations show 4 steadv i1ncrease. and Fiag | - 3, which 1lius-
.. trates the trend 1n post-hi1ah school education. reveals a slichtlv exponential ’
[ ]
.
<, trend, College enrollment had., for 1nstance, a oositive 3.¢ averaae annual
percent chanae ¢rom 1970 to 1980, while the similar annuatl oercent rhanne fnr
Cd
¢
L 1980 to 1982 was 3.s8‘> ,
¢
' 2 fAureau of the Census. Statistical Abstract nfé tha linited Gtates

1985. 105'" ed., US Government Printino Office, Washington DC. Dec 1984,
table 213, oage 134,
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At first alance this increased level of education seems beneficial.
as the Armv is attractinag an increasina oercentaoe of hioh schoo! araduates.
Note. however. as illustrated below. that the increase of recruits bv level

of education has almost halted‘”’,

Fiaqure | - 4, FPercentage Distribution of Armv Recruits, bv Level of
Education. Fiscal Year 1971 - 1984,
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Recruits with high school diolomas from 1982 to 84 rase sliaghtlyv ¢rom

70 to 72 vercent comoared with 49 to 70 percent from 1980 to 82, Recruits

‘' Hudson. Georoe E. and kruzel. Joseph. ed.. Hmerican uvetense
wnnual, Ohio State Universitv. Aua [985. Fia 7-2. oage [34.
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with colleage dearees were almost stable from 1981 to 84 (droooed trom 4 to
3.5 percent campared with a rise from 2 to 4 percent 198y to 81). If one
takes into consideration that the overall level ot education is oropoortion-
allv increasino. the Armv figures on the previous page reveal a decreasirng
trend 1n attractina educated manoower.

The onlv educational market seament where the Armv seems to enjov
success 15 with those who have some colleae education.

Rnother educational imolication which so far has been i1anored 15 the
expected behavior of the smaller number ot voutns )ust apout £o start tneiv
hioher education. The decline 1n the vouth popbulation descritbed onh page .
will not onlv affect the militarv but also 21l vouth oeoendent 1nstitutions.
includinag those of hiaher education. To offset expected enrollment losses
from the “"traditional" student pool. manv colleges and universities apolv
short term strateoies to attract areater numbers of adults and foreraners.
The first aqroup is oroportiaonally decreasing due to an alreadv higher level
ot education., and the latter is hiahlv affected bv similar trends 1n their
home countries. As these strateaqies orove to be of maroinal value, higher
education institutions will trv to attract more of the "traditional"” colieoge-
age vouths, perhaos bv lowerinag admission standards. To tne extent that tne
colleoe participation rate of this aqroup increases, the poo! of potential
recruits will shrink further and the recruitment task will become even more
challenaina.

The conclusion [ want to emohasize as a result of jooking at these
educational implications is that the Armv seems to attract personnel with the
lowest level of education. As the number of applicants 1s currentlv high,
this is not now a oroblem and several lona term factors :e.o.. the s1ze Of

vauth gooulation in the J990s and bevaend) will probablv orolona this si1tuation,

. . - n et e e .
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B
The sustainea economic recoverv and the decline in the number of
~
Z: militarv age vouth vose difficult recruitina challenges. lhere 1s some
W evidence of this alreadv as there has been a decline in the qualitv and the
W quantitv in the reserve pools of potential recruits v -,
[N
ﬁ i A combination ot factors (i1.e.. the declining numper or vouna 0eO0LR:
0 the increasina attraction of hioher education: and increasino competition
N
\\ .
- trom 1nstitutions of hioher education) might prove to cut deeo 1nto tne
:' necessarv recrultino basits. Further. these thinaos are occuring at a time
when the Armv needs qualltativelv better recruits to man an 1ncreasinal.
i
Y
. compley, technical Armv: .,
N
g
W
E: tevel ot unemoiovment.
' L]
N I[his is an evervdav situation which affects all vouna peoprle. It
-
<" has been a constant and 1ncreasing factor in their dailv lite ang nas
Wy
v probablv caused a hiah proportion to list j1ob securitv as one ot their main
3 considerations when looking for a future orofession, This attitude might oe
N
N altered siaonificantlv if their emplovment opportunities should increase.
RS
"
. It is therefore necessarv to understand the sensitive nature ot vouth
...
- unemplovment. In order to do so. an 1llustration of the develooment of the
-
o, male unemolovment rate from 19735 to 1983°'°" {for teenaaers comparecd with
»
older ages 15 on the next paoe.
,.‘
oY
R ——
o
x ‘“-Department of Defense. Annual Report to the Conaress. Fiscal rvear
o . {986, 1985. pace 109,
- “*>Department of the Armv, The Posture of the Armv and [epartment of
:5 the Awrmv Budaoet Estimates for Fy 1986. US Armv. Washinoton DC. 1+8%5, page 5%
' -1 1
>
“V'rHBureau of the Census. Statistical Abstract ot the United States
1985, 103'" ed.. US Government Frintina Office., Washinaton DC. Dec 1984,
“~ .
N oage 390,
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Figure | - §. The Unemplovment Rate 1975 - 83
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The congruence between teenager and male unemplovment 15 obvious. It
is interesting to see how sensitive teenage unemplovment reallv 15, WS the

male unemplovment dropped from 6.8 to 4.2 percent from 1975 to 79, a drop of

LA

2.6 percent, the teenager s dropped from 19.9 to 16.1 percent, a drop of 3.8

X

percent. When the male unemplovment, thereafter. rose to 3.9 percent in 1983,

7

a total of 4.7 percent, the teenager s rose to 22.4 percent. a total of 6.3

T a s

percent.
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Since teenaae emplovment is linked so closely to that of older males.
I have examined the develooment of the elder portion of the male labor torce
usina the age of fiftv for prediction and comparison. The dotted line (from

fiag 1-1) shows the converaing of {7 vear old males.

Fiqure | - 4. Proiected US Fifv-Year-0ld Male Pooulation {979 - 2938 Lompared
with Seventeen- Year-0ld {(dotted line;.

fhovweends

et emeteeag

19270 74 e L I

The si1tuation described above will affect militarv recruitment to a

large deqree assuming the demand faor manpower increases. the compet:ition ror

educated labor increases. and the private sector makes use of recruitinag

that the oublic sector cannot practice to attract the educated labor tnat 1t

needs.




The competition todav is moderate with few, 1+ anv, firms attachinag
anv importance to the broad recruiting of vouth. Still. the warmv has
difficulties in attracting aualified personnel. It has the lowest percentaoe
of hiaoh school agraduates (83 percent) and the hiohest number of Mental Test

Lateaorv [Vs (25.) percent) of all the services‘'!’,

Another aspect of vouth unemplovment that needs to be addressed 13
the lonag term effect 1t seems to have on vouna peoble. wns mentinned earlier,
thev have more or less qrown up with unemplovment as a constant +actor n
their environment, Thev have seen friends and relatives fired from what thev
considered to be stable firms: and thev have experienced the ornolems
associ1ated with these firinas. Thev have seen friends unsuccesstully trving
to qet a iob or loafing restlesslv without meaninqful or lastinag 10bs. This
has created a stong desire for securitv as a main job consideration: and one
of the most secure tvoes of jobs 1s one in the public sector. This 15, 1n mv
opinion, one of the main reasons that the downward population trend still 1s

not adverselv affecting the Armv s recruitment eftorts as exoected,.

In the competinag labor environment, one should note the sensaitivit,
of the vounager generations to the overall level of emplovment, In view ot
the fact that bv the end of this centurv one out of four Americans will be
older than &0 vears, the increasing possibilities this aofters to everw
prospective vouna worker shpuld be obvious. Future develooments (according to
Figq 1 - &) seem stable and will create more encouraaing orospects tor voutns

seeking emplovyment, both in the civilian and in the public sector.

‘' RBudahn, P. J.. "Studv Savs Services Can Meet Recruit Goals". Armv
Times., Aua 12'". 1985. paqe 4.
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Military manpower requirement,
The Army is expected to expand 1ts active component substantiallv '“-
and to increase the size of its reserve components. Thouah halted in FY 1985

due to budaet pressures, the planned increase for FY 1986 is 25,000,

Recruitment implications,

For the current fiscal vear, the Armv s recruitinag and advertising
pudget equates to $3,856 per recruit: '’ - far more than anv other of the
armed services.

fhere 15 no doubt that advertisino and mass communicatlion Can ano
will be imoroved, but our caompetitors (both tne ortvate secror and otner
public agencies) will also i1mprove their efforts when needed. ang the wArm~
will be hard pressed to recruit in a trulv competitive environment,

Kecent emphasis on and the expected results of budaetarv restraints
mav make it difficult to attract the desired quantitv and qualitv ot

enlistments.

There 18 one area i1n which the Armv has superioritv over the corivate
sector which mav be exploited. That is in its disoersion and abilitv to
establish a professional and dedicated sales force all over the United States.
In this area lies the advantage of personal two-wav communication and influence
throuah a carefully chosen and dedicated network of communicators tirecruiters:,
The use of recruiters as communicators and influencers, however, 15 dependent

upon the performance of the selected recruiters. Their performance. appearance

‘*7'Department of Defense, Annual Report to the Conaress. Fy 1986,
1985, table II D1, paae 109.

1% Rudahn., P. J.. "Studv Savs Services Can Meet Recruit Goals"., ARrmv
Times, Aug 12'*", 198%, page 4.
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>, and demonstrated confidence are the verv basis of their gzining acceptance.
(™ One should not nealect the fact that personal communications far exceed anv

other medium ot communication., this will be addressed later 1n the thesis.

'

A

N [herefore, proper emphasis should be attached to the selection of each
i

R

g2\ recruiter, and the selection process should aquarantee tnat the selected recruiter
- voluntarily accepts and understands the challenge of recruitinag dutv.

>

- Hypotheses

N
L H { ¢ There 15 rarelvy anv knowledge about recruiting duties betore
-

» assiaonment to USAREC.
LN

< K 2 ¢ Local influence or opinion appears more discouraging than

. encouraaina,

H 3 : Recentlv "drafted” recruliters like thelir assianment less than
S those who were selected earlier.
S
o
\Q
l: H 4 : Those who volunteered perform better than those who were
"drafted".
y H § : Recruiters feel their own performance as recruiters 15 lower
than their performance in their last job.

j: H 6 : Those who felt thev participated in the selection process were
.k marc positive to their recruiting asstanment,

ﬁ H 7 : Those who were aiven an explanation or told about their

w

; selection were more positive toward their recruiting assignment
~

% than those who were informed throuah impersonal orders.
o
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REVIEW OF LITERATURE

Textbooks

fhere is a large and arowing number of textbooks dealing with how to
detine and serve a market. Some of tnese texts also deal with now to pertoras
and persuade: and discuss what qualifications are most desirable for a seller

to have.

On Human Communicat:ion, a Review, a Survev. and a2 Crificirsm ' b,

i

Colin Cherry 1s a highlv technical oresentation. The autnnr 1n h
introduction states that "none of the chapters are written far the pvperte”,
however .1t does not take long before the loqical descriotinns, tne statistical
studies, the spectral analvsis of signals. and so torth, carries him 1ntn
interesting but highlyvy technical aspects of the communicartion processes.

The openina comments of the chapters and most of the sections have a more
general descriptive introduction., but he immediately qoes 1ntg vervy

intricate mathematical and scientific approaches followinag these comments.

It 15 interesting to note that he repeatedlv, thouaoh reluctantlv and
indirectlv, expresses how limited mathematical models are at encompassinag
what i1s understoocd as human communication. One of the basic difficulties is
"that statistical mechanics have been mostly applied to svstems of particles
having zero or weak interactions, whereas the people composing a social aroup

exert a great deal of i1nfluence upon one another"‘=’,

‘t'Cherrv, Colin., On Human Communication, a Review, a Survev, and
a Criticism, 2° ed., the MIT Press, Massachusetts Institute of Technoleoav.
Jun 1971,

v . page 25.
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He later narrows his presentation to purelvy deductive arquments saying that
for the technical transference of information a hiahly formalized lanauvaae
system serves the purpose. However, "the powers of persuasive lanquage are
reaquired for the "puttinao over of new ideas, for explainina new qenerali-

zations condinctiaalv" 7.,

He ci1tes‘?  Weaver who classified the whole problem of communication 1nto:

the technical oroblem

- the semantic problem

- the eftectiveness oroblem

Colin Cherrv discussess onlv the first two tn anv lenath. In 3 succeedina
section ", however. he returns tp the fact that human communication channels
consist of 1ndividuals i1n conversation, or in various forms ot social i1nter-
course. Each i1ndividual and each conversation is unigue: different peaple
react to siagns 1n different wavs, each depending upon their own past exper:-

ences and upon the environment at the time.

Mv perception after having read this almost purified technical
description of human communications is that the author, partlv "hetween the
lines", admits that there are serious limitations to the transterence ot

1deas and influence throuah impersonal communication.

‘*'Cherry, Colin., On Human Communication., a Review, a Survev. and
a Criticism, 2"° ed.., the MIT Press, Massachusetts Institute of Technoloav,
Jun 1971, page 77.

ta . page 2473,
€2 . page 245,
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Communicologv: An Introduction to the Studv of Communication =’ bv

Joseph A, Devito looks upon communication from a point of view which is '

almost opposite to that of that of Colin Cherrv. Whereas Cherrv focuses on 5

the technical aspects., Devito focuses on human communications as inter-

\
personal relationships. Whereas Cherrv bvpasses the effectl.enecss prapienm, g
1)

Devito encompasses it and repeatedly connects it to the 1nnerent oaossibilitvy 4

He states that the concept of feedback 1s crucial to an under-

for feedback.

standing of listening as an active process. He further points our that tne

tmmediate ¢ which 1z srhisvarie

most effective feedbark 1s that which 15 most

onlv tn an :nteroersonal communication,

To achieve etfective 1nterpersonal communication., he puts sorth r1ue

qualitative characteristics ' “' of a communicator (sender:

- openness. & willinaness to reveal 1nformation and react honestl.

in the same wav and to understand the recervver

empathyv, the abilitv to feel

interpersanal helping

1n the sense of sincere and

supportiveness,

positiveness., 1n the sense of enjoving the exchange of ideas

L

equality., meaning & tacit recognition that both parties are valuable ang

contributing human beinas

It 15 i1nteresting to note that none o+ these characteristics can be evaluated

. -
.

bv an imoersonal “screening' of personnel records.

The most i1nteresting parts'®’., given mv subiect, are Chapter 28."The

R AP

b}

‘>’ Devito., Joseph A.., Cammunicoloav: An Introduction to the Studv
: of Communication. Harper & Row., New York. 1967,

o . page 14 - 17 and 146 - 148.

e . page 266 - 269,

BY 0T,

page 419 - 464,



2
N4

v, S

BRhAL

h

v,

.. .- v, )
.-""l.l" ) l s
R A

1]

o
A

A A
“' b) 'A"-,'v

’.: -"v‘:'o

v e s

.
o, 4

)

.
L
. .l‘“. '-

X

Cht
A Y

'.‘-’".‘.*-‘.1

54%5

Speaker and Receiver in Public Communication". and Chapter 29."lThe Nature
of Mass Communication". Throuah an honest and convincira arqumentation he
describes the various possibilities and limitations of mass comeunication
in TV, radio. newspapers, magazines., books, records. tapes and cassettes.
His thesis is that 1n mass communication the message flows fram the media
to the receiver but not back again. Additionallv, because of the number of
persons receiving mass messaaes, it 15 imoossible for the media ta adaot tao
each person, even generallv.

In public communications, on the other hand, extendira from 3 -er.
small to a verv large number of people, 1t is possible to "tailor" tne messaoe
to the participants. Through audience analvsis and adaptation. a croficilent
speaker 15 far more effective than an 1mpersonal mass communicatlon,

The discussion of factors such as sex. educational backtoround, status
and attitudes i1s thorough. and focuses on sender characteristics which have
to be observed as opposed to i1mpersonallv screened. A biproduct of the
discussion is that the sender s own attitudes and emotional well-beinq are
essential to his effectiveness as a communicator. Other factors such as aoce.

fitness. and appearance are of less value than mav have been anticipatad.

Studies

Some civilian studies of specific interest are:

"Economics of the Militarv Draft“:'~- 1n which Hansen and Welsbrod
di1scuss a number of 1nefficiencies of the military dratt svstem. The orincipal

inefficiency noted is the loss of output resulting from the utilization or

“'“’Hansen, Lee W. and Weisbrod, B.. "Economics of the Military Draft",
Quarterly Journal of Economics, Aug 1967, page 393 - 4:z1.

18
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labor services of draftees whose productivity in the civilian sector is. on

N
D)
A the average. higher than that of individuals who would velunteer for military
§ service.
¢
D . n3 the draft svstem 15 no lonaer in effect, one should be careful
about drawina conclusions from this study. However, 1t reveals the growinag
,; competition between the civilian and the public sector, and the vulnerabilitv
ﬁ of the latter,
’ On the Application of M@fg;qgl_ErQQuctivitv nralvsis to the
[g Allocation of Recruiters within the Militarvy Services''' b+ bennett and
'S Haber. expands on the former “Economics of the Militarv Drafrt”, [ne purpose
f, of this study, as the title describes, is to investigate the alliocation ot
'3 recruiters., It starts with the following "rule of thumb" used bv the services:
jﬂ Recruiters are allocated geocgqraphically to areas so that their distribution Js
proportional to the distribution of GMA (qualified militarv availables; amang
e
j the areas. The studv examines this allocation and has some critical remarks
J
3 about viewing market size and market potential as svhnonvmous, considerina the
present rapid chanoe 1n market potentials.
2
E 0f specific i1nterest to this studv is the stated tattnre 1n recrmiricg
.

because of ap i1nsufficiencv ot recruiters 1n some areac. fFroy thie, onn can

assume that the tace-to-face recruiters have si1agnificant 1mpact on both thne

abilitv to present 1nformation about the Armv and the abirlitv ta 1nfluenre

g
LA A

individuals,

‘'' Bennett., James T. and Haber., Sheldon E.. On the Applitation of
. Maroinal Productivity Analvsis to the Allocation of Recriiters within the
' Military Services, Georoe Washinaton Unmiversitv, Jan {977,

19
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as Enlistment Supplv, Recruiter Qbiectives. and the All - Volunteer
. necruiter Yoiectives. 4| !
Y
ﬁ‘ Armv‘'<> bv James Dertouzos is a study which was sponsored bv the Office of
the Assistant Secretarv of Defense. It covered 33 recruiting areas which were
‘j divided into two groups for separate analvsis and comparison.
\: The study elaborates on area characteristics and rtne recruiters )
' willingness and abilitv to act according to factors affectina the enlistmert
-«
:f supplv.
:j The results sucaest that the recent efforts utilizina traditional
o supol. models to farecast enlistments, or assess the 1moact ot a .arietv ot
iy educational benefits., enlistment bonuses and advertising expenditures, are
N of limited value.
A Of particular 1mportance to this studv 15 the discoverv that, thouah
?: Aarmv recrurters apoear to be motivated to attain quotas for bath high and
<o
o low quality enlistments, there ex15t few i1ncentives for recruiters to evceed
— them. Indeed, it i1s suqgested that there mav exist disincenfives to nverpraduce,
A
»
B . . .
Q Ionoring recruiter behavior and the demand factors z2ffectina therr
i
): choices can vield incorrect estimates. In general, estimated elasticities
i
of high quality enlistments with respect to supply variablece surh as the
I:
i- unemplovment rate and civilian wages are significantlv hiahar 14 rerrmter
.
<. choices are taken into account.
L
g .
Y None of the textbooks or studies I have read state the qualitative
X .
d
o characteristics in such a wav to enable an impersonal selection hased salev
o
on records. Accordinglv, there seems to be no well defined wav to select a
- recruiter based onlv on his militarv personnel records.
~
‘ .
‘t-‘Dertouzos. James N.., Enlistment Supplv, Recruiter Objectives and the
, All - Volunteer Armv. The Rand Corporation. Santa Monica, California, Sep 1984,
-
3 .
' 20
¢
'..
l.
-
4
e e et e e e et e e e e e e v e e e e e . o I
DY .*v .'_'s T, '.}'.' SN el (_‘,'.,_ RANSOARAL SR RS RYs NL RRrNy T e 0 et LSRN DAL TACS TR SRR ALY




-

!

\( \"‘ -‘\1' -~

AV,

N

Military wtritings

There is little., if any, discussion of the selection process in
military writings. Havina looked through the Army s recruiting and reten-
tion magazines for the last ten vears. no articles were found on the subrect.
However. it 15 regeatedlv stated and confirmed 1n the Commander 5 Notes '~
"that everv recruiter comes to the Command with the personal aualities
needed to become a successful sales representative..".

The onlv published discussion relating to the selection process wnich
I have been able to discover is ane short article i1n Infantrv magazine '‘'
dealing with the recruiting assignment as something totall. difrerent rrom an-
other military dutv. and which, according to the author, demands 1tz “own
career specialty".

There are a few forgotten reports filed in the Combined nrms Research
Librarv (CARL) and related libraries. Some of these reports are considerad old,
and as the evolution of marketing techniques is rapidly chanaina., some miaht
even be outdated. Considering the fact that militarv organizations., technigues
and training are updated constantly. earlier findinas mavy well be alreadv in-
corporated into the existinng environment. For example. all recruitersz prior to
1981 were volunteers as opposed to today where all are "screened" and "drafted".

The above points have been considered in the selection and emphasizing
of literature: also the findings have been narrowed to those of relevance to
this studv. Applicable works are presented chraonoloaically, startina in 1974

and ending in 1984,

‘13> Bradshaw, J. 0., "Commander s Notes"., Recruiter Journal, Sep 1984,
page 2.

‘t*'Miner. David P., "Recruiting: A Dual Specialtv", Infantry,
Jan 1984, page |5-16,
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2. US Navy Recruiter Attributes and Attitudes: A Survev Analvsis '™, byv
]
&: James B. Best, is a Masters Thesis using survey interviews of 49 recruiters to
R identifv attributes of effective recruiters.

v
h: The study states that the most favorable aspect of a recruiting assian-
'2? ment i1s independent dutv. Onlv a few (18 percent) considered the additional

* recruiter s assignment pav to be an incentive to increase their effectiveness.
.:,,:
';S Two-thirds of the sample (33 recruiters) were true volunteers thad

A\

' personally initiated their assignment to recruiting duty) and an additional

"~

$ 10 percent had volunteered i1n response to a sugaestion from 3 career

Wy

} counselor or detailer. Thev revealed a very high level ot satistaction in

-"

-~ their 10b. Some &3 percent answered "first" as to where thev would rank

\‘
: y recrutting on a desirability scale, and only 1B percent stated that 1t was
5

- "not desired".

~

A majority (83 percent) of the sample stated that thev would freelv

:; recommend duty as recruiter to their best friend i1n the Navy tassuming thev
-
xx‘ felt he met the qualifications),
)

l\..
Y It 1s also of interest to note that mare than 40 percent had been

o

*i

xS interviewed for recruiting bv their Commanding Officer. and that an

.

N

AN additional 27 percent had been interviewed bv their Executive Officer (x0) or
“ other officers at their previous command. The purpose of these interviews was
A -

:? to determine whether or not the individual "possesses the educational level,
"

f} poise, personality and ability to communicate necessary to be a salesperson

A

— for the Navy."

b

-

.

<&,

’,

o ‘+>'Best, James B. and Wvlie, Walter J.. US Navv Fecruiter Attraibutes
W and Attitudes: A Survevy Analysis, Naval Postgraduate School, Monterev.

California, Jun 1974.
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A Filot Study of Army Recruiters: Their Job Behaviors and Ffersonal
\ Characterisics‘*~’ was initiated bv the US Continental Armv Command tlater

TRADGC) and USAREC., The objective was to develop hvpaotheses concerning the

personal characteristics and job behavior associated with recruiter succecss.

o4, 0, Ty

It was conducted bv 1nterviewing 79 recruiters alreadv dividedg 1nte tnree
groups according to percentage of guota achieved (high, averaoe and low'.

The most interesting finding was that successful recruiters were lecs:

ala ol o

likelv to cite "independence” as a source of job satisfaction, and that the:

were more likelv to complain about tneir lona hours of wory,

Reqarding the selection process the respondents e:pressed the view

VY R

that some recruiters did not know what thev were getting 1nto wnen theay

volunteered for recruiting dutv, Eleven percent recommended that applicants

o %yt oty

for recruiting dutv ouaght to be given a more realistic picture of what the
10b 18 like, 1ts pressures and 1ts frustrations.

Various screening procedures were mentioned bv a few respaondents,

of these screening for qualitv of past performance was mentioned the most.

. Intfaoarmal interviews of the applicant., his wite, h1s suoervisor and gthers

were also often recommended (bv 47 percent).

AP

’, There ex1sts a report*'’’, dated Mar 1979, which 1s identical to the
above mentioned studv. Whv this is given a different report number and

- dated four vears later 15 unknown.

a
PR R DA S e

‘te'Graham, Warren R., Brown, Georqe H.. kina. William L., White,
Leonore and Wood, Mark D., A Pilot Studv of Armv Recruiters: Their Jab
Behaviors and Personal Characteristics, Human Resources Research Oraanization,
Virginia, Apr 19735,

DhvEh Tl N

e ~« A P1lot Study of Army Recruiters: Their Job Eehaviors
and Personal Characteristics., Human Resources Research Organization,
virainia, Mar 1979,

ey

O
PR AR

‘-* h\ A} b 8" .-' ‘\ ‘.' \ . -\. .n. p
N UL ) JESEA P T WA
TSI SR W R A N "




% v

POl e
LY T ]
ot

.

.
»

Utmensions aof the Army Recruiter and Guidance Counselor Job“'“' by
Borman, loquam and Rosse is a studv aimed at discavering the underlvinag
dimensionality of tasks associated with the Army recruiter and auidance
caunselor jobs. The researchers established a recruitersquidance counselor
task list , and lul USARREC personnel sorted the tasks into a matrix accoroinag
to different dimensions. The abstract states that "the report discusses

implications of the results for selecting and trainina Armv recruiters”,

The report 1s 70 pages long. S5ix paages are devoted to introduction,
a detailed description of selected procedures, and & short discussion ano

result, The rest of the report consists of various tabies.

fhe dimensions used to i1dentifty the tasks were:
- prospecting activities: identifying and contacting qualitied orozpeccs
- publicizing the Army: building a positive Armv 1mage 1n the community
- selling the Army: counseling individuals to join the Hrmy
- administrative activities: workinag with recruitinag reports, records,

statistics and organrizing recruiting activities

These broad dimensions defining relatively ageneral task areas are
narrowed 1nto four performance requlrements each., The task actxvxtleé are
useful as background information but. in my opinion, are still too broad to
serve as selection criteria.

The only reference to the selection process 15 an equally broad
statement that "these dimensions should prove especially useful 1n developing

selection procedures for the Armv recruiter job."

‘s/’Borman, Walter C., Toquam, Jodv L. and Rosse., Rodnev L.. Dimenzions
ot the Army Recruiter and Guidance Counselor Job, US Army Research Institute.
Virainia, Mar (977,




Army Recruiters: Criterion Development and PFreliminary Validation of

a Selection Procedure‘!?’, by Brown, Wood and Harris, collects i1nformation

from a random sample of 400 recruiters, using characteristics that might be

related to recruiter effectiveness: verbal fluencv. sociabilitv, achievement

tolerance.

maturitv-respoensibility and

motivation, empathy, rejection,

various backaround characteristics. Statistical analvsis were then performed

to determine the yield to be expected from each recruiter s territorv.

Using a composite supervisor ratinag procedure, 45 of the best

and 43 of the poorest, were 1dentified and qgi1ven the

recrulters 1n the Armv,

instruments., Results were analvzed to i1dentifv 1tems ar

draftt selection test

scores that differentiated between good and poor recrulters.

The studvy concludes with a somewhat drastic findinag that "recruiter

characteristics mav be relatively unimportant, at least within broad limits."

This viewpoint 15, however, modified by stating that recruiters may alreadyv

be a highly selected group., and that the span between best and poor for this

reason might be i1nsignificant,

The studv emphasizes. like Bennet and Harber s* ', the i1mportance

[t states that about 50 oercent ot the variance 1in :

of environmental factors.

production scores derives from factors unrelated to the i1ndividual recruiter s

according to this studv.,

The level of success is therefore,

characteristics.

more a function of area characteristics than of recrutiter proficiencies,

——————————

‘1 grown, George H., Wood, Mark D. and Harris, John D,. Armv K
Y Recruiters: Criterion Development and Preliminarv Validation of a Selection -
Procedure, US Armv Research Institute, Virainia, Mav 1978,

‘¢215ee page 19.



-

- - » . -

Development and Yalidation of a Recruiter Selection Batterv‘ -’ by
Barman, Rosse and Tagquam used a mail survey of 194 Navy recruiters in
seven different locations as the basis for evaluatino performance versus

production.

Their main performance factors were defined alonag:
- sellinag skills: selling the Navy effectivelv to prospects: displavinag

confidence and effectiveness in the recruiting sequence

- human relations skills: establishing and maintatning gcod i1nterpersaonal

7elations with prospects, recruits and persons i1n the community

- organtzing skills: olanning and oraqani2ing time efficientl.: completina

paper work accuratelv and on time

fhe relationship between these performance factors and oroduction,
or success. was found to be hiagh. The monthlv production for those recruiters
who scored in the top S0 percent of the above mentioned performance factors

was 12 percent agreater than the overall averaage.

The studv concludes with the recommendation that the Navv and the
Marine Coros should use a test batterv along these parameters to aid 10
selectinag recruitters, and that the performance ratina materi1al should be
distributed to recruiter supervisors and field recruiters to aid 1n trainina
and self-development. The use 0f this material might also be 1mportant 1n the

selection process of qualitied Armv recruiter applicants mv remark:,

‘~v Horman, Walter C.. Rosse, Rodnev L. and Rose, Sharon k..
Development and Validation of a Recruiter Selection Batterv, Navv Fersonne.
Research and Development Center, San Dieqo. Sep 1981.
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An Inventory Battery to Predict Performance in Navv Officer Recruiting:
Development and Validation‘<!’, by Borman, Rosse and Rose. used a sample of 132
officers to develop procedures for assessing the effectiveness of recruiters
and to develop an inventorv batterv to help identify officers with personal
characteristics needed for successful recruiting. The studv used compasites
from previous research ‘<=,

[tems from these composites were used to form four corresponding
officer composites:

- past sociability

- past leadership and dominance
- hard work

- organization

It appears, based on this studv, that the recrulter composites can
successfully identify effective officer recruiters,

Past sociabilitv proved to have the highest correlation coefficient
and seemed to be the best i1ndicator of recruiter success (r=0.21/. The lowest
correlation was found to be past leadership and dominance tr=0.03) which 1s

one of the main components 1n the Armv s screening process.

