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Introduction

An institution as vital to a democratic society as one charged with the
procurement of military manpower can ill afford to ignore the continuous
barrage of criticism directed at Selective Service. Such criticism, even
though at times poorly informed, threatens to undermine the legitimacy
of the institution unless it is carefully examined and its relevance deter-
mined. The debate about Selective Service that became intensified in 1965
has served to remind us of how little is known about the operation of the
system and its effects on the larger society. The public concern for Selec-
tive Service in the past is perhaps symbolized by the dingy, barren office
space and furniture of many local boards. Neglect for many years—by
scholars as well as legislators and the public at large—has been mistaken
for acceptance.

This collection of research essays is organized around the analysis of
the major institutions for obtaining military manpower. Our objective is
an intensive analysis of selected but significant problematic aspects of mil-
itary manpower procurement in a democratic society. The essays were
written in the midst of the public debate about the draft in 1966. Since
enactment of the Military Selective Service Act of 1967, some significant
changes have occurred.! The full-time undergraduate student deferment
category has become a statutory right rather than a local board option.
The composition of local boards has been changed by limiting tenure to

! Public law 90-40, 90th Congress, S.1432, June 30, 1967 (81 Stat. 100), “An Act To
Amend the Universal Military Training and Service Act, and for other purposes. ...”
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xii Introduction

25 years, by the inclusion of women, and by minority group representa-
tion. These changes, however, do not substantially affect the validity of
the analysis expressed in the essays.

The division of the manpower pool with which critics are concerned
presents three major categories : one-third required for military service,
one-third rejected for failing to meet the minimum mental and physical
standards of the armed forces, and one-third surplus to current military
needs. The annual increment of 18-year-old youths was, in 1967, about
1.8 million, and will increase in size after a temporary decline during the
next three years. The annual military replacement need—prior to Viet-
nam—was about 600,000 men. There were about 600,000 mental and
physical rejections of both draftees and enlistees. The disposition of the
remaining 600,000 is the major issue confronting Selective Service. To
the extent that one-third of a nation is disqualified and another third ex-
cused from participation the burden of service would appear to be un-
equally distributed. Our concern is with the effect of that unequal distri-
bution.

Three viewpoints have emerged as proposed solutions. The first is to
abandon completely the existing system and to rely on economic incen-
tives to attract an all-volunteer force. It is asserted that, given a wage
competitive with civilian industry and at varying levels, an adequate
armed force—short of total mobilization—can be obtained by voluntary
recruitment alone. Conscription is viewed as repugnant to a democratic
society while voluntarism is held to be one of its principal values. The loss
in wages due to compulsory military service is represented as a tax, since
the required services are obtained at less than a competitive wage only
because of coercion. The “voluntary army” proposal ignores the concept
of universality and seems to many to be an attractive and simple solution
to a complex problem.

The second viewpoint incorporates the concept of universality and
proposes to expand it by offering alternatives to military service. Recog-
nizing that current and prospective manpower needs of the military or-
ganization are unlikely to utilize fully the accumulation of registrants,
advocates of this approach seek to create additional outlets for the dis-
charge of civic obligation in the form of service in the Peace Corps, Vol-
unteers in Service to America (VISTA), the Teacher Corps, and other
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activities with voluntary associations. The virtue of the “national service”
proposal is that it retains the concept of universal liability for military
service and extends the concept to a range of civic activities sufficiently
comprehensive to utilize all eligible youth. Difficult problems inhere in
how such a plan can be related to military service, and whether it should
be compulsory or voluntary.

A third proposal is to retain the existing Selective Service System—
with modifications—but to base selections on a random selection of reg-
istrants or a “lottery.” This proposal retains and extends the principle of
universality and directly confronts the problem of surplus-third regis-
trants, It is sufficiently flexible to be incorporated with the national service
proposal. However, it fails to alleviate the problem of declining rates of
participation.

Our analysis begins with the assumption that some system of con-
scription is still necessary to maintain effective force levels, either by di-
rect induction or impelled enlistments. The question is how this can be
done while eliminating or minimizing the objections that now threaten its
acceptance as a legitimate procedure in a democratic society.

In the first essay, I have compared the recruiting services with the
Selective Service System. They are organized in different ways to accom-
plish the same objectives. But the type of personnel obtained by voluntary
enlistment is suggestive of the results of military manpower procurement
without the principles of universality and coercion. Recruiting has been
generally successful in meeting almost completely the military manpower
needs of all services except the Army. However, to some extent their ef-
fectiveness has been enhanced by pressures exerted by the draft. In all the
services, the principal value of voluntary recruiting has been to provide a
pool of potential re-enlistees for the career cadre of military organizations.
However, a deficit has remained, especially in the category of Army en-
listed personnel, in the manpower resources needed to fill sudden expan-
sion needs for large numbers of men trainable in elementary military skills
for short periods of service. Increasingly, Selective Service has deviated
from the principle of universality chiefly by more permissive application
of deferment criteria; hence it tends to procure from the same pool as vol-
untary recruiting.

The historical solution to the problem of demands for greatly ex-
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panded military manpower needs is traced by Harry Marmion. The man-
power situation in 1917 was in many respects similar to that of today :
a relatively large supply and smaller demand for military personnel. Then,
as proposed today, the solution was found in a lottery. Early legislation
emphasized the separation of Selective Service from military influence,
unlike current arrangements. The present policy of college deferments is
described as emerging in the context of Universal Military Training, and
in a general climate of concern for national technological supremacy. Al-
though the policy of college deferments was established at the national
level, the responsibilities for decisions were delegated to the local boards
of the Selective Service System.

The local boards, as the basic procurement and decisional echelon
of the Selective Service System, are the subject of the essay by James
Davis and Kenneth Dolbeare. Their essay, although limited to the State
of Wisconsin, constitutes the first survey of the methods of recruitment,
population characteristics, and attitudes of local board members. They
conclude that the local board, rather than constituting a “little group of
neighbors™ as officially portrayed by national headquarters, is usually rep-
resentative of the community in a very limited sense. It is significant that
even local boards feel that social class factors intrude in the selection
process to the disadvantage of lower-class youth. The greatest area of
consensus among local board members was in the attitude that member-
ship in the Reserves and National Guard was a means of avoiding the
draft.

The detailed behavior of a series of local boards in a metropolitan
area is described and analyzed by Gary Wamsley. He noted the dilemma
with which local board members were faced when required to make deci-
sions without adequate criteria as to what constituted “activities in the
national health, safety, and interest.” Such ambiguous language provides
the maximum latitude for local board decisions, but simultaneously per-
mits greater variability from one board to another than would be the case
if more precise guidance were provided. Without adequate criteria, local
board members tended to make decisions in terms of local middle-class
values, their impressions of the character of the registrant, and other con-
siderations of limited relevance to “the national health, safety, and in-
terest.”
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Leaving the general issues of the military manpower procurement
and the operation of the Selective Service System, we turn now to three
special issues that bear on the extent to which military service is truly uni-
versal : juvenile delinquents, Negroes, and unskilled lower-class youth.

Many youths are rejected for service because of a record of juvenile
delinquency and an assumption that their delinquency will recur in the
service. Their exclusion is a deviation from the principle of universal serv-
ice as well as a serious waste of a potential source of military manpower.
Merrill Roff discusses the military experience of two samples of juvenile
delinquents. His data indicate that for minor offenders—who had been
confined only in local detention facilities—military service appeared to
have some reformative effect. Only 30 percent were judged as having “un-
satisfactory service,” while 40 percent were promoted. Roff’s data suggest
the need for more precise criteria for evaluating the significance of delin-
quency as an impediment to service, especially in large urban areas.

Using data from several sources, Charles Moskos demonstrates the
anomalous position of the Negro with respect to military service. Al-
though relatively fewer qualify for either induction or enlistment, rela-
tively more ultimately serve than would be expected by their incidence in
the population. Of those who serve, a disproportionate number—because
of aptitude and skill deficiencies—are more likely to think of the draft as
“fair” than are whites, and the rate of Negroes who re-enlist after their
first term of service is almost twice that of whites. Moskos attributes the
favorable disposition toward the draft and military service to the relatively
superior “equity” that the Negro enjoys in military organization as com-
pared to the larger society.

Similar evaluations of military service among white youths is re-
ported by Irvin Katenbrink in a study of members of a Reserve unit in
Newburgh, New York. Comparing them with an age cohort without mili-
tary service in the same community, he found that men with military
service were likely to report more substantial progress beyond their fa-
thers’ socioeconomic status than youths without military service. Within
the military sample, consisting of ex-draftees and enlisted Reservists with
only six months of active duty training, he found that draftees entered the
service with distinctly lower socioeconomic status than enlisted reservists
but achieved significantly greater improvement in status after service than
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did the Reservists. He attributes their progress to participation in the off-
duty education program, as well as to a maturation factor that may oper-
ate as an occupational credential to employers. Katenbrink’s data and
conclusions are also significant in defining the motives for initial enlist-
ments. It would appear that the major inducements for enlistment—tech-
nical occupational training or a high school diploma through the Armed
Forces Institute—can be achieved in the first term. Once these goals have
been achieved, however, motivation for service recedes and the tendency
to decline re-enlistment increases.

Through each of these essays runs a theme that the changing needs
of a democratic society require innovations in organizational forms, poli-
cies, and methods of obtaining military manpower. The search for a solu-
tion to the problems of the draft has provoked a crisis that is also an
opportunity for advocates who have specific proposals for change. There
is a danger, however, that this opportunity will be wasted in trivial modi-
fications of methods or organizational structures, or that well-designed
innovations will be neutralized by being superimposed on archaic founda-
tions. Substantial, well-considered changes should be proposed if the op-
portunity is to be fully exploited. Such proposals should serve as chal-
lenges not only to the Selective Service System, but also to the armed
services, to insure a more efficient utilization of the manpower delivered
to them.
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Procurement

of manpower :

an institutional

analysis

ROGER W. LITTLE

MILITARY MANPOWER in the United States is procured by a dual system
of voluntary recruitment and the operations of the Selective Service Sys-
tem. Any effort to understand how these systems actually operate and to
formulate recommendations for change must take into consideration not
only official policies but also the reality of the institutions that execute
these policies. Selective Service, in short, cannot be understood without
regard to the full range of other agencies involved in obtaining military
manpower.

Institutions, policies, and organizational formats are usually prod-
ucts of a process of growth and accretion and are frequently found to be
obsolete for contemporary purposes. Historical experience is not always
an accurate guide for dealing with present realities, and indeed is often
used to defend an obsolete system against the necessity for change. Thus
the adverse reaction to the federal enrollment officers of the Civil War led
to development of the local draft board concept, introduced more than

1



2 ROGER W, LITTLE

fifty years later in the draft legislation of 1917 and continued unchanged
to the present day. Originally it appeared to be relevant to a society with
a very simple industrial structure and a relatively diffuse relationship be-
tween local communities and the federal government. In recent years,
however, profound changes in American society, such as urbanization,
mass communications and transportation, a heightened awareness of so-
cial inequities, and the pervasive and direct influence of the federal gov-
ernment on the local community, have greatly altered the relevance of
such a concept as the local board.

This essay deals with the organizational structures and policies by
which the armed forces obtained enlisted men from 1948 to 1966. The
analysis proceeds by first establishing three ideal criteria of the efficiency
and effectiveness of these organizations and methods in a democratic so-
ciety. The two primary sources of military manpower—voluntary en-
listees and draftees—are then evaluated in terms of these ideal criteria.
Next we have analyzed their variable impact on the larger society. Finally,
we have attempted to show how the professional military perspective is
related to the task of obtaining manpower by either enlistment or the draft.

Our analysis focuses on enlisted personnel for active service because
this group presents the persistent and core issue of procurement in the
United States. However, both voluntary recruitment of enlisted personnel
and Selective Service have important effects on other recruitment pro-
grams. For example, officer procurement is enhanced in two ways. Many
youths enlist for the opportunity to become officers by outstanding per-
formance as enlisted men. Selective Service promotes Reserve officer pro-
curement by accepting participation in college ROTC as a deferment
category. Similarly, the Reserve forces are manned predominantly by men
who have elected an extended period of Reserve service as an alternative
to two or more years of active service.

Elements of procurement policy

There are three essential elements in military manpower policy. The first
consideration is the timing and magnitude of the demand and the criteria
of selection. The second element is the size and quality of the manpower
pool that is drawn upon. The third element consists of the combination of
agencies and procedures established to procure the personnel. These pro-
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curement agencies must meet at least three criteria if they are to be effec-
tive organizations for implementing national military manpower policy.

The first criterion is one of adequacy to meet the dual manpower de-
mands of military organization. One type of demand is that required for
the on-going, continuous maintenance of a regular force at a magnitude
that tends to remain stable. Another type of demand is for supplementary
personnel for emergency periods of limited duration, a quantity that var-
ies as widely as the conditions that generate the demand. The criterion of
adequacy can be met only by two kinds of manpower inputs, each adapted
to the type of demand that is to be fulfilled. Thus emergency manpower
needs require that a maximum demand be anticipated, and that the pool
of men be examined for trainability and classified for availability before
the necessity for their induction occurs. In addition, the pool from which
inductions or enlistments are to be made must be sufficiently large to in-
sure that there will still be enough men left to fulfill the requirements after
attrition due to failures to meet entry criteria.

The second criterion is one of universality, and requires that the de-
mand be fulfilled by drawing equitably from a universe that is distributed
broadly across the entire society. This criterion requires that the selection
process conform to an ethic of social justice and insure that membership
in a particular region, community, class, ethnic group, occupational cate-
gory, or other significant grouping of the larger society will not unfairly
bias the chances of being called into service. There is also a technical re-
quirement for maintaining a large universe of selection. The larger the
universe of potential recruits, the more likely is each procurement quota
(in the aggregate) to obtain a fair sample of all the skills available in the
larger society. Conversely, factors that operate to restrict the universe, to
exclude special groups from the chances of selection, or to promote selec-
tion from other groupings of the society, tend correspondingly to limit the
range of skills obtained as well as to deviate from the ethic of social jus-
tice. Thus, occupational and student deferments tend to restrict the pro-
curement universe and exclude highly valued skills, while voluntary
recruitment tends to obtain a relatively larger number of men with un-
developed skills.

A broad distribution in the selection process fosters the involvement
of a corresponding range of segments of the larger society in the activities
of military organization. To the extent that the military member maintains
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an active affiliation with his family and civilian community, family mem-
bers may be more attentive to military issues because they have a personal
stake in military operations.

The third criterion is that procurement should interfere as little as
possible with the essential routine functions of the larger society. In prac-
tice, this criterion is difficult to satisfy. Procurement agencies must take
into account the fact that persons eligible for service are not all equally
critical to the continued efficiency of nonmilitary activities. The loss of
some skilled persons from such activities may be greater in real cost than
the contribution they would make as members of military organizations.
In effect, voluntary recruitment avoids this dilemma by accepting persons
who are as yet relatively “unplaced” in the social structure by reason of
age, family status, or lack of skills. Selective Service attempts to meet the
problem by the classification and deferment process. Some roles (such as
father, student, or scarce scientific personnel) are defined as more impor-
tant for the continued effectiveness of the larger society than military
service.

Much criticism of the Selective Service System has been based on
this apparent deviation from the criterion of universality. However, issues
of social justice must be balanced against the reality that the service of
some persons would entail relatively greater social costs than others.
Thus, by the induction of a parent the society may incur costs in the long-
range effects of the interruption of family life. The induction of a skilled
worker may initiate a succession of substitutions or the necessity of train-
ing a replacement, thus contributing to the reduced efficiency of one or
more industrial elements. However, the balance of requirements and so-
cial costs may dictate military duty on the part of persons with such ex-
ceptional skills as physicians and dentists whose services are especially
critical to military organization. Their temporary absence from the larger
society is held to be less critical to its survival than the necessity for their
services in military organization.

Organizations for obtaining manpower

Two organizational forms have evolved for securing military manpower.
The first, voluntary recruitment, is geared to the routine replacement of
attrition in a stable force. The second, Selective Service, has developed as
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a means for obtaining supplementary personnel, especially in emergency
periods when the demand exceeds the supply of volunteers. Both proce-
dures have evolved in the context of American beliefs and practices, and
are supported by a general acceptance of the value of military service as
a form of training for citizenship. Thus one survey of public opinion on
the draft in 1966 concluded :

The picture, then, is one of general support for a system that is consid-
ered to have worked fairly well in the past. But, there are real reserva-
tions over the fairness of certain of the selectivity standards and the
manner in which they are applied. The draft is accepted because its need
is recognized. Only twelve per cent feel that the military should accom-
plish its manpower goals strictly through voluntary recruitment.!

Other institutions support these values. The National Cadet Corps
(or “High School ROTC”) annually enrolls about 91,000 youths and
provides a brief introduction to military life at a very formative stage in
development. In addition, the community service activities of veterans’ or-
ganizations foster identification with military role models. More influential
than all others, probably, is the military experience of the current parental
generation. Even as recently as 1958, 70 percent of all twenty-six-year-
old men had been in military service.2

VOLUNTARY RECRUITMENT

The system for procurement by voluntary recruitment consists of separate,
decentralized, and relatively autonomous organizations. They are as old
as each of the services they represent. Despite their relative independence,
they have many comparable features.

The magnitude of the total recruiting effort is indicated by the fact
that, in 1962, 3,368 recruiting stations were staffed by approximately
12,000 military personnel. However, there are other agencies performing
voluntary recruitment functions that would expand this number. For ex-

! Louis Harris and Associates, “Public Opinion and the Draft,” in June A. Willenz
(ed.), Dialogue on the Draft (Washington, D.C. : The American Veterans Commit-
tee, 1967), pp. 64-65.