In summarv, none of the military studies reveal any evidence to
justify impersonal selection based solelvy an records. On the contrary, most
ot the characteristics, dimensions and composites studied refer to pertor-

mance which has to be personally observed and evaluated.

‘<t Borman, Walter C., Rosse, Rodnev L. and Rose, Sharen R.,
An Inventory Batterv to Predict Performance 1n Navy Ofticer Recruiting:
Development and Validation. Navy Personnel Research and Develonment Center,
San Diego, Dec 1984.

‘¥ Gee paage 24 and 26.
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Z
‘3 METHODOLOGY
b
: As the literature is limited, the studv relied heavilv upon survev
.
, research.
t Rs local resources, the kansas Recrutrting Battalion and the Leaven-
: worth Recruiting Station have been involved. and the chairman and secand
f reader both have recent exserience from recruiting assicnments. These
ﬁ resources were used primarilv for field studies and to provide backaround
‘ information in pretesting the mail survev.
& The mail survevy
]
:: 1 conducted several :interviews, at both recruiter and battalicn 0
> level. at the Leavenworth Recruiting Station and at the kansas Recruiting
E Rattalion respectively. Hased on these 1nterviews and discussions with my
; committee, | developed a test batterv of 25 questions against mv selected
&l hvpotheses.
q Permission to 1ssue a countrv-wide survev was aranted bv USWHREC.
' Thev mailed out the survey, through all their Recruiting Battalions., to luuy
j randomly selected on-production recruiters., The survev was returned to Ft,
2 Leavenworth by use of preaddressed, postal paid envelopes 1dentical to
5 those used for return of answers to CGSC, but labeled: "For Feturn of Survev”,
The pretest was 1ssued Nov 13, 1985 to 30 randomlv selected recruiters
; at the kansas Recruiting Hattalion. They were asked to respong as 1f the survev
# was received through USAREC, and encouraged to make anv remarks they might
E have concerning lack of clarity, incompleteness or other 1tems they felt
,
: should have been included 1n order to make the survev as valid as possibile.

Two of the questions were altered sliaghtlv based on the pretest.

28 L
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Question 3 {(How lona have vou been assiqned to USAREC?) was expanded trom two
to four vears. and the time interval was extended from three to six months.
RQuestion 19 (Do vou know whether vou were recommended to the selection board™!
was aiven an additional response alternative: "Yes, bv UUSAREL opersonnel
trecruiters, selection teams etc)”.

The results from the pretest were further used to test i1nput formar,
freguencv tables and crosstabulation programs at the Control Data Lorooration

(CDC) computer at Ft Leavenworth.

The mai1l survev was printed at the Ft., Leavenworth Mediz Swovocrt
Center. [t was put 1nto envelooes., with a return envelooge attached., and takaen

to Ft, Shertdan (USAREL) durina the Thanksaivino Holida/s b. me and mv famil.,

It was sent out Dec &6 to all Recruitino Battalionz with a letter

from USAREC attached which explained the survev and encnuraged pasrticipaticn,

The Battalions, in turn, sent it to their Recruiting Companies and

Stations.

The individual answers were returned anonvmouslv to me, R copv of the

mail survev is attached as an Appendix,.

fThe mail survev incorporated a sianificant sample of countrv-wide
recrulters, In fact, i1t was issued to 1000 out of aporoximatel. 3uvu rec-
e

. ruiters all over the continental United States and Hawail, cavering some .5

percent of all the recruiters,

The return was exceptionally high, Out of 1000 survevs, 7565 responded

bv returning a valid replv, [ will not elaborate on this niah resoonse: but
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beside the fact that soldiers normallv show a high deqree o+ responsiveness.,

and that the 1nstrument must have been viewed positivelv, | also ascsume some

"Hawthorne-eftect" ', The reason for this assumption

18 that

SumE responoents

evpressed satisfaction

1n being asked about

therr feelinas

roward

thair

recruting assignment

tor the opportuntity

. HS One expresseg 1t:

to answer

YQur survev.

'l wish personally

It qives me qgreat

Fnowing that we are not forqotten about out here."

transterred to aptical

at Ft,

The data was gt.en a seguential

Leavenworth,

1dentitrication

readable answersheets., and ted

numb e

tg thany oy

satisfaction

t1d not.

1nto the CDC ocomputgr

Ty v

Fresentation o+f SFSS

The Statistical Fackage for the Social Sciences '5F55: 1

"
e
n
[y
-

of related proarams for the manipulation and statistical anal.si1s of data,

ACRRAALhe 2 5N

In addition to ordinarv descriptive statistics and siample freaquencey
distributions, 1t contains crosstabulation, bivariate correlation analvetrs,
) partial and canonical correlation analvsis, multiple regression analvsis,
varlance and covariance analysls, discriminant analysis, factor analysis and
; scaloaram analvsis,
\: It also contains a varietv of subroutines to fing and later correct
incomplete data.

The SPS55 is updated constantlv and I used the latest version‘™ ,

'"Roethisterocer F. J. and Dickson W. J.. Manacement and the Worier:
#n Account of a Research Proaram Conducted bv the Western Electric (eompan..
Hawthorne Works, Cambridoe. Mass: Harvard Universit. Fresz, 19705,

Mre., Worman H, and Huoll, Hadlar (.. 5FSS:

Statrstical Fuclxage for
the 2ocial sciences, 2 ed.. Mc Graw-H1l1l., New vyorbk, (37

PO )

T . 9FSS Update 7-9, Mc Graw-Hill, New vork, (991,

0
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W Control of data
¥

ft is s common nccurence 1n research to tind that for one reason nr
b another it has been impossible to obtain a complete set of data for ever.
a
3 case tn the fi1le. 30 1t 1s 1n this survev.
A
- The subroutines [ used to discover missing and invalid answers weret
E} - MISSING VALUES - which detected and per id no printed out all answers with
¥ value 0 (zero:,
- - IF ROUTINE - which evtracted individual i1llogical answers szuch as 1n
N
S guestion B {What 15 vour preference for vour next assianment”™) vaiue:
;t "Anv assianment outside USAREC". against guestion 12 Where woulg .ou
i rank recruiting as to preference of dutv assignment?) value: "First",
3 - SELECT IF ROUTINE - which compared and extracted per id no combinations of
'é answers sudch as question 25: "If vou volunteered or liked the
~ assignment", acainst both gquestion 20 value: "volunteered” and
z: question 23 value: "I liked it verv much" and "I liked it somewhat®,
o
:: It was al=zo used to detect values outside the acceoted area,
;E Given the reference to. and & print out of. illoaical or micssino
g values, | then checked the original answers.
o All missing values f(only guestion 25 permits less than 985 answers)
;: proved to be either mispunched or misread tvoes of data.
E Most of the illogical combinations also proved to be mistransferences,
. - but a few were traced back to valid answers, One person who volunteered has,
é; for instance, declared (in auestion 23) that he “disliked" the selection and
i: (1n question 22) stated that he "could have refused”. This t.pne of 1lloaical
X,

combination was accepted.
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Opposing answers, such as the one mentioned under IF ROUTINE, were
corrected if possible bv referring to other questions. So were answers with
valuet "nothing" in question 17 (What did vou know about recruiting?) and

values other than "none" in guestion 18 (Who provided vou with this knowledae™ .

After several tests [ feel confident that the dats presented is

reliable.

Fregquency tables

The selected and printed output from the frequency orocedure resulted

in a table as shown below. I have used guestion 10 to 1llustrate the lav cut.

Q@ 10¢ HOW DN YOU FECL ABROUT BEING A RECRUITER™

CaTroORY t AL TODE ADSOLUTE RCOCLATIVE ADJuTIen LIRS KON S O g ¢

FREQUENCY FRERUOCNC ¢ FRCOVC [t i r S B R
LIVE IT VERY MUCH 1 z7 37.3 A rvL. T
LIFC 17 SNMECWHAT P -10 -1.7 A - P B
NO OFPECTIAL FEEL I1NGS 3 1o 1.6 Py, LI
DISY 1 O IT SOMUCWHAT B3 1143 11.0 [I] a) (S AN
DISLIKE IT VvEKRY MUCH =1 160 Ly, & 1. (I
TOTAL VLT 10, L IR I

Code refers to the sequential order of response and 1s important in
the later use of statistics.

Absolute frequency gives the raw or absolute freqguencies associated
with each value (or response), accumulated to a total of 963.

Relative Trequency aives the percentage of each of the responses,

accumulated to 100 percent.
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Adiusted frequency excludes missing values and displays the
relative frequencv for the valid answers. Since the data volume is5 controlled
and only question 25 allows for missing values, the adijusted frequencv 1s
identical to the relative freguencv.

tumulated frequency accumulates the adjusted frequencvy displavs on

the side of the sample where one will find the main portion of the responses.

fhere are eleven descriptive statistics which are available in the
subproaram fregquencies. | utilized six.

The total displav of mv frequency table is therefore:

N 103 HMOW DO vOU FEEL ABOUT BEINO A HFECRUITER

CATCDOORY LADEL cooc ABSQLUTC RELATIVIE AJL TTD [SEEES NUF IR I A &3
FREQUENCY FREQUUNCY FhEQUD NG . UL e
LIKE IT VERY MUCH i 377 P -1 Si. > R
CIKE IT STOMEWHAT < 19 s1.7 d0 . P I
NO SFEC!IAL FEELINGS 3 102 10. 6 L SR Ti.wn
DISLIKE IT SOMEWHAT 4 113 11.0 11.€ 9.3
DISLIKE 11 VCRY MUCH 3 100 1Lé&. 6 Luoo 1O,
TO T L 7L 100.0 [ U I
HE AN [N MEDIAN 1 1.973 nubnc L] 1. ke
YRl AaNCD T L.l STANDARD DCVIATION) t.30Y GRUWHLC ST LIS I I
vAaLID CASES: 7&9 MISSING CASES T Q

MEAN is the most common measure of central tendency faor variables
measured at the interval level. Often referred to as "the average". it 1s

merely the sum of the individual values for each case divided bv the number

of cases. :g:
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. 379x1 + 210%2 + 102x%x3 + 113x4 +160x5
In question 1U: x= = 2.447
965

which displays a centered tendencv in the data.

HEDIAN is the numerical value of the middle case or the case lvirnge
exactly on the 30'" percentile, once all the cases have been rank ordered fronm
highest to lowest. In question 10 this is at the value of 1.993.

KODE is the value of the variable which occurs most often. In question
10¢ value | (answered bv 379 recruiters).

VARIANCE 15 a measure of the dispersion of the data a«bout the mean.
This statistic 15 one wav of measuring how closelv the individual scores of

the vari1able cluster around the mean. b : ‘

In question 10:

3]

J7901-2.447)°¢210(2-2.447)=+102(3-2.847)7+114(4-2.447)"+160(4-2,447)

964

By squarina the deviation from the mean one takes into account all differen-
ces from the mean. includinag negative differences, and it agives additional
weight to extreme cases. Clearly, the variance will be small when there is a
great deal of homoageneitv in the data. for then most cases will have verv
small deviations from the mean,

In a five value question such as question {0, a variance of 2.26é6
displays little homogeneity in data. but rather indicates dispersed opinions,

STANDARD DEVIATION is another measure of the dispersion about the
mean of an interval-level variable. Very simplv, it is the square root of the -
variance. The advantage of the standard deviation is that i1t has a more
intuitive interpretation., being based on the same units as the orininal value,

That is., as the variance in guestion 10 is 2,266, then we are really talkina

34
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about 2.266 square opinions. The standard deviation, however., is 1.5 which
has a more intuitive meaning as the distance in apinion on either side ot
the mean.

STANDARD ERROR helps us to determine the potential dearee nf dic-
crepancyv between the sample mean and the usuallv unknown population mean.
This statistic is normallv used in conjunction with manv variables and larae
samples and is for this reason not used in this survey.

SKEWHNESS is a statistic needed to determine the dearee to which a
distribution ot cases approximates a normal curve, since it measures
deviation from svmmetrv., A positive value indicates that the cases are
clustered more to the lett of the mean with most of the extreme values to
the right, as in the case of question 10, A neqgative value indicates
clustering to the right.

KYRTOSIS is another statistic available in SPS5S. It is a measure of
the relative peakness or flatness of the curve defined bv the distribution
of cases. R normal distribution will have a kurtosis of zero. As all of the
questions in this survev are illustrated by profile tables the dimension 1s
easilv seen and this statistic is therefore not used.

HINIHUN, KAXIMUKW and RANGE are the last descriptive statistics
available in SPSS. Since the number of variables in this studv are few, thesrn
statistics are not disolaved in the presentation.

As a final summarv of question 10 ! wnw b vou reer anonr
[T Dell lh‘-p-u cul ve BEING & NCCRa T,

-~ -y
\’4l -

~, ! N

Guent ion 1o

The curve is more flat than the

normal distribution curve, and

clusters to the le+ft.
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Crosstabulation

A crosstabulation is a joint frequency distribution of cases
according to two or more variables. The display of the distribution ot
cases based on two or more variables is the chief compenent of continaency
table analvsis, and 1s 1ndeed the most commanlv used anal/ri1Z method 1n the
social sciences.

These )oint frequency distributions can be analvzed statistically
by certain tests of significance. e.9.. the chi-square statistic wnhich |
have used, to determine whether or not the variables are staticticallv
independent. These distributions can be summarized by a number af measures
of association, such as Cramer s V or the contingency coefficient, which
describe the degree to which the values of one variable predict or vary
with those of another.

Subproqram CROSSTAES enables the user to compute two-wav to n-wav
joint frequency distribution tables. Most of mv crosstabulations ars two-
dimensional, but for a few specific relationships I have also used three-
dimensional tables., In mv description I will not elaborate on the latter:
first., because the later use seems self-explanatorv: and. second. because
it 1s very close in 1ts nature to the two-dimensional. The lav-cut, for
instance, is really displaving a two-dimensional relationship with the third
variable as the controlling element, giving as manv tables as there are
variables in the controlling question.

The nature of crosstabulation tables can perhaps be best 1llustrated
bv an example of such an analysis and a hypothesis concerning 1ts result.

Consider that this study hypothes:zed a relationship between haow the
recruiter feels about being a recruiter (question 10) and satistaction prior

to being selected as a recruiter (question [3).

kY)




The schematic THO-DIMENSIONAL S5x5 crosstabulation table has, aiven
965 responses and using whole percentages., this (simplitied' lav-out:

o 1 HOW DO YO reet a 15 AL L THING CONSIDOLLD, KRN RICTN B S B DO R A B
REOUT BE 1O s NDISCATISFIED WERE PR IR Y B A ) T e LA TS DU I APRR |
FLOCROSTTERT S G Wy e LLr e Lot oy rot Lo FR

QLS VERY TATISrITEDINETITHER SarT SOME Wik T P AN S [ S 1Ol
Q 1O L‘-ATI:EF!LD NOR DIZT3AY DISSATISE TOCD Te VDL e
L IKE ir
TR MUCtHt A [ 2} 1 Y M
LI O T Tt
TR Wi T [ ] ke [V > %
[ R | O Y
FECLINGT 3 o, ¢ . .
DISL T 11
SOMEWMAT 2] 3 0.9 [v] t "5
Py}
NDISLIKE 1t
VERY MUCH 1S 3 [s] [5] [h] 1o
TOT AL 70 T b <. 9 1.3 (v} t o
L
— J (. -~ 44
96 1.7
CH!I SRUAREC = 2231, 10%S WITH 14 DEQGREES OF FREEDOM. SIOMIT TCANCE - w1 T a
CRAMER e VvV = 0O0,07394

CONTINGENCY BCOCFFICIENT = 0.144562¢%

The two gquestions being considered are both built up

scale, trom positive to negative.

A short alimpse at the table shows a much more positive attitude
toward their previous ijob situation than to their present assignment as 3
recruiter. An overwhelming 94 percent were previously on the positive side
compared to the present 31 percent,
negative compared to the present 28.5 percent.

37

and as few as 1.5 percent were previously

according to Likert s

.o v .
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The statistics, or tests, i1n SPS55°s crosstabulation proaram which [
utilized were the chi-square. Cramer s V and the contingencv coefficient.

CHI-SQUARE 1s a test of statistical sianmificance. It helps us to
determine whether a svstematic relationshio evists between two variatles.
As will be seen 1n Chapter Four, this 1s mv main instrument for testing the
previouslyv presented hypotheses (page 12 and 13) and [ will explain 1n sonme
depth what 1t tells us,

Chi-sgquare testing 15 done bv computing the cell freguencies which

bl
"

would have been expected 1f no relationship 15 oresent betwsen the .ariabl

giving the existinag raow and column totals. The expected cell frequencies ar

W

then compared to the actual values found 1n the table accoraina to the

($al- fa')
following formula: x- =:E:

1 f‘_l
where f-' eaquals the cbserved freauencv in each cell, and f.' eaquals the
Cy X I,
expected frequencv calculated as: fa.' =
N

where c, is the freauencv in a respective column marginal. r. 1s the
frequency in a respective row marqinal. and N stands for total number of

valid cases.

A simple illustration can be made by using the crosstabulation tatle
on the previous paqe. For example, the observed frequencv 1n the first
column, second row is {3. This means that 13 percent of the recruiters wers
very satisfied in their previous job and dislike veryv much their present

job as recruiter.
70 % 16

The expected value can then be calculated as f.' = = .14l

965
In other words, 1.16 percent of the sample (which is 1! recruiters) is

expected to displav this opinian.

The discrete value 0f chi-square is therefore: x- =

38
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fo compute another value let me use column four, row one. The observed
. frequency here is 1. 1.5 ¢ I9
The expected value is: fu.' = =————— = 0,041}
\ 965
A
f 1 - 0.061)7
t The discrete value for chi-square 1S therefare: x- = = el
763
As can be seen, the qreater the discrepancies between the expected
4 and the actual frequencies, the larger chi-square becomes. In the cross-
L]
.: tabulation table an page 37, the chi-square is equal to 21,1033, which 1t
normallv considered as a low value.
<
o
5 In order to determine whether a svstematic relationship does erist,
:: it 1s necessarv to ascertain the probabilitv of obtainina a value of chi-
square as larage as or larger than the one calculated from the sample, when
in tact the variables are actually independent. This depends, in part, upon
> the degrees of freedonm.
The DEGREES Of FREEDUKM vary with the number of rows and columns in
N
.Y
* the table, and they are important because the probability ot obtaining a
N,
Ll
g specific chi-square value depends on the number of cells in the table.
»
Subproqram Crosstabs in SPSS computes the exact probability.
) .
“
- In our table on paage 37. a chi-square of 21.1035 is found. The
- probability of obtaining a value this large or larger with 16 degrees of
.
freedom is 0.,1746, i.e., less than { chance in 18. This means that, even i+
- the chi-square had been high enough in value to reflect a relationship. the
-
hypathesis might prove to be wrong in every {7%" case.

Whether the risk of making such an error is too high is somethina
that needs to be addressed and decided upon before the crosstabulation
tables are interpreted. The decision must also be based upon the number of
cases involved., Without going into detailed discussion and justified bv the

b
: 39
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:: large data basis. I decided to apply the very restrictive level of sianifi-
:: cance of less than 0.0005. In other words, | will not accept hypotheses with
:* less probabilitv for beina correct than 99.5 percent. The selected example

.: wonld, therefore, with a probabilitv of being correct in onlv 82.5% percaent
i of the cases (100-17.46), have been rejected as invalid.

‘2: Understanding this relationship between chi-square significance,

_;; which in mv cases needs to be 0.0003 or smaller, and the derivative

N probabilitv of being correct when accepting a hypothesis 1s important,

- It 15 important to note that a selected level of beinno correct 1n
s

:: at least 99.5 percent of the cases, given the high number of respondents.
2: puts a significant demand on the test batterv. In nther words, 1t is not

f possible to reject the results on the basis of not being valid or reliable.

;é By itself chi-square helps us onlv to decide whether our variables
) are independent or related. It does not tell us how stronalv thev are

-

:: related. Several statistics which adjust for these factors are available.

.i When chi-square is thus adjusted it becomes the basis for assessing
N

o the strength of the relationship.

»

:; Mv purpose is to test some hvpotheses and, when established as valid,
ﬁ to then extract from and comment on the values as thev appear i1n the table
o itself. I have, however, applied two tests, Cramer s V and the contingencyv
E coefficient, as manv of mv questions are constructed according to Litert s

'E scale. | will therefore comment on them and refer to the SFSS manual*®' for a
- more detailed presentation of these and other tests available i1n the SPSS,
v

X

’ —_—

04

‘“’Nie, Norman H. and Hull, Hadlai C.. SFS5S5: Statistical Fackane for
the Social Sciences, 2V ed.. Mc Graw-Hill., New vork, 19735, paoe 224 - 230,

[
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CRAHER S V¥V is a suitable measure of association, 1.e.. a measure

"

!

z of strength of relationship. It is an improved phi-test (which anlv tests

; 2x2 tables) and makes correction for the fact that the value 0f chi-square

- is directlyv proportional to the number of cases. Cramer c ¥ takes the valus

0

l. .

: of O when no relationship exists, and the value of +! when the variables are
« perfectly related. Thus, a large value of V signifies that a high deqgree of
. association exists, but without revealing the manner in which the variables

are associated,

= The Cramer s V value of 0.,07394 in our example 15 therefore consiaered ton

, small to reveal a relationship,

}

The CONTINGENCY COEFFICIENT 15 another measure of association

5 based upoon the chi-square.

- ® [

- Its formula is: c = ( )

e x~ + N
N

. It can be used with a table of anv size. Like Cramer s V, 1t has a minimum

;: value of zero but the maximum value it can take deoends on the si:ze of the

.

b table. i.e.. for a 2x2 table the maximum value is 0,707. For this reason

. it should onlv be used to compare tables havina the same dimensions, 1.,e..

j the same number of rows and columns, like the 5x5 table in nur evample.

s

»j The example s value of 0.1462 is, however, considered too small to sianif.

a high dearee of association.
3 The table on paage 37 was presented somewhat simplified. The evact
SPSS lav-out of our example is oresented on the next page. It can be seen

N
. that the orinted output from subprogram Crosstabs is desiaoned to alve a
. complete reoresentation of a joint distribution in a readilv nnderstandable

table format,
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FILE RECRUIT (CREATION DATE = B6/03/27.)

# % % ¢ # x*# %% CRDSSTABULATTION DF % % % # % % % %

(A} HOW DO vDU FEEL ABOUT BEING A RECRUITER?® By
@15 SATTISFIED WITH MILITARY LIFE LAST JOR?

£ £ £ % % X 2 £ £ X F £ £ E £ F 2 X B £ £ £ £ £ £ £ £ X £ £ * £ £ £ £ &

Q15
COUNT I
ROW PCT IVERY SAT SATISFIE NEITHER SOMEWHAT VER¢ DIS F
COL PCT IISFIED NOR DISSATI SATISFIE TOTAL
TOT FCT 1 1.1 2.1 3.1 4.1 9.1
iy e mme - [----m~-- ]-v=-===-- [~ [--=-=--- I-=~----- 1
1. 1 262 1 97 1 7 1 12 1 t 1 ITF
LILE IT VERY MUC I 6%.1 I 25.6 1 .8 1 3.2 1 I BRI
I 38.8 I 39.3 1 36.8 I o3.2 I Z%.v 1
I 27.2 1 14a.1 1 L7001 1.2 1 L1
—leme————— [--~-=--- [---~-=-- [--=--=- [--=o === I
2. 1 179 1 63 1 S5 1 5 1 P Jiw
LIKE IT SOMEWHAT I 64.3 I 30.0 1 2.4 1 2.4 1 SR N U
I 20.9 1 25.9 1 26.3 1 26.3 1 S0.u 1
I 14.0 1 6.5 1 5001 .91 201
- [-~=-m=-- J---meem- [--m=--- [-=---~-- i
301 76 1 21 1 301 11 t 1 fo?
HAVE NQ SP FEEL I 74.5 I 20.6 1 2.9 1 1.9 1 1.0 I 19,6
I 11,2 1 8.5 I 15.8 1 5.3 1 2%.0 1
1 7.9 1 2.2 1 31 . I R |
e [ [--~~e- J===-===- [~=mmm = [
4, 1 77 1 331 301 1 1 o 1 114
DISLIKE SOMEWHAT I 67.5 I 28.9 1 2.6 1 901 0 I 11.8
I 11.4 1 13.4 1 1§.8 1 5.3 1 0 1
I 8.0 I 3.4 1 31 1l 0]
~[-me———- [remmmm=- [---~==-- [--~==-~- -~ [
9. 1 126 1 3 I 1 1 0 1 D 1o
DISLIKE VERY MUC I 78.7 I 20.6 1 b1 0 1 0O 1 18,6
I 18.6 1 13.4 1 5.3 1 0 1 9 1
I 13,1 1 3.4 1 001 0 1 o 1
“lem——— [~remme=- [~ [-=~—emn- IR [
COLUMN 676 247 19 19 3 965
TOTAL 70.1 23.6 2.0 2.0 .4 o0

RAW CHI SQUARE = 21.10357 WITH 16 DEGREES QOF FREEDOM. SIGNIFICANIE = 0.1
CRAMER"S V = ,07394
CONTINGENCY COEFFICIENT = ,14429

The headina tbetween the asterisks) controls the tao-rnot and pnt-

the first variable along the vertical avi1s and the secand carvable along

horiczontal avas,

*

*
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Fhe npper number 1n each cell counts the absolute freaquencv: the lnuer

number tells the column percentage. Line number two J1ves the row percentage
while line number three displavs the column percentaqe.

Uzing the upoer leét cell 1n the table nn the pre.12us n3ae az an
example, 1t tells us that & total of 267 recruiters j1+e thelr present assingn-
ment vervy much and were verv much satisfied i1n their ore.1ous ob. This 1
27.2 percent of the total 965 respondents. Further. i1t 15 o%.1 percent of
those who like their oresant 10b verv much and 38.8 percent of those who
were very satisfied i1n their previoue )ob.

Fow and column totals in absolute numbers and 1n percentages are

qi1ven to the riaht of and under the table. and statistics are printed bel w.

The THREE-DIHENSIONAL crosstabulation table is in lav-out and 1nter-
pretation similar to the two-dimensional table referred to cn naae Te.

1f our example of a crosstabulation of question 17 b, question % wasz
further crosstabulated bv, for instance, question 20:"How were vou selected™"
the three tables (each representing one of the three alternatives i1n question
20) are as presented on the following three paqes.

I will not elaborate on the interpretation, as aspect:z of this will
be taken up during the later discussion of hvpothesis number three, but would
point out that the chi-squares and significances varv greatlv., The relation-
ship between how thev feel about being a recruiter and how satisfied thev
were in thetr previous job seems higher for those who were drafted (table an
page 44) than for those who volunteered (table on page 45). The chi-square
value is 23.059 with a significance of 0.04B8 for the first table. as
compared with a lower chi-square of 16,618 and hiaher siagnmificance of 0,4107

tlower probabilitv for a correct hypothesis) in the second table,
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,$2 # % % & % 2% 4+ CROSSTABULATION OF # 4 % % 4 % 4 % 4
-.‘
N Q10 HOW DO YOU FEEL ABOUT BEING A RECRUITER® By
015 SATTISFIED WITH MILITARY LIFE LAST JOE?
o~ CONTROLLING FOR..
N Q20 HOW WERE YOU SELECTED VALIE 1. DA SELECTED
K~
:,. * % B £ % % &£ &£ F £ F K * ¥ F F £ % F % £ ¥ £ ¥ £ £ F X X £ £t ¥ £ £ £ * %
s
% 015
e COUNT I
4 ROW FCT IVERY SAT SATISFIE NEITHER SOMEWHAT VYER. DI5  ROW
e COL PCT IISFIED NOR DISSATI SATISFIE TOTAL
TOT PCT I 1.1 2.1 .1 A1 S.1
. @l emmemes I R O 1-------- I I
" Lo 1 10s 1 21 1 Lo 71 ool 13
_ LIKE IT VERY MUC I 78.4 I 15.7 I o1 s.2 o1 2444
N I 25.0 1 18.8 1 16.7 1 70,0 1 ool
o 1 19.1 1 3.8 1 RO SR U A vl
- e EEEEEE R I R I I
2. 1 94 1 25 1 2 1 21 U B P
LIKE IT SOMEWHAT I 75.8 I 20,2 I 1.6 I l.e I B 1 Il.e
- I 22.4 1 22.3 1 33.3 @ 20.0 1 Lovo.o 1
- I 17.1 1 d.o | 41 Al Dol
L R [----===- [-=m-omn- R [-mmem e 1
3001 55 1 12 1 Pt 01 oo 0B
- HAVE NO SF FEEL 1 80.9 I 17,6 I 1.5 I 01 o1 1I.4
= I 13,1 1 10,7 1 6.7 1 o i 0ol
K [ 19,0 1 2.2 1 20 g o1 o1
. o EECETEES O et [--onmn-- R I
K- a1 57 1 27 1 11 Lol TN 8o
DISLIKE SOMEWHAT I o06.3 I 31.4 1 1.2 I 1.2 I 01 15,7
2 I 13,6 1 24,1 1 16.7 1 1v.0 1 T
% 1 10,4 1 4.9 1 2o 2o Do
- N R [-------- O N I 1
- 5. 1 109 I 27 1 1] o1 vl 13T
% DISLIKE VERY MUC I 79.6 1 19.7 1 A ool o 1 25.0
I 26.0 1 28,1 1 16.7 1 ool ool
- I 19.9 1 4.9 1 vz 1 VN 01
" B R O O I [-=-mm-n- I
. COLUMN 420 112 6 10 i 545
< ToTAL 76.5 20.4 1.1 1.8 N TN
NG
RAW CHI SQUARE = 25,05849 WITH 16 DEGREES OF FREEDOM. SIGNIFICANCE = 0.0688
= CRAMER"S v = . 10682
v CONTINGENCY COEFFICIENT = .20893
:;
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o
2 % ¥ 4 2+ 4 &% CROSSTABULATION OF # % # # & % % % & .
¥ HOW DO YOU FEEL AKOUT EEING A RECRUITER? By OIS -
e1s SATTISFIED WITH MILITARY LIFE LAST JOE: :
CONTROLLING FOR.. -
Q20 HOW WERE v0OU SELECTED? VALYE L. VOLUNTEERED -
o
% % K X ¥ X £ X £ % ¥ £ % £ * X * * £ * ¥ # £ &« £ £ £ £ £ £ £ £ £ £ £ & = ‘;
Qs
COUNT 1
ROW PCT IVERY SAT SATISFIE NEITHER SOMEWHAT VER( LIS  FOW
COL FCT IISFIED NOR DISSATI SATISFIE TOTAL
TOT PCT 1 1.1 2.1 31 A1 5.1
Qle  ememeee- [--=mmmm- [-=mmme- [---=-===- [--==--x T EEER. I L
t. 1 155 1 75 1 5 1 5 1 S S 9! S
LIKE IT VERY MUC ! 64.3 I 31.1 I 2.1 I 2.1 1 AL e -
I 42.8 I S6.8 I S0.0 I S5.8 I 33.3 1 -
I 38.7 1 18.7 1 (.2 1 .2 1 : 1 .
e Iommmem-- [-emmm e J=-mmmmm | 1 -
2. 1 38 I 36 1 2 1 301 11 g
LIKE IT SOMEWHAT I 47.5 I 45.0 [ 2.5 I 3.7 I (.2 1 20.n
I 15.4 I 27.3 1 20,0 I 73.3 1 33.3 1
I 9.5 I 9.0 1 .5 1 7ol o1
S [-mmmmmm- [-mmmmmm- T [---mmmm I
30000 20 1 9 1 2 1 T ¢ I3
HAVE NO SP FEEL I &0.6 1 27.3 I 6.t I 3.0 [ 3.0 [ 8.2
I 8.1 I 4.8 I 20,0 I 1t.1 1 33.3 1 N
I S.0 1 2.2 1 5 201 D1 .
S EEEEEEE [-omncan- e I [--mcomen I N
4, 1 17 1 6 1 11 o1 01 24 :
DISLIKE SOMEWHAT I 70.8 1 25.0 1 4.2 1 0 I 0ol 6.0 -
I 6.9 1 4.5 1 10.0 1 0 1 ool X
I 4.2 1 1.5 1 201 01 01 R
S T [-mmmmmm- [ommmmmm- [-mmmmmm- Jommmm e I .
5. 1 17 1 6 1 0 1 o 1 0 1 23 .
DISLIKE VERY MUC I 73.9 I 26.1 I 0 I o 1 0 1 5.7 X
I 6.9 1 4,5 1 0 1 o1 0ol *
I 4.2 I 1.5 1 0 1 o 1 DI
S [-mmemmm- et I | I
COLUMN 247 132 10 9 3 401
TOTAL 61.6 32.9 2.5 2.2 7 100, ¢ :
RAW CHI SQUARE = (6.61782 WITH 16 DEGREES OF FREEDOM. SIGNIFICANCE = 0.4107 -
CRAMER"S v = ,10179
CONTINGENCY COEFFICIENT = .19948 B
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* % ¥ % ¥ # # * CROSSTABULATTION OF # % % % x % % &

210 HOW DO YOU FEEL ABOUT BEING A RECRUITER? BY

@213 SATTISFIED WITH MILITARY LIFE LAST JOB?