? Review of the Administration and Operation of the Selective Service System, 89th

Congress, 2nd sess., House Report No. 75 (Washington, D.C. : Government Print-
ing Office, 1966), pp. 9927, 10005.
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ample, military personnel assigned to ROTC units at college campuses
are implicitly part of the procurement system. So also are the numerous
“in-service” recruiters who are primarily concerned with the re-enlistment
of active service personnel. Finally, there are the Reserve components
whose recruitment activities, although not related to those of the active
services, absorb a large proportion of the potential enlistees.

The principle of decentralization that characterizes the local boards
of the Selective Service System is also exemplified by the operational inde-
pendence of the individual recruiting stations. While local board members
come from the same community as the registrant, the local recruiting per-
sonnel must build a relationship between their service and the commu-
nity. They become identified with the locale by establishing residence
there and maintaining contacts with local public officials and service clubs.

Table 1

MILITARY PERSONNEL ASSIGNED TO RECRUITING AND ADMINISTRATION OF RE-
CRUITMENT, 1962

Service Officers Enlisted men Total
Army 261 2,751 3,012
Navy 356 3,233 3,589
Marine Corps 85 1,443 1,528
Air Force 361 2,734 3,095

Totals 1,063 10,161 11,224

Table 2
RECRUITING STATIONS, BY TYPE AND SERVICE

Service Main Branch Total
Army 70 1,148 1,218
Navy 40 895 935
Marine Corps 49 419 459
Air Force — 756 756

Totals 150 3,218 3,368

SOURCE : Department of Defense, A4 Study of Military Compensation, 1962.



Procurement of manpower : an institutional analysis 7

But they remain, first of all, senior and exemplary servicemen, with an
active and responsible affiliation with their services.

The recruiter also differs from the local board in the degree of his
accessibility.? While the local board maintains a secretive, official image,
the recruiter’s role is supported by an extensive informational system. Na-
tional media carry their advertising as a public service. Promotional ma-
terial is provided routinely to high school guidance counselors. These
devices are reinforced by the obvious identification of the recruiter him-
self as a competent and credible representative of his service.

Applicants for enlistment come from two general sources. One is the
result of active contacts between the recruiter and various community
agencies involved in youth activities. Thus, recruiters appear on high
school “Career Days” to present descriptions of the opportunities in the
armed forces. They also explain legal responsibilities for registration. The
screening of applicants with delinquency records brings recruiters into
contact with police and probation officers who often suggest potential en-
listees. The other general source is the self-selected “walk-in” at the re-
cruiting station, which offers a variety of inducements for enlistment.

Potential enlistees appear to constitute a unique population. A com-
parative study of Navy recruits and high school seniors (using Project
TALENT data) suggests some characteristics of the universe from which
recruits are drawn. In terms of fathers’ occupations, Navy recruits re-
semble the general high school senior population. However, only 24 per-
cent of them take the college preparatory curriculum, compared to 46
percent of the grade-12 boys. The recruits have generally lower occupa-
tional aspirations than other boys. While 47 percent intend to go to some
kind of college upon completion of service, only 10 percent would score
high enough to be admitted to most public universities in this country,
compared to 32 percent of other boys. On the basis of aptitude test scores,
the Navy recruit group most resembles high school graduates one year out
of high school who are in the structural trades or in agricultural occupa-
tions. The Project TALENT report notes that the recruiting pool is ini-
tially depleted by the 49 percent of high school youths who enter college

* One indication of the accessibility of the recruiter is that in the Chicago area all
branch recruiting stations are located on the ground floor, usually in store-front of-
fice space, while offices of the Selective Service System are on the second floor.
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immediately after graduating from high school, a group that tends to be
relatively high in aptitude and achievement levels. It continues :

This is intensified by the fact that the hard-core industrial groups have
also been pulled out of the group. Thus the ones available for recruit-
ment represent the high school graduate who enters neither college nor
hard-core industrial occupations. On the other hand, the non-graduates
who do not enter hard-core industrial occupations tend to include a con-
siderable number of low aptitude students.*

Criticisms of the voluntary recruitment systems generally include
their emphasis on the quota system, the competitive relations between
services, and the lack of operational coordination with the local boards of
the Selective Service System.

First, the quota system, by which each branch station recruiter is
given a specific recruitment goal to attain, tends to put more emphasis on
obtaining enlistees of any kind rather than those with special skills or ap-
titudes. The emphasis on numbers tends to orient recruitment activities
toward population categories that involve the least competition with the
labor force, especially high school youth before and after graduation. This
tendency is reinforced by the fact that the actual recruiting quota is based
on Selective Service data of the number of registrants who are classified
as “available and qualified.” The use of the category 1-A as a measure of
the recruiting potential of an area thus has the effect of concentrating re-
cruitment activities in a manpower pool that has already been identified
by Selective Service.

Second, the fact that recruiting is one of the least unified operations
of the Department of Defense promotes excessive competition among re-
cruiters of the four services, and militates against operational coordina-
tion. One effect is an extensive duplication of effort in competition for a
limited segment of the pool of potential enlistees. However, a more im-
portant result is that the failure to define common elements and the special
advantages of each service requires potential enlistees to “shop” for in-
formation essential to a well-considered career choice. In 1966, a policy

4 Marion F. Shaycroft, Clinton A. Neyman, Jr., and John T. Dailey, Comparison of
Navy Recruits with Male High School Students on the Basis of Project TALENT
Data (Washington, D.C. : American Institute for Research, June, 1962), p. 51.
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to consolidate branch recruiting stations was initiated to alleviate this situ-
ation.

Third, there is no effective contact between recruiting stations and
the local boards of the Selective Service System. Occasionally recruiting
materials are made available in the waiting rooms of the local boards, and
clerks are aware of the locations of recruiting offices. Local boards and
recruiters may be located in the same building, usualily the post office or
other federal building, But spatial proximity does not insure operational
coordination. Although recruiters have vastly superior information about
the requirements and opportunities of the military services, this informa-
tion is rarely utilized by the local Selective Service boards. High school
students probably get most of their information about their draft obliga-
tions from recruiters rather than from representatives of the Selective
Service System.

THE SELECTIVE SERVICE SYSTEM

While recruiters attempt to merge their identification with the armed
forces with local community affiliations, the Selective Service System has
cultivated the image of a civilian agency, balancing local community
needs and the manpower demands of military organization. The system is
exclusively civilian only at the local board level; it is heavily military in
executive personnel. This tends to foster a view of its function as that of a
personnel procurement agency of the Department of Defense rather than
that of an independent agency.

The quasi-military nature of the System is epitomized by the title of
the National and State Directors’ Offices as “headquarters.” The directors
of each state and other major subordinate jurisdiction usually carry some
military title; in 1964, only seven were listed in the Annual Report of the
Director without a military rank. Other executive positions in each head-
quarters, such as Deputy Director and chiefs of major staff sections, are
occupied by 249 commissioned Reserve officers of the armed forces, 57
of whom are assigned to National Headquarters and 192 to subordinate
headquarters. Salaries (except those of directors) are paid by the respec-
tive services, and are reimbursed by funding from the Selective Service
System. In addition, the System maintains a Reserve component training
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program for 695 Reserve and National Guard officers, consisting of cor-
respondence courses and periods of annual active duty training.

Although staff titles foster a military image, in practice there is little
of the operational coordination characteristic of military organization.
The major point of contact is in the reporting of registrants by local
boards and the subsequent allocation of quotas by the National Head-
quarters. Of the data reported to the National Headquarters, the most
important are the number of registrants classified as 1-A and 1-A-O.
These data are used as the basis for estimates of the total military man-
power pool, by voluntary recruitment agencies as well as by the Selective
Service System.

However, the category “I-A,” on which the induction quota is based,
consists of two significant subcategories : those who have already been
examined and are known to be qualified, and those who have been so
classified but not yet examined. The first category can be counted; the
second must be estimated. The number of unexamined who would qualify
is then estimated on the basis of the average national preinduction exam-
ination rate for the preceding six months and added to the known quali-
fied. From this total a final estimate is made of the ultimate number of
men who will qualify on the final examination by applying the average
induction examination acceptance rate for the preceding six months.

These calculations provide an estimate of the number of men in each
state who would be available and qualified if all were called. The pro-
portionate contribution that each state makes to the national pool is then
used to distribute the requirements of the Department of Defense. Thus
a state that contributes 3 percent of the total estimated “available and
qualified” is allocated a quota of 3 percent of the men demanded. The
quota is then suballocated to local boards by the State Headquarters,
using a similar formula. Calls are finally made by the Local Board Clerk
from a roster of availability within each category of a schedule of priori-
ties. Except for volunteers who are called in the sequence in which they
have volunteered, in all other categories the sequence is based on age.
(See Table 3, “Schedule of Induction Priorities.”)

The State (or other major jurisdiction) Headquarters is primarily
an accounting and representational echelon, although it does have some
executive functions. Its major function is the suballocation of the quota
to local boards. As priority categories are exhausted it announces the
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Table 3

SCHEDULE OF INDUCTION PRIORITIES

1. Delinquents (registrants who have been so defined whenever they have
failed to perform any duty or duties required of them under the Selective
Service Law) who have attained the age of 19 years in the order of their
dates of birth with the eldest being selected first.

2. Volunteers who have not attained the age of 26 years in the sequence in
which they have volunteered for induction.

3. Nonvolunteers who have attained the age of 19 years and have not at-
tained the age of 26 years and who do not have a wife with whom they
maintain a bona fide family relationship in their homes, in the order of
their dates of birth with the eldest being selected first.

4. Nonvolunteers who have attained the age of 19 years and have not at-
tained the age of 26 years and who have a wife with whom they maintain
a bona fide family relationship in their homes, in the order of their dates
of birth with the eldest being selected first.

5. Nonvolunteers who have attained the age of 26 years in the order of their
dates of birth with the youngest being selected first.

6. Nonvolunteers who have attained the age of 18 years and six months and
who have not attained the age of 19 years in the order of their dates of
birth with the eldest being selected first.

SOURCE : Annual Report of the Director of Selective Service (Washington, D.C. :
Government Printing Office, 1963), p. 12.

necessity for reclassifying men in deferred categories, although the locus
of decision remains with the local board. It also recruits and nominates
members of local boards, and subsequently monitors the classification ac-
tivities of the board.®

The third and most crucial level is the local board itself. The justifi-
cation for its establishment was the assumption that popular acceptance
of the draft would be promoted by a belief that members of the local com-
munity, familiar with its population and circumstances, were determining
whose services could be spared. Thus the local board, by identification
with the registrants’ neighborhood, provided a readily accessible echelon
in an otherwise remote bureaucratic structure. It also served to deflect
criticism from the federal government.

Despite the crucial role of the local board, very little is known about

® The Annual Report of the Director scarcely mentions the functions of the State
Headquarters, which may indicate something of their importance in the system.
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its operations. The secrecy of its deliberations is reinforced by a policy of
minimizing its prominence in the community. The title “local board” in
reality designates two things. First, it means the members of the board as
a relatively independent quasi-judicial body, who rarely meet more than
once a month. Second, it denotes a branch or echelon of the Selective
Service System in continuous operation under the direction of the board
clerk. The jurisdiction of the local board is defined by existing political
boundaries rather than demographic characteristics of the communities
included. There is at least one board in every county (or comparable sub-
division) in each state and territory, and more in metropolitan areas.
Within multiple-board cities, jurisdictions are defined in terms of political
wards and precincts.

Members are selected from volunteers and nominees from civic and
veterans’ associations, recommended by the State Director, nominated by
the Governor, and appointed by the President. There are usually five
members. Each is required to be a resident of the county in which his
board is located, but not necessarily within its jurisdictional area in the
case of a multiple-board city. A member must not have any active military
affiliation. Tenure is usually continuous until resignation. The identity of
board members is often concealed—especially in metropolitan areas—
on the grounds that they might be contacted outside of regular channels.
They receive no compensation for their services.$

However, in the daily routine activities of the Selective Service Sys-
tem one of the most important roles is that of the Clerk of the Local
Board, a paid employee of the System. Local board clerks are employed
from the Civil Service Register, and only administrative qualifications and
experience are required. The Clerk maintains the continuity of the local
board operations between meetings by receiving registrations, preparing
files for action by the board, announcing the classifications, issuing the
calls, and answering all correspondence directed to the local board. Clerks
also tend to have long tenure and develop extensive administrative and
legal knowledge of the System. However, their perspective is usually lim-
ited to the administrative processes in which they are involved. The fact
that they lack the service recruiter’s extensive knowledge of service life,

® In Pursuit of Equity : Who Serves When Not All Serve? (Washington, D.C. : The
National Advisory Commission on Selective Service, 1967), p. 21.
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and consequently are unable to answer questions about “life after induc-
tion,” tends to foster an impersonal, procedure-dominated atmosphere in
the local board office.

In one sense, the Clerk performs more of a judicial role than does the
local board. Only that minority of registrants who dispute the initial clas-
sification actually appear before the board. For the majority, the Clerk is
the decision-making echelon, and his decisions are accepted by registrants
without appeal. When the board actually meets, the number of cases to be
decided within the limited time of three to four hours is so large that the
Clerk has to prepare the cases for decision before the meeting and present
them to the board for validation. Between meetings, guidance in making
complex decisions is more likely to be sought from State Headquarters
than from members of the board.?

A survey of local boards and classification actions in the Chicago
area in 1966 by the author revealed that more than 90 percent of the ac-
tions could be determined on the basis of information on the Classification
Questionnaire, or from the reports of the Armed Forces Examining and
Entry Station, and consequently required no adjudication. Only three cat-
egories comprised 80 percent of the decisions : initial registrations (0 to
I-A), disqualified by examination (I-A to I-Y or IV-F), and over liable
age (V-A). Adjudication was required only with reference to conscien-
tious objectors (I-A-O or I-O), hardship (III-A), and the reclassifica-
tion of marginal college or graduate students (II-S). (See Table 4, “Selec-
tive Service Classification.”)

The dominant role of the Clerk does not imply that his influence
substantially affected the decisions of the board, but rather suggests that
board action was unnecessary in most cases. However, the “Minutes of
Local Board Proceedings” reported even the initial classifications of new
registrants to I-A, or the reclassification of old registrants to V-A, as if
they were individual actions decided by vote when no significant decision
was actually involved. Board records rarely indicated a decision by any-
thing less than a unanimous vote in these or any other classifications. Thus
the credibility of the board’s judicial role was jeopardized by the number
of moot issues that they were required to represent themselves as deciding

" Ibid.
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Table 4

ROGER W. LITTLE

SELECTIVE SERVICE CLASSIFICATIONS

CLASS I

Class I-A :
Class I-A-O :

Class I-C :

Class I-D :

Class I-O :

Class I-S :

Class I-W :

Class I-Y :

Available for military service.

Conscientious objector available for noncombatant military
service only.

Member of the Armed Forces of the United States, the Coast
and Geodetic Survey, or the Public Health Service.

Qualified member of Reserve component, or student taking
military training, including ROTC and accepted aviation ca-
det applicant.

Conscientious objector available for civilian work contribut-
ing to the maintenance of the national health, safety, or inter-
est.

Student deferred by law until graduation from high school or
attainment of age 20, or until the end of his academic year at
a college or university.

Conscientious objector performing civilian work contributing
to the maintenance of the national health, safety, or interest,
or who has completed such work.

Registrant qualified for military service only in time of war or
national emergency.

by vote. Another effect was to foster the development of an atmosphere
and momentum of consensus that might severely limit the chances that
a registrant’s appeal would be sustained when a substantial issue was pre-
sented. Perfunctory validation of administrative decisions arranged by the
Clerk might thus undermine the judicial role of the local board.

The Chicago study also indicated that the board had lost its standing
as a group of “friends and neighbors.” More often the members were
strangers whose identities could be established only if they were recog-
nized by the relatively small number of registrants who personally ap-
peared before the board. The chance of such recognition in a metropoli-
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SELECTIVE SERVICE CLASSIFICATIONS

CLASS IT

Class II-4 :  Occupational deferment (other than agricultural or student).
Class II-C :  Agricultural deferment.
Class II-S :  Student deferment.

CLASS III

Class I1I-A :  Extreme hardship deferment, or registrant with a child or
children.

CLASS IV

ClassIV-A :  Registrant with sufficient prior military service or who is a
sole surviving son.

Class IV-B :  Official deferred by law.

Class IV-C :  Alien not currently liable for military service.
Class IV-D : Minister of religion or divinity student.

Class IV-F : Registrant not qualified for any military service.

CLASS V

Class V-A : Registrant over the age of liability for military service.

SOURCE : Annual Report of the Director of Selective Service (Washington, D.C. :
Government Printing Office, 1963), p. 12.

tan area was, of course, very slight, since the only residence requirement
was that the board member live in the same county as the local board
jurisdiction. Since the member’s appointment was to a specific board and
his tenure was usually indefinite, the composition of the board usually
lagged behind the demographic characteristics of a changing community.
Thus, in Chicago, many board members who were originally appointed
when they were South Shore residents had since moved to North Shore
suburbs but still commuted to their original boards. Meanwhile, the popu-
lation of these board areas had been markedly changed by the out-migra-
tion of whites to the suburbs and the in-migration of Negroes from the
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rural South. Under these conditions the local board was more likely to be
perceived as identified with the Selective Service System than with the
local community.

Finally, the validity of the board’s decisions on occupational defer-
ments rested on the assumption that at least one member had adequate
knowledge of the occupational structure of the community. However, the
complexity of the industrial structure of a metropolitan area was such as
to minimize the chance that a board member would have adequate knowl-
edge of a specific occupation and its relationship to an industry. Without
such knowledge, decisions were more likely to be made on the basis of
such spurious considerations as the prestige of the employer or industry
in the community, or the ability to sense the issues to which the board
would be responsive.®

Differential social impact

Military manpower procurement by means of voluntary recruitment and
conscription are not equal in the degree to which they meet the three cri-
teria suggested earlier for judging their appropriateness.