CONTROLLING FOR..

Q29 HOW WERE YOU SELECTED? VALUE 3. OTHEFR

£ % % £ 4 £ * ¥ £ X £ £ £ £ £ F ¥ £ £ £ £ & £ F £ F £ 2 £ X X £ £ £+ £

Q1S
COUNT I
ROW PCT IVERY S5AT SATISFIE NEITHEF ROW i
COL PCT IISFIED NOR TOTAL
TOT PCT 1 1.1 2.1 3.1
12 Y e iiakatedat [--==~-=- [~ [---~-=-- I
1. 1 2 1 t 1 1 1 4
LIKE IT VER/ MUC I So.¢ I 23,0 I 25,0 1 26.7 .
I 22.2 1 33.2 1 33.3 1
I 13.3 1 6.7 1 6.7 1
-l I~ [-~--~m-- [
2. 1 01 2 1 t 1 5
LIKE IT SOMEWHAT I S0,0 1 33,37 I 16.7 1 4.0
I 33.3 1 66.7 I 33.3 1
I 2000 1 13.3 1 6.7 1
-l-=-----=- [-----~-- [--mm---- I
3,01 11 O 1 0 1 1
HAVE NO SF FEEL I 100,00 1 0 I 0 1 6.7
I 11,1 1 0 1 [UN
I 6.7 1 0 1 0 I
“le--e-—- Jrmmmm [-----=-- I
4. 1 31 0 1 1 1 )
DISLIKE SOMEWHAT I 75.0 I 0 1 25,0 1 26.7
I 33.7 1 0 I 33.3 1
I 20,0 1 0 1 6.7 1
“l-=em=e-- [-===m-- [---=---- I
COLUMN 9 3 3 1S
TOTAL 60.0 20,0 20.90 100,0

RAW CHI SQUARE = 2.50000 WITH 6 DEGREES OF FREEDOM. SIGNIFICANCE = 0.868%
CRAMER"S V = ,28868
CONTINGENCY COEFFICIENT = .37796

The last taible, displaving those who were selected throuah, for
instance, reenlistment, consists of onlv 13 recruiters. This 15 too small
to aive a reliable dearee of association. Leaicallv, the chi-square value 15§
low with a hiah significance.

Note also 1n this table that the SPSS cuts rows and.or columns 1f
there are no responses i1n either of them,
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DISCUSSION

I will 1nitiallv present the accumulated data in the same seguence as
thev were answered. This part mav-therefore be used as a register. and the
guestions at 1ssue can be reviewed each time new sets of 1nterrelationships

are discussed.

Accumul ated data

The answers are given in percent as this gives a better visuwali-ation
than the nominal data. Thev are further illustrated bv orofile tables,

The earlier described freguencies (page 33 - 35! are oresented onl.
for those auestions where thev are relevant. Some of the arcwers are. for
this reason. shortened.

For gquestion 7 a and b. where the recruiters express how comfortable
thev feel in high schools and 1n colleqges. the calculated frequencies are onlyv
tor those who have been there.

For question 25, where the recruiters express their prime motivation.

the percentages are onlv for those 404 who volunteered or liked the assianment,

1. What 15 vour primarv dutv position?

02.3 J Recruiter :Regular wrmv)
- ) 15.2 7 Recruiter (USAR:
11,7 % Station Commander

16,3 7 0Other., sgecCifvi.iivinens
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i
v‘v"
'b:.
.’c‘,
o4 2. What is vour 8.2 L ES Mean: 2.523
N arade?
& 44,1 1 E & St dev:  0.860
o J7.6 L E 7 Median: 2.447
. 8.2 7 EB Variance: ©.739
WY
[}
o 1.2 1 GS 7 Hode: 2
' 0.7 % Other Skewness: 0,703
=
> 3. How long have vou been 11.1 7 Less than &6 months
.$n assigned to USAREC?
S 14,3 % 6 - 12 months
% 1.7 % 13 - 18 months Hean: 5,207
e
o 7.5 1 19 - 24 months 3t dev: 5,350
J:'
<< ?.4 % 25 - 30 montns Med1an 4.3135
Y 6.4 L 31 - 36 months Variance: 8,739
t S.4 % 37 - 42 months  Mode: 9
4
K F-r——t_d 3.5 % 43 - 48 months Skewness: 0,084
~ 28.5 %L More than 4 vears
jf 4., What is your age? 0.6 % Less than 24 vears
e,
f- 4.1 7 24 - 25 vears
" 12.8 % 26 - 27 vears
.
nj 17.6 1 28 - 29 vears Mean: 9.745%
';‘ 17.8 7 30 - 31 vears St dev: 2.390
Ry 13.1 % 32 - 33 vears Median: 5.3:8
ﬁ} 10.5 % 34 - 35 vears Variance:3.713 -
.
‘o 8.7 % 36 - 37 vears Mode: S
-

; 7.2 % 38 - 39 vears Skewness: 0,986

2 1
s
“d _ - ,_‘—f’ﬂ 3.7 % 40 - 41 vears

‘! 1.5 4 42 - 43 vears

)
)

~

-

E Y

B

Older than 44 vears

S "0 N
e
S
o 0]
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1
It
5]
A
: 5. How man, oresentations have 3.2 % None
j vou participated in or made
] in a high school? 13.2 % Less than 5
18.0 4 5 - 10 Mean: 5.098
N, St dev:  2.380
4 12,2 % 11 - 1§ Med)an: 4,795
Jartance: S.n04d
‘;.’, (1.4 % 16 - 20 Mode: 8
: Skewness: 0,020
3 .0 4 21 - 2§
¥
:‘ — 3.4 1 26 - 30
ﬂj 3..5 % More than Ju
’ b. How many oresentations have
- vou participated in or made
- 1n a college®
. 27.2 % Less than S
- 3.0 4 § - 10 Mean: 2,829
A T4 Wit - 13 3t dev: 2. 108
3.5 L 16 - 20 Hedtan: 2.193%
- 2.4 %21 - 25 Variance: 4.430
- 0,9 % 26 - 30 Mode: 1
N | ?.4 L More than J0 Skewness: 1.387
E * ) DD =
-,
: 7a.How comfortable do vou 51.6 % Very comfortable
X feel during presen-
ﬁ tations in a high 34.0 7 Comfortable Hear: 1.623
: school? 3t dev: 0.801
7.9 % Neither comf nor Median: 1.433
y uncomfé Variance: 0,642
L. 2.7 % Uncomfortable Mode: 1
‘D Skewness: 1.41v
} 0.6 7% Verv uncomfortable
- N —— I 3.2 % Have naot been there
: 7b. How comfortable do vou feel 26.4 1 Verv comfortable
o during presentations in a
‘: college? 22,2 7 Comfortable
- 10.1 % Neither comf nor Mean: 1,623
o uncomf St dev: 1.118
o 8.4 7 Uncomfortable Median: 1.860
N Vartiance: 1.7249
" 1.8 7 Verv uncomfor- Hode: 1
ks table Skewness: 0,807
31.3 7 Have not been there
Wi
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4
¢
N
t; 7c.How comfortable do vou 70.9 % Verv comfortable
! feel during interviews
3 in vour office? 23.1 7 Comtartable
‘s 4.2 7 Neither com: nor unconf
b3
: 1.5 % Uncomfortable
14
ﬁ 0.1 % Verv uncomfortable
oy 0.2 7 Have not interviewd
7 e
- 8. What is vour preference for 11.1 % Reenlist as an On-Froduction
e vour next assignmentsenlistment? Recruiter
23.3 7 Reenlist in USAREC. but not ac
o an On-FProduction Recruiter.
~ 11.8 7, Reenlistment NCO
.
\Y 28.2 % MOS I held before recrurting duntv
I.
~l
- 11.7 7 Anv assianment antside USKARELD
. —
N 4.5 % Resian from the Arav
. 9.4 1 No preference
' 9. All in all. characterize vour
performance as 21.2 7 Excellent
. a recruiter,
L 33.1 % Above averaae Mean: 2.476
-~ St dev: {11
; 27.3 % Average Hedian: 2.3hR7
% Variance: 1,243
13.4 7 Below averaage Hode: 2
, ———1 Skewnesg: 0,478
ﬁ : 3.0 % Poor
N 190, How do vou feel about beina a
y. recruiter? J2.3 % Like 1t verv amuch
\
- 20.7 % like it somewhat Mean: 2.347
. S5t dev: 1.5905
2. 10,6 % No soecial feelinas Median: 1,993
% Variance: 2,244
o 11,8 7 Dislike it somewhat Mode: 1
. Stewness: 0.592
. L1 16.6 7 Dislike it verv much
i 11, Would vou recommend recruiting
\ to one of vour good
friends? 40.0 7 Yes
b 45.6 % No
14.4 7 Don't know
S50




W 12. Where would vou rank recruitinag
as to preference of dutv
assiagnment? 29.7 % First

% Secoand

4 Third

vy 32.1 % Not desired

TRY TO REMEMBER HOW YOU FELT PRIOR TO KNOWING OF YOUR ASSIGNMENT TO USAREC,
AND ANSWER THE FOLLOWING QUESTIONS.

. {3, What was vour last assianment
% before beinag assiagned to 23.8 % Platoon sergeant
- USAREC?

NCO in TOE platoon:-companv tequtv.!

duty

Administrative staft

Instructor

14, Characterize vour job
performance in vour
last iob.,

L A_ALE,

Excellent

Above average Median:

Variance:

Average

7 Below average Mode:

5 0.1 % Poor Skewness: 1.794
) Z
.
1 [
i 15. How satisfied or
: dissatisfied were
x vou 1n vour last
’ iob? 70.0 % Verv satisfied Mean: 1,374

St dev:

Satisfied

Neither satisfied Median:
nor dissatisfied

L) S.0 % Somewhat dis- Varianse: o, 441
satisfied

Verv dissatis+ied

Mode:

Stewness:

. -
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b

N t6. What post hiah school education

- did vou have?
:} 27.2 % No post hioh school
M 6.3 %4 Civilian trade school
;J 41.% % Two vears 0f conllege or less

A
)
~? i7.2 % Associate colleae dear=e ar

' more than 2 vears but no dearee
- 6.5 % College (Baccalaureate)
N 1.3 % Post colleae(Masters or Doctorate:
! 17, What did vou know about

" recruitinog duties before

" vour assianment 4.5 % 1 had & thorguah krnowledae

- to USAREC?
& 11.6 % Some., and positivelv discusced
~:f 20.5 % Some., and realisticallyv oresented
' 26.4 7 Some. but negativelv discussed

>

%,

e [::: 37.6 % Absolutelv nothinag
Fi 18. Who, if anvaone, provided

- vou with this knowledage? 2.0 % Commandina officers

o 3.5 % Other officers 1n mv unit
O

o 11.9 7 Outsiders (travelino teams,

% recruiters ete
"y 38.0 7% NCO colleaques who had evperience

" ag recriniters
- 7.0 7% Qther NCO conlleanues

. [ - l 37.6 7 None

‘- TRY TO REMEMBER HOW YOU FELT JUST PRIOR TO OR DURING THE SELECTIOM PROCEGS AS

YOU WERE ABOUT TO BE ASSIGNED TO USAREC.

,% 19. Do vou know whether or not 12,2 % Yes. bv mv battalion commander

. vou were recommended to the

3 selection board? 6.1 % Yes, bv my companv cammander

_ 18.6 % Yes, bv USAREC nersonnel (recr..

o’ selection teams etc)
', 5.6 7 Yes, bv others. specifvi......

- 40.4 7 No, I don't know

17.1 % No. 1 was not recnmmended hv an.-

q:: Ane
- 52
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20. How were vou selected?

56.9 % DA selection

41,5 % Volunteered

1.6 % Other, specifvie.e.eeeenen.n..

L1l =

21, How were vou informed 21.0 % Fersonallv bv mv commander
about the selection?

Personallv ttelephcney by HMILFEFCEN

~
-
<
>

o
<
.

o5
a2

Bv receiot of the sur.e, garctage

34.8 7 In a written order

le.0 7 Qther, specifvi..vueennoven.

22. What was vour participation 33.1 % Hiah, and [ was oiven full freedon
in the selection process” to choose
14,1 7 Some, and I could have refucsed

14.6 7 Some, but I did not feel that [ had
anv 1nflnence
8.7 % Scarce. | was ordered to at least

try
29.5 7 None, | was strictlv ordered
23, What were vour feelinas
about being selected”
45.4 7 Liked it verv much Msan: 2,747

15.5 % Liked it somewhat St dev: 1.497
. 12.7 % No sp feelinas Median: 1.797
12.3 7 Disliked it some- Yariancer 2,277
what
14,1 % Disliked it verv Mode: 1
meich
Skewness: 1, 4544
53
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24, Did vou express vour
reactions/feelings to

vyour suoeriors?

assignment.
[ motivation?

79.2 1 Yes
20.8 % No
T2%. 1f vou volunteered or liked the
what was vour orime
%5.8 % The job challenae
23.3 7 Better promotion possibilities
4.6 % Incentive pav
4.0 % Avoid other jobs/tour overseas
3J.% 4 Dislike for present assianment
3.8 7 Others, specifvi.ivivinnrvenas

D sefaralaiany
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Hypothesis 1 : THERE 15 RARELY ANY KNOWLEDGE ABOUT RECRUITING

DUTIES BEFORE ASSIGNMENT TO USAREC.

This hvpothesis was specifically addressed in question 17: "What
did vou know about recruiting duties before vour assionment to USAREL™",

[t might be wrona to state that this gquestion is built strictlw
according to Likert's scale as the middle point might incorporate elements on
either side of it. This is why I did not put up the freguencv statisics 1n the
results presented on paae 52. With this limitation in mind. and the fact that
the scale 135 built from "thorough” to “nothing” and adiusted trom positi.e

to neaative, let me present the answers and the calculated freaquencies,

17, What did vou know about Mean: Z.818
recruiting duties before
vour assiagnment 4,5 % 1 had a thorouagh St dev: 1.179
to USAREC? knowledoe
11.0 % Some, and positivelv Hedian: 4,071
discussed
20.5% 7 Some, and realis- Variance: 1,399

tically presented
26.4 7 Some. but neagativelv Skewness:-o0,7 01
discussed
Z Absolutelv nothinag

7.6
-

As seen in the presentation of the accumulated data ipace 47 - 53,

this i1s the onlv guestion leaning totaliv toward the negative side, It has a
large negative skewness, the mode tells that "absolutelv nothina” was the most
frequent answer and the mean is on the right (neaative) side in the column
"some. but neoativelv discussed", The discouraainq answer., where a total of

b4 oercent answered either "absolutely neothing” or "some., but negativelv

discussed”. is in accordance with earlier studies‘®’., The auantification of

‘"> Graham. Warren R.. Brown, Georoe H.. Kirag. William L.. White.
Leonore and Wood. HMark D.. A Filot Studv of Armv Recruiters: Their Job
Behaviors and Personal Characteristics. Human Resources FResearch QOroanizatian,
Virginta, Rpr 1975, paage 28.
See page 23. 9%
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two-thirds of the recruiters is, however, so high that it 15 necessarv to
follow up by studving what implications this has on their performance. etc.
+ # ¥ %+ » x » % CROSSTABULATTIOGN DF % % & % % » & *» %

P17 DID YOU KNOW ABOUT RECRUITING DUTIES? By
Qo9 CHHRACTERIZE vOUR FERFORMANCE AS RECRUITEF

EOE R K £ K £ £ £ X ¥ X £ ¥ F £ % ¥ K £ K ¥ ¥ £ X K £ £ F £ £ X £ £ X x X

Q9
COUNT I
ROW PCT IEXCELLEN ABOVE A AVERAGE BELOW A POOR ROW
CoL FCT IT VERAGE VERAGE TOTAL
TOT PCT 1 1.1 2.1 3.1 4.1 5.1
o O [--=-=---- O [--=----- R I
t. 1 20 1 17 1 5 1 vl D S
THOROUGH KNOWLED I 46.5 I 39.5 I 1l.6 I T S A S
I 9.7 1 5.3 1 1.9 1 0 1 z.i 1
I 2.0 I t.8 1 51 oI ol
S R e I [-mmmmmen I
2.1 29 1 44 1 24 I 71 2l dde
SOME.FOS DISCUSS I 27.4 I 41.5 1 22.6 1 6.6 1 1.9 1 1.0
[ t4.0 I 138 [ 9.0 I 5.4 I 4.2 1
I 3.0 1 4.6 1 2.5 1 7 2o
R R O [-------- I [
.01 46 1 88 I 0 1 18 I o 1 198
SOME,REA PRESENT 1 23.2 1 34.3 I 30.3 I 9.1 I 3.0 I 20.5
I 22,3 I 21.3 1 22,8 1 14,0 1 2.5 |
I 4.8 1 7.0 1 6.2 1 1.9 1 oI
S CEEEEEE [----=--- e e I I
4, I 31 1 82 I 58 I et I 23 1 255
SOME.NEG DISCUSS 1 12.2 1 32.2 1 22.7 I 23.9 1 3.0 1 Zo.4
I 1S.0 1 25.7 1 22.1 1 47.3 1 47.5 I
I 3.2 1 8.5 I 6.0 I 6.3 1 1.4 I
S CEEEEEES R O I R I
5. 1 80 I 108 1 116 1 43 I s 1 353
ABSOLUT NOTHING I 22,0 I 29.8 [ 32.0 I 11.8 1 4.4 [ 37.6
I 38.8 I 33.9 I 44,1 1 33,3 1 331 1
I 8.3 I 1.2 I 12,6 1 4.5 1 1.7 1
e J----mm- Inmmmmmee I-mmmmmes Pomeeeeen
COLUMN 206 319 253 125 33 355
TOTAL 1.3 33,4 27.3 13.4 P T

~J

FAW CHI SQUARE = 856,17727 WITH 16 DEGREES OF FREEDOM. SINWIFICANCE = G, 0000
CRAMER"S ¥V = 14942

COHTINGENCY COEFFICIENT = .2B632
The evact chi-saquare in the table is computed to be 84.17727 which

1s cansidered high and signifies a relationship between knowledoe and the)r

‘‘‘‘‘ -- .l = .'(\.'-‘.' ..‘--\.'-'. . -.."-."..-‘-."‘" 'q‘. 'u"\.~\.‘q'; ";..“.




performance., The sianificance is 00,0000 which tells us that the probabilitv

of obtaining & value this large or larger is less than | rchance in 10,0007 se

we can conclude that this chi-square is verv larae indeed,

This is5 a Sx5 tabie., and the contingencv coefficient of 0.2B&32 is

considered hiah enouagh to justifv the hypothesis. The sample is, howe/er. nat

correlated along anv diagonals, mostlv because of the 52 percent who bnew

absolutelv nothing and still do better than averaae.

The table shows that Bé percent of those who had thorowah Frnowledne

and 69 percent af those who had been given a positive presentation do above

average or better., compared with 52 and 44 percent of thosce whno knew nothinag

or were given neqative i1ntormation. On the other side. onlv 2 and 3.% oercant

of those who had a positive or thorouoh knowledae do less than averaage,

compared with 16.2 and 33 percent of those who knew nothina or were given a

neagative presentation,

SUMHARY, There is a valid relationship between the recruiters know-

ledge about recruiting duties before thev were assigned to USAREC and their

per formance as recruiters.

The probabilitv of doing better than average is 1.5 times arester for

those who are provided a thorough or positive knowledge as compared to those

who knew nothina or were given negative infarmation.

The praobability of doing below averaae or poor 1s 5.5 times areater
for those who knew nothinag or had received a negative presentation as compared
to those who had been provided a thorough or positive knowledae.

* Among those who had been given a realistic presentation 57.3 percent
do better than averaqe. 30.3J percent feel thev do an average iob. and onl.

12.1 percent feel thev do "below average" or "poor".

57
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Q17 DID YOU KNOW ABOUT RECRUITING DUTIES? By
Q12 RANK RECRUITING AS A DUTY ASSIGNMENT?

% % X B X X O OF X X X E X E F £ F E E £ £ % E £ £ X X £ £ £ ¥ ¥ ¢+ % *

@12 i i
COUNT I '
ROW PCT IFIRST SECOND  THIRD  NOT D ROW
COL PCT I ESIRED TOTAL :
TOT PCT I 1.1 2.1 3.1 a.1 Co
Q17 emmmmee- [--==---- O [-====--- [--~----- ! .
1.1 25 1 11 11 6 1 13 ;
THOROUGH KNOWLED I S8.1 I 25.6 I 2.3 I 14.0 [ 4.5 :
1 8.7 I 4.5 1 B 1 1.9 1
I 2.6 1 t.1 1 U o 1
S [---mm-- e O I ;
2. 1 41 1 341 701 22 1 lue .
S0ME.POS DISCUSS I 38.7 1 32.1 1 8.5 1 20.8 1 1t.0
I 13,3 1 14,0 I 7.0 01 7.1 :
I 4.2 1 3.5 1 W31 2.3 1
“fmmmmmee- [-----=~- O [-=~--=-- I
3.1 67 1 59 1 31 4t 1 198 1
SOME.REA FRESENT I 33.8 I 29.8 1 13.7 I 20.7 I Z20.3 :
I 23,3 1 24.4 1 24.6 1 13.2 1 ;
I 6.9 I 6.1 1 3.2 1 4.2 I :
B [---mm-m- [--=--m~- [------=- 1
4, 1 37 1 49 1 38 I 12t 1 259
SOME.NEG DISCUSS 1 18.4 I 19.2 I 14.9 I 47.5 I 2. b
1 16,4 1 20,2 I 30.2 I 39.0 1 g
I 9 I S.4 1 3.9 1 12.5 1 3
e R [-------- e [---mmom- I R
5. 1 107 1 89 1 47 1 120 1 3e3
ABSOLUT NOTHING I 29.5 I 24,5 I 12.9 1 33.1 1 37.6 ;
: I 37.3 1 36.8 I 37.3 1 38.7 1
I 1.t 1 9.2 1 4.9 1 12.4 1 4
e e [-m--m--- e I 5
COLUMN 287 242 126 310 965 .
TOTAL 29.7 25.1 13.1 32.1 100, 0

RAW CHI SBUARE = 76.,61654 WITH 12 DEGREES OF FREEDOM. SIGHIFICANCE = 0.0004
CRAMER"S vV = 14268
CONTIMGENCY COEFFICIENT = .27121 -

The chi-square is as high as 76.61654 and the sianificance as low as =
0.0000, which tells us that there exist a relationship between their knowledae

about recruitinog duties before thev were assigned to USARELC and their later
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preference of recruitinag as & dutvy assiagnment. This can also be expressed as
a level of probabilitv for a correct hypothesis that is higher than 99.%%
percent.

This 15 a Sx4 table and Cramer 's V is too low to state that the

relationshio 1s specificallv strong.

The table displavs that S8.1 percent of those who had been oiven a
thorough knowledoe rank recruitina as their most oreferable future assian-
ment. This 15 3,2 times as manv as those who previouslv had been nenativel.
informed and twice as manv as those whg knew absolutelyv nothing.

On the other side of the scale, 14 percent of those with a thorauah
knowledae do not want recruiting as their next assignment. The corresponding
percentage for those who knew nothing is 33.1, which is 2.4 times hiaber.
The percentaage for those with negative information is 47.5, which 15 3.3
times higher than for those with a thorouah knowledage.

The pattern is further emphasized bv considerina the first and szecond
column versus the third and fourth. Then 83.7 percent of those with thorpuah
knowledae and 70.8 percent of those with some and positive knowledaes would
rank recruitina either first or second: while 62.4 percent of those with

neqative knowledae and 45 percent of those with absolutelv no knowledage would

rank it third or as undesired.

SUMMARY, There i1s a valid relationship between the recruiters’ bFnow-
ledae about recruitinag duties before thev were assianed to USAREC and their
later preference for a recruttinag assiaonment, Those who were civen a realis-
tic. positive or thorouaoh knowledae rank a recruiting assianment far higher
than those who knew nothina or were alven a negative presentxtion. The wnre

previous knowledge, the higher thev rank a recruitinag asstanment.
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This is a S%3 table and Cramer 's V is barely hiah enouagh to tell usz

about an average strenath in the relationship.

The table is interesting in that it displavs an almost S0/50 percen-
tine between DR selected recruiters and volunteers. The thirg columrn with 15
recruiters is. as earlier commented (page 46). of insianificant importance,

Bv lookinag at and highlightina the first and second columns it 1is
easy tc nbserve a significant shift between volunteers and "drattees" as a3
function of knowledoe.

Starting at the top. 6%9.8 percent of those with thorouoh krnowledoe
had volunteered. This level drops to 66 percent of those who had some. but
positive information. It further drops to a breakina point 3t G5.1 percent
for thase who had some. and realistically presented information. The weiaht
then shifts to the left column displaving that 70.2 percent cof those with
a negative presentation had been "drafted", and that the oercentage of
"draftees” was 66,1 for those who had not been provided anv i1nformation at

all.
I have so #ar onlv used row totals when extractina i1nformation from

the tables. Let me., however, here use column percentages trom calumn ope.
displaving that 32.6 percent of the "draftees" had some. but negative i1nfor-
mation and that another 43,7 percent of them knew absolutel: nothing., in
order to state that altogether 76.3 percent of the "draftees" were poorlv

informed.

SYUHMHARY., There is a valid relationship betwen knowledaoe about
recruiting duties befare thev were assiqned to USAREC and how thev were
selected. Volunteers have a more thorouah and positive knowledae than DA~
selected recruiters. DA selection provides for the most ocart uninformed or

negastivelv 1ntormed recruiters.
61
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h} QL7 DID vyOU KNOW ABOUT RECRUITING DUTIES? By
822 DiD YOU PARTICIPATE IN SELECTION PROCESS?