ADEQUACY

First, by itself voluntary recruitment has not been an adequate source of
manpower, in numbers or in timeliness. In such inducements as wages,
working conditions, and opportunities for advancement, the armed forces
are at a disadvantage in competing for a share of the labor force. How-
ever, there would appear to be a consistent proportion of potential enlist-
ees in the manpower pool whose tendency to enlist is related to such fac-
tors as the end of the school year, local employment prospects, and a
variety of other social and economic factors. This pool is expanded by the
inclusion of an unknown number of “draft-impelied volunteers™ who, be-

8The various appeals echelons and procedures of the Selective Service System are
omitted for the purpose of brevity. However, their existence is more important in
a functional analysis than their effect. For a thorough discussion see ibid., p. 28.
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ing vulnerable to the draft, seek to gain some choice in their service as-
signment by enlisting voluntarily, even though this entails a longer term
of service than is required of the draftee. In a Department of Defense sur-
vey of first-term active duty and Reserve personnel in October and No-
vember, 1964, 38 percent of the regular enlistees, 41 percent of the offi-
cers, and 71 percent of the Reserve enlistees (without active service)
answered “no” to the question “Would you have entered service if there
had been no draft?”®

Enlistees appear to have superior attributes for trainability. They are
younger than draftees (see Table 5). Relatively more of them are in
Armed Forces Qualification Test mental groups I and IT (as measured by
the Armed Forces Qualification Test, “AFQT”), while draftees score
more frequently in mental groups III and IV (see Table 6). At entry,
only 41 percent of the Army enlistees, as compared to 53 percent of the
draftees, are high school graduates (see Table 7). However, an additional
20 percent of the enlistees are awarded high school equivalency credits
on the basis of the General Educational Development (GED) test, as
compared to only 3 percent of the draftees (see Table 5). Finally, en-
listees are more likely to re-enlist than draftees, and consequently are the
principal source in all services of permanent cadre personnel with long-
range commitments (see Table 8).

Although the criterion of adequate manpower would appear to be
fully met by the total manpower inventory maintained by Selective Serv-
ice, the actual pool from which inductions are made is only slightly larger
than that from which enlistees are drawn. Thus, in September, 1966,
about 586,000 of the 32 million registrants were actually classified as
available for military service.’® The population on which the quota is
based is only a small segment of the total local manpower pool. Thus, men
who have been deferred continuously since high school graduation are
never examined, and do not affect the experience rate. Similarly, enlistees
who are obviously qualified do not directly affect the acceptance/rejection
experience because they are reclassified I-C after entry into active service.

Consequently, although Selective Service achieves numerical ade-

® Review of the Administration and Operation of the Selective Service System, House
Report No. 75, p. 9935.

* In Pursuit of Equity, pp. 136-138.
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Table 5

ROGER W. LITTLE

PERCENTAGE DISTRIBUTION OF ARMY INDUCTEES AND ENLISTEES AND OF
TOTAL MALE ACCESSIONS (ALL SERVICES) BY AGE AND YEAR OF BIRTH

1966 1965
Percent
50
Mean age (years) Mean age (years)
Total 20.8 Total 21.1
Inductees 21.1 Inductees 21.2
Enlistees  19.9

4 Enlistees  20.2
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SOURCE : Office of the Surgeon General, United States Army, Supplement to Health
of the Army, “Results of the Examination of Youths for Military Service, 1966
(Washington, March 1967). Charts for Army Inductees and Enlistees from p. 44,

Chart for all Male Accessions from p. 59.
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quacy, the pool of men from which inductions are made tends to consti-
tute the same limited segment of the total population as that from which
enlistees are drawn.

UNIVERSALITY

The second criterion relates to the universality of the chances of service,
and the equitable distribution of such chances throughout the society. The
Selective Service System explicitly incorporated this criterion in the earlier
title of the legislation, establishing it as “The Universal Military Service
and Training Act.” In two respects, a goal of universality is achieved by
Selective Service : by the registration of all youths at age eighteen, and by
the accumulation of a registrant pool of several age groups so that peri-
odic fluctuations in manpower demand do not discriminate against spe-
cific age groups.

Voluntary recruitment methods deviate from this criterion by the
nature of the population to which they must appeal. The motivational ap-

Table 6
ACCESSIONS BY MENTAL GROUP, ENTRY MODE, AND SERVICE BRANCH, 1966
AFQT Enlistees

(Mental group, Total

score, and ex- En- Air

pected percent) Draftees listees Army Navy Marines Force
1(93-100) 7% 48% 82% 8.0% 100% 56% 8.4%
11 (65-92) 28% 27.3 38.8 32.9 49.7 34.0 41.5
III (31-64) 34% 42.8 40.1 37.8 36.1 47.2 42.2
1V (10-30) 21% 23.2 12.9 21.3 4.2 132 7.9

Administrative Ac-
ceptees : (9-0) 10% 1.9

Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

SOURCE : Office of the Surgeon General, United States Army, Supplement to Health
of the Army, “Results of the Examination of Youths for Military Service, 1966”
(Washington, March, 1967). Data for draftees from Table 21, p. 42. Data for En-
listees from Table 33, p. 52. For a full discussion of the development and use of
the Armed Forces Qualification Test (AFQT) see p. 9.
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peals that are effective inducements for enlistment are promises of oppor-
tunities for training and education not otherwise available except by mili-
tary service. These appeals are most effective among those who are as yet
unskilled, unattached, and unplaced in the social structure. Consequently,
although voluntary recruitment tends to channel neglected elements of the
social structure into the service, in so doing it provides opportunities for
occupational mobility to which enlistees would not otherwise have access.

Under the conditions of total mobilization prevailing during World
War II, when Selective Service developed, the principle of universality
was functionally effective. Such conditions required that some occupa-
tional roles be viewed as alternative forms of national service. Universality

Table 7
A COMPARISON OF ENLISTEES AND DRAFTEES BY EDUCATIONAL ATTAINMENT
Component
Educational level Regular Army Selective Service
College graduate and higher 1.5% 3.1%
College, 3—4 years, nongraduate 1.3 2.8
College, 2 years 34 7.1
College, 1 year 5.5 7.6
High school graduate 41.3 53.0
High school, nongraduate, 4 years 1.9 2.6
High school, 3 years 6.4 6.2
High school, 2 years 7.2 6.5
High school, 1 year 5.5 4.1
FElementary school graduate
(Grades 1 through 8) 3.8 2.8
Elementary school, nongraduate 1.8 14
Equivalency G.E.D. Credits
2-year college level 0.2 0.1
High school graduate 19.9 2.7

SOURCE : Adapted from Sample Survey of Military Personnel (RCS AG-366), as of
August 31, 1965, “Survey Estimate of Educational Level of Male Enlisted Personnel
by Grade and Component,” Department of the Army. Regular Army personnel,
Grades 1-5, are assumed to be comparable to Selective Service personnel of the
same grades, in length of service. In the original reports, percentages are calculated
by educational level and specific grade, but comparability is not established.
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rested on the assumption that the civilian role in question was equal in sig-
nificance to military service. However, Selective Service was reactivated
in 1948 under nonmobilization conditions as a supplementary manpower
resource. Under these conditions, the deferment method was used for a
different purpose : rather than representing a balancing of the relative
values of specified civilian and military services, deferment was used as
a solution to the problem of an expanding and increasingly superfluous
manpower pool.

In World War II and the Korean conflict periods, the classification
schedule was a simple organizational device for sorting the manpower
pool into categories of relative availability and utility. The classification

Table 8

RE-ENLISTMENT RATES, BY BRANCH OF SERVICE AND PROCUREMENT SOURCE,
1950-1967

First-term regulars

Procurement Marine Air  Inductees

period2  Total Army Navy Corps Force (Army)
1955 158% 389% 9.0% 165% 14.4% 3.0%
1956 22.8 28.2 11.5 23.7 29.3 3.5
1957 24.7 18.9 15.6 17.0 36.5 2.7
1958 27.6 17.2 22.6 24.2 39.8 4.7
1959 30.0 21.5 23.4 20.2 45.7 5.1
1960 21.2 23.5 21.3 11.1 24.1 9.1
1961 25.3 26.0 27.8 18.3 23.5 11.6
1962 27.4 23.8 28.3 20.0 353 20.1
1963 24.9 22.2 25.1 15.5 35.1 11.2
1964 25.2 27.9 22.5 14.4 29.5 3.6
1965 24.0 25.7 214 16.3 25.5 8.4
1966 23.2 28.0 22.8 16.3 18.9 10.2
1967 18.8 23.7 18.9 10.6 16.8 20.8

¢ Data for Fiscal Years rather than calendar years, indicating 2 12-month period be-
ginning on July 1 of the previous calendar year and terminating on June 30 of the
year indicated.

SOURCE : Adapted from Selected Manpower Statistics, Directorate for Statistical
Services, Office of the Secretary of Defense, April 15, 1968, p. 51.



22 ROGER W, LITTLE

action was unlikely to alter the social structure because the decision was
based on the occupational or dependency status of the registrant at the
moment of his classification. The basis for the deferment was unlikely to
change during a short emergency period. However, such a classification
schedule tends to acquire a different meaning in a longer perspective when
permanently established. The schedule is interpreted as a set of approved
behavior patterns, motivated by the desire to avoid service. Each category
thus becomes an attainable status that can be maintained during the regis-
trant’s period of military liability.

The original conception of deferment as a sorting device has been
formally redefined and established as the deliberate policy of “channel-
ing.” It is officially defined and explained as follows :

... the term “channeling” refers to that process through which registrants
are influenced to enter and remain in study, in critical occupations, and
in other activities in the national health, safety, and interest by deferment
or prospect for deferment from military service. Selective Service chan-
nels thousands of young men through its deferment procedures into
those fields of endeavor where there are shortages of adequately trained
personnel. Many would not have continued their education at the under-
graduate and graduate college level if there had not been a college stu-
dent deferment program.t!

Thus, although the definition of “channeling” complies with short-
range goals, the long-range effects of the policy could be to distort basic
social patterns. All educational goals would appear to be equally accept-
able as bases for deferment. One effect of this might be that educational
careers would be arranged on the basis of their “deferment potential”
rather than intrinsic occupational aspirations. Recruitment into some pro-
fessional fields might be correspondingly distorted.

The success of the effort to achieve an equitable distribution of lia-
bility for military service is indicated by the higher educational attainment
levels of draftees as compared to enlistees (see Table 7). The number of
draftees with two or more years of college is more than twice the number
of enlistees at that level. To the extent that level of educational attainment
is an index of social class, it can be said that Selective Service has distrib-

1 4pnual Report of the Director of Selective Service, 1963, p. 12.
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uted the chances of service more widely throughout American society
than would have been the case if voluntary recruitment had been the sole
source of manpower. The local board method of adjudicating exceptions
from national criteria has also served to maintain a closer relationship be-
tween military organization and the larger society than would probably
prevail under a system of recruiting agents reporting only to their respec-
tive services and unresponsive to the local community.

It is important to note that quotas are not allocated to local boards
on the basis of the age distribution of the board’s area nor even according
to the number of registrants, The quota base is the number of men who
have been classified I-A and consequently excludes men who have been
classified into deferment categories. Thus an upper-middle-class district
with a high proportion of college students will have a correspondingly low
quota because that proportion of the registrants attending college are
classified as II-S and are not included in the quota base. A lower-class
area with a small proportion of college students would have a larger quota
but it would be distributed among the larger pool of men classified as I-A
because they are ineligible for classification as college students. Conse-
quently, a lower-class youth in a middle-class area has about the same
chance of selection as other youths in a lower-class area who are classified
as I-A. Thus, lower-class youths are more likely to be selected because
they do not attend college, not because of the demographic characteristics
of their local board area. The inequity is not in the method of allocating
the quota, but rather in deferment policies that exclude or postpone the
vulnerability of college students from the middle and upper classes. A na-
tional selection system would not eliminate the present inequities unless it
were accompanied by an elimination of deferment categories.

MINIMAL IMPACT ON SOCIETY

A third criterion of an efficient procurement system is the extent to which
it can operate effectively without seriously interfering with other essential
functions of the larger society. However, this criterion can be overempha-
sized to the point that the value of universal involvement is sacrificed and
recognition of the civic obligation of military service becomes blurred.
Voluntary recruitment exemplifies this dilemma. So long as procure-



24 ROGER W, LITTLE

ment is limited to voluntary recruitment, social life can continue normally.
The pool of voluntary recruits, composed predominantly of unskilled
youths with no family responsibilities, is relatively fluid and unorganized.
Their departure for military service involves no serious interruption of
work or family life. The community is not obliged to provide welfare serv-
ices to dependents as a substitute for their presence. The voluntary re-
cruit is hardly missed in his community except by his parental family. But
voluntary recruitment also excuses the larger society from a continuing
concern for national military policy and the objectives for which military
personnel are being used. Only a limited segment of the society has a real
personal stake or involvement in military activities, and it is predomi-
nantly located in the class structure where its influence with community
leaders is unlikely to be effective. Purely voluntary military service also is
more likely to be perceived by members of the larger society as a conven-
tional occupational career, freely chosen with full awareness and accept-
ance of the associated risks.

The Selective Service System presents a similar dilemma between
minimizing the social impact of induction, and distributing the chances of
service. The dilemma emerges from the expanding pool of surplus regis-
trants. As the number of 18-year-old registrants has increased, the de-
mand for military manpower has declined. With the expanded registrant
pool, the interval between registration and induction has also increased,
so that it is more likely that a registrant will have established himself in
an occupation and family life by the time he is eventually called. One
solution to this problem is to invert the order of call so that younger reg-
istrants are called first, when they are relatively unskilled and un-
attached. Age status is an objective criterion, unaffected by criteria of
social class, region, or ethnic origins.

However, the solution adopted by the Selective Service System has
been one of using the system of classification and deferment to reduce the
number of persons who must be considered for induction. This policy, in
effect, makes the draft applicable only to persons who cannot qualify for
deferment categories, a criterion which is more likely to be influenced by
factors associated with social class, region, or ethnic affiliation. Military
service thus becomes concentrated in segments of the society rather than
being distributed generally according to the objective criterion of age.
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Effects of the professional
military viewpoint

The process of military manpower procurement includes the relevant pol-
icies of the armed forces themselves. Such policies reflect, in part, the
viewpoints of professional soldiers who view military service in the long-
range perspective of an occupational career. These viewpoints may be in
conflict with military service as a short-term experience, induced either by
legal compulsion under Selective Service, or the expectation of specialized
technical training with transfer value to civilian occupations by enlistees.

The combination of voluntary recruitment and Selective Service has
produced adequate numbers of personnel. However, the assurance of a
supplementary compulsory resource has had the negative effect of retard-
ing innovations in personnel practices among the professional military.
Such innovations as the lowering of entry requirements or the modifica-
tion of internal conditions might have been stimulated by the prospect of
a personnel deficit and the necessity for competing with other institutions
of the larger society for a share of the labor force. When the inducements
of procurement agencies were insufficient to attract men for positions re-
quiring exceptionally skilled personnel—such as physicians and dentists
—innovations such as special pay and career arrangements were intro-
duced. However, in the opposite case, when the manpower pool included
those of marginal physical or mental qualifications who were nevertheless
capable of service under less stringent requirements, no changes were
made. So long as the military organization had access to a more than am-
ple pool of manpower that met existing standards, there was no necessity
for developing criteria that would permit utilization of marginal person-
nel.

A second effect of an assured supply of manpower on professional
military perspectives has been an exaggerated emphasis on entry require-
ments and procedures at the expense of long-range plans for job mobility,
career flexibility, and rehabilitative programs within military organization.
Dependence on a large continuing flow of new personnel required the de-
velopment of mass testing programs to assign entrants to positions or
schools as early as possible for maximum utilization during their limited
term of service. Such programs required elaborate and rigid classification
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and assignment programs relatively insensitive to factors other than those
derived from the tests. After assignment in terms of the results of such
tests, subsequent performance on the job was largely irrelevant. The effect
of reliance on mass testing was to exclude many men from opportunities
for technical training in which they might well have succeeded. Thus, in
an Air Force study of 11,000 men whose aptitude test scores were too low
to qualify initially for technical training in any career field, it was found
after four years that 77 percent of the high school graduates, but only 42
percent of the nongraduates, had performed successfully in such diverse
types of work as transportation, utilities, supply, and air police. However,
if test scores alone had been the criterion, the high school graduates would
have been rejected for enlistment.!2

A third effect emerges from the exaggerated use of cost accounting
methods to evaluate personnel programs. Thus, the preference for the
longer-term enlistee is based on the rationale that each additional month
of service “pays for” the initial cost of procurement and training. Con-
versely, it is often asserted that the two-year draftee is less efficient be-
cause he serves for a shorter period. However, this rationale fails to con-
sider the differences between populations of enlistees as compared to
draftees. It would appear that the self-selection process operating among
enlistees tends to obtain a population with a relatively larger number of
“inefficient” personnel whose aggregate performance detracts from the
values derived from the longer term of service.

Thus, one study of the job performance of men with low mental test
scores concluded :

Of RA (enlistee) Category IV [lowest acceptable grouping of test scores
on the entry mental test instrument—Armed Forces Qualification Test]
men in combat MOS, 50 per cent attained an acceptable level of per-
formance and 43 per cent met standards of performance for career level.
Percentages for the RA lower Category III men were virtually the same.

2 Mary Agnes Gordon and Eli S. Flyer, Predicting Success of Low-Aptitude Air-
men, Technical Documentary Report PRL-TDR-62-14, August, 1962, p. 6. Com-
parable results are reported for Navy enlistees in John A. Plag et al., Age, Years of
Schooling and Intelligence as Predictors of Military Effectiveness for Naval Enlistees
(Washington, D.C. : Naval Medical Neuropsychiatric Research Unit, July, 1965).
The Army Experience is reported by W. A. Klieger et al., in Prediction of Unac-
ceptable Performance in the Army, Technical Research Note 113 (Washington,
D.C.: US. Army, Human Factors Research Branch, TAG Research and Develop-
ment Command, June, 1961).
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More inductees (US), however, despite the fact that their AFQT
[Armed Forces Qualification Test] scores ranged as low as the 10th per-
centile, were rated acceptable (63 per cent) and of career level (56 per
cent). ... In technical MOS (Military Occupational Specialty), the RA
Category IV men were lowest, the RA lower Category II substantially
higher, and the US enlisted men decisively higher than either.13

Similar contrasts between enlistees and inductees appear in apprais-
als of combat performance and of delinquency records. Thus, on the basis
of data collected on 2,291 men in combat during the Korean conflict, en-
listees and inductees were compared in terms of the type of discharge
awarded upon completion of service, and the number of court-martial
convictions (see Table 9). These data suggest that because inductees are
less likely to be delinquent, perform more efficiently during their service,
and are more likely to complete their full term of service, their effective
contribution is as great as that of the enlistee whose commitment to a
longer period is less likely to be fulfilled.

The longer term required of enlistees may even aggravate their com-
paratively poor performance in relation to draftees. The two-year term
required of inductees is more compatible with the time conceptions of the
age group from which enlistees are procured. Studies of this age group
have described them as being in the “trial work period” when occupa-
tional choices are made on a tentative and experimental basis. Their time
perspective is such that they either avoid or subjectively ignore long con-
tractual obligations, while attributing greater significance to shorter time
intervals, such as one or two years, than is true later in life. This is indi-
cated by the responses of grade-12 boys in Project TALENT to the ques-
tion : “What is the longest period of active duty time for which you would
consider enlisting in each branch of the service?”” The results below indi-
cate the significant preference for the two year term (see Table 10).

One of the major supporting arguments for the existing term of serv-
ice (either two or three years) is that after sixteen weeks of basic and in-
dividual training, only twenty months of useful service remain. An addi-
tional two months of this time is consumed by leave and transportation.
However, substantial changes in these time requirements are feasible.

# William H. Helme and Alan A. Anderson, Job Performance of Enlisted Men Scor-
ing Low on AFQT, Technical Research Note 146 (Washington, D.C. : U.S. Army
Personnel Research Office, May, 1964).
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Table 9
COMPARISON OF ENLISTEES AND DRAFTEES BY TYPE OF DISCHARGE
Enlistees Draftees and others
Criterion category No. Percentage No. Percentage
Honorable discharge—no
court-martial convictions 894 62.4% 812 94.6%
Honorable discharge—one
or more convictions 292 20.4 29 3.4
Other-than-honorable
discharge 247 17.2 17 2.0
Total 1,433 100.0 858 100.0

SOURCE : A. U. Dubuisson and W. A. Klieger, Combat Performance of Enlisted
Men with Disciplinary Records, Technical Research Note 148 (Washington, D.C. :
U.S. Army Personnel Research Office, June, 1964).

Thus, an experimental program in basic training as early as 1956 demon-
strated that the same performance levels could be achieved after four
weeks of basic training as after eight weeks, especially with high-aptitude
men. The report concluded :

... Trainees at all levels of aptitude learn as much military information in
four weeks (when the Prevue Review technique is used in their training)
as is normally learned in eight weeks by men of comparable intelligence.
On performance tests, men of middle and low aptitude do benefit by
the full eight weeks of training, although the high-aptitude men appar-
ently make only minor gains in the additional time.14

A fourth effect has been to foster inequities within military organi-
zation, especially in exposure to the risks of combat and the chances of
survival. This outcome is also partly an effect of personnel classification
and assignment procedures. Functionally, it is essential that persons with
scarce and critical skills be so located that the chances of their loss to the
organization will be minimized. Persons who lack scarce skills of value to
military organization are more likely to be assigned to positions where
technical specialization is minimal, usually infantry. Typically, service in

* Victor B. Cline, Alan Beale, and Dennis Seidman, Evaluation of Four-week and
Eight-week Basic Training for Men of Various Intelligence Levels, Technical Report
32 (Washington, D.C. : Human Resources Research Office, The George Washington
University, 1956), p. 5.
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such units involves more field service with risk, hardship, and prolonged
discomfort, combined with monotonous and repetitive tasks with no trans-
fer value to civilian life. Thus men are assigned to such positions because
they lack specialized skills, while the lack of specialization at this echelon
prevents them from ever acquiring such skills during their period of serv-
ice.

It is also at this level that casualties are most likely to occur among
enlisted men during active combat. They are replaced by men most re-
cently inducted or enlisted and trained, rather than by rotation of those
originally assigned to lower-risk echelons. Thus there is a continuously
high demand for unskilled men to maintain the force level of high-casualty
echelons, but attrition among men who have received specialized training
and assigned to risk-remote echelons remains low. Consequently, replace-
ment needs for those echelons is low, school quotas remain stable, entry
standards remain high, and relatively fewer men are likely to be selected.
These factors enhance the prospect that men with less education or who
do not get high scores on aptitude tests are more likely to become casual-
ties.15

Such policies are also derived from the preeminent value attributed
to education in our society. Thus, deferments of college students insure
that at the time of ultimate entry they will have an educational-—and con-
sequently an assignment—advantage over noncollege youths who entered
after high school or less. Deferments for participation in officer procure-
ment programs have a similar effect because officers have a relatively low
casualty experience. Voluntary recruitment policies assure high school
graduates of specialized technical and clerical schools if they are otherwise
qualified by aptitude tests and thus remove them from the chances of se-
lection as infantry replacements.

Conclusions

A basic consideration in the transformation of the Selective Service Sys-
tem is the definition of who shall serve. An effective resolution of this issue
requires innovations in organizational format as well as military man-
* The only published data on this important point is that of Albert J. Mayer and

Thomas F. Hoult, “Social Stratification and Combat Survival,” Social Forces,
XXXIV (December, 1955), 155-159.
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power policy if there is to be more complete fulfillment of the criteria of
adequacy, universality, and minimal impact on the larger society.

Failures to achieve these criteria are due to neglect of the relation-
ship between policy and organizational format. The experience of both
voluntary recruitment and Selective Service exemplify in different ways
the discrepancy between these two factors. Voluntary recruitment has
adapted to the necessity of competing with economic institutions of the
larger society for a share of the labor force by appealing to such values of
American youth as the desire for technical training and education. Selec-
tive Service has attempted to minimize interference with activities of the
larger society by educational and occupational deferments, thus exploit-
ing the same values. However, as a result of organizational format both
systems ultimately compete for the same limited segment of the total man-
power pool.

This analysis has emphasized the potential complementarity of vol-
untary recruitment and Selective Service. The lack of operational coordi-
nation, however, has contributed to the general criticism of the methods of
military manpower procurement. Whatever policy changes may emerge
from the political process, fundamental organizational changes are also
required.

First, there is a critical need for a greatly expanded informational
program. Selective Service has avoided this function, because of a policy
of avoidance by local boards of prominence in the community, but such
avoidance has fostered the accumulation of a vast amount of misinforma-
tion and allegations of intrigue in the absence of accurate knowledge of
the operations of the System. To many, the failure of Selective Service to
assume responsibility for guidance as to service alternatives has also ap-
peared to be an abdication of responsibility for the results of their deci-
sions. On the other hand, the informational activities of voluntary recruit-
ers have been interpreted as promotional of their respective services
rather than generally oriented to the guidance of youths in respect to their
military obligations. A combined effort would eliminate both of these de-
ficiencies and contribute to the attainment of their mutual objectives. The
recruiting services should be charged with responsibility for an informa-
tional and guidance program in which the values of induction are given
equal weight to those of voluntary enlistment.
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Second, the physical location for both operations should be merged
to eliminate organizational competition and to foster collaboration. A
joint military manpower office would facilitate and encourage the explora-
tion of service alternatives. The reluctance of Selective Service to effect
such a consolidation has been based on an erroneous assumption of local
community hostility toward the federal government. Such a conception is
a vestige of the Civil War experience and is no longer justified. The De-
partment of Defense in 1966 initiated a program of consolidating the re-
cruiting efforts of the separate services. This program should be extended
by including the activities of local offices of Selective Service as well. In
addition to the enhanced effectiveness of procurement are the considera-
tions of greater efficiency and economy.

Third, the Cadet Corps (or “High School ROTC”) could be more
effectively utilized as a recruitment source as well as an informational ve-
hicle. Its current modest enrollment of about 90,000 is not an accurate
measure of its potential usefulness in the preliminary training of youths
for military service, especially in urban areas. It could be more fully ex-
ploited by awarding some measure of credit toward the fulfillment of the
active service obligation in summer camp tours, and by greater exposure
to an effective informational program.

A fourth organizational innovation would be the creation of a more
effective relationship between the Reserve and active forces. Traditionally
the Reserves have maintained a separate identity by assimilating veterans
of recent wars with recruits without active military service. Their role in
national defense was supplementary. Since 1960, however, they have as-
sumed an increasingly competitive role with respect to the active forces.
Many recruits are initially trained for relatively brief periods of six to ten
months on active service and thereafter are deferred for active duty except
in emergencies. Consequently, membership in the Reserves has increas-
ingly developed as an abbreviated substitute for the obligation of a full
tour of active service.

More important to the issue of manpower procurement, however, is
that in the Reserve programs military organization has fostered the devel-
ment of a category of exemption from active service under its own aus-
pices. The lack of an ethic of universality comparable to that prevailing
under Selective Service has led to widespread allegations of preferential
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treatment of applicants with local prominence, especially athletes. Since
the number of applicants has far exceeded the number of vacancies, com-
petition for admission has been intense, but actual admission has de-
pended heavily on the personal criteria of Reserve units as military for-
mations resembling local armies, with minimal control by the federal
government. The present inequity could be resolved by retaining Reserv-
ists in the order of call under Selective Service, but reducing their initial
obligated term of service, if ultimately called, by the amount of time al-
ready served.

Organizational innovations alone, however, will not be adequate un-
less they are guided by substantial changes in military manpower policy,
which has been dominated in the recent past by the dilemma of disposing
of an accumulating surplus. Consequently, such short-range policies as
increasing the selectivity of entry requirements have predominated. How-
ever, an adequate solution requires confrontation of the two most im-
portant elements of military manpower policy in a democratic society :
eliminating qualitative barriers to participation and increasing the rate of
participation.

Qualitative barriers to participation now prevail at both extremes of
the educational continuum. Stringent entry requirements established by
military organization currently exclude a third of the available manpower.
Periodic re-examinations of the rejected have indicated that many could
serve effectively by a minor change in the definition of the criterion. Their
successful performance, once having overcome the hurdle of entry re-
quirements, suggests that the technical demands of military organization
can be effectively met with lower standards. More important, however, is
that the permanent exclusion of such a substantial proportion of each age
group from military service correspondingly deprives them of the oppor-
tunity for significant participation in a highly valued and vital place in
Anmerican life.

At the opposite extreme, educational and occupational deferments,
established as special categories by Selective Service upon the recommen-
dations of what they interpret to be the representatives of higher education
in America, are equally pernicious. As a minimum, they postpone the
chances of service until so late a point that recently acquired technical or
intellectual skills are either wasted by induction or exploited as a justifica-
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tion for continued exclusion from service. At another level of significance,
however, is the historical fact that participation in military organization
has been an essential credential for leadership in American society. The
exclusion of the college graduate from military service now correspond-
ingly limits his acceptability for political leadership in the future by re-
moving him from participation in significant events of his age group.

Another major direction in which changes are required in military
manpower policy is recognition of the significance of the declining rate of
participation in military organization. The quantitative explanation is
simple : the manpower needs of military organization have remained rel-
atively stable while the available manpower has increased. Recognition of
the accumulating surplus has fostered the development of devices for dis-
posing of the surplus, through such artifices as permissive deferment pol-
icies. Such improvised solutions fail, however, to take into account the
significance of military institutions in American society and the universal
obligations of citizen participation in them.

The developing problem confronting military manpower agencies is
whether military service can be retained as a component of the civic ethic
when it is meaningful only to a dwindling fraction of American men,
Through more flexible training and assignment policies and adjustment of
the term of service to the available manpower, the participation would be
increased and the significance of these institutions in American society
would be revitalized. The solutions that we have proposed are intended to
avoid the crisis that present policies portend : that membership in Amer-
ican military organization will increasingly represent or comprise a mi-
nority group in American society.



Historical background

of Selective Service
in the United States

HARRY A. MARMION

THIS CHAPTER presents a brief and concise summary of the emergence of
conscription as a solution to the recurrent problem of military manpower
procurement during critical periods in national defense. Special emphasis
is placed on developments of current relevance such as student deferments
and the Reserve components.

European origins

The first modern conscription law was adopted by France during the
French Revolution. During the nineteenth century most major European
nations adopted the practice of conscription in connection with various
conflicts. The rationale was that the number of men under arms and the
ability to produce an inexpensive musket as a weapon would be the de-
ciding factors in any war.

35
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The first hundred and fifty years

The early colonists in America brought with them from England the mili-
tia concept. This meant that every able-bodied person should be armed
and ready to fight whenever the occasion demanded. From the earliest
settlement at Jamestown in 1607 until 1775, when the American Revolu-
tion began, conscription of one type or another was called for in a num-
ber of laws and ordinances passed by the various political subdivisions of
the time.!

The Revolution and the War of 1812

In both the American Revolution and the War of 1812 the voluntary
system of procuring men for the armed forces failed. To stimulate enlist-
ment, bounties of various types were offered, including clothing, land, and
even money. In 1777, Massachusetts and Virginia resorted to conscrip-
tion. By February, 1778, only about two-thirds of the authorized Conti-
nental army had been recruited and Washington recommended to the
Continental Congress that the necessary men be obtained by universal
conscription in all of the Colonies. At this point, however, aid from
France to the struggling young nation eliminated the necessity for extend-
ing conscription.

Near the end of the War of 1812 the ranks of the army were de-
pleted and the Congress considered conscription. Again such action was
dropped when the war ended.

The Civil War

Until the Civil War the use of conscription in America had been limited.
Both sides resorted to the practice out of necessity. In the North it became
quite obvious that a system of voluntary enlistment was not adequate. On
March 3, 1863, Congress passed the first conscription act. It was not a

1 For a more detailed discussion of this period, see Qutline of Historical Background
of Selective Service and Chronology (Washington, D.C. : Selective Service System,
1965), and Backgrounds of Selective Service (Washington, D.C. : Selective Service
System, 1947), Vol. 1, pp. 55-62.
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model law, and much public resentment resulted. Basically the law re-
quired all men between the ages of 20 and 45 to register. The require-
ments of the Army were foisted on the states in proportion to their popu-
lation. The states subdivided the required numbers to various districts.
Credit was given to those districts that could show previous enlistments.
A man could buy an exemption for $300 or procure a substitute for an
agreed-upon amount. For the rich, avoiding conscription was a relatively
easy task, and the heavy burden fell upon the poor.

The first drawing of names in 1863 led to riots in such widely sepa-
rated cities as Boston, Massachusetts; Wooster, Ohio; Portsmouth, New
Hampshire; Rutland, Vermont; and New York City. In New York City
the riots were severe, causing many deaths and great property damage.
The rioters concentrated on the federal provost marshals, who were in
charge of drawing the names.? This deep-seated feeling about conscrip-
tion, particularly among the poor, coupled with the bounty and substitute
provisions of the law, was responsible for sweeping changes in the legisla-
tion providing necessary military manpower prior to World War 1.

The principal advantage of conscription was an increase in volun-
teers. Volunteers received a bounty; conscriptees did not. Actually, out of
almost 800,000 names drawn, less than 50,000 served,

The South started conscription earlier—in 1862—and held its men
for one year as opposed to three to nine months’ service in the North. It
allowed sweeping occupational exemptions, which led to abuses and fos-
tered discontent between rich and poor. Exempted groups increased and
special interests clamored for more of the same. The Southern legislation
was not any better than the law enacted in the North; both were relatively
unsuccessful ?

After the war, in 1866, the administrator of conscription in Illinois,
Brigadier General James Oates, wrote a report about the deficiencies of
the conscription law in the North. He made certain recommendations for

3 For a good description of the draft riots, see William B. Hesseltine, Lincoln and
the War Governors (New York : Knopf and Co., 1948), Chap. 14, pp. 273-307.
For a discussion of the system in a particular state, see Eugene C. Murdock, Ohio’s
Bounty System in the Civil War (Athens, Ohio : Ohio University Press for the Ohio
Historical Service, 1963). It should be understood that the evils and corruption in
Ohio are not peculiar to that state alone.

3 An interesting discussion of conscription is contained in Samuel Eliot Morison,
The Oxford History of the American People (New York : Oxford University Press,
1965), pp. 666—667.
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future legislation. This report was not acted upon for more than fifty years
until Enoch H. Crowder, the Judge Advocate General of the Army, uti-
lized the material in preparing legislation for President Wilson.

World War I and the National
Defense Act of 1916

In order to appraise the first modern draft legislation enacted, the differ-
ences between the contending positions must be established. The profes-
sional military desired an effective standing army with additional emer-
gency strength from recruitment of volunteers. This approach generally
followed the pattern of the previous hundred years in America. On the
other hand, President Wilson took the position that in a crisis the nation
must not depend on a standing army but upon a citizenry trained and ac-
customed to arms. The professional military won and the National De-
fense Act of 1916 set up a blueprint for an increased regular military
establishment.

While the debate on the National Defense Act was going on, some
were already preparing for war. Grenville Clark suggested to General
Leonard Wood the idea of men voluntarily engaging in military training
for a month. The “Plattsburg idea,” as it was called, gave elementary mil-
itary training to a large number of men. Those who volunteered became
advocates of national defense when they returned to their communities.*

Early in 1917 it became obvious that the nation must begin to pre-
pare for war. President Wilson asked the War Department to prepare a
“draft law” and Colonel Enoch H. Crowder, the Judge Advocate General
of the Army, wrote the original text in February of 1917.% The day after
war was declared in April, 1917, the bill entitled “An Act To Authorize
the President To Increase Temporarily the Military Establishment of the
United States” (commonly referred to as “The Selective Service Law™)
was presented to Congress. There followed a bitter six-week debate in
Congress. Arguments against the bill alleged unconstitutionality, soldier

*For an interesting discussion of this period, see Frederick Palmer, Newton D.
Baker—America at War (New York : Dodd Mead & Co., 1931), Vol. 1.