:: * % ¥ ¥ F X X % K X ¥ ¥ £ ¥ ¥ ¥ £ ¥ * F X ¥ ¥ £ £ X £ £ * F * * & £ £ * %
": Q22

> COUNT I

o ROW PCT IHIGH.I SO0ME. I SOME.BUT SCARCE., NONE, I ROW

-~ COL PCT ICOULD CH COULD RE NO INFL ORD TRY WAS ORDE TQTAL
o TOT PCT 1 1.1 2.1 3.1 4.1 5.1
N Q7 meeeme-- [--~----- [-------- [-----~-- [-----mm- [----=---- [

"y i, 1 29 1 7 1 3 1 11 301 43

}: THOROUGH KNOWLED I 67.4 I 16.3 I 7.0 1 2.3 1 fouo 3.5
I 9.4 I 5.0 I 2.0 1 1.2 1 fo
i 1 3.0 1 71 31 1 A

- e [-------- [~-commeon [----o-n- O I

2. 1 60 1 14 1 15 1 Lo te 1 1oe

-, SOME.POS DISCUSS I 3Se6.6 I 13,2 I 14.2 1 A B 5= S B B

I 18.8 I 19.3 I to.e I 1.2 I 5.0 1

» I 6.2 I 1.5 I L. 1 D S PR

X -l-=----=--- [--mee-- [-----~-- [--~~--~-- [------~- I

3 1 83 I 38 1 26 1 g8 1 43 i78

{4 SOHE.REA PRESENT I 41.9 [ (9.2 I 3.1 1 4,0 I 21.7 1 20.5

2 I 2600 1 27.9 1 4 01 9.5 1 i8.1 1

A I 8.6 1 3.9 1 A 8 1 4.5 1

g SR EEEEEEET [--=-=mn- I~eeemee- e O e 1
: 4, 1 60 1 20 1 45 1 46 1 84 | 238

. SOME NEG DISCUSS I 23.5 | 7.8 1 7.6 1 18,9 1 32.9 1 2Z6.4
e I 18.8 I 14,7 I 31.9 1 954.8 [ 29.5 1
S H 6.2 1 2.1 1 . 1 4.8 1 8.7 1
- “lmmmmmee- [-~--nm-- [--==oe-- [-------- [-~==mmn- I
:} 5. 1 87 1 57 1 92 1 28 1 139 1 363

G ABSOLUT NOTHING I 24,0 I 15.7 1 14.3 1 7.7 I 3IB8.3 I 37.6
25 I 27,3 1 41,9 1 36.9 1 33.3 1 48.8 1

o~ I 9.0 1 S.9 I S.4 1 2.9 1 14.4 1
-3 ) e [--emmeen [~=emmee- [-mm-mme- [-----me- I
Al COLUMN 319 134 141 84 289 965

- TOTAL 33.1 14,1 14.6 8.7 29.5 100, 0

! RAW CHI SQUARE = 138.83431 WITH 16 DEGREES OF FREEDOM. SIGNIFICANCE = 0.0000
:? CRAMER"S vV = ,189635 CONTINGENCY COEFFICIENT = ,35455
:2 The chi-square in this relationship is extremelv hiagh (138.83431),

A and the significance is extremelvy low (0,0000). This tells us that there .
:f exists a relationship between their knowledge about recruttina duties before
»:{ thev were assianed to USAREC and how thev felt about their own participation
' 1n the selection process., This 1s stated with a probabilityv higher than
X 99.99 percent.
'f-i 62
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The reason behind the high contingency coefficient is found by
studving the column percentages, and simultaneously extractino the most
interesting information from the table. As can be seen, the column totals
from left (positive) to richt (negative) in guestion 22 are 33.1, 13,1,

14.4. 8.7 and 29.5 percent. When setting this up against the level of know-
ledage, the main portion (33.9 percent) of the 33 percent who felt a hiah
dearee of participation had thorough, positive or realistic information., The
main portion (52.9 percent) of those 14.1 percent who felt thev had some
influence are found amang those who had some (negative.realistic or positi:2
knowledae. The main portion (87.2 percent) of those 14,5 percent who felt
some level of participation but without anv 1nfluence are founﬁ on the lawer
half of the knowledae scale. A significant shift appears when recardinao thaose
who felt scarce or no level of participation in the process. The main portion
of these., 87.8 and 78.3 percent respectivelv. state that thev knew nothinrg or

had a3 negative presentation of a recruiting assianment.

SUMMARY There is a valid relationship between their knowledae about
recruiting duties before thev were assigned to USAREC and how thev felt about
their own participation in the selection process. Those who had some knowledae
experienced a hiagher level of particioation, while those with neagative or no
knowledaoe experienced an extremelv low level of participation in their own

selection as recruiters.

The last table I will present while commentina on the level of
knowledage concerns the relationship between this level and what motivated

them to apply for or made them like the assiagnment.

63
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2 Q17 DID YOU KNOW ABQUT RECRUITING DUTIES? By
029 WHAT WAS YOUR PRIME MOTIVATION?
: * % K R * F X X K X F * ¥ X B X F F ® * X F £ X * % # £ £ £ £ £ X £ * £ £
3
4 R332
§ COUNT I
ROW PCT I THE JOB FROMOT. INCENTIV AVOID OT DISLIKE OTHER ROwW
v COL PCT I CHALLENG POSSIBIL E PAY HER JOBS FRES ASH TOTAL
- TOT PCT I -01 11 2.1 3.1 4.1 5.1 6.1
& memmeea- I [--====~- [-=--em—- [-=-===-- [-=-==-=-- [--=m==-- [----~=-- [
J 1.1 5 1 28 1 7 1 11 11 01 t 1 43
L - THOROUGH I 11.6 I 63.1 1 16.23 1 2.3 1 2.3 1 0 1 2.3 1 4.5
KNOWLED I 41 8.3 1 5.0 1 3.6 1 4.2 1 ¢ 1 i.9 1
r I 31 2.9 1 T 1 .11 1 D 0
R R [-=-=-==- R [----=---- [------- [-=-=---- [----==-- I
.. 2. 1 12 1 S9 1 19 1 i1 4 1 11 ZAEE ST
? SoOME.POS I 11.3 I 53.7 1 17.9 1 3.8 1 3.8 1 7ol .6 I f{i.w
’ DISCusSS I 3300 17,5 1 13.2 1 14.3 I 16,7 1 4,8 I 3.2 1
iy I 1.2 1 6.1 1 2.0 1 41 41 L T
5 M EEEEL LT [==mm==- [-==em—- [----==--- [-------- [---=--=--- [---=---- I
3. 1 45 1 91 1 38 1 8 I 4 1 4 1 g I 198
SOME.REA T 22.7 1 46.0 1 19.2 1 4.0 1 2.0 1 2.0 1 4,0 I 20.5
PRESEWT I 12,9 I 27.9 I 27.0 1 28.6 I 16.7 1 19.0 1 1%.1 1
I 4,7 1 9.4 1 .9 I .8 1 .4 1 41 .8 I
- J---m---- - [--=~==-- [---===-- [-=-=--=- [-~=m=--- I
4. 1 134 1 98 1 36 1 4 1 g 1 8 I 1o I 255
- SOME.NEG I 32.5 I 22.7 1 14.1 1 1.6 1 2.0 1 .01 3.9 1 26.4
i prscuss 1 37.% I t7.2 1 25.5 I 14,3 I 20.8 1 28B.1 I 1B.9 I
- I 13.9 1 6.0 1 3.7 1 A1 .5 1 - T G D I {
» S CEE L EE [-~---=-- [-------- [--~--m-- [-=------ [---=---- [----nm-- I
' S. 1 165 I 101 1 41 1 11 1o 1 9 1 27 1 a3
ABSOLUY I 45.5 T 27.8 1 11.3 1 3.0 01 2.8 1 2.2 1 7.4 1 "7
- NQTHING T 45.7 1 30,0 1 29.1 I 39.3 I 41.7 1 3B.1 1 S6,9 1
: I t7.1 I 10.5 1 4,2 1 1.1 1 1.0 1 .8 1 2.8 1
- “f-em———- [-~em—=—- [-memmm=- J-emme—- I-==--==-- [=mmmm=-- - 1
Q COLUMN 361 337 141 28 24 1 53
TOTAL 37.4 34.9 14.6 2.9 2.5 2.2 5.4
" RAW CHI SQUARE = 126.26722 WITH 24 DEGREES OF FREEDOM., SIGNIFICANCE = 00,0000
N CRAMER"S V = ,18086
‘: CONTINGENCY COEFFICIENT = ,34016
* As this table also includes in column O those 361 recruiters who
M neither volunteered nor liked the assignment. it is not correct to assess
«
: this topic through a strict crosstabulation procedure. I will therefore onlv
4
comment on the observed values in column | to 4. Note also that the total
.u 64
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column percentages deviate proportionallv fram the earlier presentation
of question 25 {(see pages 47 and 54},
It mioght be considered somewhat artificial to attempt to evaluate
and rank the different motivating factors. It seems, however., that motivation \
throuagh ieb challenae i1s better than personal incentives. hiagher oromotion
probabilities or additional pav, and bv far better than beina motivated bv

wantina to aveoid other assianments or the present ijeb situation,

When lookina at the responses. column bv column, the followina gattern aopears:
- 52.8 percent of those who were motivated bv the Jjob challenae are found 1n
the upoer half of the knowledae scale (thorouagh. positive or realistic:
- 94.6 percent of those who were motivated bv the orospect ot hiaher
promotion passibilities and S3.6 percent of those who were motivated bv
incentive pav are found in the lower scale (negative or no knowledae)
- 41.7 percent of those who were motivated bv wanting to avoid other
undesired jobs or to escape from their present jobs (38.1 percent!) are ¢found
on the very bottom of the knowledqe scale (absolutely no knowledge:,
It 15 also interesting to notice that 82.8 percent of thocse who digd
not answer this question (those who either disliked or had no sperial
feelings about beinag selected) are found on the lowest part of the knowledae

scale tnegative or no knowledge).

SUMHARY. Those with a thorouah knowledge or a positive and realistic
presentation of recruiting are more motivated by the job challenage. Those
with less or neagative previous information are more motivated bv incentives

or bv avoiding other iobs., Almost half ot thcse who either disliked or had

no special feelinas about recruiting assianments have received absolutelv neo
previous information about recruiting duties.
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Hypothesis 2: LOCAL INFLUENCE OR OPINION AFFEARS

MOV sl et W o

MORE DISCOURAGING THAN ENCOURAGING.

This hvpothesis was selected in order toc identifv znd evaluate the

E: flow of local infaormation, It is closelv linked to Hwvoothesis 1n: "Hozt of

4

: the potential recruiter s knowledge about recruitine duties is acauired from

,f NCO colleaques who have had experience as recruiters”. As 1t also 15 linked

Lf to the stated lack of information, I selected to treat this aspect as &

. separate hvpothesis. & sort of bridge between H I and H 1.,

Y Central in testina this hvpothesis is question % which 41 .1des the

: respondents into two distinct aroucs. On ane side there are fthase who volua-

2

) teered or liked the assianment i(later called positive), znd on the other side

) are those who disliked, or at best were ambivalent to. the selection (later

'$ called negative). | could also have used guestion 23: "What were vour feelinas

f about being selected?". but would then have included volunteers who dislikeaz

3 the assignment,

_E To start bv looking at what implications the lack of i1ntormation has

2 on the recruiters’ oerformance. well-beina, etc.. let me first tie it to the

. former table {(paoe 64). Column ¢, which is displavina the neqetive recruiters.

5 tells us that 43.7 percent of them had absolutelv no ore.1ous 1ntarmarian

y

- about recruitinao duties at all. Lookina at the other side o the zo:lr oihe

- upper part af the columns., evtremelv few with either thoranah inowiedge o, 4
percent) or wilh some and positive information (3,3 percent drzbarlad herno

k selected,

AidHARY . The laeck of previous information about recrmtainn duiaes
15 one of the maior ressons whv manv recruiters dislike, or feel ambivalent
toward. being selected for a recruirting assignment. Fositive and realistrcally
presented information reduces this negative attitude.
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* F ¢ % 2 % 2 CROSSTABULATTION 0OF # » 2 % ¥ 2 # % « :
025 WHAT WAS YOUR PRIME HOTIVATION? R .
009 CHARACTERIZE YOUR FERFORMANCE AS A RECRHITER

£ Ok X K R K K ¥ ® X £ ¥ ¥ F ¥ X ® % £ ¥ ¥ X £ ¥ K X K x F £ X ¥ X £ ¥ %

@9 .
COUNT ] 3
ROW PCT IEXCELLEN AROVE @& AVERAGE BRELOW & FOOF oW
coL PCT IT VERAGE VERAGE TOTAL -
TOT FCT 1 1.1 2.1 3.1 3.1 5.1 )
025 0 memmeee- [~-=--m- R [=-mmmmmm [-==-mme- [--mmem - f -
-0 1 3301 1 120 1 78 1 191 Al K
I 9.1 1 25.2 I 33.2 1 21.6 1 tu.8 1 17,4 .
I t4.0 I 28.9 1 4%5.6 1 60.5 1 81,3 | -
[ T4 00 9.4 1 12,4 1 8.1 1 A0
M EEEEEEEE Jmmmmmme- [-ommmeee ks R i ;
1. 1 171 127 1 b6 1 241 LA B 647 -
THE JOB CHALLENG [ 24.7 I 37.7 1 19.6 1 7.1 1 ER B -
I 56,8 1 29.8 1 25.1 1 18.58 [ A.3 1 -
I t2.¢ 1 132 I 6.8 1 2.5 1 T R
“mmmm - [--=~---- [~mm=~mm- [mmmmmmm- fomomnme- j
2. 1 28 1 57 1 39 1 4 1 T1 0 14t R
PROMOT. FOSSIBIL T 19.5 I 40.4 I 27.7 1 9.9 I 2.1 1 14.5 "
I 13,6 1 17,9 1 f4.8 I t0.9 1 4.3 N
I 2.9 1 5.9 1 4,0 1 1.5 1 T A
S GO R [-=-rmemm- [-=mmemm- [-mmmmm-- I _
3. 1 B 1 8 1 & 1 & 1 o1 28 R
INCENTIVE PAY 1 28.6 1 28.6 1 21.4 1 2t.4 1 o1 2.9 By
I 3.9 1 2.5 1 2.3 1 4.7 1 a1 iy
I 8 1 .8 1 61 N o 1 »
S T [--~=mmm- [-=--mm-- [--~-=--- [-mmem - [ -
3. 1 6 1 8 1 8 1 11 ol o :
VOID OTHER JOBS I 25.0 I 33.3 I 33.3 I 4.2 1 4.7 1 .S ]
I 2.9 1 2.5 1 3.0 1 LB 1 2.1 ’
I W61 .8 1 .81 S ST "
N J--mmmme- [memmmmm- [-=-mmm-- I :
s, 1 5 1 5 1 8 1 T nool 71 ]
DISLIKE PRES ASM [ 23.8 [ 23.8 [ 38.1 I (4.3 1 YR A,
I 2.4 1 1.6 1 3.0 1 2.3 1 0ol i
I 5 1 .S 1 .8 1 21 ool -
S B [-==eemmn [~=emaman [-=em-m-- [ommmemm- I "3
6. 1 9 I 23 1 16 1 30 oo 53 :
OTHER I 17.0 I 43.4 I 30.2 1 S.7 1 3.8 I 5.5 .
I 4.4 1 7.2 1 6.1 1 2.3 1 4.2 1 K
I 9l 2.4 1 1.7 L3 L2
fmmmm——- | T [~-eemmem [-==-emm- I X
COLUMN 206 319 263 129 48 765 -3
TOTAL 21.3 33.1 27.3 13.4 5.0 100, 0 :
N
RAW CHI SQUARE = 157.90770 WITH 24 DEGREES OF FREEDOM, SIGNIFICANCE = O.uuo0 o
CRAMER"S V = ,20226 CONTINGENCY COEFFICIENT = 37500
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o With respect to the negative recruiters (see page 66). this is an
~

v important table. Let me first quicklv run through the methodoloayv bv statinag
B that there exists a hiah relationship between the recruiters motivation

L]
N and how thev perform (chi-square is 157,90770 and Cramer 3 VY 1g 0,207261,
‘. .
£ A verv distinctive difference is seen between the negative irow o:
:ﬂ and the positive recruiters (raw ! to 6i. Among the !29 recruiters who feel
" thev do below averaae, 60.5 percent belong to the necative. and out of the
;f‘ 48 recruiters who feel thev do poorlv, 1.e., have agreat drfficulties with
“* mzkinag their mission box. 81.3 percent belona to the same neaative arnoup,
- )

- On the other hand. only 16 percent of the negative feel the. do an excellent
" 1ob as compared to 84 percent for the positive. and onlv 2R.5 percent feel
E thev do above average as compared to 71.5 percent for the oositive,

j‘ This can also be visualized bv lookino at the row mercentaces. but do
B not disreagard the i1nflationarv effect of being asked to evaluate ane s own
- per formance.

N

o The most common answer 1s "averaoe"
' (33.2 percent) amona the negative

? pr)‘\ll 1 vew
O AT T recruiters, and the main portion
o L.

" o’

N neqelt e (65.5 percent) 15 found from averaage

-

and below. The most common answer 1s

. "above averaoe" among the positive

- ~

- i recruiters. and the main nortion 1s

:. (Zrew) Nbove Nver agoe bel ow Faoor

“ 1o 4vmraga svacage found as above average or excellent.
. SUMKARY, Recruiters who neither volunteered nor lited the assian-
Q] men{ characterize their own performance far lower than those who etther
b

volunteered or liked being selected to a recruiting assianment,

N
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This chi-square relationship is extremelv hiah. in fact ane cf the
highest values observed in the survey, 257.43216. The sianificance is 0,
meaning with 100 percent probability that there exists a relationship between

their initial motivation and their later feelinags about beinag 2 recruwiter,

The table is highlv loaical, and I planned initiallv to either bvpassz
it or briefly comment on it as self-explanatorv. 1| have. however. come across
a belief durina the earlier phases of the studv that i1t does not matter how
ooorlv motivated a selected recruiter is., because he will be "enlighten=g"
and motivated throuoh a recruiter course at USAREC and throuwah later practice
at his recruitinag battalion. I susoect this attitude 15 the basis for the

quoted Commander s Note (see page Z21).

Let me use this table to demonstrate that this belief is wronag,
Before elaborating on the table, note. however, that the vertical guestion 25
refers to a time period before their selection. and that the horizontal

question refers to their present situation as active recrutters.

The table tells that the majoritv of the initiallv negative rec-
ruiters (33.8 percent) still "dislike verv much" being recruifers. whirh 1s
76.3 oercent of the 160 who feel this extreme discomfort. More than half ot

them (51 percent) dislike either somewhat or vervy much beino recruiters,

o
(Y]

compared to a small number (less than 13 percent) of those who were motivated
betore beina assiaoned. | might have to make some justification for those (6.9
percent and for some of those 19.1 percent neqgative who li1ked being recruiters:
but I feel confident that the described belief is obscurinoc the importance of

a recrutter s initial motivation,

70




SUMHARY, There exists a strong relationship between initi1al
motivation and later feelings about being recruiters. Those who were initiallvy
motivated later feel far better about being recruiters than those who were
neaative or ambivalent to the selection. Initial neoativism seems to be

maintained during the assignment.

The next table (paaqe 72) is loaical and self-explanatorv.
It is another table with a hiagh chi-square value and the distinct value aof
for the sianificance., statina a 100 percent probability for a relationshiop,
The relatiaonship here is between the initial motivation and whether or not
thev would recommend a recruiting assiagnment to one of their aoccd friends.

[t states that most of the 1niti1allv negative recruiters (68,1 oer-
cent) would not recommend a recruiting assionment with 15.2 percent answering
that they don't know. The remaining 16.6 percent who sti1ll answered thev
would recommend it comprise onlv 60 recruiters (6.2 percent of the totaly,
The corresponding number for the positive motivated recruiters 1s 326 which

15 94 percent,

TYMHARY, There exists a relationship between the initial metivation
of recruiters and whether or not thevy would recommend a recruiting assignment
to one of their qood friends. More than two-thirds of the initially neaative
recruiters would not recommend such as assignment while more than one half of

the positive recruitters would.
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The chi-square in the table on page 72 is high enough tp indicate a

relationship between their motivation toward a recruiting assianment and their

earlier level of satisfaction with the militarv life. and the siagnificance

is low enouch to iustifv it. Cramer's V moderates. however. the ctrenath of

it

Mv reason for presentina this table is to demonstrate that 1t 1s not

true that the initiallv negative recruiters comprise those who normally are

negative in nature., as opposed to the positive recruiters who normally feel

challenged bv or npositive to all kinds of job situations. Bv condensina ine

table .into a visualization of the two groups., the followina relationsnip

apgears:

Satisfied | Neither/ | Somewhat

ver.y
nor dissatis | satist124d

63
17.4

Row O (negative)

Row

I - & (pos) 388 184 15 14 3 604
30. 4 2 2 '

1 do not denv that it mav be possible to trace some of this bact to R

the old savinag that the best iob vou ever had was the one vou recently lert,

but this ouaght to be close to proportional for both aroups. Even 1§ some of

a dislike for

it is due to an overemphasizing by “he negative because of

their present iob situation, | see no reason for stating a totallv opposite

hvpaothesis.,

There 1s no sianificant difference in satisfaction with

SUHHARY .

life between those who were initiallv n=gative to

the militarv as a wav of

the recruiting assianment and those who were positive to 1t.
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*J
.,I
,j ¥ % % % % * ¥ ¥ CROSSTABULATION OF % % % % ¥ x ¥ % ¥
» Q17 DID YOU KNDW ABOUT RECRUITING DUTIES? By
i @18 WHO PROVIDED YOU WITH THIS KNOWLEDGE?
_- * OX K X X F X F ¥ X X & % ¥ O *  F X X X ¥ X X X X ¥ ¥ X &£ X ¥ ¥ ¥ E ¥ 4 i
- 918 .
) COUNT I |
ROW PCT ICOMMAND. OTHER OF OUTSIDER NCO COLL OTHER N NONE S
:‘ COL PCT IOFFICERS FICERS REC.TEA EX RECR O COLLER TOTAL
N 10T FCT 1 1o 2.1 3.1 5.1 5.1 AT ‘
S R [--—----- [-------- [----m--- [----~--- R I
N 1. I 7 1 - 7 1 21 I T a1 473
; THORQUGH KNOWLED I 16.2 I 14.0 I 146.3 1 48.8 1 L7l 01 3,c
1 36.8 1 17.6 1 6.1 1 5.7 1 P a1
[ YA | R L7001 2.0 1 A o 1
oo [----w-=- [---~oo- [rmemmeme [---mmm- L 1
2. I 4 I 14 [ I2 1 49 1 R o i
SOME .POS DISCUSS 1 3.8 I 13.2 01 30.2 1T 4k.2 1 Aok T T PN
I 2¢t.t 1 4t.2 1 27,8 [ 13.4 1 (5.7 1 a0
1 .4 1 1.9 1 323001 5.1 I 71 G
8 R [------—- [----omm- [--=-mmmn [~emmmen [=m-mm- - I
3. 1 7 1 10 1 63 1 104 1 14 7 ool 198
¥ SOME.REA PRESENT I 3.9 1 5.1 I 31.8 1 32.9 1 7.1 I (LR A
X I %%.8 1 29.4 1 S4,8 [ 28.4 1 20,4 1 a1
. 1 701 1.0 I 6.5 1 10,8 1 t.s 1 o 1
e ]---=-=--- - [-------- [~ [~~--=-~- 1
4, I i 1 4 1 13 1 192 1 45 1 o T 2%%
SOME . NEG DISCUSS I .4 1 .61 5.1 1 78,3 1 (7.5 1 O 1 24,4
I 5.3 I 11.8 I 11.3 1 S2.5 T 462 1 0o
1 1 1 41 1.3 1 19.9 1 4.7 1 01
mfemme———- [---m=n-- [-=----- SRR [~-==>==-- T-=-e- 1
5. 1 0 1 0 1 o 1 o] o] R SR
a ARSOLUT MNOTHING I 0 1 o I 0o 1 S AT 1on, 0 7 TT s
- I g1 R 0 1 a 1 AT AR o T :
- I 01 01 0ol oo v T A 1
‘ B -  C——  CORR— frmommee- S [ommmm e r |
COLUMN 19 74 115 Y 83 63 389 ‘
TOTAL 2.0 3.5 11.9 37.9 L0 T4 !
RAW CHI SOUARE = 1181,63728 WITH 20 DEGREES 0OF FREEDOM,
- SIGNIFICANCE = 0
) CRAMER"S V = ,55328
. CONTINGENCY COEFFICIENT = ,74193
7 The chi-square in this table is extremelvy hiah, bv far the highest
- value in the total survev. The significance 15 O, stating with 190 percent
Cd
7 probabilityv that there exists a relationship between what the. previcocl. bnew
[ about recruiting and who orovided them with thi1s Vnowledaos.
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This is a 6x5 table. and a Cramer’'s V of 0.53328 is considered ver:

222007

hiaoh and justifies a strona relationship., Even if the number of rows and
columns are different, the contingencv coefficient displavs a correlation of

the observed values along the main diagonal.

Pl ol ol

The total table mav not seem interesting initiallv. and the tested
- relationship might even seem self-evident. For instance. the observation that
g the 2562 who knew nothing about recruiting were not provided this knowledage

bv anvone does not contribute more to our knowledge than the fzct that the

. .
. data seems logical and valid,
.. If one. however. looks at row 4 which displavs who pravsided the
. o _
< negative information. 1t is seen that NCO colleagues with recruiting
. , . , . .
- experience were responsible for most of the information (31.89 percent of
“
{ .-
i those who were informed - see also Hvpothesis 10), and that most of thea
!
; -
ke (52.5 percent) gave a neaative presentation., Regarding other NCO collezgues
i providing local 1nfluence, 1t 15 seen that thev are even worse than former
g recruiters in that two-third of them present negative information,
<. . .
The onlv local defense against this massive neagative intluence sesms
g to be commanding officers and other officers at the units, who are rergarden
< as providing both positive and realistic infarmation. Therr effort seens,
= however., to pale in comparison with the massive horizontal NCGO informatian,
- at a rate of 1 to 8.
X There is another aroup which needs to be addressed., and that 1s the
L putside selection team and other USAREC information personnel. Thev are ghwvi-
_} puslv well qualified and instructed to provide the most realistic 1nfrrmzt)aon
= about recruitinag duties, Thev are. however, competina with Jocal NCO calleannes
s
y with recruiting evperience,
) 75
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SUMMARY, A hiah proportion (37.6 percent) are not aiven anv tnformat-
ion at all about recruitina duties before being assianed to recruitina command.
The locsl influence is mostlv provided horizontallv by other WCO colleaanes
and i3 neastivelv influencinag, Information given by officerz at their units or

bv USAREC travelinag teams is considered positivelv but evidentloraanized poorlwv.

024
COUNT I
ROW PCT IYES NO ROW
£aL PCT I TOTAL R natural questien. A1ven the
TOT PCT I 1.1 2.1
25 0 - l-=-==---- - I attitude and later hshavaior
-0 1 262 1 39 1 36l
I 72,6 1 27.4 1 37.4 of the neggative recrroters,
I 34,2 1 301
1 27.2 1 10,3 1 is whether or not 1t 12 pos-
-l J=emmnmm- I
i, I 291 1 46 1 337 cible to 1derntii. them hefare
THE JOB CHALLENG I 84.4 I 13.6 I 4.9
I 38,1 1 22.9 1 thev are selected,
I 30,2 1 .8 1
“l------- [---~==-- I To illustrate this 1 put up
2, 1 122 I 19 1 141
PROMOT. POSSIEIL I 86.5 I 1X.5 1 14.6 question 25 aoainst qQuestion
I 16,0 1 9.5 1
[ 12,6 1 2.0 1 24: “Did vou evpress vour
-l---——-- === 1
3.0 1 22 1 6 1 28 reactions-feelinags to vour
IMCENTIVE PAv I 78.6 1 21.4 1 2.9
I 2.9 1 3.0 01 superiors”"., The result 13
1 2.7 1 o1
- [ I shown in the table to the
4, 1 16 1 B8 I 24
AVOID OTHER JOBS I 66.7 1 33.3 1 2.9 left. and tells that “I.n
I 2.1 1 L0
I 1.7 1 .8 1 percent of the neaztree 13
“lemeee-- [--=--=--=- I
3. 1 15 1 6 1 21 euprecs theyr roantiores,
DISLIKE FRES ASM I 71, I 28.6 1 2.2
I 2.0 1 R
1 l.o 1 o1
e - [-==--m-- I
[~ I Te I 17 I S3 EAW CHIT SiaFE = 31,787 " &
DTHER I 7.9 1 3z.1 I 5.9 WITH A DERREES NF FREEDON,
[ 4,7 1 .9 I SIGNIFICANTE = 0, 0000
I L7l 1.8 1
-l | [ CRAMER"S U = [ [RIS0
COLUMN 764 201 9695
TOTAL 79,2 20.8 10G,0 CONTINGENC Y CNEFF = 1785887
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Hypothesis =z RECENTLY "DRAFTED" RECRUITERS LTIFE THEIR ASSIGMNMENT

T

LESS THAN THOSE WHD WERE SELECTED EARLIEFR,
Mv initial hvpothesis {in September 8S) had a slinhtly different wnr-

ding but the same purpnse, namelv trving to quantifv whethar nor nnt there iz

R

an ongoing change 1n recrulter attitudes toward their recruirtina acssionments,
I was, however. told that there had been a change in 1981 afterwhich all wray
recruiters have been "drafted". This opened the poscsibilitv to put these tun
. aroups finitially here called "drafttees" and volunteers: uo aaainst esch atner,

-
\

The central guestinn to evaluate the time factor 15 auestinn 33 "Hrw
long have vou been assianed to USAREC?". Since this survev waz canducted in
laie 158%, | assumed that recruiters who had been assianend to US«RELC mpre fhun
4 vears had been selected under the old selection process., while those with
less time as recruiters had been screened and "drafted” bv MILFERCEN. Thic
tirst four-vear period also needs., in saome instances. to be divided i1nto two
parts as those with more than 3 vears in USAREC have been specificallv auali-
tied and have selected to prolong their recruiting dutv.

A revised presentation of question 3 (see page 48), includinag these

two new time parameters, is given underneath:

[ T

o~

3 - 48 months Skewness: 0,084

3. How long have vou been 11.1 % Less than & months
assigned to USAREC” 14.3 7 6 - 12 months

11,9 2 13 - 18 months Mexn: G207

i 3.5 % 19 - 24 months St dev: 9.99»
9.4 % 25 - 30 months Median 4,832
6.4 7 31 - 36 months Variance: 8.719
5.4 % 37 - 42 months Hode: 9
3.5

v cmer 4 vearws 28.5% 4 More than 4 vears

I will not dwell tco lonag with interpreting the profile table. but
camment that most of thos with more than 4 vears assiagned are personnel
older than 24 vears, only a few vounger than 30, Most of them are recruiters
1n the USAR, station commanders or have special functions (nurse recr. etc:!.
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COUNT I
ROW PCT I1 LIKED 1 LIKED NO SPEC DISLIKED DISLIKED  ROW
COL PCT IIT VERY IT SOMEW FEELINGS SOMEWHA VERyY MU TOTAL
TOT PCT I 1.1 2.1 3.1 3.1 5.1
Q3 mmmmmee- [-=-mmmm- R [-=---==- [-=-=-=-- I I
o1 34 1 26 1 19 1 14 1 40 Qa7
LESS TH 6 MONTHS I 31.8 I 24.7 I 17.8 I 13.1 1 13.1 1 1L.1
I 7.8 1 17.3 1 15.6 1 it.8 1 10,3 1
1 3.5 1 2.7 1 2.0 1 1.5 1 1.5 1
2. 1 60 1 211 18 1 201 15 1 178
6 - 12 MONTHS I 43,5 I 15.2 1 13,0 1 15.2 1 13,0 1 14.3
I 13.7 I 14.0 1 4.8 I 17.6 1 1I.2 I
I 6.2 1 2.2 1 1.9 1 2.2 1 1.% |
3.0 ES 25 | 18 1 141 1T 1 11
13 - 18 MONTHS I 3S.7 I 21.7 I 15.7 1 12.2 I 14.8 1 11.9
I 9.4 1 16.7 I 14,8 1 11.8 1 12,5 1
I 4.2 I 2.6 1 1.9 1 1.5 1 1,8 1
4. 1 341 14 1 12 1 o1 201 2
19 - 24 MONTHS I 37,0 I 15.2 I 13,0 1 12,0 I 22.8 I 9.5
1 7.8 I 9.3 I 9.8 1 9.2 I 15.4 I
I 3.5 1 1.5 1 1.2 1 L.t 1 2.2 1
5. 1 23 1 15 1 19 1 16 1 13 I 7
25 - 30 MONTHS I 25.3 I 16.5 I 20.9 I 7.6 1 19.8 I 9.4
I 5.3 1 10.0 I 15,6 1 13.4 [ 13,2 I
I 2.4 1 1,6 1 20 I 1.7 1 1.9 1
6. 1 25 1 6 1 6 1 16 1 9 1 n2
31 - 36 MONTHS I 40.3 1 9.7 1 71 25.8 1 14.5 1 6.3
I S.7 1 4.0 1 901 13,4 1 b.e I
I 2.6 1 R ST T A U A I
7.1 25 1 4l 9 1 B I b 1 52
37 - 42 MONTHS I 48.1 I 7.7 1 17.3 1 15.4 1 11.5 1 5.4
I 5.7 1 2.7 1 7.4 1 6.7 1 4.4 1
ooz I .41 .9 1 .8 1 .61
8. I 1271 771 21 301 fo 1 34
43 - 48 MONTHS I 35.3 I 20.6 1 5.9 I 8.8 1 29.4 I 3.5
I 2.7 1 4.7 1 1.6 1 2.5 1 7.4 I
1ot2 1 .71 .2 1 .31 Lol
9. 1 184 1 320 19 1 16 1 2301 274
MORE TH 4 YEARS I 7.2 1 11.7 I 6.9 1 5.8 1 8.4 I 28.4
1 42,0 1 21.3 1 15.6 1 13.4 1 6.9 1
I 19.1 I 3.3 1 2.0 1 1.7 1 2.4 1
T [-mammmn- J-m=mmmme --=mmmm= [-mmmmmme 1
COLUMN 438 150 12 119 136 965
TOTAL 45.4 15.5 12.6 12.3 L4t 100, 0
RAW CHI SQUARE = 120.37258 WITH 32 DEGREES OF FREEDOM. SIGNIFICANCE = 0, 0000
CRAMER"S V = 17659 CONTINGENCY COEFFICIENT = 33302
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The ﬁrevious table (paoe 78) gives an overall correlation between
how long thev have been assianed to USAREC and how thev oriaginallv reacted
toward being selected. The chi-square value is verv hiagh (120,37258) and the
significance is verv low (0,0000)., stating that there evxists a relationshio,
The Cramer s V (5x9 table) is, however, so low (0.1765%) that the relation- )
ship ought to be characterized as weak.

There is a significant shift in the table between row ? (those who

have been assigned to USAREC more than 4 vears) and the other rows, Sub-

tractina row,l to 8 and comparing it with row 9, the followina pattern appears:

Liked it Liked it | No spec Disliked [Disliked [Total
v, much sgmewhat ] feelinas | somewhat | v. much .
Row 1| - 8 254 118 103 103 113 671 '
36.7 17,4 14,9 14.7 16.4
Row 9 184 32 19 16 23 274
b7.2 11.7 5.9 5.8 9.4
Lockinag at the neqative aspects in the table first. it is zeen that
twice as many "draftees" compared to volunteers dislike verv much being selec- y

ted. The similar proportion among those who dislike it somewhat 1s 2.5 in the
“draftees" disfavour. On the other side of the scale. almost twice as manv
volunteers as "draftees" liked very much being selected. Let me remark that
some of this shift is due to the fact that disillusioned recruiters might have "
thosen to return to their previous or other assignments. This seems. however.,

to be onlv a small part of the reason as those with 3 - 4 years of recruiter

dutv displav the same negative attitude as the rest of the recentlyv selected

recrutters.

SUMHARY, The recently selected recruiters liked beina selected less
than those who were selected before the Army changed its selection process
from volunteers to "draftees". Approximatelv one third of the "draftees"

disltked berng selected somewhat or verv much.
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The crosstabulation between how long they had been assigned to USAREC
and how they previocusly felt about being recruiters is displaved on page 8¢.
The table shows an almost doubled chi-square value (208.62360} and Cramer 'V
(0.23248) compared to the former table (page 78). The sianificance af 0,0000
still reveals a more than 99.99 percent grababilityv tor a correct hypothesis.

The pattern in the table 1s caongruent to that in the former table on
page 79, and a similar subtraction and comparison display shows:

Like 1t | Like 1t No spec Dislike Dislike |Total
v, much | somewhat | feelings | somewhat | v. much

Row | to 8 198 162 83 102 144 871
28.7 23.4 12.0 14,8 2.1

Row 9 181 48 19 12 14 274
b6, 1 17.5 5.9 4.4 5.1

Starting again at the negative side of the scale. 1t 135 se2en that
an increased number of displeased "draftees" with a simultaneous decreased
nunber of displeased volunteers emerges. More than 4 times as many "draftees"
as volunteers dislike verv much being recruiters. The similar proportion
amona thase who dislike 1t somewhat is more than 3:1. On the other side of
the scale, more than twice as manv volunteers like beinag recruiters,

Fermit me a marginal note about the evident evolutian between the two
tables. I have commented earlier on the existing belief of recruiters being
later motivated through )ob experience and USAREC courses tsee page 70, Bv
comparing the last two tables, the truth is in fact the opposite.

SUMMARY. Recentlv selected recruiters like being recruiters less

than those who earlier volunteered or were persuaded to applv for this dutv,

1 have so far treated the two groups as if each of them consisted of
homogeniously selected 1ndividuals, one with only "draftees” and the cother
with onlyv volunteers. Let me now test this assumption bv correlating time 1n

USAREC bv gquestion 20: "How were vou selected?".
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The table on the previous page has a very high chi-square value

Cramer s V is indeed hiah

(166.06381) and a low significance

(0,29333} and signifies & strona relationship between how lonc recruiters s

have been assigned tao USAREC and how they initiallv were selected. Since this

is a 3x9 table. the contingency coefficient (0,38317) signals & distribution

along the falling main diaqonal.

Using the time intervals described earlier (0 to 3 vears. 3 to 4

vyears, and more than 4 years) a somewhat simplified table appears:

DA select Yolunteers Other
. 424 171 8 N
- 70.4 28.3 1.3
. Row 7 to 8 92 33 1 Bs
60,5 8.3 1.2 |
Row 9 71 197 [} 274
25.9 71.9 2.2

There is a significant time change awav from volunteers and toward

It is also seen that this shift took place some three vears aqo

"draftees".

as row 7 and 8 displav the transaction. It is, however. still some 25 to 3v

The reason

percent of the recently selected who answer that they volunteered.

for this might be two-fold: Thev actually did volunteer (but onlv a few (1-3 %)

do) or more likelv, the selection process was persuasively conducted according

to the Armv leadership doctrine‘®*’ which made those interviewed believe that

thev had volunteered.

SUMMARY. The recent change in the recruiter selection process from the

earlier selection of volunteers to ane of exclusivelv screentina and drafting.

impact on how recruiters feel about beina selected.

has made a significant

"draftees" feel that thev volunteered.

Still, some recent

‘“2US Armv Command and General Staff College, FM 22 - 999, Leadershin
and Command at Senior Level, (draft for student use onlv). Ft Leavenworth,
Nov {57, page 4 - {7 and 18.

A
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As the picture was a bit more complicated than either volunteers
before 1981 or "draftees" thereafter, I had to further split the recruiters
into the two main groups and then crosstabulate their feelinas toward the

assiagnment. This made it necessarv to utilize three-dimensional tables,

The tables show the realationship between how long thev have beer

assiqned to USAREC and how they feel about beina recruiters.

The first table (page 83) crosstabulates the 349 recruiters whc
were Dn selected (see column total on page 82). The relatiorship has a hian

chi-squsre value (104,463327) and a law siagnificance 0, 0000, Lramer 5 % 13

hiah enouvah (0,21828) to confirm the mathematical relationship.

The second table (page B7) crosstabulates the 40! recruiters who
stated that thev volunteered. This shows a bit smaller chi-square vslue
(75.21121) but has an equallv low significance (0,0000;. Cramer Y nas an

almost 1dentical value (0.21634) and again confirms a strona relationship.

I have also., in order to show the total picture., on page 7v dis-
plaved the 15 recruiters who were otherwise selected. I will not refer to
this table. First, because my purposé was to compare the "drafftees" versusg
the volunteers; and second, because the computed relationship 1n this table
has a value of significance outside the accepted tolerance. In fact, the

value shows only 60 percent probabilitv for statina a correct hvpothes:s.
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eto

I

ROW PCY ILIKE 17

TOT PCY 1 1.

Q3 -----~- [----~---
1. 1 13
LESS TH I le.7
6 MONTHS I 9.7
I 2.4

_I ________
2. 1 12
6 - 12 I 14,0
HONTHS I 9.0
[ 2.2

_x ________
3.0 1 13
13 - 18 I 19.9
HONTHS I ti.2
I 2.7

...I ________
4. 1 8
19 - 24 I 12.5
MONTHS I 6.0
I 1.5

-I ________
9. 1 14
25 - 30 I 18.7
MONTHS I 10.4
I 2.6

..1 ________
6. 1 8
31 - 36 I 17.8
MONTHS I 6.4
I 1.9

-] ——————
7. 01 19
37 - 42 I 63.3
MONTHS I 14,2
I 1.5

B e
8. I 10
43 -~ 48 I 43,5
MONTHS [ 7.3
I 1.8

_I ________
9. 1 35
MORE TH I 49.3
4 YEARS I 26.1
I 6.4

_I ________
COLUMN 134
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The interesting part of the previous table, the coluvan totslz, shaoe:
the relationship for the "draftees" between their time 2z iscrulters and how
thev feel about it, When survevina pecole who proved proficient an their

glected: aps woeld orpent

pravions iab situations (that is whv thev were

ul

them tn also show a positive attitude toward their present 1ob. When studving
the table there 15, however, more than 40 percent whao either dislike 1t
somewhat or verv much. The 25 percent who dislike it verv asuch 13 worriscae,
They express great discomfort bv using a part of the scale which 2lmost no
nne used when describing their last job (see page S1). Referrinno to the
earlier studies where the recruiters own emotional well-b21na was =tatsd as
escentizl to their effectiveness as communicators tcee page 18- . 11 mriaht =
unwise to utilize people with this kind of iob attitude,

To address whether or not this attitude was a furction gf time, |

summarized the row totals and percentages into the three aroucs deszcrioed
earlier:
Like 1t Like 1t No spec Dislike Dislike fotal
v. much somewhat teelings somewhat v. moch
Row | - & 70 93 61 78 fod §2a
16.4 21.8 14.3 18,3 25,2
Row 7 - 8 29 13 3 1 b 52
55.8 25,0 5.8 1.9 1.5
Row 9 39 18 4 7 7 B
49,3 25.4 3.9 7.9 3.9
134 124 68 86 137 549
24,4 22.6 12.4 195.7 25.0

Given the considerations on paqge 79, the table shows an increaxsinn

dissatisfaction among recentlv DA selected recruiters, Some 4%.7 ogercent of
those who have been recruiters more than 4 vears state that thev [1le 1t very
k4

much: so do 55.8 nercent of those who have served from 3 to 4 vears; 3 drastic

drop occurs as this only i1s the case for some (6.4 percent of those whn have

]
0
[
-
m
[=N

served less than three vears. In fact, 347.5 percent of the recentl. =

recruiters state that thev exther dislike 1t somewhat or verv wmuch,
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“l-------- [-=-mem- [-~------ [-======- ] i

8. 1 4 1 4 I O 1 2 1 1 1 11

43 - 48 I 36.4 1T 3o6.4 1 0 1 18.2 1 9.1 1 2.7
MONTHS I 1.7 I .0 1 v 1 8.3 I 4.7 1
1 1.0 1 1.0 1 o 1 901 o1
~[--————-- [-------- [-=-om-- [-===mm=- [~=----~- I

9. 1 144 [ 28 1 13 I 01 7 1 37

MORE TH I 73,1 1 14.2 1 7.6 1 1.9 1 3.6 1 43,1
4 (EARS I 59.8 I 35,0 1 45.% [ 12.5 1 30.4 1]
I 35.9 I 7.0 I 3.7 1 L7001 1.7 1
-]---—--- J--=-omm- [--wmemm- IR [~ [

COLUMN 241 g0 33 24 23 LY

TOTAL 60,1 20.0 8.2 6.0 5.7 foc, o
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for those

The displaved relationship on the previous paqe

{page 87)
401 who volunteered for recruiting is in many aspects almost the opoosite

of the "draftees”.

On average, some s percent sav thev like it verv much and an addi-

tional 20 percent say thev like it somewhat. But even more 1moortant, onlv 2

minoritv state that thev dislike being recruiters.

To summarize the row percentages and divide them 1nto distinctive

vear periods:

Like 1t tLike 1t No spec fislibe Drslike | Total
v, much | somewhat | feelings [somewhat | .. much

Row + - 2 (0 - | vear) MO 24 7 i1 S oT
37.0 31,2 3.1 I 2,5

Row 3 - 4 { - 2 vears) 29 13 7 ] 3 52
46.7 21.0 11.3 3.1 12,9

Fow & - 6 (2 - 3 vears) 18 6 3 3 z 3z
56.2 18.7 2.4 5.4 a.l

Row 7 - 8 3 - 4 vears) 20 9 1 P 1 33
50,6 27.3 3.0 6.1 3,0

Row 9 (4 vears or more) 144 28 15 3 7 197
73.1 14,2 7.6 1.5 3. A

241 80 33 24 23 4t
60.1 20.0 8.2 5.0 5.7
Let me point out that some 50 recruiters everv vear since [381

that thev volunteered in spite of the new change 1n the selection orocezs,

(O]

sSav

and the number shows an increasing trend.

Let me also point out that their attitudes seem somewhat downward

sloping as the percentage of those who like the assianment very much 1%

decreasing. The percentaae on the neqgative side ot the scale 1s 1ncreasinag.

Before leaving the topic of "draftees" versus volunteers. let me nse

these tables to address the annual need for recruiters. Summarjyzing the ftwo

tables, row I to B. the annual supply of Army recruiters to maintain toda. s

activitv is at an average rate of 320 (which represents 7% oercent of the

88
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total number of recruitersi.

The demand is. however., increasing heavilvy:

Drattees Volunteers Total

Row t ~ 2 (1985 - Be) 163 77 (32.1%) 240
Row 3 - 4 (1984 - B8 143 b2 (30,.0%) 205
Row 5 ~ 6 (1983 - 82) 120 32 €21,1%) 152
Row 7 ~ 8 (1982 - 83i 52 33 (38.8% 85
478 204 (29.9%) 682

SUHHARY. Some 80 percent of those who initiallv volunteered for
recruiting dutv proved later to like their recruitinag assionment. as como;red
to 47 percent of the "drattees”. Also 41 percent of those who are screened
and "drafted" later dislike being recruiters as compared to onlv {2 percent
of those who volunteered,

The Armv appears to have a total demand for aporoximatelv 10Qu0 rec-
ruiter per vear. Even todav. when all recruiters are screened for ornficiency

and "drafted". some 30 percent felt thev had volunteered.

89
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2%
f: ¥ 2 8 4 6 6652 CROSSTABULATION OF * % % % & % % % »
o
Y 23 HOW LONG HAVE vOU BEEN IN USAREC? B
@10 HOW DO YOU FEEL ABOUT BEING A RECRUITER?
N CONTROLLING FOR..
o 020 HOW WERE YOU SELECTED? VALUE 3. OTHER
1 * % #F # F & R R & F % F B OE B & F 2 F £ % F O F X £ £ £ £ £  F £ £ & ¢ ¢
,’l..
:I @iv
f COUNT I
~ ROW PCT ILIKE IT LIKE IT HAVE NO DISLIKE ROwW
e COL PCT IVERY MUC SOMEWHAT SP FEEL SOMEWHAT TOTAL
¥ TOT PCT I 1.1 2.1 3.1 4.1
p A [--=-~--- [~---emm- [-------- [-------- I
v t.o 1 o 1 TR 11 0o :
LESS TH & MONTHS I o 1 50.0 1 S0.0 1 o 1 113
2 I o1 16,7 1 10040 1 o1
N I oI 8.7 I 8.7 1 vl
X R R [~=------ [-==-n-=n [-------- 1
s 2. 1 11 2 1 01 o 1 i
< o - 12 MONTHS I 33.3 1 60.7 1 o1 LI SN
- I 25.0 1 33.3 1 o1 o1
” I 6.7 1 13.3 1 0 1 o1
- R e [-------~ [-====--=- I
. 3.1 o 1 0 1 o1 T i
- I3 - 18 MONTHS I o 1 o 1 O 1 1090 I e.7
- I o 1 0 1 0 1 25,0 1
I 0 1 o 1 9 1 6.7 1
o “l--meeee- R e R [---==--- I
- 4, 1 0 1 1 0 1 o 1 !
" 19 - 24 MONTHS I 0 1 100.0 I 0 I vl 6.7
* I 0 I 16.7 1 0 1 o I
" I 0 1 6.7 1 0 0 1
S CEEEEEEE [---=--=-- [-=---nn- | I
. 6. 1 0 1 V| 0 1 11 i
= 31 - 36 MONTHS 1 o1 o 1 0 1 100,00 1 6.7
- I D oo v I 25.0 1
- 1 o1 o 1 o 1 6.7 I
., “f---m-- e [----m--- foemmmmm- I
8. 1 11 0 1 0 1 o1 1
43 - 48 MONTHS I 100,00 I 0 1 0 I 0 1 0.7
I 25.0 1 0 1 o I VI
6.7 1 0 1 0 1 0 1
- ) [----m=-- [-------- [---==--- I
o 9. 1 2 1 2 1 0 1 2 1 6
MORE TH 4 YEARS [ 33.3 I 33.3 1 0 1 33.3 1 4u,0
I S0.0 1 33,3 1 0 I 50.0 1
. I 13.3 1 13.3 1 0 1 13,3 1
- N e e I-------- [---=em-- I
Ls COLUMN 4 6 1 4 15
' TOTAL 26.7 40.0 6.7 26.7 ROUNY
RAW CHI SQUARE = 18.75000 WITH 18 DEGREES OF FREEDOM. SIGNIFICANCE = 4074
N CRAMER"S V = 64550 CONTINGENCY COEFFICIENT = 94830
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Hypothesis 4: THOSE WHO VOGLUNTEERED PERFORM BETTER

THAN THOSE WHO WERE "DRAFTED",

Central 1n testing this hypothesis was question 20:"How were vou

selected?". | purposelv disregarded whether thev actuall., were .olunteers

or i1ust believed thev volunteered.

were recently assianed to USAREC.

1 also disregarded whether or not they

The distribution between volunteers and "draftees"

described (page 53

20. How were vou selected?

— |

The other central variable 1s question 9: "All 1n all,

vour performance as a recrulter"

fe.9 4

DA selection

41.5 % Volunteered

This guestion received

l.o

%

90) the following distribution of answers:

9. All in all, characterize vour
per formance as
a recrulter.

.- .- R
..

B -

R
-y

.

TR,

%

%

%

Other. specifv:.

Excellent
Above averaae
Averaage

Below averaae

Poor

15 as earlier

DRI R R R A A I

tharacterice

tas shown on paqge

Mean:

St dev:
Median:
variance:
Mode:
Stewness:

rg = rJj = T3
. .

N Y

ro

-
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# % & x % x*r ¢ CROSSTABULATION OF # % & % * % # % &

220 HOW WERE YDU SELECTED? 18
Qo9 CHARACTERIZE YOUR PERFORMANCE AS RECRUITER
B E R R R R R OEOE R R E R E KX R EEE R EEEEE KKK KRR RN

Q9
COUNT ]
ROW PCT IEXCELLEN ABROVE A AVERAGE PBELOW A FOOR FOu
coL PCT 17 VERAGE VERAGE TOTAL
T0T PCT 1 1.1 2.1 3.1 4.1 S.1
@20 emmee--- [-===>mm- [-~------ [--=--mm- [-===--=- [---vm==- I
1. 1 CYUBEES 169 1 175 1 101 1 44 1 949
DA SELECTION I 10,9 I z30.8 I 31.9 1 18.4 1 8.0 I 36.9
I 29,1 1 53.0 1 o66.5 1 78.3 1 &51.7 1
I 6.2 I 17.5 1 18.1 I 10.5 [ 4.6 1
“le-eeee-- R [----ee- [eseeom- [-mmomm-- I
2. 1 144 | 145 1 86 1 23 1 I 401
YOLUNTEERED I 35.9 1 36.2 1 21.4 1 S.70 1 A
I 69,9 1 435.5 I 32.7 1 17.8 1 6.3 1
I 14,9 T 15.0 I 8.9 1 2.4 1 |
=le---ee-- [-~-ommm- [---eeee- [---eemm- [~==csn-- I
3. 1 2 1 5 1 2 1 S 1 t 1 15
OTHER r 13,3 1 33.3 I 13.3 1 33.3 1 aor 1 1.
I t.0o 1 1.6 1 8 1 .Y 0 P
[ 201 .5 1 2 1 5 1 S
e [-~--en-- [--=-vmm- I--eeeems e I
COLUMN 206 319 263 129 45 55
TOTAL 21.3 3341 27.3 13.4 S0 {000

RAW CHI SQUARE = 137.58459 WITH 8 DEGREES OF FREEDOM. SIGNIFICANCE = @, aun
CRAMER"S Vv = [26700 CONTINGENCY COGEFFICIENT = (33315

The table above has a high chi-sgquare value and a low si1gnificance.
Cramer ‘s V 1s sianificantlv high and serves to verifv a somewhat strong
relationship between haow they were selected and how thev characterize their
pertormance as recruiters.

Some 91.7 percent of thase who feel thev do poorly have been DA
selected., as well as 78.3 percent of those who feel thev do below averaage.
On the other side. 69.9 percent of the volunteers feel thev do excellent
(make their mission baox without anyvy problems) which 1s 2.5 times better
than how the DA selected feel.

SUHMARY. Those who volunteer have a higher perftormance than those

who were "drafted"”.

-----




phtal i il A p A £ 0 LA R i 8 wwowelv < TEIWY L R e e W CCF Y]

p
: £ et ettt CROSSTABULATION DF % &% 4 %% ¢ %8
3
p
b 220 HOW WERE YOU SELECTED? By
014 CHARACTERIZE FPERFORMANCE IN LAST JOE™
% K R R F X X £ K £ E K F X ® F F ¥ % X E E E X ¥ X £ X X F 2 £ ¥ X
: Qe
! COUNT I
ROW PCT IEXCELLEN ABQOVE A AVERAGE BELOW A FOOR ROW
COL PCT I VERAGE VERAGE TOTAL
TOT PCT I (.1 2.1 3.1 4.1 5.1
@z —mme---- [-------- [-------- [-~---~-- [-------- [-------- [
t. 1 394 1 150 1 s 1 0 1 bl 4%
DA SELECTIOM I 71.8 1 27.3 1 .91 ool ¢ 1 Se.5
I 55.3 1 64.1 1 29.4 1 o1 o1
I 40.8 I 15.5 1 901 o1 o
3 EEE TR R I----=n-- [=-c=mem- [----=--- I
2. 1 309 1 8o 1 10 1 JR 11 40y
YOLUNTEERED I 77,10 1 20,0 1 2.5 1 21 A S T
K I 43,3 I 34,2 I 58.8 I 109,90 1 1ovw,o 1
! I 32,0 1 8.3 I 1.0 1 o o
- [--=-~---- [-----~-- [-------- [-------- I
k .00 9 1 4 1 2 1 01 o1 ]
{ OTHER I 60.0 I 26.7 1 13.3 1 o1 U SR
» I 1.3 1 1.7 1 .8 1 01 Dol
; I 901 . I 201 o 1 o1
D TP e [---emme- | [-------- I
COLUMN 712 234 17 1 1 965
TOTAL 73.8 24.2 1.8 .1 1 Lo, 0

RAW CHI SQUARE = 24.19310 WITH 8 DEGREES OF FREEDOM. SIGNIFICANCE
CONTINGENCY COEFFICIENT =

1 CRAMER"S V = ,11196

= 00,0021
15639

This table is interesting and somewhat similar in 1nterporetation to
the example | used in order to present SPSS (paace 36 - 47),

Mv purpose is to investigate if there 15 a significant difference in earltier
job oerformance between volunteers and "draftees" which could interfere with
the stated hypothesis on their present performance.

In order to test this control parameter I had to create 2 positive
hvpothesis, assuming that there exists a relationship between how thev were
selected and how thev performed in their last job.

The table above shows, however., a low chi-square value, But more
important, i1t aqives a high value for the significance (v,0021), a value

93
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laraer than mv earlier selected level (0.0005) for acceptino the hvpothesis
tsee page 4u).

fhere i1s, for this reason, no relationship between how the recruiters
were selected for recruiting and how thev performed in their oravious iobs,

A closer look at the row fiqures in the table also shows an almecst
proportional distribution between the DA selected (72 - 27 - | percent) and

the volunteers (77 - 20 - 3 percent),

SUHKARY, There is no relationship between how rercruiters are selected
and how thev performed 1n their previous 1obs. Both the "draftees” and the
volunteers have a proficirent and conaruent earlier perfarmance, «nd this
aspect cannof, for this reason. explain whv volunteers i1ndicate tha. 4po

evcellent 2.4 times more than do the “"draftees”,
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1 Hypothesis S: RECRUITERS FEEL THEIR OWN FERFGRHAHCE 15 LOWER

THAN THEIR PERFORMANCE IN THEIF LAST JOE.

This hvoothesis was established

In order to encomoass the etterts

F pf a drop in performance as recruiters, Central to testing this h.uothecys :
J i _ )
3 1s guestion (4, The distribution of answers 1s as 2arlier descibed ro0es3e 3l
14, Characterize vour job 3
perfaormance in vour
last 10b. ;
leans b, o5
73.8 & Excellent 5t de o G, T
4.2 % Above z-erane Hedian: f.i72 .
LY
1.3 % rAverage Larrance:r O, Ts .
v.! % Below averane Hede: i X
0.1 % Poor 3t ewneszs: |, 73 -
The distribution has the lJwest wesn o
the studv and a small valne $nor borth tpo :
vartance and the standard de.vatinn, "
) 1 This tells of a hran and 3 nomcaent s "

self-perception of their previous 10b pertormance: which 15 lcaical as hiabh

pertarmance 1n their tormer 10bs was the verv reason whyv most ot them were
selected to become recruiters, o
It 15, however, 1nterestino to note that the same aorouvp has 3 tar :
lower and a more dispersed perception of their present 10b oDertormznce, 4
9. nll in all, characteri1ze vour °
performance as 1.2 7 Excellent
a recrulter., .
33.1 7 Above average Mean: P -
5t dev: 1.11%
27,3 7 Average Median: 2. %67 y
N Vartrance: 1.J4C P
13.4 7 Below averaage Mode: Z
h-f] Skewness: .48 A
5.0 % Poor N
The skewness 1ndicates a more centered tendencv., the mcst common }
answer (mode) 15 "above average" and one standard deviation 1s 1.[13.

.
-

.
-




Let me first look at the results of comparing hiah oertoirmance 1in

in their previous jobs with their previous level of satistaction,

t 2+ 2 ¢ 4 2 ¢ ¢ ¢ CROSSTABULATIOH 0 i

)
+
»
»
»
*
-
-
-
+

@14 CHARACTERIZE PERFORMANCE IN LAST JOB™Y Er
QL3 SATISFIED WITH MILITARY LIFE LAST JOB”

* OR % OB % X O K K E E OE X F % X #£ # £ &£ % £ £ R £ £ F ¢ 2 & &£ & ¥ £ & £

015
COUNT I
KOW FCT IVERY SAT SATISFIE NEITHEF GSOMEMHW! VEF« DI5  Fow
COL PLCT IISFIED NOF DISSATI SATISFIE r0iaL
10T FCT 1 i 2.1 1 4.1 5.1
014 mmmmmme- G G P [=mmmmmmn [=-mmmn - :
L. 1 544 1ty 1 12l 1T .1 Tal
EXCELLEN I 7.4 I 19.8 1 1.7 I 1.8 i T TILE
I 80.5 I S7.1 1 oe3.z I o8.4 1 St.u 1
I S6.4 1 1d4.6 1T 1.2 1 1.7 1 ol
. “fememma-- I e O R i
N 2. 1 124 1 99 | 5 1 s 1 R GEPET!
T ABOYVE AVERAGE 1 S3.0 I 42.3 1 2.4 1 2.1 1 R S W
. [ 18.7 I 40,1 1 26.3 I 26.3 1 25.u 1
, I 12.8 1 10.3 1 5 1 51 S
5 S J-mmmmmmm [-mmmmmm- [ememmmn [ommmmeme I
S 3.0 7 01 6 1 2 1 L1 bl 17
5 AVERAGE I 41.2 1 35.3 I 1t.8 I 5.9 [ 3.5 1 1.3
I 4.0 1 2.4 1 10.5 1 5.3 1 29.9 |
I 7ol o 1 P 4l o
. S Jommmmmm [ommmmmm- - o
PR ool ¢ ool S i |
BELOW  WVERAGE 1 o1 too.o 1 ool 0o ; ,
I bl 41 a1 oo 1
I bl o1l o1 0o T
B S [-mmmomen [=mmmmmm- | [oeeme 1
5. 1 P o 1 0ol Dol a1 '
FOOR I 100.0 1 01 o1 o 1 ool .
I 1o o 1 0ol ool ool
I {1 o1 o1 ool ool
D PO PR PR [ommmmmmn Jacmm e m |
COLUMN 676 247 {9 19 563
TOTAL 70,1 25.6 2.0 2.0 A {0

- RAW CHI SOUARE = 77.28105 WITH 16 DEGREES OF FREEDOM. SIGHIFICANCE = 0,00
. CRAMER"S V = . 14150

CONTINGENL COEFFICIENT = 27230




] The chi-~square value in this table is considered hi1ah and s1gn1ér18@:

a relationship between their previous job performance and their previcus leval
of satisfaction. The sianificance is low ennuoh to accept the relationshio.
Sv5 table., and the continoencv coeffirient 1= concidered .