5 At some point between the Civil War and World War I, the word “conscription”
appears to have declined in popularity and the word “draft” substituted.
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slavery, an attempt to Prussianize America, and that before machinery
could be set up the country could raise half a million men voluntarily.

One of the most important provisions of the Act was Section 4,
which said in part : “The President is hereby authorized ... to create and
establish ... local boards which shall consist of three or more members,
none of whom shall be connected with the military establishment [empha-
sis added] ... such boards shall have power within their respective juris-
diction to ... determine ... all questions of exemption under this act. ...”
Some other provisions of the act were as follows :

1. Selective Service from the beginning of the conflict

2. Service for the duration

3. No bounties, substitutes, or purchased exemptions

4. Registration by voluntary act at designated places (usually polling
places) in local communities

5. Age limit : 21-31, later amended to 1845

If one were to sum up the 1917 legislation, it could be accomplished
by one phrase—“Supervised Decentralization.” President Wilson signed
the bill into law on May 18 and the first registration was held on June 5,
1917, when 10 million men were registered. After the registration was
accomplished the order of selection was established by a central lottery
located in Washington. The first drawing was held on July 20, 1917,
and the greatest lottery in history fixed the order of call for 10 million
Americans. The law registered 24 million Americans, selected and in-
ducted nearly 3 million, and was so successful that it required only three
minor revisions during its period of applicability.®

Student deferment

Prior to World War I no serious thought had ever been given to deferment
of students in America, except for their often being considered too young
for service.” During the first World War consideration was given for the

®David A. Lockmiller, Enoch H. Crowder (Columbus : University of Missouri
Studies, 1955), a biography of the first head of the Selective Service System, con-
tains a detailed and informative history of the 1917 Act, especially Chaps. X through
X111,

" The material in this section comes from 4 Working Paper : The Student Deferment
Program in Selective Service, prepared in the Planning Office, Office of the Director,
National Headquarters, Selective Service System, February, 1952.
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first time to the importance of education and the possibility of a type of
deferment. At no time during this period were local boards even close to
the bottom of the manpower pool available. Thus, there was no great pub-
lic reaction to approximately 145,000 youths involved in the Student
Army Training Corps. In 1917 this program was devised to allow students
under the age of twenty-one to be relieved from active military duty to
attend college for three years. There were more than five hundred college
units established in the country but before the first enrollees began their
courses of instruction, Congress lowered the draft age to eighteen. After
this change the period of instruction for these students was reduced to
nine months. The first students were activated in early October, but the
Armistice was signed in November and all trainees demobilized before the
end of the year. Because the program was so short-lived, there can be no
real assessment of its worth. The precedent of some type of student defer-
ment, however, had been established.

Post-World-War-I period

The planning and study for future emergencies began in 1926, when the
Joint Army and Navy Selective Service Committee was convened. A nu-
cleus of an organization to administer a future Selective Service law was
established. Prior to the declaration of a limited national emergency in
1939, the committee had studied, revised, and drafted a proposed law. By
the summer of 1940, a national headquarters had been set up and all state
groups alerted so that when the Selective Training and Service Act of
1940 was passed, a nationwide organization was ready to be put into op-
eration.

The act entitled “An Act To Provide for the Common Defense by
Increasing the Personnel of the Armed Forces of the United States and
Providing for Its Training” called for registration of all males between the
ages of 21 and 35. In the first registration more than 16 million men reg-
istered. Inductions began in November, 1940. The act was strictly a
peacetime measure that provided for a training period of a year or less,
with no service beyond the limits of the Western Hemisphere, except in
our territories or possessions. It provided that no more than 900,000
men could be in training at the same time.

President Roosevelt appointed a civilian, Dr. Clarence Dykstra, the
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first Director of Selective Service in late 1940. The President felt that
legislation calling for induction of men in peacetime needed a civilian
director to inspire public confidence. Dr. Dykstra, the President of the
University of Wisconsin, commuted to Washington for six months while
continuing to hold his position at the university. After six months Dr.
Dykstra resigned for several reasons, including health and a board of
trustees that were concerned over his absences. President Roosevelt ap-
pointed Lieutenant Colonel Lewis B. Hershey to be Director in July,
1941.

During the period of emergency from November, 1940, to October
31, 1946, more than 10 million men were inducted. Large numbers of
students were also in uniform. Both the Army and Navy operated educa-
tional programs at colleges and universities and more than 200,000 men
were maintained as military students.®

Expiration of the Selective Training
and Service Act

President Truman recommended to Congress in March, 1947, that the
Act be permitted to expire on March 31, 1947. Congress passed a law
establishing the Office of Selective Service Records, charged with main-
taining records, data, and files on the entire Selective Service process.
General Hershey was named Director of the agency. A nucleus of Selec-
tive Service personnel was retained for protection against national emer-
gencies necessitating almost instant manpower mobilization. For the first
time since 1940 the United States depended solely on enlistments for
maintaining the posture of the services. This hiatus was to last for fifteen
months.

Truman and the 1948 Act

President Truman tried unsuccessfully for four years to have Congress
pass a Universal Military Training Act. The proposed legislation would
provide one year of training for all American men. This issue always fos-
tered bitter debate, but the adoption of a policy of national defense de-
® National Manpower Council, Student Deferment and National Manpower Policy

(New York : Columbia University Press, 1952), Chap. I, pp. 23-38, discusses stu-
dent deferment.
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pending upon air-nuclear deterrent cost the universal training concept
most of its Congressional support. Because of the Cold War crisis, Con-
gress did enact the Selective Service Act of 1948. Thus, for the first time
in American history, men were drafted into the armed forces during
peacetime. Again General Hershey was appointed Director of Selective
Service.

Peacetime inductions immediately presented new problems for the
Selective Service System in a completely new context. The experience dur-
ing two World Wars was not really relevant. Since in 1948 there was no
real war effort, the previous formula of who should serve, based on indi-
vidual contribution to the war effort either in a military or civilian ca-
pacity, was not now pertinent.

The provisions of the 1948 Act were essentially the same as the
World War II legislation. The period of service was, however, set at 21
months. All men between the ages of 18 and 26 were required to register.
Youths in the 18-year-old category were allowed to enlist for one year
(limit of 161,000 per year) and avoid the draft by joining the Reserves
for six years.

The law provided that high school students could continue their
study, if their work was satisfactory, until graduvation, or until they
reached the age of 20, whichever was first. College and university students
could have induction postponed until the end of the academic year. The
law further authorized the President to issue regulations that could defer
persons whose activity was found essential to the national interest. This
included study, research, and medical or scientific endeavors. The initial
registration found over 8 million men eligible for service. Subsequently,
men were required to register within five days after their eighteenth birth-
day. After January, 1949, the armed forces were able to obtain the re-
quired manpower and the draft calls were canceled.

Korean period

The value of having Selective Service apparatus available was shown in
June, 1950. Although draft calls had ceased, local boards had continued
registration and classification of eligible males. Inductions were begun
within 60 days after the beginning of hostilities in Korea.
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Universal Military Training and
Service Act of 1951

The Selective Service Act of 1948 was succeeded by the Universal Mili-
tary Training and Service Act of 1951. There were a number of significant
changes in this Act which in general increased the sources of manpower
available for induction. Some of the significant changes were as follows :

1. Tt canceled the deferment for married men without children. (In 1953
this provision was amended to cancel deferment for fatherhood, with
some exceptions.)

2. It lowered the age limit of liability for military service from 19 to
18%.

3. It extended active duty period to 24 months and instituted an eight-
year total obligation for combined active duty and membership in the
Reserve.

4. Conscientious objectors, in lieu of military service, could perform
certain civilian tasks in the national interest.

5. It extended to age 35 the liability of most men deferred after June 19,
1951.

6. Deferment by law was provided for college students to the end of the
academic year or until they ceased satisfactorily to pursue their studies,
whichever occurred earlier.

7. The Korean Bill of Rights was enacted in 1952.

President Truman appointed a National Security Training Commis-
sion to study UMT and to provide Congress with a detailed plan for im-
plementation. The plan was presented in late 1951, The Universal Mili-
tary Training provisions of the Act were debated but never passed.?
During the three-year period of the Korean War more than a million and
a half men were inducted through Selective Service procedures.

Proposals for student deferment

The reinstitution of the draft, together with a growing concern over short-
ages of scientific and other specialized personnel, made draft deferment
in the 1950’s a real issue for the first time in our history.

® See Congress and the Nation 1945-1964, pp. 266-272, for a good synopsis of the
Congressional action on the draft and Universal Military Training.
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James H. Conant and Vannevar Bush urged a Universal Military
Training proposal later known as the “Conant Plan.” The proposal would
have inducted all qualified males at 18 with no deferments for anyone.
After a two-year hitch a man would pursue a civilian occupation, or go
to college, subject, if necessary, to call up as a member of the Reserve.
Conant later modified his proposal with respect to medical students. He
recommended that they be deferred until after graduation.

The Association of American Universities agreed with the Conant
Plan insofar as induction at age 18 was concerned. They proposed, how-
ever, that after a period of training (four to six months), the armed forces
would select certain students by examination. Those selected would be
furloughed in order to attend college. After graduation, Selective Service
would determine who would be recalled and who would be deferred.

The Scientific Manpower Advisory Committee of the National Se-
curity Resources Board (known as the Thomas Committee) also sub-
mitted a plan for student deferment. It recommended four months of
training for all qualified 18-year-old males. High school students would
be deferred until age 19 or until graduation, whichever came earlier. After
this period of training some men would be selected for college enrollment
(program to be determined by the student) in Reserve Officer Training
Corps programs. Another group would be selected for college enrollment
in a Reserve Specialist Training Corps to provide education in science,
engineering, medicine, and other fields. After graduation these men would
be available for either civilian or military activities essential to the public
interest. Both these avenues would provide a continuous flow of man-
power into the military (ROTC) and critical civilian fields (RSTC). The
selective process would be made on the basis of “competitive examina-
tion.”

Finally, the “Trytten Plan,” a composite of reports of six Advisory
Committees to Selective Service, was presented in late 1950. This plan
was essentially the student deferment program finally adopted by the Se-
lective Service System through Executive Order of the President.

The plan called for the maintenance of an uninterrupted flow of stu-
dents through college.r® Students would be selected for deferment on a

0 M, H. Trytten, Student Deferment in Selective Service (Minneapolis : University
of Minnesota Press, 1952), although outdated, carefully analyzes the need for de-
ferment in a period of “less than all out national emergency.”
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basis of their performance in college and a nationwide test administered
by the Selective Service System. After graduation students would be given
four months to secure “essential employment.” Those who at the end of
that period were not eligible for further deferment would be inducted.
(This portion of the Trytten Plan was not enacted.)

Student deferment in the 1950’s

As stated earlier, high school students doing satisfactory work must be
deferred until graduation or their twentieth birthday, whichever occurs
earlier. A full-time college student who is ordered to report for induction
must be deferred, at his request, until the end of the academic year. This
form of statutory deferment may be secured only once.

Presidential Executive Orders may provide for further deferment of
individuals whose education or employment may be in the national in-
terest. Local draft boards have no obligation to defer students based on
federally established guidelines. Each individual case may be examined in
light of conditions facing local boards. Any man who obtained a defer-
ment extends his liability for military service to age 35.

1955 amendments

As was stated earlier, more than 1.5 million men were inducted through
the Selective Service process during the Korean War. In fiscal 1954 and
1955 after the truce, less than half a million were inducted. The Univer-
sal Military Training and Service Act was extended until July 1, 1959,
by legislation signed by the President in June, 1955. The principal ex-
piring provision was the authority to induct men who had not acquired
extended liability through deferment.

Reserve Forces Act of 1955

One of the lessons learned as a result of the Korean War was that the
Reserve forces of the country were inadequate to meet any significant
aggressive challenge. President Eisenhower advocated the passage of the
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Reserve Forces Act, which would provide a large number of men, essen-
tially for the Reserve. The most important provision of this act provided
for a “critical skills” Reserve program with local boards assigned the re-
sponsibility for selecting men eligible to enlist [emphasis added]. Men
believed to be in “critical skill capacities” by local boards were required
to enlist for three to six months of active duty for training and then were
assigned to the Reserve for a balance of an eight-year enlistment. This
program was discontinued after August 1, 1963.

The so-called “six months program” was also established; it provided
(with certain quotas) that men before age 18%%2 and before they received
orders for induction could join a Ready Reserve unit. They would be re-
quired to spend eight years in the Reserve, including from three to six
months of active duty for training, Later, in 1957, this program was made
available to those over 18%2 years of age. This program was highly bene-
ficial to the Reserve. No figures are available to determine what propor-
tion of young men who availed themselves of this option were college
students.

Extension to July 1, 1967

Public Law 88-2, approved March 28, 1963, extended the Universal Mil-
itary Training and Service Act until July 1, 1967. It should be noted that
the extension of the draft law was accomplished with perfunctory hearings
and little debate.

Student deferment policies in the early 1960’s

At present a student may further postpone service by passing the Selective
Service Qualification Test (grade of 70) or attaining the required class
standing for his appropriate academic year.

In effect, the law provides that all college freshmen be deferred for
one academic year and that at their request they may be deferred further
if the local draft board follows the recommendation of Selective Service
and the student meets the stated guidelines. There is no provision in the
law that protects part-time students. Graduate students may be deferred
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if they graduated in the upper quarter of their college class, are accepted
into graduate school, and pass the Selective Service Qualification Test
with a higher grade (80) than required of an undergraduate student.

During the period from 1951 to the spring of 1963, more than
600,000 students had taken the test. From 1963 until the spring of 1966
nearly all boards deferred students making satisfactory progress toward
a degree, and the test was discontinued. Escalation of the war in Vietnam
changed the student deferment picture. The Selective Service Qualification
Test has been reinstituted and was offered during May, 1966.

Men found not acceptable

Although not directly concerned with student deferment, one other aspect
of the draft regulations deserves mention.

Supposedly because of advanced technology, the services desire to
obtain and retain higher quality manpower. The 1958 Amendment to the
Universal Military Training and Service Act gave the President authority,
which is delegated to the Department of Defense, to increase the stand-
ards for induction. This resulted in an increase in rejection rates among
those eligible to serve. The result of this, in turn, is that the armed forces
are now in competition with all other manpower users for a smaller group
of men——the most desirable manpower in the nation.

During the period from July, 1950, to June, 1965, 47.9 percent of
those otherwise eligible for induction into the service were found not qual-
ified at the preinduction examination. (See Table I.) In Table III of the
1965 Report, the breakdown by cause for those men found not qualified
at the preinduction examination (June, 1950-June, 1965) is summarized
as follows:

Percentage No.
Failed mental requirement 43.1% 1,471,218
Failed physical requirement 47.1 1,567,895
Other 9.8 359,760

100.0% 3,398,873
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In fiscal 1965 “preinduction examinations were given to 581,716
registrants 19 years of age and over ... among these, 287,582 or 49.5
per cent were found qualified while the remaining 50.5 per cent were
pot.” 11

One can say that this high rate of rejection greatly affects the overall
manpower situation.

The current controversy over Selective Service

Widespread criticism of the draft system is a recent phenomenon. During
the two World Wars the system worked well because of complete national
commitment. During the Korean conflict, there was little outcry against
the draft. As late as 1963, when the law was extended, there was little or
no opposition expressed by Congress or any significant segment of the
population.

The unpopularity of the Vietnam War, the escalation of the conflict
in the spring of 1965, and relatively recent student militancy in the coun-
try have currently brought the entire Selective Service System under close
scrutiny from many quarters.

In June, 1966, hearings on the administration and operation of the
Selective Service System before the Committee on Armed Services of the
House of Representatives clearly revealed a myriad of conflicting opinions
on this issue. The hearings also produced a summary of the long-awaited
study of the present draft system undertaken by the Department of De-
fense two years earlier. The evidence of concern was heightened when,
concurrently with the hearings, the President established a National Advi-
sory Commission on Selective Service. In November, 1966, Congressman
L. Mendel Rivers, ever mindful of the legislative prerogative of Congress,
appointed a Civilian Advisory Panel on Military Manpower Procurement
to advise the House Armed Services Committee, of which he is the Chair-
man, In March, 1967, both panels had reported their findings. Shortly
after the report of the President’s Commission the President sent a mes-
sage to Congress that included the following recommendations, which
closely paralleled those recommended by the Commission he appointed :

1 Annual Report of the Director of Selective Service 1965, p. 22.
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1. The current law be extended for a four-year period

2. Men be inducted on a “youngest first” basis

3. Deferment policies be tightened so as not to become exemptions and
that postgraduate deferments be discontinued, except for medical and
dental schooll2

4. Firm rules be formulated to apply uniformly throughout the country
in determining eligibility for all other types of deferment

5. A system of random selection be established

6. Improvement of the Selective Service System be immediately effected
to assure better service to the registrant in counseling and appeals; also
better information to the public about the operation of the System and
broader community representation on the local boards

7. The proposed reorganization of the structure and organization of the
Selective Service System be studied

8. The life of the Advisory Commission on Selective Service be contin-
ued for another year

9. Enlistment procedures for the National Guard and Reserve units be
strengthened to remove inequities

The Report of the Civilian Advisory Panel on Manpower Procure-
ment also supported the concept of taking youngest men first but rejected
any form of lottery. It supported the deferment of students until they re-
ceived their undergraduate degree or reached age 24. Graduate defer-
ments would continue only in critical areas as determined by a special
National Manpower Board. The panel also urged the President to order
Reserves to active duty to distribute the burden equitably between draft-
ees and Reserves.