This 1s a

to wusti+y the hvpothestis. Tne sample 1s. however, not correlated 3lang 2n.

<
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I diagonal: mostly because of the high percentaae of

because of the few answers of “"average' or below,

i
IS¢

The fipgures show, as mentioned. hioh row percentxace an tre ledit =,

e

- "

2f the table., Same 75,4 percent of those 712 recrurters wng d1a "2-z2ollen

4 .
b '<
1 in their previous jobs were "verv saticsfied” with the militzr: 25 3 wa. ot .
1 life durina their last 10b. When added the |7.8 gercent wng 3]t 'zatizf:s N
3 1t leaves verv few ambivalent or dissatisfied. ’
4 .
h .
- The row percentanges for those 234 recruiters who d1d “abn g z.8rage” .

-

are similarly heavv on the left side of the scale. Thev do. however, dicsgia.
a iesser degree2 of satisfaction than those who did excellent.

R similar discussion canr be made for those 17 whp felt thev did

v ‘4 ‘v Ce e O

averaae 1n their previous 1abs. s

’,

AUNMARY, There 1s a strong relationship between 10b per+ormance 04

the kevel of satisfactiaon 1n the recruiters previous 100, Tn2 le.el of

satisfaction increases oproportionally with the level of perfoarmance.

To follow this thought process. and confirm or den. a Jeneral

4 statement about a relationship between performance and satistacticon, | mzne

LIRSS

a similar crosstabulation of their present perceptions as rec-uitars,
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association‘”’ and reveals a relationship along the fallina diaaonzal.

There is a sianificant and important difference between this table
and the former table (page 96). When the recruiters in the former tuble
characterized their performance in their last jobs., some 73.8 percent 2vp0-

ressed thev did "excellent”, 24,2 percent said thev did "above averzae' and
onlv 2 percent said thev did “"average" or below.

In this table ipane 98) a sianificant drop 1n performance 15 ceen

witth onlt 1.2 percert charactertzing their performance 33 recrviters as

3
il

e-cellent”, 33.1 percent characterizinag 1t as "above averzge’ ang 45.7 oer-

cent 3aina thev do "average" or below. Their derived la.el 0° satisfac
more preciselv. thelr feelings about beina recrulters., show 3 more drzcerzed
and falling tendencyv,

The aeneral pattern of i1ncreased satisfaction a3 a function nf

o

tncreased performance 15 also seen in this table.

SUMMARY. Recruiters feel a siagnificant drop 1n their performance

W
0]

recruiter when comoared to their perfaormance 1n their orevious 10b. A con-

sequent drop 1€ found 1n their level of saticfaction about beina recruiters,

To inquire whether or not the present "screening” and draftinag ot
recruiters based on their previous job performance has anvthino to 1t, I

correlated thelr previous and their present performance.

c.,e

“">Mavimum contingencv coefficient value for this Sx5 table, og1ve & chi-sguare

of 345 and 965 valid cases is (see paqe 41):

345% 1os
c = -————————%) = 0,99597
3457+ 965
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014 CHARACTERIZE PERFORMANCE IN LAST J0B® By
099 CHARACTERIZE vYOUR PERFORMANCE AS RECRUIT

£ ok K R & X F £ K X F & £ EF * ¥ ¥ X % F X £ K X X F ¥ X % k X F £ ¥ %X ® % «

Qg
COUNT I
ROW PCT IEXCELLEN ABOVE A AVERAGE EELOW & FOOF Fow
CoL FCT IT VERAGE VERAGE TOTAL

PP T Er—— -
- »

T0T PCT I 1.1 2.1 3.1 4,1 5.1
214 00 e l~—====-- I----=---- [-------- I-------- [-~------ I
b, 1 185 1 237 1 194 71 1 R | Tt
EXCELLEMN P 26,0 1 33.3 01 27.2 1 10,0 1 I.e 1 TILE
I 89.8 1 74.2 1 73.8 1 sS%.o I 9§z2.1 1
[ 19.2 I 24.6 I 20,1 1 .41 PN
- S T [-mmmmmm- [-=-=---- [-mmmmmm- [rmmrmmes !
2. 1 19 I 71 1 Y- Se 1 o1 )
ABOVE AVERAGE I g.1 I 30.3 I 28B.2 1 23.9 T S S R
I 9.0 1 22,3 1 2.t 1 43,4 [ 45,3 |
[ 2.0 1 7.4 1 6.8 1 5.8 I oo
P e T [~----=-- [--=~---- [-------- [-~---~--- I v
30001 2 1 9 1 301 2 1 11 1 R
AVERAGE I 1t.8 I S2.9 1 17.6 1 1t.8 1 S.7 001 1.8 .
I t.a 1 2.8 1 1.1 1 t.6 1 2.0 1 K
[ 201 T 3001 201 ST -
R I----=---- | [-------- [~~--m- I
4. I v 1 11 o 1 o0 v 1 S
b HELOW AVERAGE I o 1 too.o 1 o] 01 ool .1 .
3 I o 1 3001 0 1 ¢ o1 o]
3 I 01 Sl ool o1 I X
X e [---mme-- [-----=--- [-------- [--mmmmes I K
V] I 0 1 i1 o1 a1 oo !
! FOOR 1 O 1 100,00 1 o 1 DO v 1 .
I o1 I01 o 01 v 1 -
i I ool Ao o1 0o Do .
3 R [o-mmmm-e R s [-~mmmm I v
; COLUMN 206 319 263 129 46 705 J
TOTAL S103 331 27.3 13.4 K o, 0
RAW CHI SQUARE = 72.37175 WITH 16 DEGREES OF FREEDOM. SIGHIFICKICE = {0, o ;.
CRAMER"S vV =, {3693 ’
CONTINGENCY COEFFICIENT = 26413 -
4 The chi-sguare 1n this table 1s hiah enouoh to 1ngicate & relation- )
ship between their previous 10b pertormance and their present pertormance as -7
recruiters, and the sianificance 15 low enocugh to justifv 1t, ;‘
A
The contingency coefficient 15 considered h1ah enouah to :1natcate a moderate >
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strength in the relationship.

The reasan ftor this moderate strength in the relationship i1s seen wnen
examining the table. The row percentages for those who did "excellent” 1n
their previous Jobs are: ié6 - 33 - 27 - 10 - 4 with regard to theilr present
performance as recruiters. A stronger relationship would have occured 1f ftne
distribution had clustered more to the left, t.e.. 60 - 30 - 7 - 2 - 1§,

Similarly., the row percentaqges for those who did "apo-e average" 14
their previous jobs are: 8 - 30 - 28 - 24 - 19, This stows 3 meore lanical

and conesive distiibution, but also a tendencv of leaning toward the ri1ant

s1de ot the table.

SUUMARY, There is a relationship between previocus i10b performance
and performance as a recrulter, This i1ustifies some sort ot 3 screening

process for past performance when selecting recruiters.

The last effect, or relationship, I will 1nvestigate 1s whether or
not past performance can be used to predict their level of satisftaction about
beina recruiters: 1n other words, 1f there is a correlation between their
earlier iob performance and their present feelings about being recruiters.

The table on page 102 shows a low chi-square value, but more
important, it gives a hiqh value for the significance (¢.00d1), a value

larger than mv earlier selected level (0,0003) for accepting the hvpothes:is,

There is no relationship between how recrutters performed 1n the:r
previous iobs and how thev presently feel about beinag recruiters. The main
reason for this 15 seen in the two right columns of the table. Some 15.¢
percent of those who previouslv did excellent "dislike verv much” beina

recruirters and additionallvy 11.8 percent "dislike 1t somewhat ™.
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A similar, but even worse attitude, 1s found amonn those who di1d "abcve

average", Here some 22.2 percent express thev "dislike verv much" beina

recruirters.

¥k * % % ¢ ¥ ¥ # CROSSTABULATTION 0 F Ok Ok K B X K %X %

Q14 CHARACTERIZE FERFORMANCE IN LAST JOB- B
ato HOW DO vrOU FEEL ABOUT BREING A RECRUITERT
I A A IR I R I R R NN IR IR K A SR I R N N T R S
ato
COUNT 1

ROW PCT ILIKE IT LIKE IT HAVE NO DISLIFE DISLIFE Fiw
COL PCT IVERY MUC SOMEWHAT SP FEEL SOMEWHAT VEFy MULC  TOTAL

T0T PCT 1 1.1 2.1 301 3.1 Ll
gtd 0 mmmeeee- [--~~e-- [---====- J-=--—--- J-=mmn-- [-------- ]
1. 1 RIVE: I 143 1 70001 ga 1 o I S I
EXCELLEN I 472,32 1 20,1 I 9.8 I 1.8 I 1=.,» 1 7°7.8
I 81.3 I 68.1 I 4B.6 I 72,7 1 =a,3 7
I 3t.9 [ (3.8 1 7.3 01 3.7 [ 11.v 1
[ Jrememmm- [-=emmmme [--==m - I-----=- 1
A I 65 1 62 1 29 1 26 1 s 1 274
AROVE AVERAGE 1 27.8 1 26.% 1 12.4 1 4.t 1 22,2 1 24.:¢
I 17.2 I 29.%5 1 4 1 22.8 I 32,9 1
I 0.7 1 6.4 1 3.0 01 2.7 1 5.4 |
-l-------- [--emnm=- [-=- o= [---~---- [-------- {
30001 S 1 5 1 2 1 4 1 [ {7
AVERAGE I 29.4 1 29.4 [ 11.8 1 23.9 1 5.5 1 1.8
I 1.3 1 2.4 1 2.0 1 3.9 1 o I
I S 1 S 1 201 401 1 1
-l [vemmmam- [~=emm—-- [---~e=-- [~-==---- !
4, I o 1 vl 11 0 0o )
RELOW AVERAGE I o 1 O 1 100,00 ] 01 | 1
i VR | 0 1 .o 1 o I o1
I o I 0 I O (VI noo
~[emm————- [-=-=m=~-- [-=e----- [-=~~--=- [ [
S. 1 1 1 0 1 | [V D 1
FOOR I 100,00 1 0 1 0 1 O 1 D .1
1 a1 o I 0 1 0 1 01
1 01 0 1 0 1 0 1 (U |
~leme - [ l-—--me- Jemmmmemm R I
COLUMN 279 210 102 114 tad 2465
TOTAL 39.3 21.8 10.6 11.8 16.a {00, 0

RAW CHI SOUARE = 34,86780 WITH 16 DEGREES OF FREEDOM. SIGNIFICANCE = 0,004
CRAMER"S v = ,09504
CONTINGENCY COEFFICIENT = ,18674

SUMMARY, There 1s no relationship between how rerrinvters perfnrmed

in their previnus iobs and how they presentlv feel about heina recrniters.
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Hypothesis &= THOSE WHO FELT THEY PARTICIFATED 1IN

THF SELECTION

FROCESS WERE MORE FOSITIVE TO THEIR RECFUITING ASSIGNHMENT,

This hvpothesis was selected 1n order to evamine the 1mportance of

participation in decisions concerning one s own future, It mintt he of

tmoortance not onlv to the selection af recrurters. but alsc to

of soldiers for other tvpes of assignment not considered tn be

tha selectinn

"normal" dutiec.

The central questinn 1n testing this hvpothesis 135 guestion Z£2: "Whar

was vour participation 1n the selection process”®". It might be
that this question 135 burlt strictlv accordinag to Likert s sca

be pnssible to perceive a hinoh degree of participation without

1nfluepce. »t least a few respondents felt thi1s wav (se= paae

wrong to state

2, 33 1L mpant

teelinn an.

Ilv, wnion s

the reason whv I did not show any freaquency statistics 1n the earlier presen-

tation on paae 353.

With this limitation 1n mind, and the fact that tre scale 1s built

considering those responses from "high" to "no" participation.

the answers and the calculated freaquencies.

22. What was vour participation 33.1 7% High, and I was a1v2n
in the selection process? full ¢reedom to choose
14,1 % Some,and I could na-e
refused

14,6 % Some, but I did not
feel I had any i1nfluence
8.7 7% Scarce, | was ordered
to at least tryv

27,5 J None., 1 was strictlv

grdereo

The profile table shows an "either/or" distribution. Some 47,2 percent

say thev participated and felt they had at least some level ot

whereas 38,2 percent felt scarce or no participation and that thev were

ordered 1nto a recruirting assignment.
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[y
b
fi # ¢+ & % %%+ 2% CROSSTABULATTION OF # & % % % % % » #
i
L
h Q22 DID YOU PARTICIPATE IN SELECTION FROCESS BY
Q23 YOUR FEELINGS ABOUT BEING SELECTED?
H
j B R X % * % X & £ £ * £ ® # ¥ £ £ & 4 % £ £ ¥ ¥ £ ® £ F £ #£ &£ & # £ ¥ * *
223
3 COUNT I
ROW PCT II LIKED 1 LIKED NO SFEC DISLIKED DISLIKED FOW
. COL PCT IIT VERY IT SOMEW FEELING SOMEWHA YEFR¢ MU TOTAL
. TO0T PCT 1 1.1 2.1 3.1 4,1 5.1
X 22 -emme--- [----=--- [-----~-- [-------- [---~---- R ik l
. 1. I 289 1 18 1 to 1 £ 1 t 1 39
N HIGH.I COULD CH I 90.6 1 .6 1 3.1 01 1 LD 3T
- I s6.0 1 12.9 1 8.2 1 .8 1 Pl
- [ 29.9 1 1.9 I [ou 1 S I
i -l-------- [--om~e- [--==----- I==v-=--- [emmmm - [
v 2. 1 71 1 a1 1 13 1 T + 1 {Ia
< SOME.I COWD RE I S52.2 I 3v.t I 9.6 1 S0 0 N
) I 16,2 1 27.3 I 1o.7 1 5.5 1 1.9
I 7.4 1 4.2 1 1.3 1 7ol Ad
i -f-------- Temmm———- [--=----- [-------- [-------- [
% 3 I 39 1 35 1 25 1 26 1 6 1 141
- SOME.BUT NO INFL I 27.7 1 24,8 I 17.7 1 8.4 1 11.7 1 1td4.»
. I g.9 1 23.3 I 20.8 1 21.8 I t1.”R 1
" [ 4.0 1 .6 1 2.6 1 2.7 1 1.7 001
i “leremme- -mmme-—- e J-=--- [omcmemm- 1
4, 1 7 1 10 1 8 I 28 1 FAT | 84
- SCARCE. ORD TRY 1 8.3 1 11,9 1 9.5 I 33.3 I 38,9 1 8.7
- 1 1.6 1 6.7 1 6.6 I 23.9 I 22.8 1
g I 01 1.0 1 8 1 2.9 1 %o
< “f--=----- [----=--- [-------- [-------- [~---m=-- [
5. 1 32 01 46 1 b6 1 7 1 84 1 288
MONE, | WAS ORDE I 1t.2 1 16.1 I 23.2 1 20.0 1T 29.% 1 23.9
] I 7.3 1 30,7 1 Sa.t 1 47.9 1 1.8 1
. I 3.3 01 4.8 1 6.8 1 5.9 1 8.7 I
. ~l--mm-—- [---ooum- [-------- 1-------- [--=----- I
. COLUMN 478 150 122 119 136 245
TOTAL 45,4 15.5 12.6 12,73 14,1 foon
i RAW CHI SQUARE = 578.68122 WITH 16 DEGREES OF FREEDOM. SIGNIFICANCE = wu
; CRAMER"S v = ,38719 CONTINGENCY COEFFICIENT = ,m1227
4
i This chi-square value is extremely high, In fact 1t 1s the second
hiahest in the survev, onlv surpassed bv the relationship between what the h
’ recruiters oreviously knew about recruiting and who provided them with this )
i !
9 knowledae (see page 74), The significance is 0. meanina with [00 percent
probability that there exists a relationship between the reacruiters
* L
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participation in the selection process and haow thev feel about beinag selected.
? The fiqures also show the hiaghest contingency coefficient in the
survev for a table of similar rows and columns., meaning that there is a verw

strona deqree of association.

-

Lookinag at the table and starting with the row percentaaes, 1t 1is

-
L)

seen that 90,6 percent of those 319 recruiters who experienced the htghest

; level of participation 1n the process liked being selected ".erv much": and
&
- that 82.7 percent of those who had same. and t1nfluenttal participation L1len
-
- i1t erther somewhat or verv auch. On the other si1de of the scale 1t 15 seen
o that 47.3 percent of those /83 who were ordered eitther disitted 1t somewhar
5 or verv amuch, which also was the perception of "0, percent o: those who teltb
j scarce 1nfluence,
- Lookina at the column totals. B82.2 percent of those who li1led berna
E}
selected "verv much" nad experienced either high or some, and i1nfluential
‘z participation: whereas. on the other hand. 84.0 percent of thocse who "disiiked
k.
B verv much" being selected had experienced eirther scarce or ngQ participatian
K.
R«
R at all.
o SYAMARY, There 15 a verv stronag relationship between the recruviters:
f participation i1n the selection process and how thev feel about being
)
selected. Almost evervone who had a hiaoh dearee of participation liked heing
: selected as a recruiter, whereas half of those who were ordered. and two-
. third of those who felt scarce 1nfluence. disliked 1t either somewhat or
..
i . verv much,
Y To examine the lono term etfects of a participatino selection precess
3 I crosstabulated the recruiter s level 2¢ participation with how the. later
feel asbout being recruiters,
9
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L]
N
.i: ¥ * % # # % ¢ L ROSSTABULATTIOON 0 F € O X 2 £ & * ¥
2’ Q22 DID YOU PARTICIPATE IN SELECTION FROCESS B
o Q10 HOW DO YOU FEEL ABOUT BEING A RECRUITER"
N A
! ¥ £ ¥ X #£ X £ % X X F # F ¥ % £ F % F £ F F & F ¥ ¥ ¥ & F ¥ X ¥ K &£ £ * &
o
alo
o COUNT I
ROW FCT ILIKE IT LIKE IT HAVE NO DISLI*E GDISLIKE ROW
. COL PCT IVERY MUC SOMEWHAT SP FEEL SOMEWHAT YEF( HUC TOTAL
s 0T PCT 1 1.1 2.1 3.1 4.1 .1
:. @22 mmeme-e- [----~--- [-------- [-~--~--- [---s---- [~------- I
b~ 1 I 194 1 64 1 28 1 te 1 1501 1A
b HIGH,I COULD CH I 0.8 I 20.1 I 8.8 [ §S.0 1 S.2 ' 7I7.1
- I St.2 1 30,5 1 27.5 1 t4.0 1 ti,e |
. I 20,1 1 6.6 1 2.9 1 1.7 01 1.3 1
o “le-mee-e- [-------- e I I I
- 2.1 69 1 71 71 15 1 s i 1l
- SOME.I COULD RE 1 S0.7 1 27.2 1 6.6 I 1l.0 1 4.4 1 14l
N I 18.2 1 7.6 1 g.8 I 3.2 1 P
ol I 7.2 01 3.8 1 7 Lo 1 =
) “l--m-eee- [-------- [-~------ [-==----- [=m==mm-- I
. .1 38 1 3001 22 1 oo o0
;- SOME.BUT NO INFL I 27.0 I 21.3 I 15.6 I 14,3 1 1.7 1 1d.»
I to,0 1 14,3 1 2t.6e I 8.4 I 18,8 1
-2 I 3.9 1 .1 2.3 1 2.2 1 .11
) “femmmm——- I---=---- I-------- [---we--- [-----r-- I
4, 1 8 1 111 11 19 1 501 84
;s SCARCE. ORD TRY 1 9.5 1 {3.1 1 3.1 1 22.6 1 41.7 1 8.~
y I 2.1 1 S.2 1 10.8 1 16.7 1 11,9 1
w I 8 1 faf 1t 1 2.0 1 3.e
s -l--e----- [-------- [-------- [-------- [-----~- I
! 5. 1 70 1 68 1 32 1 43 | 7201 285
o NONE, [ WAS ORDE I 24.6 I 23.9 I 11.2 1 18,1t I 25.3 I 29.5
- I 18.5 1 32.4 1 31.4 1 37.7 1 4.0 |
o I 7.2 10 7.0 @1 3.3 1 4.5 1 7.5 1
- S [-------- [-------- [---=---- [-------- I
- COLUNN 379 219 102 114 lov 05
\ TOTAL J9.3 21.8 10.6 1.8 16.6 foo, 0
:: RAW CHI SQUARE = 202.86463 WITH 16 DEGREES OF FREEDOM. SIGNIFICANLCE = 0
- CRAMER"S V = ,22925 CONTINGENCY COEFFICIENT = ,d1678
é‘ This table has an extremelv high chi-square value and a s19n1ticance
~ of 0. It is has a verv high contingency coefficient., The tatle content 13
N
)? considered self-explanatorv and shows with a 100 percent orobabilit. that
bTs
(: there is a strona relatisnship between the level of particar tyorn ara o
i
thev later feel abnout being recrulters,
-
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Hypothesis 7 3 THOSE WHO WERE GIVEN AN EXFLAdinl[ut GF TOLD AFOUT
THEIR SELECTION MWERE MORE FOS{TIVE TOWARD THEJC®
RECRUITING ASSIGMNMENT THAM THNISE Wi} WEFE
INFORMED THRQOUGH TMPERSONAL OFRDEFRS.
This hvpothesis 15 close to, or might be considered az a contiauarian
ot. the previouslv discussed hvpothesis number 6. It wag selected \n crder
to encompass the value of interpersonal communication, even tf none 2f tna
participants had anv 1nfluence on the selection.
The central test parameter 15 gquestion 21: "How were .3u 1né<armne
about the selection®"., The answers have the followina distributlicn 25 searn

<7

an page .

)

2l. How were vou 1ntormed Q1.0 Fersonallyv by m. commander

about the selection”®

7.4 % FPersonallv steiephaoner b, HILFEEDER

2.3 7 Bv receipt of tae sur.e. pachanes

J4.3 7 In a written order

16.0 7 Other, speC1Ifvi. i ivennrnas

The answers represent distinct alternatives and hz.e to be ceparsteo!l
addressed and evaluated. The first two describe some sart of persanal com-
munication. whereas the next twe represent some sort of impersmnal 1nformatian
about the selection., The last alternative. "Other", will not be coma~nted cn
as the varietv of responses make it less operational, for 1nstance, "that thic
was a wav of getting an assignment in the USAR" or "as a wav of reenlisting
in the Arav",

Most of the recruiters (35.6 percent) were informed 1mpersonally
about their selection to recruiting command. while 28.4 percent were
personallyv told bv either thetr commanding officer or bv RMILFERCEN,
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# % # ¥ # » » # * CROSSTABULATION OF # % 5 % # & * % &

Q21 HOW WERE vOU INFORMED ABOUT SELECTION® B
Q23 YOUR FEELINGS ABOUT BEING SELECTED®

# 0% K R OE O3 £ X % %2 Ok % 3 & % R OB £ E £ % % % £ % F X F £ X 2 X £ F & & %

Q23
COUNT |
ROW PCT Il LIKED I LIKED NO SPEC DISLIKED DISLIFED i
COL PCT IIT VERY IT SOMEW FEELINGS SOMEWHA VER¢ M} TOTWL

T0T PCT 1 1.1 2.1 3.1 4,1 5.1
021 meeemee- [---me=n- J-==-===- [-==vwe—- [~ [-------- [
t. 1 129 1 It 1 26 1 15 1 a 1 B
FERSONAL B¢ CDR I 61,5 I 19.2 I 12.8 I T4 oo [ 21,
I 28.5 I 20.7 1 21.3 1 2.6 1 3,4
I 13.0 1 3.2 01 2.7 1 1.6 1 = 1
e ]----==-~- --=w--- [-~-=--=-- [ - {
20 1 13 1 9 1 S 1 S 1 2 ] Tt
FERSONAL B¢ MILP I &Z2.0 I 12,7 1 7.0 01 7.0 01 g, Tl
[ 10,9 1 .0 ] 4.1 1 4,2 1 9.5 1
1 4,0 1 .91 951 LS00 .81
- [-rem---- [~ [-~-=--- [--omem- I
.01 IO 34 1 o 1 e 1 43 ] R
RECEIPT OF SURVP I 24.9 I 16.7 I 14,9 1 8.5 I Zz4.4 1 iw.8
I t1.4 1 22.7 I 24.6 1 31.9 1 3Je.w 1
[ 9.2 1 3.9 1 5.1 1 3.9 1 3.1 1
-l-------- J-==-w=-- [--===-=-- J--mm—--- [-=me - [
4. 1 115 1 56 1 4 1 35 1 o4 I 3ln
WRITTEN ORDER 1 34.2 1 6.7 I t3.7 1 16.4 1 19.0 1 34.8
I 26.3 @I 37.3 1 37.7 1 46.2 oI 47.1 1
I 1.9 1 5.8 1 4.8 1 5.7 1 6.0 |
-l-------- [---===-- [----e--- J-rmmmm- [----~--- I
3. 1 104 20 1 15 1 6 1 I 1 154
OTHER I &7, I 13.0 1 9.7 1 3.7 1 .8 I lo.u
I 23,7 1 3.3 1 12.3 1 5.0 1 0.0 1
I 19.8 [ 2.1 1 1.6 1 o 1 R
]~ [---=m--- [--=--m=- J-emmmm - Joermmmm- 1
COLUMN 438 150 122 119 l3e 563
TOTAL 45.4 15.5 12.6 12.3 14,1 tod,

RAW CHI SQUARE = 138.62539 WITH 16 DEGREES OF FREEDOM. SIGNIFICANCE = o ouvun
CRAMER"S Vv = .18951
CONTINGENCY COEFFICIENT = ,3544]

The table above has a high chi-square value and a low sianificance.
The contingency coefficient is significantly hiagh and serves to verttv a
strong relationship between how the recruiters were intormed about their
selection to recruiting command and how thev felt about beina selected.

The vertical axi1s itquestion 21) has to be considereg as conzisting

108




of distinctive values whereas the harizontal axi1s (question 23) 1€ built

according to Likert s scsle,
Bv accumulatino the two different wavs of beina 1nformed about

selectinn and concentrating on the row percentages, the following oattern

appears:
3
Liked 1t [Liked 1t [NoO spec Disliked |Disliked | Total n
v. much somewhat | feelings jsomewhat |v. much :
Fersonally 155 40 31 et 14 274 )
6l.7 14.5 11,3 7.3 5.1 )

Impersonally 165 90 76 93 113 537
30,7 16,7 14,2 17,3 2l 5

SUHHARY., There 1s a strona relationship between how recruiters ware k
informed about their selection to recruitina command and hgow the. f2it abonrt
being selected. Those who were personally told about the celection were twice
as positive as those who received impersonal information through a letter or
an order. Those who were 1nformed impersonallv seem to dicslike the selection

"verv much" about 4 times as often as those who were persconallv told.

P

Fermit me a maraoinal note about the distribution of those who
answered thev were 1nformed through the receiot of the traditional surve.-
packaaqge welcoming them to USAREC., I assume this has been incstitutiona)izeo

in order to make the selected recruiters feel more positive to the assignment,

RIS

The table shows. however . that this objective is not achieved.

. e _s_» s »
»

To conclude by combining the last two hvpotheses. both dealinag with
the final selection and information, I put up two three-dimentional creoss-
tabulation tables., | used the questions 23 and 22 as table variables. and -d
aquestion 21 as the controllina element. The tables are precented on the ne-t

two paaqes.
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* & & % % % CROSSTABULATION OF # % % #» % % % & *

@23 YOUR FEELINGS ABOUT BEING SELECTED? B

@22 DID YOU PARTICIPATE IN SELECTION PROCESS

CONTROLLING FOR.,.

Q21 HOW WERE YOU INFORMED ABOUT SELECTION? VALUE 1. PERSONALLY

By CDR

£ £ £ ¢ % £ R £ £ £ £ £ £ £ £ £ % X £ £ £ £ £ £ £ F * £ £ £ £ £ £ + £ & *£

022
COUNT I
ROW PCT IHIGH.I SOME.! SOME,BUT SCARCE. NONE. I ROW
COL PCT ICOULD CH COULD RE ND INFL ORD TRY WAS ORDE TOTAL

T0T PCT 1 {.1 2.1 3.1 4.1 5.1
Q23 meeme-e- [----==~- [----=-=-- [----=-=- [----=-- [---=-=--- [
1. 1 77 1 26 1 111 2 1 I 1 {28
I LIKED IT VERY 1 1.6 1 20.8 I 8.8 I l.o I i 1 al.s
I 92.8 1 8.9 1 44,0 1 15.4 1 lo.% |
I 37.9 1 12.8 1 5.4 1 1.0 1 4.4 1
e [---=~=-- [--~---- J-mmmme-- [--mmmmms 1
z2. 1 ¢ 1 to 1 § 1 5 1 501 1
I LIKED IT SOMEW 1 0.5 1 32.3 1 19.4 1 leo.t I .3 1 15,3
I 2.4 I 26,3 1 24.0 I 38.5 1 8.0 |
1 1.0 1 4,9 1 .01 2.5 1 RV
“l-----—~- J----~==- ] J-~---=--- J----=--- 1
3.1 301 1t 1 4 1 2 1 16 1 26
NO SFEC FEELINGS I 11.5 1 .8 I 15.4 1 7.7 1 ~1.5 1 1..8
I 3.6 1 2.6 I t6.0 I 15,4 I 3e.d4 1
1 1.9 1 901 2.0 1 .o I 7.3 1
- [-=emmm-- [---=n-- [~=rmmm-- [--=~--- I
4, 1 1 1 0 1 I 01 %01 8 I 19
DISLIKED SOMEWHA I 6.7 1 0 1 20,0 I 20.0 1 &3.3 1 7.4
I 1.2 1 0 1 2.0 1 23,1 1 18,2 1
1 91 0 I 1.5 1 1.9 1 1.9
-l-------- [----~--- [--~w=="- J~emmmm-- I-------- I
5. 1 ol I 1 t 1. 11 I -
DISLIKED VERY MU I O I 6.7 1T 16.7 1 1.7 1 Sa.0 1 SR
I o 1 2.6 1 4,0 1 7.7 1 s.A T
I 0 1 .9 1 .5 1 501 1.9 1
- - Jommmemm- [--~=----- Joemmrm [--=--nm-- 1
COLUMN 83 38 25 13 4 207
TOTAL 40,9 18.7 12.3 .4 21.7 tHa, o
FAW CHI SOUARE = 102,07750 WITH 16 DEGREES OF FREEDOM. SIGNIFICANCE = o, d0an
CRAMER"S ¥ = 35456 CONTINGENCY COEFFICIENT = ,57844

Both tables have high chi-square values and low enouah levels of
s1ani1ficance to veri1fy the relationships. The continagencv coefficients are
also both verv hiah and siqnal high dearees of association.

The tables show no sianificant difference for those who experienced
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RECRUITERS FEEL LESS SATISFACTION IN THEIF JOE RS

o}

8:

Hypothesis

RECRUITER THAN WHAT THEY FELT IM THEIR LAST JOE.

This hvpothesis has alreadv been briefly discussed in considerina

hypothesis number S5: “"Recruiters feel a drop in their own performance when

compared to their performance in their last job." In pursuino the consequenctes

of that hypothesis, I found it interesting to address the re=lationship between

the recruiters drop i1n performance and their later feelinas as recruiters

What I have done for this hvpothesis is to compare tre change 1n

of satisfaction bhetween whit thev experienced 1n their pre«i1ous 1cbs and !

thev feel in their present 10b as recrulters: angd to 1nyestpyste 1+ this

anv Cconsequences on the selection process. The test question 13 2uesticn b
Mean:

St dewv:
Hedian:
Yarlance:
Hode:

Skewness:

39,13
21,8
i0,
11,1
lo,

Like 1t ver. aucn
Like 1t somewhat

No soectal feelinas
Dislike 1t scmewhat
Dislike verwv much

about betnag a
recruiter”

1y, How do vou feel

Another central test guestion 1n this

c "o
U H

hvpothesis 1s aguestion | 11 thinn

considered.

how satisfied or dissatisfied were vou

with the

militar.

of li4e durina vour last

13,

vour last

ioch™".

10b7?

This resulted

How satisfied or dis-
sati1fied were vou

1n

S o

o~

1n the

Verv satisfied
Satisfied

Netther satisfied
Somewhat dissatist,
Verv dissatisfied

distriburion

rsee paj
Mean:

St dav:
Median:
Varilanse:
Mode:
Skewness:

The differences between tnese twn nraoégle

1¢

tables can be easilv seen and there

rect,

c

no doubt

However .,

when crosstabulating these

2
L

ti

that the hvopothesis 13

some

tnterestinn

thinnec

nerar

two questinng,




# % & » *# % ¥ ¥ ¥ CROSSTABULATION OF % %# » & % % & & &

Q1o HOW DO vDU FEEL ABOUT BEING A RECRUITER™ By
NS SATISFIED WITH MILITARY LIFE IN LAST JOB"

4 % 2 % & 3 & £ 4 4 X X £ B X £ E X X F K £ £ * F £ £ * % # £ % X + X x 2

ats
COUNT 1
ROW PCT IVERY SAT SATISFIE NEITHER SOMEWHAT YEF« [I3 R
COL PCT TISFIED NOR DISSATI SATISFIE TOTAL
TO0T PCT [ 1.1 2.1 3.1 4.1 501
1o s [--=-m--- I-=--m-=-- [-----mm- [-------- [--v-s--- I
b1 262 1 7 1 701 12 1 to1 ITs
LIFE IT VERy MUZ [ o%.1 I 23.6 1 1.8 1 e 1 A S
I 8.8 I 3%.3 @I 36.8 @ 3.2 1 5.0 1
[ 27.2 1 1o, 1 7ol t.2 1 Sl
B Belinbedei [---euv-- [-~-c==-- I------- [---r-m-- !
.01 135 1 8l 1 S 1 S 1 o1 AN
LIYVE IT SOMEWHAT [ 54,3 1T 30,0 ] 2.8 ] Sod S N
I Zeoo 1 25,5 1 26003 1 26,7 1 vl
I oid.o 6.5 1 S 1 SO N
B Raiaiaiaduiadntes [-=-n---- [-------- [-------- [-------- I
T 7o 1 il 1 o1 b1 bl Lol
HAVE NO SF FEEL I 73.3 1T 20.6 1 2.5 1 te ] Lo 1 tous
I 1.2 1 8.3 I 15.8 1 S0 LGoe ]
[ 091 2.2 1 3o S o
B el f----e--- [----m--- [~=-mm--- [-------- I
4, 1 771 I 301 {1 IO { ISR
DIstIvE SOMEWHAT 1 7.5 1 28.9 1 2.6 1 91 LUNES S N U
I 1.4 1 13.4 I 15.8 1 .3 1 o1
[ g.o 1 .41 301 .1 O
B it f--v----- [-------- [----=--- P-------- I
5. 1 1o 1 33001 b o1 | leov
TS EFc HUC I T85.7 1 dé.e ] o1 0o 1 L S -
I 138.6 1T (3.4 1 5.3 1 AU o1
Poraor .40 1 11 v SO
AR Bl I-=---~-- [----=---- [----m--- [---=-n-- I
COLUMN RN 247 19 19 105
TOTAL 7ol 25.6 2.0 2.0 4 pesn

Fhaw CHI SOURRE = 21.10357 WITH 16 DEGREES OF FREEDOM. SIOGNIFICAHCE = 1746
CRAMER'S v = ,07394
CONTINGENC: COEFFICIENT = 14629

This table has a low chi-square value, but more 1mportant a vaiue ot
significance far higher than mv earlier selected level (0,003 tor acceptina

the hvpothesis. This means that there 15 no relationship between how the,

presently feel about beinqg recruiters and how thev felt 1n their last robs,
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This lack of relationship ts interpreted to mean that there 1z no

correlation between how thev felt 1n their previous job srtuvations and how
they now feel about being recruiters. It is not true that those who earlier
felt dissatisfied also feel dissatisfied as recruiters: and more 1meertant, 1t
1s not correct that those who earlier felt satisfaction i1n their 10b 31tu3ti1ons
also feel satisfied in their present jobs as recruiters.

When studving the column percentages for those 676 7w, 1 oercent: who
telt "verv satisfied" 1n their last jobs. onlv 38.8 percent o+ them have 3
similar attrtude toward their present 1ob situation., and almest halt of tree
feel ambivalent or dislike beinag recruirters. A similar pattern 1= zeen amgna
those 247 who earliler were "satisfied”,

Note also that the row percentaces i1n the two left columns, showing

1

thase who felt satisfied or verv satisfied 1n their previous '0bs. are all
larger than 94.3 percent. In fact. the highest level 0f satisfaction 1¢ fonnrd
in the lowest row where 99,4 percent of those who now dicslike verv much being
recruiters characterize their earlier job satisfaction as ver. catisfving.

The number of those who were ambivalent or dissatisfied in their
previous )Jobs is so small (all together 4.4 percent) thxt corcluszions 1n thas
area might be statisticallv itnvalid.

SUMMARY, Recruiters feel less satisfaction 1n their 10bs as recruiters

than what thev felt in their last jobs. This feelina 15 i1ndependent of how

thev previously felt about the militarv as a wav of life,

Mv reason for pursuing this issue 15 to 1nvestioate whether or not
this drop 1n 1ob satisfaction has anv long term consequences: and since [ am
tnterested 1n the future environment on the selection oroc=ss. [ out up ques-
tion 10 agsinst aguestion B: “What 15 vour preference for wour rne-t or soh-

sequent assitanmentienlistaent™",




l'7 La L aMCAUR JHa o Va0 110 i ey J0at el LNato SN (ke fak Raes AN W PP N R ey, vy . T . A A A AR AR AL Pal tal Call T8 R g ik foh Bl
.
L)
Y * & % & x+ 2 xx CROSSTABULATION OF % & & ¢ 2 » % 4
: 08 WHAT IS YDUR PREFERENCE FOR NEXT ASSIGN® B
) 0to HOW DO vOU FEEL ABOUT BEING A RECRUITEFR®
[,
. ¥ %K O X F £ £ X 2 £ K ¥ &£ ® X % F E X X X % X ¥ ¥ * ¥ X * 2 ¥ * £ ¥ £ ¥ X * ¥
" @10
, COUNT I
ROW PCT ILIKE IT LIKE IT HAVE NO DISLIKE DISLIKE ROW
. COL FCT IVERY MUC SOMEWHAT SF FEEL SOMEWHAT VEF, MUC  TOTAL
3 TOT FCT 1 b1 2.1 3.1 4.1 S.1
. N8 meemm-e-- [--~m---- [------~-- [---=---- J---~mm- [---mm-- I
. .o 78 1 24 1 301 20 vl L
REENL AS OWPROD I 72.% 1 22.4 I 2.8 1 1.9 1 o1 1.1
1 20,6 1 1t.4 1 2.9 1 1.8 1 oo
I 8.1 1 2.5 1 A oo TR
S R e [ [-- e I
. 2. 1 153 1 S 1 19 1 s 1 o1 2Is
X REENL IN USAREC I &B8.0 I 20,0 I 8.4 1 7.2 1 U S
. I 40.4 1 21.4 1 18. I 4.3 1 I
4 1 15.9 I 4.7 I 2.9 1 .51 I
-[---m--- [-==mm-=== [----=--- [-~=------ [~-nmmm- I
. .00 37 1 38 1 12 1 7ol to I 114
REENLISTMENT NCO I 41.2 I 33.3 I 10.5 I 6.t I 8.8 1 11.8
I 12.4 1 18,1 I 11,8 I 6.1 1 &.3 1
I 4.9 1 3,9 I 1.2 1 A S DR
S R [----=--- [mmmemm-- [--mmmo- I
§ 4, I 27 1 83 1 39 1 os 1 771 7z
,. IN PRIOR MOS I 9.9 1 23.2 1 4.3 1 24,3 1 23.3 1 8.2
X I 7.1 @ 30.0 I 38.2 1 §7.9 1 48.1 1
- I 2.8 1 6.5 @I 4.0 @I 6.8 1 3.0 1
N S CEEEREES [---=---- O O [=--nmm- i
5, | 7 1 15 1 1o 1 231 Se I 113
ANY ASSM OUTS AR I 8.0 I t13.3 I 8.8 [ 20.4 [ 45.& 1 (1.~
I 2.4 I 7.1 1 9.8 1 20,2 1 35,0 1
. I .9 1 1.6 I t.0o I 2.4 I 5. [
S e [---mmmm- [~---=--- [--=---=- [--mmmmmm I
- 6., 1 14 1 s 1 5 1 71 12 1 43
RESIGN I 32.6 1 1t.6 1 tt.6 I te.3 1 27,6 1 4.5
I 3.7 1 2.4 1 4.9 1 6.1 1 7.5 1
. I 1.5 1 .5 1 5 1 A2 S
S [----mmn- [~-=-=-=--- e [---mmmm- [
: 7.1 st 1 20 1 14 1 4 1 R 31
) NO PREF I 56,0 I 22,0 I 15.4 1 4.4 [ 2.2 1 9.4
. I 13.5 1 9.5 I 3.7 1 3.5 1 1.2 1
I 5.3 1 2.1 I 1.5 1 41 L2
-l-------- [-~emmmm- | [--=me--- e I
COLUMN 379 210 102 114 lev 965
TOTAL 39.3 21.8 10.6 11.8 to.0 100, O
- RAW CHI SQUARE = 441.54469 WITH 24 DEGREES OF FREEDOM. SIGNIFICANCE = 0 ‘
CRAMER"S Vv = ,33822
. CONTINGENCY COEFFICIENT = ,56030
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The table on the previous page has an extremelv high chi-square value

and an extremely low value for significance. Cramer s V is hiah enough to
verity a strong relationship between the recruiters preference far their

next assianment and how thev feel about beinc recruiterc,

The most 1nteresting aspect of this table is the oehavior cf thoss
who ei1ther like or dislike being recruiters with reqard to their preference
tfor thneir next assianment, I will not comment on the 4.5 percent who want to
resiaon from the Armv or the 9.4 percent who have no preferences.

Almost all of those who like being recruiters verv much 73,4 percant:
want a future assianment within recruitinag, and verv few of them 1*.% percent:
want an assiqnment outside of recruitina, On the other hani, those wno dislita2
recruirting want to either return to their prior MOS or to have an assianment
outside USAREC (83,1 percent of those who dislike being recruiters «erv much
and 7B.1 percent of those who dislike it somewhat). and verv few of them want
to remain 1n a recruiting assignment (8.3 percent and 12.3 percent respectivelv,.

The consequence of the above is that the "first hand" 1nformation that
ts "brought back"” to the units in the Army about recruitinag 1s furnisned b-
those who feel stronalv dissatisfied as recruiters. This conclusion will be
tollowed up in the discussion of hypothesis number 9: "Recruiters who feel
dissatisfied will not recommend a recruitinag assignment to one of their aocd

friends”.

SUMMARY. Almost all of those who like beina recrurters want z future
assignment within recruiting. Those who dislike being recruiters, on the
other hand. primarily want to return to their prior MOS or fto nther azcypan:
ment: outside USAREC., This means that the iocal,"firzt Fand” 1nbtarsmaryan apnet

tesrnrtinn will be pro.ided by NCOs who felt dissatiséred s rocvurier

"
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Hvpbothesis % EKELFUITEFS WHO FEEL DISSATISFIED wlLL WOT FECOHHEND

A RECRUITING ASSIGHMENT TO THEIFR FRIENLS.

This hvpothesis might seem self-evident. but il was established 11
. order to gqualttv tne tvpe of 1nftormaricn that 13 brouant 0ack o expariancen

recruiters to their NCO collegues who form the pool of potenti.l recruiters,

Juestion ! is a straiaght forward I{. Would vou recommend recruifting
to one of sour qaod
guestion: "Would vou recommend 3 triends’
recrulting assianment to one of Y 1
«our 422d triends- . The answers 4.4 L 1D
X got the distribution &s oresented N L L A Y
s on paae 35v,

Another obvious test question to verify the hvootneszi: perore

elaboratinag on other areas i1s question 10: "How do vou teel about being =

recruiter®", This question has the following distribution tas presented an

page 30):

[, How do vou feel about being a3
recruiter? 39,3 % Like it verv much

21.7 % like it somewhat Hean: Z.447
St gev: L.S0%
10,6 7, No special feelinags Hedian: 1.593
Variance: o.Zos

11.8 7 Dislike it somewhat ilode: !
Skewness: 0,570
i6.06 7 Dislike 1t verv much

fhe table on the next paage, which puts these two guestions up xoz1nst
each other, might be used as 3 classic example at & verv strona relatiunshie.
[t has an extremelv hiah chi-square value and a value for sianiticance so
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# % % * » x * * # CROSSTABULATTIGN OF % % % # # ¥ £ € *

211 WOULD vOU RECOMMEND A RECRUITING ASSIGNT B
o0to HOW DO YDOU FEEL AROUT BEING A RECRUITER®

OR OB X & £ F O B £ ¥ £ ¥ X % ¥ F X ¥ £ X X £ £ £ £ £ X x X £ £ £ X £ £ ¥

@to
COUMT I
ROW PCT ILIKE IT LIKE IT HAVE NO DISLIKE DISLIKE ROW
COL PCT IVERY MUC SOMEWHAT SP FEEL SOMEWHAT VERy HUC TOTAL

TOT PCT I t.1 2.1 3.1 4.1 5.1
@err . mmmemee- [-------- [---mmm-- [«vsmoeee [----moe- [-----=--- I
te 1 288 I 74 1 17 1 71 DU 3Bo
1ES I 74,6 1 1%9.2 1 3.4 1 1.8 1 oL duLw
I 76,0 1 35.2 1 1le.7 1 6.1 1 o 1
I 29.8 1 7.7 1 1.8 I 71 vl
e I---m=--- Jeroomomn [~--mme-- Jommmmmm- )
2. 1 44 1 84 I o4 1 9z 1 150 I 440
NG I 10,0 1 19.1 I 14,5 I 20.7 1 35.% I 45,0
I 1l.6 1T 40.0 1 62.7 1 8uv.7 I ?27.5 1
I 4,6 1 8.7 1 6.0 1 .5 I leo.d 1
~l----me-- [--=emm=- [-==oee-- [--=omm-- [--=-==-- i
3. 1 47 1 2 1 21 1 131 4 1 135
pon T KNOW I 33.8 I 37.4 1 15.1t I 19.8 1 P TR
I 12,7 1 24.8 1 20,6 I 13.2 1 20901
1 4.9 1 5.4 1 2.2 1 leo 1 401
e [--===ee- [-=--ne- [---emm- [---m=ue- I
COLUMN 379 219 192 114 lou 763
TOTAL 39.3 21.8 10,6 11.8 fe.o Fou, o

RAW CHI SQUARE = 499.12343 WITH B8 DEGREES OF FREEDOM. SIGHIFICAMLE = 0o
CRAMER"S v = ,508%54
CONTINGENCY COEFFICIENT = .38387

low that it is statisticallv impossible to obtain anv larger chi-square

value in a similar table. Cramer s V 1s also verv high. Thus. this table
shows with a 100 percent probability that there 1s a verv strona relationship
between how thev feel about being recruiters and whether or not tnev would

recommend a recruiting assignment to their friends.

Wwhen looking at the table it is seen that almost all ot those who
answered that thev would recommend a recruitinag assianment either like beina

recruiters verv much or somewhat (93.8 oercenti. On the other nand. all tnose
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who dislike beinag recruiters "verv much" would either not. or don t bknow 1t
thev would., recommend it to their friends. This 1s also the case for almocst
all of those who dislike it somewhat (93.9 percent).

When toneiderina those who answered that thev "don t Jnow” 1% 12 seen
that most of them (71.2 percent) either like being recrurters .2r. much or
somewhat, and it is sate to assume that their hesitation 1s based cn
considerations concerning their friends aqualtfications, [+ 1t, however, 13
rocoted i1n their own perceptions, 1t 15 assumeg that thev will te more
positive than neaative over time, or at least will orovide Dalanced

intormation, but a few will probablv advise aaainst 11,

SUHHARY ., Less than half ot the recrulters would recommend 3 recr:i:ning
assianment to their friends. Those who feel dissatisfied wovld zbsolutelv not

recommend 1t, whereas most of those who like being recruirters woutd,

In order to tie this attitude to how thevy themselves e-perienced the
selection process, I put up question 22: "What was vour participation i1n the
selection process®" against whether or not theyv would recommend a recrurting
assignment,

The table on the next page shows a sufficientlv hiah chi-square value
and low significance to ijustify the relationship, Cramer s Vv 1s hiah enouanh
to verify that there is a relationship between the level ot their own par-
ticipation 1n the selection praocess and whether or not thev later would re-
commend a recruitting assignment to their friends.

A polarization is seen in the table, especiallv between those who
answered "ves"” and those who answered "no". Some 50,3 percent of those whn
answered "ves" have experienced a high level of participation. whereas
38.4 percent of those who answered "no" have experienced nc participation,
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# & % % & » ¥ % CROSSTABULATION O F & & % & % % & & &
011 WOULD YOU RECOMMEMD A RECRUITING ASSIGH? By
N22 DI yDU PARTICIPATE IN SELECTION PROCESS™
£ % % % £ F 2 2 £ £ % F * F F £ £ & % % # F £ £ X # % £ £ £ X & & £ £ * %
@22
COUNT 1
' ROW FCT IHIGH.I SOME.I SOME.BUT SCARCE. NONE. 1 ROW
: COL PCT ICOULD CH COULD RE NO INFL QRD TRy WRS ORLDE TOTAL .
bi T0T FCT 1 1.1 2.1 3.1 4,1 5.1
AY arr mmemmae- [----==-- [-----=-- I-------- I----~---- [-------- [
- o1 194 1 85 1 44 1 to 1 731 3o
» YES I S0.3 1 16.8 1 1.4 1 2.6 1 18,7 1 3u,u
F I 60.8 1 47,8 T 31,2 1 1.9 1T Z2&8.a- 1
" T 20.1 1 6.7 1 4.6 1 too 1 |
N -]--r---- Jemmmm--- [--=-~--- [---mm-=- [-mmmem-- i
2 1 83 1 47 1 730010 87 1 a7 1 3du
3 NQ I 9.1 I 10,7 I te,0 I 15,2 1 38,4 | S.o
I Zs.3 I 3.6 [ St.8 I 7“%,8 1 35,7 1
- I 8.7 I 4,9 1 7.6 I 0.9 L 175 1
- -l-------- [~=em---- [----~--- [--=-v=-- [--=-==-- I
3.1 41 1 24 1 24 1 7 1 47 1 139
. DON T kNQW I 29.8 1 17.3 1 17.3 1 S.0 1 To0.5 1 14.4
. I 12,9 1 7.6 1 17,0 | 8.3 I iS.i 1
C I 4.2 1 2.5 1 2. I 7ol 3.5 1
“f---m——- [-=-=-===--- [----ne-- [-------- === 1
<z, COLUNN 319 136 141 84 85 965
n TOTAL 3341 14.1 14.6 8.7 29.9 1000
.
? RAW CHI SQUARE = 139.12110 WITH B8 DEGREES OF FREEDOM., SIGNIFICANCE = d.00u0
) CRAMER"S V = ,26848
CONTINGENCY COEFFICIENT = 35497
oy
‘s
~ Additionallv 14.8 percent of those who answered "ves” have
A )
A
) experienced "some, and influential" participation, whereas 15,2 oercent of
. those who answered "no" have experienced "scarce, and uninfluential”
§ participation,
. SYMHARY, Most of those who positively participated 1n the selection
|
- process would later recommend a recruiting assionment to one of thetr triends,
‘
b Most of those who felt little or no influential participation 1n the
4
' selection process would not recommend it.
.
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Hypothesis 10Os: MWIST OF THE POTENTIAL RECRUITERS kHOWLEDGE
ABOUT RECRUITING DUTIES IS wLOUIRED FROM NCO
COLLEAGUES WHO HAVE HAD EXFERIENCE AS # FECRUITER,.
The next two hvpotheses look at the information flow from the infor-
mation "supply" side. Manv aspects of this have alreadv been touched upon,
especially in the discussion of the first two hvpotheses. but these were
discussed from the information "demand" side.
fhis hvpothesis will guantifv and qualify the tvpe ot 1nformaticn
that 1s brought back bv experienced NCO colleagues to tne potential rec-

ruirters 1n the variogus units of the Armv,

H central question 1n presenting the "demand” side 1S QueEstion s
"Who. 1f anvone, provided vou with this knowledge®™" (about recruiting:’,
The distribution ot answers 15 as earlier presented (see paage 3w

8. Who. 1f anvone, provided
you with this knowledage? 2.0 7 Commanding officers

3.5 % Other officers tn mvy unit

11.9 7 Outsiders ttraveling teams.
recruiters erc’
38.0 7 NCO colleaques who nad evperience
as recrutters
7.0 7% Other NCO colleaaues

— | 37.6 % None

This table shows that NCO colleaques who have had experience as
recruiters far outrank anv other source of i1nfarmation. Disreaardina those
who said thev had received no information at all. some o6v.8 percent of the
potential recruiters received their 1nformation from this aroue. It 1s
therefore 1mportant to study what attitudes thev reveal i1n order to predict
therr 1mpact upon the selection process environment,

121 g

P -

et e et e n e e et e
R G L SRS W LS R AN SRS S Y

L]

’*'g‘;r*{cﬂ\*\ﬁ*i*fﬁf\'$¢;f



[ )
v
)
2 . .
by With the assumption that successful recruiters will be permitted to
ot
K
Q: reenlist in recruirtino 1§ thevy want to., which ts loalcal according to the
jh hiah prioritv that recruiting 1s given: then question 8: "What 1s vour
“ preterence for vour nevt or subsequent assionments/enlistment™”, reveals what
\
3
¥ . .
o will happen after the completion ot their tour. This guestion has thne
. tollowinag distribution of answers (as shown on page 48): .
s
e
il 8. What 1s vour preference for 11.1 % Reenplist as an On-Fraduction
o vour next assignment,senlistment’ Fecruiter

23.3 % Re=snlist 1n USAFEC., out not az
an On-Froduztion Recrulter,
1.8 7% Reenlistment WL

X

Ld
-.'.
?} d3.7 % MOS | helg petore recrulting gut-
‘¢
-~ 11,7 % Anv assianment outside UanwREL
}:
QN 4.5 7 Resign from tne Armv
'v'::
S 7.4 4 No preference
1 will compare the first two alternatives, which both represent a
u"
. continuation of their assignment 1n USAREC, versus the fourtn ano fifth which
:J represent returning to one of the units 1n the Armyv., The tirst aroup consists
X, of 24.4 percent of the respondents (332 recruiters) while the other aroup
-~ consists of 37.9 percent (385 recruiters),
" Crosstabulating using aquestion B as one of the variables reveals what
attitudes these groups possess.
b
-, - .
N The table on page 123, crosstabulatina how thev feel about being rec-
ruiters, has been presented previouslv on page {15. ] will not comment on 1t,
4
: except to restate that the local, "first hand" i1nformation zbout recruitinag
\d
‘o 1n the various units of the Army 1s provided bv NLOs who telt dissatistied 1n
)
their )obs as recruiters.
o ,
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{ # * & % # % *» # ¥ CROSSTABULATTIGON 0 F X £ F R K F X OB %
j
i 08 WHAT IS YDUR PREFERENCE FOR NEXT ASSIGN? By
210 HOW DO vOU FEEL ABOUT BEING A RECRUITER®
E $ £ K % £  # £ # £ ¥ ¥ * £ # F ¥ ¥ ¥ F £ F X # ¥ X ¥ ¥ % #£ * X ¥ ¥k ¥ ¥ & #
219 X
COUNT I
ROW FCT ILIKE IT LIKE IT HAVE NO DISLIKE DISLIKE FOW ]
COL FCT IVERY MUC SOMEWHAT SP FEEL SOMEWHAT VEF: MUC TOTAL X
10T PCT I 1.1 2.1 3.1 4,1 5.1 ;
@8 mmmemea- [~-=---~- [rommmm - 1-------- [-------- [---mm- I 3
y . 1 78 1 24 1 301 20 R po R
REENL AS ONFROD I 72.9 1 22.4 I 2.8 1 1.9 1 TR B B I
I 20.6 1 tt1.4 1 2.9 1 1.8 1 ol
I 8.1 I 2.5 1 L3O .21 oo
B BRI | [-----=-~- [-emmmmmm (PR !
2. 1 153 1 35 1 19 1 5 1 T 205 -
REENL IN USAREC I sB.0 I 20,0 I 8.4 1 2.2 1 IR T L -
I 40.4 I 21.4 1 18.6 1 4.3 1 R
I 15.9 1 4.7 I 2.0 1 .51 S
S [ommmmme- [-=a-m-=- [-----m~ [-~--n-nm I
3.1 47 1 8 1 12 1 7 1 fo 114
REENLISIMENT MCO I 41.2 I 33.3 I 10,5 1 6.1 1 8, 1 11.5
Io12.4 1 18.1 1 1.8 1 &.1 1 w.3 1
I 4.9 1 7.9 1 1.2 1 L7 IRTI
o T [-memmmmm | [-emmmmm- [-mmmmm - I
3, 1 27 1 63 1 19 1 bo I 771 27z
IN PRIOR MOS I 9.9 [ 23.2 1 14.3 1 24.3 1 8.3 1 28.2 :
I 7.1 1 30.0 1 38.2 1 .9 1 a8.1 1 )
i 2.8 1 6.5 1 4.0 1 8 I 8.0 1 A
N e [---mwm [-=------ [-~-----~ [-~--mmn-1 -
5. 1 9 1 15 1 to 1 231 fo 1 s
ANY ASSM OUTS AR I 8.0 I 13.3 I 8.8 I 20, I 42,5 1 11.° X
I 2.4 1 7.0 1 9,8 I 20,2 1 78,90 1 ,
I 901 1.6 1 1.0 1 2. I 5.8 1 )
R [--memmmm [-==memm- Jommmmmm- [-mmmmmm- I P
6. 1 14 1 s 1 5 1 701 12 1 3 ;
RESIGN I 32.6 1 11,6 1 1t.6 1 16,3 1 27.5 1 4.5
I 3.7 1 2.4 1 4.9 1 6.1 1 FIL T X
I 1.5 I 5 1 51 7O 1.2 01 .
§ S [--=-mmm- e [-~--=--- [--mmm-- I N
7.1 51 1 20 1 14 1 4 1 o 5 N
NO PREF I S6.0 I 22,0 I 15.4 1 4.4 1 .7 1 7.4 .
. I 13.% I 9.5 1 3.7 1 3.5 1 1.2 1
I 5.3 1 2.1 1 .51 N I o1
R | [-mmmemm | [--mmem- I
COLUMH 379 210 102 114 160 755 N
TOTAL 39,3 21.8 10,6 11.8 lo.o [ow, 0 :
RAW CHI SQUARE = 441,56469 WITH 24 DEGREES OF FREEDOM. SINMIFICANCE = o
y CRAMER"S ¥ = 33822 .
CONTINGENCY CQEFFICIENT = ,56030 o
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o
: To investiagate how the same qroups performed as recruiters [ put up
» question B8 aasinst question 9: “"All 1in all, characterize vour performance «o¢
“- a recruiter." That table 1s shown on next page.
'Q The table has an evtremelv hiagh chi-sauare value and an ertreacl.
1) . . i .
X low value tor sianificance, Cramer s V 1s high enough to verilry the 3trgna
(4 relationship between the recruiters preference for their next assianment and
[~ how the, feel about being recruiters.
AN
K-
[he row percentaages tell that 72 percent of those who wart to veentizt
'f as an-production recrutters and 73.4 percant 9t those wid want to fe22nl1st in
ot another USHREC position do above averaae. The same level or 1ob pereormants
- 15 felt by 36.4 percent ot those who want to recurn to their grior ri23 sna g
‘l
y hnd "
b onlv 31 percent of those who are willing to accept "anmv assionmeni nuteide
-
o USAREC",
.
On the other hand. onlv 5.6 percent ot those who want to reenlict as
: an-production recruiters and onlv 4 percent of those who want to reenltst 1n
-
Ll
- another USKRREC assianment feel thevy do below averaage. The came row percentlsans
faor those with below average performance is 28,7 for those who want to return
l
)
s to their prior MOS and 42.4 percent for those who are willing to accept “an.
o
h* . -
n assignment outside USAREC".
L]
')
. SUHMARY. Most of the potential recruiters knowledoe about recruitinn
o®
,\‘
: duties is acquired from NCO colleaques who have had experience as a recru:ter,
"‘.
‘N Those who provide this knowledge have mostlv disliked being recruirters, ang
I one-third of them characterize their performance as below average.
K
b,
)
*
) The subseauent table on page 126 crosstabulates auestion 8 with
: whether or not thev would recommend a recruiting assiagnment tn their $riends,
[
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08 WHAT IS YOUR PREFEFENCE FOR NEXT ASSIGN? By
Q% CHARACTERIZIE YOUR FERFORMANCE AS RECRUIT