The Advisory Panel opposed most suggestions that would change the
present system. The only really innovative suggestion was to take young-
est first but even on this point the Panel did not take the next logical step,
namely some form of random selection. With the pool of those reaching
the age of 18 increasing rapidly, an increase of over one million between
1952 and 1966, the arithmetic indicates some form of random selection
is necessary.

' With regard to undergraduate deferments, the President admitted that he had not
decided what course to take. In his words : “I hope and expect that the Congress will
debate the questions this issue poses for the nation’s youth and the nation’s future.”
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Summary

For almost two hundred years the United States had no experience with
compulsory military service except in connection with major wars. Thus,
compulsory service had been closely associated in the public mind with
total national emergency.

In 1948 this situation changed and even though military strength re-
quirements were not large, these requirements were not being met by
voluntary enlistment. The situation was complicated by the aggressive
tendencies of some nations, which necessitated countermeasures by the
United States. In 1948, for the first time in American history, Congress
authorized the induction of men for a period of military service in peace-
time. This presented Selective Service with a completely new set of prob-
lems with previously attained experience no longer totally relevant. Also,
the postwar complexity of society and expansion of knowledge, technical
and otherwise, indicated a need for thoughtful consideration of deferment
programs for undergraduate and graduate students. The unpopularity of
the Vietnam War, the changing character of American college students,
and the tenor of Congressional reaction have caused the entire Selective
Service process to be subjected to intense scrutiny. Certainly the draft law
will undergo a great deal of stress after its expiration on July 1, 1967.1

18 See Outline of Historical Background of Selective Service and Chronology (rev.
ed., 1965), for a thorough outline of historical background on this matter.



A social profile of local

draft board members:

the case of Wisconsin
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Introduction

DESPITE THE SIGNIFICANCE of the Selective Service System in American
society, it has been the subject of virtually no systematic research.! Even
answers to such apparently routine questions as who serves on the local
board, how they are appointed and by whom, how long they serve, and
how they relate to their communities are difficult or impossible to find.
This paper attempts to provide partial answers to these questions. In addi-
tion we will try to sketch some of the links between Selective Service and
the society and economy in which it operates. The data on which the pa-
per rests include background and attitudinal details obtained in the Fall

*'When we began our research the only substantial thing we were able to find was
one doctoral dissertation, which examined the attitudes of 121 local board members
in the New York City area; see Donald D. Stewart, “Local Board : The Place of
Volunteers in a Bureaucratic Organization” (unpublished Ph.D. dissertation, Co-
lumbia University, 1950). During the 1950’s and early 1960’s, Selective Service at-
tracted little attention, but it became the object of much attention and criticism
when draft calls began to mount in 1965. The National Advisory Commission was
appointed in July, 1966, and during the fall, conferences were held at Antioch Col-
lege, the University of Chicago, and New York University, among other places.
Papers on the draft have been presented at such disparate places as a meeting of the
American Veterans Committee and the Industrial Relations Research Association.

53
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of 1966 through a mail questionnaire that elicited 81 percent response
from the 389 local board members of the State of Wisconsin.? We also
interviewed 40 board members from a variety of boards, and about 30
Selective Service personnel from the State Director of Local Board
Clerks.

Our inquiry was limited to the State of Wisconsin, but we think that
it has reached all the essential characteristics of the System. In conjunc-
tion with data developed by the National Commission on Selective Serv-
ice, whose work permits us to develop national generalizations but does
not include the detailed attitudinal background and operating character-
istic data available through an in-depth inquiry, it should provide a base
for evaluating some of the complaints and prescriptions concerning the
System.? We will look first at patterns of selection of local board members,
then at the results, and finally at the significance of the profile of member-
ship established.

Recruitment of local board members

Classification and selection for induction are carried out by local boards
composed of citizens who are part-time volunteers. There are eighty
boards in Wisconsin, each with five members except for scattered vacan-

2This paper is based on research conducted as part of an inquiry into the relation-
ships, present and potential, between Selective Service and poverty; it was supported
by funds granted to the Institute for Research on Poverty at the University of Wis-
consin pursuant to the provisions of the Economic Opportunity Act of 1964. The
authors acknowledge their indebtedness to the Imstitute for its assistance, and to
Marilyn Wenell, Barry Gaberman, and James Thomas, graduate students in the De-
partment of Political Science at the University of Wisconsin, for capable and re-
sourceful research assistance. The study would not have been possible without the
full, frank, and open cooperation of all elements of the Selective Service System. We
are particularly indebted to Colonel Bentley Courtenay, State Director, who, with
the approval of National Director General Lewis B. Hershey, made available the
nonconfidential records of his State Headquarters and assisted us in securing the
cooperation of local board members and other personnel of the System. Naturally,
he bears no responsibility whatsoever for the judgments expressed here.

® This inquiry differs from that of the National Commission in that it rests on indi-
vidual questionnaires to local board members, which tap background characteristics,
community activities, and attitudes; it relates the foregoing to the classification, in-
duction, and enlistment performance of local boards and the socioeconomic charac-
teristics of their jurisdictions; and it draws on interviews at all levels of the Selective
Service System.
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cies; they commonly meet once a month for three or four hours, although
this varies with the size of calls. By law, only the local board can decide
upon deferments or inductions, and the national guidelines established are
advisory only. Until the law was amended in 1967, membership on local
boards carried no term or maximum age limit, so that a man might serve
as long as he wished.

The statutory provision for nomination by the Governor and ap-
pointment by the President is implemented by widely varied actual prac-
tices. In California, for example, Superior Court Judges recommend local
board members to the Governor; in Texas, the recommendation is made
either by the State Director or by local committees acting in his name. In
Wisconsin, the State Director secures nominees from a variety of sources
and recommends them to the Governor. The sources employed here sug-
gest that the real selection process may take one of two basic forms. The
first is selection by the local board itself, perhaps limited by understand-
ings about geographic or occupational representation on the board. The
retiring member, another member, or the chairman may secure the ap-
proval of the other members for 2 man he proposes and send the name on
to the State Headquarters for forwarding to the Governor. Of our 314
respondents, 39 percent said they had been recruited by the local board.
Thus, many boards are essentially self-perpetuating bodies. The second
major selection pattern is through the efforts of State Headquarters per-
sonnel, usually the field staff known as “auditors.” Occasionally, a local
board may decline to choose a replacement and fairly often it has diffi-
culty finding one; sometimes the State Headquarters may seek to change
the character of the board. In these cases, the auditor—normally respon-
sible for liaison with Local Board Clerks and oversight of their operations
—takes on the additional job of locating a new member. The standard
sources are the local postmaster, service and veterans’ organizations, and
prominent local people. In some instances, officers of the State Head-
quarters themselves may take part in the selection process. Eleven per-
cent of our respondents said they had been chosen by the State Head-
quarters in some way, and 32 percent said the most recent addition had
been selected in this way. Many board members are unaware of the man-
ner in which they or others were selected, so that these totals are rough
approximations only.



56 JAMES W, DAVIS, JR., KENNETH M. DOLBEARE

These observations may be summarized by suggesting that the re-
cruitment of local board members is highly situational. It varies over time
within local boards, it varies among local boards, and it varies from state
to state. The present requirement of gubernatorial nomination and Presi-
dential appointment says little about how board members actually are
found. And without field research on a state by state basis it is impossible
to say. From our experience, we would be loathe to say anything about
the selection of local board members in Illinois or Minnesota or New
York.

Turnover on local boards

How long do draft board members serve? Until 1967 they served with-
out limit of time and this means that many served a very long time indeed.
Table 1 shows the length of tenure of board members, and compares our
sample response with data on all board members compiled for us by the
State Headquarters.

Table 1 indicates that our respondents are closely representative of
all board members, with perhaps a slight overrepresentation of older
members and underrepresentation of newer members. More than half of
all board members have served more than 10 years, and further break-
down indicates that more than 10 percent have served more than 20 years.
Clearly, there is not much turnover. There are several reasons for the long
tenures of draft board members. One reason no doubt is that when draft

Table 1
LENGTH OF TENURE OF BOARD MEMBERS 1966
Years of Questionnaire All Jocal
service respondents board members

04 27% 30%

5-9 14 17

10 and over 57 53

No response 2
100% 100%

N =314 N =389
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calls are low the job is not a taxing one. More important, perhaps most
important, is that board members almost to a man say that they get satis-
faction from doing a job that has to be done and that they think is an
important one. For many, this service seems to be a means of participating
in something that extends beyond their own community and gaining a
sense of integration with the nation as a whole. They are proud of their
job and some feel they gain status from being on the local board. Needless
to say, this feeling of doing an important job is cultivated by both State
and National Headquarters. Unable to offer monetary rewards, the Selec-
tive Service System tries to maximize the psychic rewards that a board
member may get. This is one reason, surely, that local boards are sent
only general guidelines and advice and reminded that final decisions on
individuals are in their hands.

Other reasons for the long service of board members may be sug-
gested. One is that the State Director and his staff try to keep board mem-
bers contented so that they will not resign. The State Director, for ex-
ample, does not like to take appeals from local board actions because he
does not want to give the appearance of questioning what a local board
has done. For the same reason, unless a case contains procedural inade-
quacies he is unlikely to send a case back to a local board before it reaches
the Appeal Board. He does not want the board to think he is questioning
their judgment. Perhaps another reason for long service on the part of
board members, though less important, is that long service is obviously
rewarded by the system. Men with 10, 15, 20, and 25 years of service get
appropriate certificates and pins accompanied with all due ceremony.
Long service in the Selective Service System has developed into an organ-
izational norm. It is a norm that is operative all the way from National
Headquarters down to rural local boards. General Hershey has been di-
rector since 1941, and there are State Directors and local board members
who have held their posts as long. Once developed, the norm itself has
supplemented or reinforced the other determinants of long service.

Until 1967 Selective Service did not have a fixed retirement age,
even though retirement ages have been established elsewhere in the
federal government. We can suggest only tentative reasons. It is not al-
ways easy to recruit new members, and when replacements are not
readily available it is functional to encourage incumbents to stay on. An-
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other reason for encouraging long periods of service may be that it makes
the job of the State Director simpler. With relatively little turnover he
deals with boards he knows and whose actions and reactions he can
intuitively predict. With higher turnover he would not know his organiza-
tion as well. To this can be added the fact that the continuity of local
boards provides an island of stability in a sea of change. When draft calls
go up and down and deferments tighten and loosen unpredictably, famil-
iar and experienced men on local boards may make the Headquarters
job less stressful. Paradoxical as it seems, it may be that encouraging
long service is a way of coping with the stress of change.

This low turnover may be an obstacle to innovation in the organiza-
tion; a stable work force may lead to an inflexible organization and exces-
sive support for the status quo. This statement must of course be qualified.
Selective Service has never failed to respond to higher or lower calls for
men. It has frequently adjusted its deferment practices as conditions
changed. Clearly, in this area of induction and deferment it is flexible.
But in organization structure, in data handling, in selection procedures,
and in personnel procedures, the System operates today essentially as it
has since 1940. One can at least wonder if it would be so stable if it had
higher turnover.

Two other consequences of low turnover are possible. Social and
economic changes in a community, particularly those that result in popu-
lation moves, may mean that the local board becomes quite unrepresenta-
tive of the community. Members chosen in the early 1950’s, to say noth-
ing of the 1940’s, may not reflect the current population in an area. A
third consequence is that low turnover may yield in time an organization
with disproportionate numbers of elderly men, particularly in an organi-
zation where there have been no age limits. (We will present age data
shortly.) The result of this may be that the men, unable to keep up, ex-
pect more and more assistance from their clerk. To be sure, when Selec-
tive Service is relatively dormant, as it was until 1966, it may make no
difference that the organization is composed of superannuated men. But
when the organization is working under pressure it may make a differ-
ence. A problem for Selective Service, though perhaps one unrecognized
publicly, has been to keep the organization “fit” when times were slack
so that it could work when there was work to do.
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The characteristics of board members

Who are these local board members and what are their social character-
istics? As we suggested in the first section and in agreement with the
length of service figures, draft board members are middle-aged and el-
derly. By law they are required to be at least 30 years old and since 1967
they cannot be over 75. In fact, very few are under 45; more than twice
as many are over 60 as under 45. Table 2 shows the age groupings of
Wisconsin board members and compares our respondents with State
Headquarters’ data on all board members in the state, and also with the
state population and with two other groups of public officials.* The extent
of superannuation within Selective Service is clearly revealed in these
comparisons : Over 40 percent of local board members are over 60 years
of age, and further breakdown shows that 26 percent are over 70. The
age distribution of Wisconsin board members is only slightly higher in the
older categories than the national distribution of ages of board members
in the remaining 4,007 local boards of the country, but is distinctively
older than any of these comparative populations. The state population,
the members of the state legislature, and even the U.S. Congress, are all
substantially lower in age than local board members.

We have found that men stay on as local board members long after
they have retired from their jobs, and some have even come on their local
boards at that point in life. Agreement is general throughout the system
that superannuation is a problem, but it is difficult to handle. Men who
have volunteered their time for several years and who find that attending
board meetings gives them a sense of function in their late years are not
anxious to retire, and the State Headquarters finds it difficult to detach
them. The problem is further complicated by the delicate relationship that
exists between the State Headquarters and the legally autonomous volun-
teers whose cooperation is essential. Volunteers cannot be issued orders;
the work of the System must be accomplished with tactful suggestions and
invitations. It may be just too costly in terms of continued working rela-
tionships to precipitate a confrontation with respect to an elderly member.

“This exhausts the available comparative materials of the State Headquarters, but
gives us confidence that there is no discernible bias to the 81 percent returns that our
questionnaire produced.
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AGE OF LOCAL BOARD MEMBERS, COMPARED TO STATE POPULATION AND SE-
LECTED OTHER OFFICIALS 1966

Local All Wis-
board consin
question- local Wisconsin  Wisconsin
naire re- board state popu- state legis-  U.S.
spondents, members, lation, lators, Congress
Age group ¢ 1966 1966 1960 ® 1966 ¢ 1966 ¢
30-44 16% 17% 38% 30% 29%
45-59 40 41 33 41 46
60-69 18 42 17 21 19
70 and over 26 12 8 6
100% 100% 100% 100% 100%
N=2314 N=389 N=960305 N=117 N=534

*1In all instances, percentages are based on the populations which are over 30 years
of age (the minimum age requirement for service on a local board) in order to
maintain comparability.

® SOURCE : U.S. Census, 1960 (Male population over 30 used as base).

° SOURCE : Wisconsin Blue Book, 1966 (N = 117 because 16 members rejected be-
cause under 30 or age unknown).

¢ SOURCE : Congressional Quarterly (1st session 89th Congress, N = 534 because
one member under 30).

° Figure includes all over 60.

A local board member is also likely to be a veteran with no more
than a high school education and to be in a white-collar occupation. Alter-
natively, he may be a farmer, which is hardly surprising in Wisconsin.
Table 3 shows the detailed breakdown in veteran status, occupation, and
education. About half of the local board members are veterans of either
World War I or World War II. There are only a few veterans of other
conflicts. Perhaps surprisingly, more than a third of the local board mem-
bers are not veterans.

The occupational distribution tends to confirm our characterization
of board members as representative of the middle class. The proportion
of businessmen is generally consistent with studies of influentials in other
communities, although the character of businesses represented is distinc-
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tive.® There are few bankers or managers of larger corporate enterprises
among local board members, most of whose businesses are of the local re-
tail or service variety. Comparisons with other profiles of community in-
fluentials and of those highly active in their communities probably provide
better indications of the special nature of Selective Service than do com-
parisons with the state’s population, but both approaches are revealing.®
The underrepresentation of blue-collar workers is worth noting, for ex-
ample, even though the proportion is not much different from the level of
blue-collar civic activity usually found.

Similarly, while the educational level of board members is above that
of the population, this is consistent with other findings to the effect that
better-educated people take part disproportionately in civic affairs. The
percentages in the lower educational categories are relatively high as a
result of the generally advanced ages of local board members. Racial mi-
norities are represented on all boards where the minority group constitutes
at least 10 percent of the population. There are currently four such boards,
and in each case the minority group is represented on the board in rough
proportion to the population under the board’s jurisdiction. This is cer-
tainly not true in all states.”

The civic and community activity of these local board members is
very high. Consistent with our middle-class characterization, they are

® One transcommunity study that may serve as the closest comparative work here is
William V. D’Antonio, William H. Form, Charles P. Loomis, and Eugene Erick-
son, “Institutional and Occupational Representations in Eleven Community Influ-
ence Systems,” American Sociological Review, XXVI (June, 1961), 440-446. This
study compares six Southwestern U.S. cities and two Mexican cities with data from
Floyd Hunter, Community Power Structure (Chapel Hill : University of North
Carolina Press, 1954), and Delbert C. Miller, “Industry and Community Power
Structure : A Comparative Study of an English and an American City,” American
Sociological Review, XXIII (February, 1958), 9-15. It finds businessmen dominant
in all cities, with financiers and manufacturers well represented. It also notes the
presence of newspaper editors along with lawyers, but our inquiry did not turn up
a single member of any communications industry.

¢ This approach of comparing the population under study both with the general pop-
ulation from which it is drawn and with the analogous special population in other
communities is applied and discussed in Robert E. Agger, Daniel Goldrich, and
Bert E. Swanson, The Rulers and the Ruled (New York : John Wiley & Sons, 1964),
pp. 274-282. In the four communities there examined, lower classes were severely
underrepresented, but at varying levels.

”See Report of the National Advisory Commission on Selective Service (Washing-
ton, D.C. : Government Printing Office, 1967), Table 1.8, p. 80.
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Table 3

SELECTED CHARACTERISTICS OF LOCAL BOARD MEMBERS, COMPARED TO STATE
POPULATION

Local board State
Characteristic members population ¢
OCCUPATION ?
Managerial, sales 26% 16%
Self-employed, not
professional 13 3
Professional
lawyers 4 7
others 2
Government 10 9
Post office employees 8
Education 4 1
Agriculture 23 14
Blue-collar workers 10 47
100% 97%
N=3i14 N=1,011,324
EDUCATION
Less than high school 19% 61%°¢
High school graduate 33 23

° Proportions reconstructed from occupational detail on male labor force, 1960 cen-
sus (3 percent not reported).

® Occupational categories were shaped to fit the pattern found, e.g., post office em-
ployees are listed separately because of the relatively high number found. Our im-
pression is that this is due to the propensity of Selective Service personnel to seek

most active in church affairs, then in veterans’, fraternal, and business and
professional associations. Indeed, the levels of associational memberships,
activity in community affairs, and public office-holding reported by these
local board members suggest that they are thoroughly embedded in the
social and political structures of their communities. If level of activity in
these three dimensions is any measure, we would have to class them as

“influentials” in their communities.®

8 The identification of “influentials” is itself a subject of academic disagreement.
The inventory of the literature made by Wendell Bell, Richard J. Hill, and Charles
R. Wright, Public Leadership (San Francisco : Chandler Publishing Co., 1961),
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SELECTED CHARACTERISTICS OF LOCAL BOARD MEMBERS, COMPARED TO STATE
POPULATION

Local board State
Characteristic members population ¢
Some college 26 8
College graduate 10 8¢
College graduate plus 12
100% 100%
N=314 N =1,068,342
VETERAN STATUS
Nonveteran 38% 63%°*
World War 1 16 5
World War II 37 19
Korea 4 7
Other 3 6
W.W.I and 11 1 not given
No response 1
100% 100%
N=314 N=1342,416

names for new local board members from the local postmaster, frequently finding
success at the first stop.

° Based on 1960 Census, which uses male population over 25 years old as base.
¢ This figure represents 4 or more years college completed.
° Based on 1960 Census, which uses male population over 14 years old as its base.

In an attempt to measure the extent of involvement of local board
members in community social and political life, we asked respondents to
list the groups or associations to which they belonged, the public offices
(elective and appointive) which they had held, and to indicate the extent
to which they had been active in each of the various stated forms of com-

employs five approaches to the study of leaders : positional, social participation, rep-
utational, opinion leadership, and decision-making or event analysis. Local board
members would appear to qualify by either of the first two definitions; we do not
wish to solve the problem by definition, but rely on subsequent evidence to
strengthen what may at this point appear to be an assumption.
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munity activities.® Table 4 shows that local board members are quite re-
markable joiners : more than half belong to three or more voluntary asso-
ciations, and there were as many board members who belonged to seven
or more groups as belonged to none! This activity seems the more note-
worthy in the light of national data indicating that a very small proportion
of adults in the United States belong to two or more associations.!® The
groups to which board members belong are geographically localized
groups that normally participate in the daily public life of their communi-
ties. Absent from their lists are reform groups, unorthodox associations,
minority group organizations, and unions.

Our measures of activity were designed to supplement the mere list-
ing of memberships and provide some sense of the intensity of engage-
ment in community affairs. The data in Table 6 confirm that local board

® The questions asked were : “To what groups or associations do you belong? (please
include civic, veterans, religious, business, and fraternal groups).” “Have you held
any public office other than that of draft board member? If so, please state what
office(s) (include elective offices and appointive offices, such as mayor, city council,
county board, school board, postmaster, county agent, etc.).” “Please indicate the
extent to which you have been active in each of the following community service
activities :” (followed by list in order shown in Table 4).

 While authorities differ, it seems clear that the number of memberships held by
these board members is distinctive. A comparison of recent studies of the U.S. adult
population is illustrative :

Wisconsin
Number of Local Board U.S. Adults U.S. Adults U.S. Adults

Memberships Members 1966 1960 * 1954°* 1955 ¢
None 5% 43% 45% 64%
One 14 25 30 20
Two 22 14 16 9
Three or more 59 18 9 7

100% 100% 100% 100%

N =314 N =970 N=2000 N =2379

% Gabriel Almond and Sidney Verba, The Civic Culture (Princeton : Princeton
University Press, 1963), p. 264.

® American Institute of Public Opinion survey.

¢ National Opinion Research Center survey.

Both surveys are reported in Murray Hausknecht, The Joiners : A Sociological
Description of Voluntary Association Membership in the United States (New
York : Bedminster Press, 1962), p. 23. While local board members are all
males, and males show slightly higher incidence of associational memberships,
this can hardly account for these totals.



Social profile of local draft board members : Wisconsin 65

Table 4
NUMBER OF GROUPS TO WHICH BOARD MEMBERS BELONG
Number of groups Percentage of board members
to which members belong giving this answer

None 5%
lor2 37
3or4 33
5 or more 25

100%

N =314

SOURCE : For the question from which the data are taken, sece footnote 10 to the
text.

Table 5

TYPES OF GROUPS TO WHICH BOARD MEMBERS BELONG

Percentage of  Percentage of U.S. adult

Types of groups to which board members population with such
board members belong belonging membership, 1960

Church and religious 60% 19%

Veteran 46 6

Fraternal 39 13

Business and professional 35 8

Community service 21 14

Service clubs 17

Social and recreational 13 13

Farm 12 3

Unions 3 15

Totals exceed 100% because of
multiple memberships.

SOURCE : National data drawn from Gabriel Almond and Sidney Verba, The Civic
Culture (Princeton : Princeton University Press, 1963), p. 247. Entry under our
“community service” combines their “charitable” and “civic-political” categories.
All other categories in the two studies bore the same labels.

members are highly involved in church and religious affairs, as was sug-
gested by the membership data. Other public service activities follow
closely, but politics is comparatively low on the list. It appears that local
board members are active and probably influential members of their com-
munities but not the openly partisan office-holding types.
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Table 6

COMMUNITY ACTIVITY OF LOCAL BOARD MEMBERS

“Fairly  “Occa-

often sionally “Never No
Activity ° active”  active” active” response

Youth work 36% 27% 14% 23% (100%)
Charity work 43 35 7 15 (100%)
Church affairs 58 23 7 12 (100%)
Service clubs 32 20 26 22 (100%)
Politics 21 26 32 21 (100%)
Business and

professional 26 23 29 22 (100%)

N=314

* Higher percentages in regard to activity than in memberships (Table 5) are as-
sumed to be the result of the cumulative nature of the question which is the basis of
this Table and the fact that some of these activities would not require group mem-
bership.

® “No response” category was created to distinguish these respondents from the more
convincing affirmative indications in the “Never” column, but lack of response is
assumed to be the equivalent of “never” in most instances.

The remarkably high proportion of two-thirds of the board members
have had some form of public office experience. Relatively few members,
however, have held partisan or elective office : as Table 7 shows, their
offices were mostly appointive or “good government” or nonpartisan type
offices. Interviews suggest that State Selective Service Headquarters at-
tempts to avoid involvement of its personnel and operations in partisan
politics whenever possible. It seeks instead “the right kind of people,”
who turn out to be the civically active merchants and managers.

Our developing composite portrait of the local board member as a
white-collar civically active joiner may be sharpened somewhat by com-
paring boards in varying social and economic contexts. Not unexpectedly,
rural board members differ from urban board members in background
characteristics and degree of involvement in their communities. The urban
boards reflect the industrial occupations of their areas, and also have more
attorneys and other professionals, higher levels of education, and a num-
ber of Negroes proportionate to Negro population in the major city of the
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Table 7

PUBLIC OFFICES HELD BY LOCAL BOARD MEMBERS

Percentage of all respondents (N = 314)

Type of office held ¢ who report having held this office
County Board 13%

City Council 9

School Board 26

Appointive boards 18

Post Office 6

Civil Service 5

Other public office? 32

¢ Of these offices, only the County Board is normally filled by partisan election, and
in several counties there is no contest in the final election. City Councils are nor-
mally nonpartisan, although this may be only form in some cases. School Boards,
while elective, are almost always nonpartisan in fact as well as form.

® These positions include a wide variety of employment such as County Veterans’
Service Officer, public utility engineer, state employees, and local government em-
ployees.

state. Outside the highly urbanized areas, there is not much difference in
board members’ backgrounds. And there is little difference between urban
and rural boards as to the age of members, length of service, veteran
status, or number of organizational memberships.

There are some noticeable differences between urban and rural
board members that are not quite so predictable as those so far noted. For
example, although there are no differences in the number of groups to
which members belong, nor any differences in the proportion who are
veterans, there is a distinctly greater tendency for rural members to be
members of veterans® organizations. Table 8 points up the fact that only
28 percent of urban members are members of veterans’ groups while twice
that many, or 57 percent, of rural members are; we surmise that the local
veterans’ groups are instruments of recruitment in rural areas but not in
the urban areas, although veteran status is still thought desirable in the
urban areas.

Another decisive difference may be noted in regard to the public
office experience of board members. Rural board members are much
more likely to have held public office, perhaps reflecting the relatively
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larger number of offices available to capable and active members of the
rural community. This effect is particularly noticeable in regard to that
office most commonly held by draft board members, namely the School
Board. There are relatively many urban residents per available School
Board office, of course, and this is part of the explanation for low public
office experience. The urban board member may be as active, but his ac-
tivity probably takes more of a youth work, charity, or professional orien-
tation and less of a community-governing form. Aside from these differ-
ences the profile of board membership shows considerable homogeneity
across the state. This might well be expected under a self-perpetuating and
standardized recruiting system.

There is another difference between urban and rural board members
that warrants attention. Our data make it very clear that a local draft
board is a “little group of neighbors” in rural areas and in small towns,
but not in cities. This is indicated by the figures in Table 8, which show

Table 8

DIFFERENCES BETWEEN URBAN AND RURAL LOCAL BOARD MEMBERS, SELECTED
CHARACTERISTICS

Degree of urbanization

City Small city Small town Rural
(95% (40-70%  (20-39%  (below 20%
Characteristic urban) urban) urban) urban)
Membership in
veterans’ groups 28% 45% 449% 57%
Public office held 28 59 62 83
School Board service 0 21 28 38
Contact with registrants®
frequent 3 15 19 13
occasional 26 47 55 48
rare, never? 72 37 26 39
N =39 N=1] N =100 N=84

¢ Measured by response to question, “Some Local Board members frequently see
registrants or get phone calls from them. Others hardly ever have contact with reg-
istrants except at Board meetings. Would you say that you have contact with regis-
trants (either in person or by phone) Rarely-—Occasionally—Frequently—?”

® Includes negligible number of nonresponses, which are taken to be negative an-
swers.
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that members of large city boards are not nearly as likely to have frequent
contact with their registrants as members of rural or small town boards.
And members of large city boards are much more likely to say they rarely
or never have contact with their registrants.

We think this difference between city and noncity boards is impor-
tant since one of the rationales for the local board is that its members
know the local men and their situations. It may well be that in the small
towns of America this is the case, but we doubt that it is true in urban
America. Our data indeed suggest that the rapid urbanization of America
has substantially negated one of the basic justifications for the local board
system of conscription.

In addition to the size of the population in a local board area there
are other variables that are related to frequency of contact with regis-
trants, They are, as might be expected, length of service on the board,
public office experience, and number of organization memberships. In
brief, board members who have been on the board over five years are more
likely to have frequent contact with registrants than members who have
been on less than five years, and they are less likely to say they rarely or
never have contact. Doubtless this is so because the longer a man serves
the more likely it is that registrants will know he is on the draft board.
Board members with public office experience are also somewhat more
likely to have frequent contact with registrants than members without
such experience, and less likely to say they never have contact. One ex-
planation for this fact is probably that men in public life are more likely
to be known and identified as draft board members than men who are not
so exposed to public view. It may also be that men in public life find reg-
istrant contact more acceptable. They are probably more accustomed to
citizen and voter contact. Finally, men who belong to several organiza-
tions are more likely to have frequent contact than men in none or only
a single organization, probably because they are better known and more
exposed.

In this section, we have reviewed findings that appear to reflect at
least three different perspectives on local board members. We saw them as
civically active men representing the social and political structures of their
communities; as a special type of locally based public official exercising
control of a national function; and as a body of men operating in the con-
text of community expectations and pressures and serving to link their
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localities with the rest of the nation. These are complementary, not mutu-
ally exclusive, perspectives that help to give depth and meaning to our
findings.

In each of these approaches to an understanding of the part played
by local board members in their communities across the state, we would
draw distinctions between urban and rural contexts. In our assessment of
who served on boards, we noted that the activities of board members gave
indications that they were community influentials, but this would have to
be qualified by adding that the evidence is strong that in rural areas they
are much closer to the governing function than in urban areas. We do not
draw our tentative conclusions about status as influentials from mere
memberships in community organizations, but also from levels of activity
in various civic affairs and the striking incidence of public offices held.
We saw that partisan politics was not as frequent a form of activity as
nonpartisan public service type activity. The primary source of board
members, perpetuated through the described recruitment patterns, is the
local business community : local merchants and managers in rural areas
and white-collar men in the urban.

In looking at rural local boards and their environment one is re-
minded of the conditions described in Small Town in Mass Society.** One
finds, as in Springdale, the self-image of neighborliness and self-reliance,
the domination of the community by small businessmen, and an unrecog-
nized but pervasive politics. As might be expected in a Springdale, in
some rural areas the draft has been converted (perhaps unconsciously)
into part of the social control system of the community. Some board mem-
bers will promptly and enthusiastically reclassify a man when a change in
his status coincides with a violation of community norms—as in the case
of failure to keep up child support payments, leaving one’s family, or not
getting a job in timely fashion.

The complexity of the urban environment means that urban mem-
bers are not only more removed from their registrants but also from par-
ticipation in public affairs. They have a different background of associa-
tional activity and more professional backgrounds to draw on for what
1 Arthur J. Vidich and Joseph Bensman, Small Town in Mass Society (Garden City,
N.Y. : Doubleday & Co., 1958), especially Chap. 2 and pp. 111, 136, and 104. The
extent of the conflict between assumption and reality is emphasized in Maurice

Stein, The Eclipse of Community (Princeton : Princeton University Press, 1960),
pp. 289-294.



Social profile of local draft board members : Wisconsin 71

we have hypothesized to be more impersonal, standardized application of
deferment and classification policies. They are not representatives of the
major influentials in the large city; they are anonymous, and for the most
part invisible,12

As public officials, these local board members were distinguished by
their age and length of service. A very large proportion of them had some
other kind of public office experience, of a similar nonpolitical kind;
again, urban members were low in this experience but still far above the
average for the population. Almost to a man, they gained strong satisfac-
tions from their service, perhaps because it served as a means for them as
individuals to feel more fully involved in the larger society. Their very low
turnover and their large number of other localized activities and member-
ships leads to the impression that draft boards become the permanent
property of these lifetime residents; in this way they become the managers
of the national government’s function. Once again, we are reminded of
Springdale, this time in regard to the way in which local political forces
took over the making and administration of agricultural policy. The take-
over in the urban area is more individualized and less systematic. As
participation in a governmental function, the only near parallels are in
OPA or TVA.

Positions on the local boards seem to be part of a network of simi-
larly nonpartisan offices with overlapping occupancies distributed among
active members of the community. They do not appear to be “first offices”
for the advancement of public careers, and this plus the strict avoidance
of partisan politics practiced in the recruitment process seems to assure
that partisan politicians will not be found on boards.}® We may reason-
ably hypothesize that the motivations of these men will be distinguishable
from those that send other men into elective public offices.’* We know of
no studies that compare the background characteristics and motivations

®We have found no community power study or other work from the fields of po-
litical science or sociology that includes draft board members.

**The concept of “first offices” is drawn from Joseph A. Schlesinger, Ambition and
Politics : Political Careers in the United States (Chicago: Rand McNally, 1966),
pp. 176-181.

*For a distinction between the motivations of those who seek elective office and
those who seek appointive office—in this case the school board—see Rufus P.
Browning and Herbert Jacob, “Power Motivation and the Political Personality,”
Public Opinion Quarterly, XXVIII (Spring, 1964), 75-90, especially 86-87.
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of appointive, nonpartisan officeholders such as these across several com-
munities, and the existing literature suggests obliquely that the explana-
tion for the appearance of these particular characteristics among local
board members probably lies in some configuration of the opportunity
patterns,’® social structure,'¢ political cultures,’” and motivational con-
texts within communities.*8

In the third approach, we see local boards as entities or groups of
men operating in a way not always understood by their communities but
thoroughly conditioned by community expectations as they are felt by
board members. As do some other public officials, board members tend to
feel that the public does not understand or appreciate the work they do;
they are acutely aware of the public’s scrutiny, however, and take actions
in particular ways for the sake of appearances. They are defensive with
outsiders and the press because of the damage that misinformation may
do to their self-image (which they would like to project out to the public)
of fairness and scrupulous adherence to policy set from above. When
registrants are present for personal appearances, board members try to
see that all procedures are correctly followed, but they still pride them-
selves in rural areas on being able to make decisions based on their per-
sonal and extraofficial knowledge of the registrant; in many boards, the
member who knows the registrant best will be granted deference in the
decision.

Members are sufficiently well known in rural areas that they may be
informally requested by local employers to act in particular ways. Boards
are authorized to permit employers to appear with registrants who are
seeking occupational deferment, and many employers regularly do. Farm

1 See Schlesinger, op. cit., Chap. V, especially p. 50.

11 inton C. Freeman, Warner Bloomberg, Jr., Stephen P. Koff, Morris H. Sunchine,
and Thomas J. Fararo, Local Community Leadership (Syracuse, N.Y. : Syracuse
University, University College Paper No. 15, 1960), make some useful suggestions
about the relationship between societal complexity and specialization of leadership
in several communities.

7 In a forthcoming work based partly on empirical studies of four of the cities from
which these local board members were drawn, Robert Alford makes the case for the
relevance of political culture.