¥ £ K £ R K £ K £ & £ EF £ £ # # ¥ ¥ £ ® *F ¥ £ ¥ F ¥ £ ¥ X ¥ K K K ¥ X £ ¥

09
COUNT I
ROW PCT IEXCELLEN ABOVE A AVERAGE BELOW A FOOR ROW
COL FCT IT VERAGE VERAGE TIThL
TOT FCT 1 1.1 2.1 31 4.1 5.1
g8 0 eemm-e-- [-~emmee- [rmmmmme- [~emmmomm (T (SRR !
.ol 171 40 1 241 o 1 R S
REENL A5 ONPROD I 34,0 I 37.4 I 22.4 1 S.o I o 1 1l.i
I 18.0 I 12.5 1 9.1 1 4.7 | S i!
I 3.8 I 4.1 1 2.5 1 o1 T '
e J--==-=--- J~-mmme e | [---mm I ]
2. 1 78 1 87 1 s1 1 3 1 T 1
REENL IN USAREC I 34.7 I 38.7 I 22.7 I I.s 1 R
I 27.9 1 27.3 1 19.4 1  &.2 1 1]
I 8.1 1 9.9 I 5.3 1 .5 I o
S (NP (PR ) R——— S 1
3.1 28 1 3171 36 1 11 S B R
REEMLISTHENT NCO I 24.0 I 32.5 I 31.6 I 9.6 I 1.3 1 11.8
I 13.6 1 tt.6 I 13.7 1 8.5 1 4.7 |1
I 2.3 1 3.8 1 3.7 1 1.1 1 LI
B (PR [-mmmmme- R T (R I
4, 1 17 1 82 I 95 1 58 I rOIE
IN PRIOR MOS I 6.3 1 30.0 1 34.9 1 2.3 1 ¢ I 8.2
I 8.3 I 25.7 1 36.1 1 45.0 1 41,7 1
I 1.8 1 8.5 I 9.8 I 6.0 ] oo I
o) S (R S | R p—— Jomem o 1
s. 1 7 1 28 1 30 1 1 A SRR
ANy ASSHM DUT3 AF I 6.2 I 24,8 1 26.5 I 27.4 1 15.0 [ 1i.°7
I 3.4 I 8.8 [ 11.4 I 24,0 1 35,4 1
I 71 2.9 1 3.1 1 3201 1.3 1
) P [-ommmom- [-mommmm- [-mommmm- fommmme I
5. 1 9 1 131 9 1 PR 501 47
RESIGN I 20.9 I 30.2 1 20,9 I 9.3 I 13.s I 4.%
I 4.4 1 4,1 I 3.4 1 3.0 1 le.i 1
I 901 1.3 1 .91 PR L3 1
T [-=woom-- (T [oecomoe- [ommmmmnn 1
Tl 3001 32 1 18 1 il a1 %1
NO PREF I 33.0 1 35.2 1 19.8 1 (2.1 1 o1 9.4
I Y- D SRR N IOV B 6.8 1 8.5 I a0 ]
I 3.0 1 3.3 1 1.9 1 1.1 1 bl
) EE S GRS (P R I
COLUMN 206 319 267 129 48 759
TOTAL 21.3 33.1 27.3 13,4 g, 0 L0, 0

FaW CHI SQUARE = 208.98202 WITH 24 DEGREES OF FREEDOM., SIGNIFICANCE = o
CRAMER"S Vv = ,23268
CONTIHNGENCy FOEFFICIENT = ,42191
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3 08 WHAT IS (OUR PREFERENCE FOR NEXT ASSIGN® B
a1t WOULD Y0U RECOMMEND A RECRUITING ASSIGN®
::C % K X R X OE K K K F X ¥ X X X £ F E F F X £ £ £ ¥ *F *F ¥ X ¥ X & X * £ *x
o
'$Z a1t
WY COUNT I
ROW PCT IYES NG DON ' T ROW
- CoL PCT I KNOW TOTAL
- TOT FCT I 1.1 2.1 31
N @8  mm------ [-------- 1---==--- [-------- I
o o1 81 1 11 S 1 107
. REENL AS ONFROD I 75.7 I 10.3 T 4.0 1 1l1.1
I 2.0 1 2.8 1 10.8 1
. I 8.4 1 1.1 I t.s 1
S EEE TR [----~--- [----mme- !
2.1 148 I 41 1 T S
' FEENL IN USAREC I 44,9 I 18.2 1 1&.% 1 7.3
- I 7.8 1 2.7 1 27.7 1
~3 I 15,4 1 4.2 1 3.9 1
S\ S EEEEEEE [----~--- [-=------ I
e 3.1 45 1 54 1 15 1 114
e REENLISTMENT NCO I 35.5 I 47.4 1 13.2 1 11.8
I I 11,7 1 12,3 1 10.8 1
oo I 3.7 1 S.0 I 1.6 1
- e [-=--mn- [---v--- I
o 4, 1 37 01 192 1 43 1 27:
. IN PRIOR MOS I 13,6 1 70.6 I 15.8 [ 28.2
" I 9.6 1 43.6 1 30.9 1
- I 3.8 1 9 1 4.5 1
N e [---mmn-- l-~------ I
5.1 10 I 94 I 9 1 117
S ANY ASSM QUTS AR I 8.8 I 83.2 1 8.0 [ 1lL.7
- I 2.6 1 2t.4 1 6.5 1
X I 1.0 1 9.7 1 .91
£ e [~==mm-- [-=emmom- I
.- 6. 1 8 1 311 i1 43
- RESIGN I 18.6 I 72,4 1 9.3 1 4.5
= 2.1 1 7.0 1 2.9 1
. I 8 1 3.2 1 Al
B “lmomeme-- [----~--- [-=------ I
e 7ol 59 1 17 1 15 1 31
. NO FREF I 64.8 1 18.7 1 16.5 1 9.4
I 15.3 1 3.9 1 0.8 1
;. I 6.1 I 1.8 1 1.6 1
R T Jemmmmmoo [-=----- I
- COLUMN 3186 440 139 365
o TOTAL 40,0 45.6 14,4 100, 0
L o
- RAW CHI SQUARE = 32B8.14987 WITH 12 DEGREES OF FREEDOM. SIGNIFICANCE =
CRAMER"S v = .41234
Ly CONTINGENCY COEFFICIENT = 50375
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The table on the previous paage could be used az anotnar classic

example of a very strona and cohesive relationship. It haxs an crtremelv hilaoh

us
(1}
“w
u
a
0

chi-square value 3nd the value O for sianiticance, (ramer

m

high. Thus, thig table chows with a |00 percent praopahilit. thzxt there
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2
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sery strona relati1anship between their oreferance f JNmeEnt
and whether or not thev would recommend a recrulting &scionment to theyr

triends.

The table shows that 75,7 percent of these wha wil' reecrnlizy 23 20
production recrulters 3and 39,5 percent ¢4 thase who «li: ~ez2nlisr v anctre.
USAREC position would recommend a recrultlng asstronment *0 x ¢rjend, i -
taw af them would recomnend against tt 19,7 and [3,0 gariant ra3zgect: a

Those who return to units 1n the Armv, hOowever, show the appozlite
arritude. Some 79,6 percent nt those who will return to tnayr priar MG3 30

83.2 percent of those who will return to "anv assignment netsiae Lawbel

—
'
[v}
o
>}
1

state that thev would not recommend a recrutting assignment, Onl-

P v

8.8 percent respectivelv say that thev would recommeng 1t.

SUMHARY, Eutremely tew of the recrulters wno returns t3 wntrs 1o tns .

nrav would recommend a recruiting assignment to their friernac,

X
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Hvpothesis 1 1 = THERE IS RARELY ANV FERSOHAL CORSAUHTCATION
BETWEEN THE FOTENTIAL REZRUITER AHD
MILFERCEWN/DA FRIOR 70 THE wS=IGMHENT.
Thiz h.ngthesis was ectablished to =2ncompazs ths formal roinraatby -
flow. not necessartl. anly from D But alzo thremcan the oo - 2090 B
ot command,
Feptrsl 1o tesrian this hopothesls was guestion i Hiow wocs oo
Poorwmer 3020 the z2iscttisatt, The answers RN3g th2 $301coein i Ty
«T Zwen 4o paae S0
DrLoriow WErE LU 1Rt araed cia FRresonall. 0 Conmanger

aonnt tao szelection’

L &
2l
D
"’
[l
2
pY
i
n
™
-
0y
o
L4

20.8 % Bv recelor of tra

m
;
1]

J4.5 % Inm & wratten crgor

[e.0 % Other, SpRClt i . viuuss

0
"

The answers represent distinct alternatives and ha.p to t
addressed and evaluated.

[ have earlier used this profile table on pace 107 1n Irder
hvpathesis nuamber 7 where | used the first two answers 3s ge23cribinag
sort of i1mpersonal information about the selection., | will hero focu
perception of those who were personallv told about the selectian 0.

and comment on those who were told bv their commander

s

I have, 1n hvoothesis number & (page l0% - {07+ gresented th
stronao relationship between the recruiters participzaticr 1n the zel
process and how thev feel about being selected, [ have tneretare, on
nevt page, put guestion 2 up against guestion It "What waz o oLaour a3
pation 1n the selection process™",
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5
ok % %2 % ¥ xx*x CROSSTABULATTION 0 F £ X % O+ X & X X %
221 HOW WERE YOU INFORMED ARONT SELECTIONT By y
R22 DID ¥OU FARTICIPATE IN SELECTIOM PROCESS™ I
V]
X R X B K K X K X K ¥ X X X X K K £ ¥ ¥ X X K E X K £ K F X F K F &£ & ¥ N
X
- Roz )
CountT 1 4
ROW PCT IHIGH.! SOME . [ SOME.BUT SCARCE. NONE. 1 ROW
COL FCT ICOULD CH COULD R NG INFL ORD TRY WA3 ORTDE TOTHL
TOT FCT 1 1.1 2.1 3.1 4.1 9.1
(7 it I--~m--- [-=mmmmee [-v-=---- [--=-- I------=- I
., 1 83 1 38 1 25 1 131 44 1 o3 X
FERSOMAL By COR I 40,9 I 18.7 1 12.3 1 6.4 I z1.7 1 21.90
I 26,0 1T 27.9 1 7.7 1 5.9 1 t5.4 1
s 1 B.o I 3.9 01 2.6 1 1.3 1 e 1 "
~l----—- [--~=-=~- [-»emmee- [=rmcmm—- [--=----- ] .
b 2. 01 3701 1o 1 7 1 o1 14 1 71 g
: FERSONAL BY MILF I S2.1 I 14,1 1 9.9 I 4.2 1 18.7 1 7.4
I tt.e T 7.4 I 5.0 1 3.5 1 4,9 1 N
I .8 1 .o 71 3] 1.S
“l-m————- [~~~ [--=-~--- [--m=~m=- [~~~ I
3.1 32 1 17 1 47 1 48 1 97 1 201
RECEIFT OF SURVF I 1S5.9 I 8.3 I 23.4 I 23.9 1 28.4 1 20.8
I to.0o 1 12,85 1 33.3 1 §7.f I Zo,9 1
I 3.3 01 1.8 1 4,9 I 5.0 1 3.9 1
~]emm————- Jemeeeme o I-=-mem [~-emmm=- [-=--==- I i
4, 1 85 1 39 1 49 1 18 I 145 1 136 -
WRITTEN ORDER 1 25.37 1 11.6 1 14.6 1 9.4 1 43.2 I 34.8 K
2606 1 28.7 I 34.8 I 2t.4 1 S0u.5 1 A
1 8.8 1 4,0 1 .1 1 1.9 1 13.9 1 <
~l--m——-- [-~=mm——- [-----~-- l-------- I--~----- 1 -
3. 1 82 1 32 1 13 1 2 1 25 1 154 =
OTHER I 53.2 1 20.8 1 8.4 1 1.3 1 i16.2 1 leo.u )
I 25.7 1 23.9 1 9.2 1 2.4 1 8.8 1 X
I 8.5 I 3.3 1 1.3 1 21 due -
 EEEEE T [-~-mmmm- J-emrmen- R [-------- I -
COLUMN 319 136 141 84 285 765 R
TOTAL 331 14.1 14.5% 8.7 9.5 Lo,
RAW CHI SQUARE = 191.993462 WITH 16 DEGREES OF FREEDDM. SIGNIFICAMCE = N
CRAMER"S v = 22302 S
CONTINGENCY COEFFICIENT = ,40736 "
The last table oresented in this survev miaht also be used as an X
example of a verv strong relationship, The table has an extremelv high chi- K
square value and an extremelv low value for siagnificance, The contingency '
coefficient 1s high and verifies the verv strong relationsnip between how X
)
Y
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nd

the recruiters were i1ntarmed and how thev felt about their oarticipation tn

the selection process.

When lookina at the second row in the table on page 2% it ic seen
that onlvy 7.4 percent were personally informed bv MILFERCE(., Those who were,
however, show a far higher level of participation, only (.7 percent felt
they were strictlv ordered whereas 66.2 percent felt some sort of influential
participation., than those who. for 1nstance, received their i1nformation
through a written order.

#gain. when referring to hvpothesis rnuamber o and the tzble on pxoc
108, there can be no doubt that this personal approacn qualitati.el. far

ogulr anks the 1mperscocnal 1nformation.

An tdentical presentation can be made concerning thece who were
personally told about the selection bv their commanderz., [t 13 a fact tnat
this further reduces the percentage of those who dislike beina recruiters

(see paqge 108).

SUMHARY. There i1s rarely anv personal communication between the
potential recruiter and MILPERCEN/DA prior to the assignment., Those few wno
were contacted, however, show a far hiagher level of oarticipation and a more
positive feeling about being selected than those who were 1moersonally
informed.

Those who were told bv their commanders show a similar high level of

participation and the result is a reduced number of dissatistied recruiters,
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CONCLUSIONS

fhere is rarelv anv knowledae about recruitino duties amono those
selected for recruitinag before assiaonment to USAREC.

he probabilityv of doina better than average as & recrwuiier 1s [.3
times greater for those who. before beinq assigned, are provided a thorougn cr
positive knowledoe as compared to those who know nothino cr are given negalive
information. On the other hand. the probabilitv of doinag below av/eraae 13

$5.5 times areater for those who know nothing or are civen reaative 1nforsaticon.

A demonstrated characteristic of those who volunteer ter recrurrning
dutv 1s that thev have a more thorough and positive knowledos 2f recrmiting
than those who are DA selected. The DA selection process crovides mostl-
uninformed or neaativelv informed recruiters.

Those who have been qgiven some knowledae of recruiting betore beinn
selected also experience a hioher dearee of participation i1n the selection
process, while those without prior knowledde experience an extremelv low
level of participation.

R positive and realistic presentation of recruitinag duties attracts
recruiters motivated by the iob challenge, while less informed recruiters

are more motivated bv incentives or bv avoidinag other 1gbs.

Almost half of those who either dislike or are ambivalent to a
recruiting assignment have received absolutelv no previous information about
recruiting duties before beina selected (dratted).

Those who are qiven a realistic, positive or thorouah krnowledae about
recruiting duties before beinag selected. later rank a recruiting assianmeni
far hioher than those who know nothing or are aiven a necative orese;tat1on.
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1
» . . . . . .
. The existino local influence or opinion which exist amono Rrav units
'.l - . .
* appears mare discouragino than encouragina.
> The lack of previous information about recruitino duties ic one of
’ the maior reasans whv manv recruiters dislike. or feel ambivalence to., beina
N
%
R selected for a recruitina assignment, Fositive and realisticall. presented
N information reduces this negative attitude to a larae deoree,
L]
Lw
N . . .
N Recruiters who neither volunteer nor like their recruiting assianment
N
, have a tar lower performance than those who either vaolunteer or lite beino
selected.
Those who are initiallv motivateg toward recruiting later iwel far
better about beina recruiters than those who ar2 neqative or amdirvafent to
j the selection. The ini1tial negativism seems. to a larae deares, toc be main-
.J
4: tained throuahout their assiagnment to recruitinag.
¥
5 A larage majority of those who initiallv are neaative toward beino
. selected as recruiters will later not recommend a recruiting assianment to
.!
' . ‘ . L
7] one of their friends, while most of those who are 1nitiallv positive will,
4
There is no significant difference in satisfaction with Lthe militar.
-~ as & wav of life between those who were initiallv neoative to the recruiting
- assignment and those who were positive to it.
A
) . . . .
Py A hiah proportion of selected recruiters are not siven anv tnfograztion
5 at all about recruiting duties before being assianed to recrurfing command.
) Local influence i1s provided to selected recruiters laroel. bv other
‘; NCO colleaques and 1s negativelv influencing. Information qi1ven bv oéticers
in their units or bv USAREC traveling teams is positivelv considered but
.l
X estidentlv poorlv organized.
- .
> A large mailoritv of selected recruiters who are neocative to the
2 assignment do express their teelinas to their superiors.
..
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Recent recruiters like being recruiters less than those who were
selected before the Armv chanaed its selection process from volunteers ta the
current process based on screening recards and “"draftina“,

Recent recruiters like beina recruiters less than those who presionsiv
volunteered for this duty,

A larage majority of those who initirally volunteered for recruiting

dutv later proved to like their recruiting assianment, wnimosrt n=zlf 2r tnos

W

whno were "drafted" i1nto recruitina later turned out to diziiie beina

recruiters,

The Armv appears toc have a demand tor some lovw recruilers cer .oar,
Even today. when almost all recruiters are screened and drarted, scme T gar-

cent feel that thev volunteered.

Those who volunteer for recruitino have a much higher pertcrmance
than those who are drafted. More than twice as manv volunfeers state thev do
excellent, while more than {4 times as manv “draftees” feel thev do poori..

There is no relationship between how recruiters are selected and how
thev performed in their previous jobs. The sianificant difference tn their
oresent performance must. for this reasan. be found within the:ir oresent
recruiting i1ob situation.

When recruiters feel a sianificant drop in their current performance
compared to their performance in their last job, a consequent droo 15 found 1n
their level of satisfaction about being recruiters.

There is a strong relationship between job performance and the level
of satisfaction both in the recruiters’ previous job situations and 1n their
present 10b as recruiters. The level of satistaction i1ncreases prooortionally
with the level of proficient performance.
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P There is a relationship between previous job perfarmance and per-
.
e formance as recruiters. This relationshipo iustifies some sort ot & screentna
A process for past performance when selecting recruiters.
.
N . . . . .
SN There is no relationshio between how recruiters pertorasd In their
) \s . . )
K previous jobs and how thev presently feel about being recruiters. for this
i reason. some additional wav of gathering personal i1nformation 135 n2cessary .
- o
:o :
- to complement the 1mpersonal screenina process.
There 15 3 very strong relationship between recruerters partpcipatian
.*
): tn the selection process and how thev feel about beinn selected, wlmnst everv-
l.
2. ;
£ gne who entgved a hiah degree of participation liked betnqg selectad /2r. mucon:
/.
whereas, half of those who were ordered and two-third ot those wno felt scarce
]
L - influence in the process disliked being selected either somewhat or verwv much.
. A#s a result, those who have a high level of participatior 1n the
selection orocess later feel better about being recruiters than those who
-}: experience a low level of participation.
b
- There is a strong relationship between how recruiters are 1nformed
b
about their selection to recruiting command &and how thev feel about bernao
“l
s selected. Those who are persanallv told about their selectian 3re twice a3
j{ positive as those who receive impersonal information throuah a letter ar zn
order. Those who were 1nformed impersonally seem to dislike the selection
-
Q "verv much" about four times as often as those who are personallv told. R
..ﬂ
< It 15 especiallv important to personallv inform those who have not
"\
actively participated in the selection process about their selection to a .
SP recruiting assianment.
ﬁ Fecruiters feel less satisfaction i1n their icb as recruiters than
A
) what thev felt in their last iob. This feeling 1s 1ndependent of whether or
1
b,
A 134
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not thevy previously felt satisfied with the militarv as a wav of li:e,

Almost all of those who like beina recruiters want a future assian-
ment within recruiting. Those who dislike beinq recruiters. on the ather
hand., want to return to their prior MO5 or to other assianments ontside o«
USAREC. This means that the local. "“first hand" information about recruitina
will be provided bv NCOs who felt dissatisfied in their iob as recrurters.

Less than half of the recruiters will recommend a recruitiag assian-
ment to their friends. Those recruiters who feel dissatisfied will absclnier.
not recommend it. whereas most of those who libte b2ina 3 recrurter will,

ffost of those recruiters who positively garticicated n the zelectoon
graocess will later recammend 3 recrulting assianment to ther. friepds, wntie

those who experienced little or no influential participatior wall net.

Most of the newlv selected recruiters’ knowledae about recrurting

duties is acquired from NCD colleagues who have experience as 3 recrutter,
Those NCO colleaques who provide this knowledge have mostiv disliked betna

recruiters, and one-third of them characterize their recruiting pertformance

-

as below averaage. Few recruiters who return to units 1n the Armv will

recommend a recruiting assignment to their friends.

A N

AR

There is rarelv anv deliberate communication betwesn the newlyv selecten
recruiter and MILPERCEN/DA prior to the recrutting assianment. Those few newl.
selected recruiters who were contacted. however, show a far hiaher level of

participation and a more positive feeling about beinag selected than those who

12

were 1mpersonallv 1nfarmed.
Those newly selected recruiters who were told about thelr assignmen’

bv their commanders show a similar high level of participation and the result

o s 88 B 0D

is & reduced number 0f dissatisfied recruiters,
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This study presented 1nitially the current recruitment situation and

() . . . .

N0 descibed tactors which indicate increased future competition i1n the recrurt-
l.'
k¢

U

A\ ment arena.

o .
34 X

M The studvy then demonstrated the i1mportance of persanal communicaticns
b and the necessitv of selecting recruiters with the rioght personsl characteris- .
‘B tics for successful recruitino. Most of these characteristics, which have to
s 02 personallv observed and evaluated., were closelv linked ro the reciuirec =
:, attitudes and emoticonal well-beina.

~ The present selection process of screeninao and selectirg recrurters
o
‘? tased on their performance 15 a valid approacn. However., 2 s1antticant impra.e-
o ment could be made 1n recruiter selection 1+ this 1mpersonal process was com-
1S}

1S

nlemented bv the oresentation of oersonal information t1.,e., pnsitive and

7 realistic 1nformation about & recruiting assianment whirh 158 prrsonsl -

.- presented to the newlv selected recrutter) bv the chain of command,

- Similartv, 1t seems i1mperative to counter the onocing and mainty

- negative flow of information about recruiting duties that e-1st i1n Hrmv units,
o In this regard. a significant improvement could be made 1¢ the zelecticon

L

\ .

: process also 1ncorporated the potential recrutter t1.e.. tn contunction with
>
N the above. make the newly selected recruiter an active participant in the

\ process of selection).
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' RECRUITER SURVEY Date:
{ Dec 1985
f My name is Petter Wendelborg. I am a major in the Norwegian Army and a student

this year at the U.S. Army Command and General Staff College. As a part af my
studies I am conducting research on U.S. Army recruiting. This mail survey is an
essential part of my research,

I chose the recruiting area because of personal interest and the fact that similar
structures and techniques easily might be adopted in my country.

e a 3 a8 A&

The survey consists of 23 questions and should not require too long a time to
complete. It is divided into three parts. Initially you are asked to answer 12
questiaons related to your present situation, then you are asked to put yourself
into a position prior to your assignment to USAREC and answer six questions, and
" finally to answer seven questions which are related specifically to the process
by which you were selected as a recruiter.,

The data collected will be handled in strict confidence and used for statistical
S purposes only. To assure your full anonymity use the attached preaddressed,
n postage paid envelope.
Return your completed survey no later than 15 Jan 198s.

N Please do not consult others who might have received the same survey., It is of
vital importance that especially opinions and individual perce.tions are brought
forward unaffected by others,

I LN

Thank you for your interest and coocperation.

e

86-1450
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3.

7.

What is your primary duty position?
O Recruiter (Regular Army)

O Recruiter (USAR)

O Other, specifyteeses.

What is your grade?

QEs OESs Qg7 OeEes

How long have you been assigned to USAREC?

0] Less than & eonths 0O 13 - 18 aonths
0O 6 - 12 months O 19 - 24 aonths
What is your age?

O Less than 24 years O 28 - 29 years
O 24 - 25 years O 30 - 31 years
O 26 - 27 years ) 32 - 33 years

How many presentations have you participat

{3J None O s - 10 01 -
O Less than § 01 - 15 a2 -

How many presentations have you participat

(O None a s - 10 [ -
O Less than 5 O11 - 15 a2 -

How comfortable do you feel during present

a. high schools? b. colleges?

O Very comfortable O Very conmfor
O Comfortable O Confortable
O Neither comf nor uncomf (O Neither com
QO Uncomfortable O Uncoafortabd
O Very uncomfortable O Very uncoaf
O Have not been there O Have nat be

................................

0O 6s 7 O Other, specify:......

0O 25 - 30 aonths 0O 37 - 42 months
{ - 36 months O 43 - 48 months
O More than 4 years

O 34 - 35 years O 40 - 41 years
O 34 - 37 years 0O 42 - 43 years
O 38 - 39 years O 0Older than 44

ed in or made in high schools?

20 026 - 30
25 ) More than 30

ed in or made in colleges?

20 O 26 - 30
23 O More than 30

ations or orientations in

€. your office?

table O Very camfortable
O Comfortable
f nor uncomf (O Neither comf nor uncomf
le O Uncomfortable
ortable O Very uncomfortable
en there O Have not interviewd

8. What is your preference for your next or subsequent assignment/enlistment?

9.

&, P T P e T T T QN T R T T T AT AT AT T T T s T e T
15654 6 W A W G W iy B A, e (G T T, S o A T A A, i S T S

O Reenlist as an On-Production Recruiter
Q) Reenlist in USAREC, but not as an On-Pr
O Reenlistment NCO

O MOS I held before recruiting duty

O Any assignment outside USAREC

O Resign from the Aray

C No preference

All in all, characterize your performance

O Excellent (make my mission box without
O Above average (make ay mission box but
O Average (normally make my mission box)
O Below average (have some problems with
O Poor (have great diféiculties with maki

139
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o 10. How do you feel about being a recruiter?

like it very much

like it somewhat

have no special feelings
dislike it somewhat
dislike it very much

00000

. i1, Would you recommend a recruiting assignment to one of your good friends?

™ O Yes
O No
N O Don‘t know

12, Where would you rank recruiting as to preference of duty assignment?
f -
> O First
o O Second
-, O Third
< O Not desired

D R

AR

4
¢
% 140

e N AR A A e N 3 B a5 AR s S e e e e s
LEOR PPN (N A A VR ZX G PR O T R NS W AN R e e e T



JRY TO REMEMBER HOW YOU FELT PRIOR TO KNOWING OF YOUR ASSIGNMENT TO USAREC,
AND ANSWER THE FOLLOWING GUESTIONS.

13. What was your last assignment before being assigned to USAREC?

O Platoon sergeant

(O NCO in TOE platoon/company (equivalent)
O Administrative/staff duty

O Instructor

O Other,specifyieeesees

Characterize your job performance in your last job

O Excellent

(D Abave average
O Average

(O Below average
O Poor

All things considered, how satisfied or dissatisfied were you with the
military as a way of life during your last job?

O very satisfied

(O Satisfied

() Neither satisfied nor dissatisfied
O Somewhat dissatisfied

O very dissatisfied

What post high school education did you have?

O No post high school

QO Civilian trade schoal

O Two years of college or less

(3 Associate college degree or more than 2 years of college with no degree
O College (Baccalaureate)

O Post college (Masters or Doctorate)

What did you know about recruiting duties before your assignment to USAREC?

O I had a thorough knowledge

O Some, and positively discussed

O sSome, and realistically presented
O Some, but negatively discussed

O Absolutely nothing

who, if anyone, provided you with this knowledge?

(O Commanding officers

(O Other officers in my unit

O Outsiders (traveling teams, recruiters etc)

{0 NCO colleagues who had experience as recrujters
(O Other NCO colleagues

O None
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’$: TRY TO REMEMBER MOW YOU FELT JUST PRIOR TO OR DURINB THE SELECTION PROCESS AS YOU
N WERE ABOUT TD BE ASSIGNED TO USAREC.

;ﬂ: 19. Do you know whether or not you were recommended to the selection board?

R O Yes, by my battalion commander

Ol O Yes, by my company commander

]

I O Yes, by USAREC personnel (recruiters, selection teams etc.)
(O Yesa, by others, specifyiisvescaasaranns

B O No, I don’t know
& O No, I was not recaommended by anyane
n
0 20. How were you selected?
N
O DA selection
. "3 Volunteered
..: D Other' SDEley: ------ R
;j 21. How were you informed about the selection?
[)
- (O Personally by my commander
. O Personally (telephone) by MILPERCEN
- O By receipt of the surveypackage
o O In a written order
.'.: Doth!F, !pECi‘fY:.-.-........
22, What was your participation in the selection process?
o
W O High, and I was given full freedos to choose l
': (O Some, and I could have refused
g O Some, but I did not feel that [ had any influence
S O Scarce, ! was ordered to at least try
(O None, 1 was strictly ordered
i 23. What were your feelings about being selected?
)
:} (1 liked it very much
o O1!I liked it somewhat
O had no special feelings about it
& O1 disliked it somewhat
. 1 disliked it very much
72 24, Did you express your reactions/feelings to your superiors?
'8
- O Yes
> O No
’.
i; 25, If you volunteered or liked the assignment, what was your prime motivation?
<.
*; O The job challenge
. O Better promotion possibilities
O Incentive pay
: O Avoid other jobs/tour overseas
S O Dislike for present assignment
: O Others, speCifyi.ieiievricesssvssonnrasoasasnns
‘
A
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