18 The data on which this paper is based are part of a larger study including opinion
samples from clientele groups and the general public as well as more detailed data
on jurisdiction of boards. See Davis and Dolbeare, Little Groups of Neighbors :
The Selective Service System (Chicago : Markham, 1968.)
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organizations are probably the groups most frequently urging particular
concerns upon boards, while teachers are the type of local registrant
whose deferral or induction is most clearly a matter of general public
concern. (Many of the decisions that rural boards have to make on occu-
pational deferments, of course, concern men who have left the commu-
nity some years before and are now working in some industrial area at a
job whose characteristics and necessity to the national interest are un-
known to the members.) Local board decisions are thus high in impact on
their local communities and local perception of this is readily conveyed
back to the board members. The result for some boards is to lean heavily
on guidance from State Headquarters as a means of avoiding the onus of
responsibility, and paradoxically for some others to take special pride in
their independent discretionary behavior. In either case, the local board
is one more means—and a relatively intimate one—of bringing national
government actions, policies, and demands down to the level of the local
community. In rural areas, the link is open and highly visible; in urban
areas, the public may remain quite unaware both of the selection of its
young men and of the processes by which they are selected.

Attitudes of local board members
toward Selective Service

Perhaps more significant than the social profile of local board members
is an analysis of their attitudes toward specific deferment policies and
other aspects of Selective Service. We sought to measure attitudes toward
the desirability of deferring certain groups of men through responses to
the question, “How important do you think it is that each of the follow-
ing be deferred from the draft?” To some extent, responses reflected cur-
rent deferment policies, but the variations suggested that individual opin-
ion was being sounded effectively. Table 9 presents these data.

It is clear that board members have little use for the conscientious
objector. They are lowest in the “very important” category and highest in
the “should not be deferred” category. No doubt this partially reflects the
inordinate amount of time board members must invest in personal appear-
ances for registrants who do not meet the statutory limitations for objector
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Table 9

ATTITUDES OF LOCAL BOARD MEMBERS TOWARD DEFERMENT OF VARIOUS TYPES
OF REGISTRANTS?

Very Fairly Don’t
impor- impor- Should know,
tantto  tant to not no re-

Group defer defer defer Depends sponse
Fathers 35 25 4 29 7 100
College

students 23 32 10 30 5 100
Farmers 16 21 6 44 13 100
Graduate

students 12 24 20 38 6 100
Married men 5 13 49 26 7 100
Conscientious

objectors 5 7 55 24 9 100

N=2314

¢ Responses were indicated by checkmarks under the appropriate heading in exactly
this format. The question was phrased, “How important do you think it is that each
of the following be deferred from the draft?”

status but who are still determined to fight their cases up through the
appellate system to the courts. The complexity of the law and the facts in
individual cases mean that appeals and litigation are quite probable, and
so some boards tend to deny the claim as a regular practice and let the
Appeals Board handle the case.

The effects of the policies and practices of 1966 regarding defer-
ments are apparent in the general pattern of rankings as to importance of
deferment. Scientists and fathers were deferrable, while marriage alone
was not a basis for deferment; the large proportions in the “depends”
category probably reflect the individualist orientation of the deferment
standards, which require that each registrant establish facts warranting
deferment classification. College student deferment was less automatic,
and some board members appeared to have reservations about the prac-
tice. Graduate students, even though officially entitled to the same status
as other students, were clearly considered less entitled to deferment, The
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heavy proportion in the “depends” category in regard to farmers was
probably due to the elaborate criteria that have been set up in this state
to measure productivity before granting an agricultural deferment.

We also sought to obtain board members’ reactions to several evalu-
ative statements about the operations of the Selective Service System. This
was done by asking board members to indicate the extent of their agree-
ment or disagreement with six variously worded (but frequently heard)
comments about the System. Table 10 summarizes the responses to each
statement.

The first four statements have to do with the relationships of the lo-
cal board to higher authority within the System and seek to develop some
sense of the realities behind the legal autonomy which local boards enjoy.
Our assumption was that we could identify alternate patterns of self-reli-
ance or guidance-seeking, the latter in order to reduce the tensions that
accompany responsibility. We appear to have found that board members
exhibit both at the same time, for they seek more precise policy statements
and guidance at the same time as they value their discretion. In more de-
tailed breakdowns it was possible to locate boards where one view or the
other predominated, but we did not find that sharply different classifica-
tion performance patterns resulted.

The last two statements in Table 10 represent two of the most fre-
quently heard complaints about national deferment policies, and we
wanted to learn how the board members felt on these issues. The context
from which the board member responds to these statements is a combina-
tion of his own personal experience, his awareness of complaints, reading
of national media, and the regular communications that he receives from
the National Headquarters. The Selective Service System Newsletter, sent
monthly to all board members, and other internal communications as well,
tend to be rather defensive about complaints generally, and decidedly
negative on these two points particularly.

In the light of the foregoing, it seems significant that a full 74 per-
cent of board members see the Reserves and National Guard as, in effect,
means of avoiding the draft. This is the greatest arca of consensus in atti-
tudes that we found anywhere in our analyses. Perhaps even more sur-
prising is the fact that more board members agreed than disagreed that
wealthier registrants were less likely to be inducted; the breakdown was
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Table 10

LOCAL BOARD MEMBERS’ RESPONSES TO EVALUATIVE STATEMENTS ABOUT THE
SELECTIVE SERVICE SYSTEM

Statement Response

1. “Regulations and other policy state- 21% Agree strongly
ments from National and State 39 Agree
Headquarters should be more specific, 16 Don’t know, depends
more detailed, and less vague.” 17 Disagree

3 Disagree strongly
4 No response

100%
N=314
2. “State Headquarters personnel should 15% Agree strongly
provide more guidance so that Local 37 Agree
Boards are not required to guess at 20 Don’t know, depends
what they should be doing.” 22 Disagree

4 Disagree strongly
2 No response

100%
N =314
3. “The discretion which Local Boards 27% Agree strongly
have is a valuable factor in tailoring 51 Agree
regulations to individual registrants’ 10 Don’t know, depends
situations.” 6 Disagree

2 Disagree strongly
4 No response
100%
N =314

47 percent to 40 percent, with 14 percent undecided or not responding.
This judgment from such a source and in such a context lends significant
support to the allegation; our own classification and selection data rather
clearly indicate that the allegation is true, and that the cause lies in na-
tional deferment policies and not local board discretionary action.!?
With this background in board members’ attitudes, we may search
out differences between types of board members and their expressed opin-~

1 James W. Davis and Kenneth M. Dolbeare, “Selective Service : Present Impact
and Future Prospects,” Wisconsin Law Review, 1967, pp. 892-913.
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LOCAL BOARD MEMBERS’ RESPONSES TO EVALUATIVE STATEMENTS ABOUT THE
SELECTIVE SERVICE SYSTEM

Statement Response

4. “Local Boards should be consistent in 26%  Agree strongly
their judgments, even if it occasion- 42 Agree
ally means that a borderline claim 17 Don’t know, depends
to deferment must be denied.” 12 Disagree

1 Disagree strongly
2 No response

100%
N =314
5. “The Reserves and National Guard 31% Agree strongly
are frequently a means whereby 43 Agree
registrants successfully avoid the 11 Don’t know, depends
draft.” 10 Disagree

3 Disagree strongly
2 No response

100%
N =314
6. “Registrants from wealthier families 17% Agree strongly
are less likely to be inducted under 30 Agree
present policies than registrants 11 Don’t know, depends
from less favored families.” 24 Disagree

16 Disagree strongly
2 No response
100%
N =314

ions on various aspects of these questions. Even where correlations be-
tween background characteristics and attitudes are found, of course, we
would still have to show the relevance to actual performance on the part
of the board members in order to attach great significance to our findings.
But this is the direction in which our analysis must head if it is to shed
light on the reasons for particular local board actions, or if we wish to
judge whether some recruitment practices are to be preferred over others.
If board members’ characteristics do not suggest something about their
attitudes, or if attitudes themselves do not result in particular classifica-
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tion or induction actions, then we may dispense with this inquiry except
for the intellectual satisfaction of having acquired certain facts.

There are not many striking variations in board members’ opinions
that are traceable to background characteristics. Certain correlations,
however, as well as some of our negative findings, are directly relevant to
the issue of what difference it makes who serves on local boards. We
found a distinct association between the extent of board members’ edu-
cation and their attitudes toward deferment of college students and grad-
uate students. Table 11 eliminates “don’t know” responses and presents
attitudes by educational attainment. Those who are themselves college
graduates or who have had some graduate training are much more likely
to attach some degree of importance to student deferment and much less
likely to be opposed to such deferments. The same pattern of attitudes
exists in regard to graduate student deferment although in less decisive
form.

We found another minor example of board members’ “looking out
for their own” in regard to agricultural deferments. Members of farm or-
ganizations were more likely to think farm deferments are very important
than other rural board members and even than other unorganized farmers
generally. In absolute numbers there are relatively few farm deferments
in the state, however, so that this could have little impact in any event.

The negative side of our findings appears to be revealing in itself.
Such factors as age, length of service, occupations, public office experi-

Table 11

ATTITUDES TOWARD STUDENT DEFERMENT BY EDUCATION LEVEL OF LOCAL
BOARD MEMBERS

Educational level

Attitude toward College graduate
student Less than  High school Some and graduate
deferment high school ~ graduate college training
Very important 24% 23% 23% 29%
Fairly important 25 31 30 49
Should not defer 21 11 12 2
Depends 30 35 35 20
100% 100% 100% 100%

N=159 N=97 N=77 N =166
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ence, and organizational membership or activity seemed to have no sys-
tematic effect on attitudes in the areas we have discussed. Not even vet-
eran status, which we had expected to correlate with stricter attitudes
toward deferments, gave rise to any clear contrast with nonveteran atti-
tudes. Nor did the attitudes of those most active in church affairs show
any greater sympathy for the conscientious objector than the inactive
members; only tenths of a percentage point difference between the two
groups was visible in most categories.

The implication of these largely negative findings is that, in general,
the background that a member brings to local board service does not carry
over into clear distinctions as to his attitudes toward deferments and other
aspects of the draft. Of course, we have not probed every attitude that
may be relevant, but we have touched upon enough to lead us to this
tentative conclusion. We have noted only one major and one minor ex-
ception. These limited (though still probably important) differences in
attitudes suggest that board members have developed considerable con-
sistency of viewpoint during their service on their boards. Perhaps, con-
sidering the nature of the recruitment processes, they already shared many
of the same views before they came on their boards.

Our negative findings were largely repeated when we examined the
relationship between local board area variables (percentage urbanized,
median income, and the like) and the attitudes of local board members.
There were two exceptions, but hardly major ones. One exception, which
is shown in Table 12, was that board members in poorer areas were more

Table 12

RESPONSE BY INCOME LEVEL OF BOARD AREA TO QUESTION : “Registrants from
wealthier families are less likely to be inducted under present policies than
registrants from less favored families.”

Response of local Income level Of board area
board member Under $5000  $5000 and over
Agree and agree strongly 54% 38%
Don’t know, depends 9 13
Disagree and disagree strongly 34 47
No response 3 2
100% 100%

N=179 N=135
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likely to think that the well-to-do could avoid the draft than were board
members in richer areas. This finding is particularly interesting in view
of the fact, reported in another paper, that the burden of service does fall
more heavily on poorer people.2® The perception (or prejudice) of board
members in poorer areas is more accurate than the perception of board
members in richer areas. Why? Perhaps one reason is that board members
in richer areas may be less willing to perceive and admit that the well-
to-do get off. It is easier for them, more satisfying, to believe that the draft
bears equally on all and does not have economic bias built into its defer-
ment policy. Members of boards in poorer areas, on the other hand, are
confronted with the reality of having to classify men I-A because no alter-
native classification is available. They know whom they are taking : men
not going to college.

But granted the differences between board members in richer areas
and poorer areas it is also true that a third of the members in poorer areas
thought that the wealthy did not get off and over a third in richer areas
thought that they did. Perhaps the simplest way to account for this dis-
parity is the lack of data in the Selective Service System concerning its
economic impact. Local board members have little beyond their own eyes
and their own hunches to tell them who is being drafted and they have no
knowledge of any but their own local board. It is no wonder that there is
disagreement among men in comparable economic areas, given this situ-
ation.

We found one other revealing attitudinal difference, this time re-
flecting urbanization differences. Board members from cities proved to be
distinctly more sympathetic to conscientious objectors than were rural
board members. In the urban areas, 26 percent of board members felt that
it was fairly important or very important to defer conscientious objectors,
while 39 percent thought they should not be deferred; in the most rural
areas, only 4 percent could see it as fairly or very important, while 7 per-
cent said they should not be deferred. Perhaps this reflects the greater ex-
perience of urban boards with such claims, but it suggests that tolerance
of the unorthodox is significantly higher in the city.

We have noted some differences in attitudes of board members that

* Ibid.
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seem to correlate with their backgrounds and life experiences, but for the
most part we have seen homogeneity of attitude within the organization.
The recruitment processes or the socialization effects of service on local
boards seem to have led to the development of generally shared views to-
ward the System and its operations. This analysis does not preclude the
possibility of the existence of sharply deviant individual boards, but it
does suggest that such would be an exception rather than the rule.

This finding that boards are not widely variant attitudinally is of ma-
jor significance when we come to an effort to understand why variation in
performance is so great. It says in effect that the major cause of intrastate
variation in classification and induction must be the nature of national
deferment policies themselves and the differential ways in which they bear
upon the different types of board jurisdictions.?!

Conclusion

In his prepared testimony before a subcommittee of the House Appro-
priations Committee, General Hershey described local boards as “little
groups of neighbors.” 22 This paper has tried to go beyond that charac-
terization and to describe in some detail the membership of local boards.
One of our main conclusions is that draft boards, if they are anything, are
little groups of local notables. The local board is one of the groups to
which local community leaders gravitate. On the basis of our research we
cannot say what effect this has on the operations of the system. But we
can wonder whether the local board concept is viable. Local boards are
clearly not representative of all segments of the community, to say
nothing of being representative of those affected by the law.?® So far are
board members from being “neighbors” that, in cities, board members
rarely if ever have contact with registrants outside of board meetings.

The local board system is presurnably an attempt to obtain local par-

2 Ibid.

2 Hearings before a Subcommittee of the Committee on Appropriations, House of
Representatives, 89th Congress, 2nd sess., February 1, 1966; see prepared testimony,
p. 19.

# This point is illustrated most forcefully in some Southern states in which there was
not a single Negro on any local board in 1966.
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ticipation in the execution of national policy. But our data show that local
participation is likely to mean only participation by the influential if not
the dominant members of the community. Our data provide an enlighten-
ing illustration of one form of participatory democracy : it may not be too
much to say that the local board system allows local elites to execute pol-
icies that bear most heavily on the nonelites.

A major theme of this paper is the contrast between the “little groups
of neighbors™ image of Selective Service purveyed by the System and ap-
parent reality. In the past, because not much attention was directed at the
operations of Selective Service, the contrast passed unnoticed. But as Se-
lective Service receives more attention the divergence between image and
reality will be noticed; perhaps the contrast may be a force for change—
both in the reality and in the image.



Decision-making

in local boards::

a case study

GARY L. WAMSLEY

THE ANNUAL Report of the Director of Selective Service for 1965 states :
“The 4,016 local boards are the basic units where the fundamental op-
erations of the System are performed.” ! This chapter secks to present
and analyze empirical observations of local board behavior in one metro-
politan area.

After the disastrous draft riots of the Civil War, the Report of the
Provost Marshal General recommended an educational policy to bring the
people to a more rational view of the nature and necessity of the draft.
The report did not specifically recommend civilian boards as a means of
doing this.2 The idea evolved naturally in the planning of the 1917 Sys-
tem by Provost Marshal General Enoch Crowder. Though little-noted at
the time, the move was later hailed as the major reason conscription was
accepted.® This move had great symbolic meaning in the America of
* Annual Report of the Director of Selective Service 1965 (Washington, D.C. : Gov-
ernment Printing Office, 1966), p. 8.

* Final Report of the Provost Marshal General, Vol. 11, pp. 1-50.

*David A. Lockmiller, “Enoch H. Crowder : Soldier, Lawyer, Statesman 1859-
1932,” The University of Missouri Studies, Vol. 27 (Special Number, 1955), pp. 54
and 153.
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1917. E. A. Fitzpatrick, who was director of Selective Service in Wis-
consin during World War I, makes clear by his eloquence the powerful
symbolism of the boards.

The civilians were neighbors. They were, as it were, indigenous to the
soil. The men were well-known in the neighborhood. They were often
personal friends or family friends of the men who were to be sent to war.
They had the intimate knowledge of family histories and of individual
histories.*

Within the conceptions of authority current in 1917 boards of
“friends and neighbors” seemed to legitimate the decisions entailed in
conscription. This study focuses on the operation of local boards in the
changed social and political context of 1966.

Access

This study is based on interviews and observation of Selective Service op-
erations between March and October, 1966. During these six months, re-
search was conducted at National Headquarters, the State Headquarters,
and among seventeen local boards of a metropolitan area I shall call Hill
City.

Hill City is a city usually considered to be Eastern but with many of
the characteristics of the Midwest. It is a center of heavy industry and
transportation. Hill City’s population is a little over a half million and the
population of the metropolitan area numbers two and a half million.

Initial negative contacts with Selective Service gave way to permis-
sive access when my status as a captain in the Air Force Reserve was
made known. Whether this was the key to access is not certain, but per-
sons at all levels seemed aware of my military status and the impression
was unavoidable that it facilitated interviews.

I was permitted to conduct any interviews, observe any proceedings,
and to see any materials except the confidential files of registrants. All
clerks were interviewed at least once. My constant presence soon led to
interaction beyond the level of interviews, and I was largely accepted as

¢*E. A. Fitzpatrick, Conscription and America (Milwaukee: Richards Publishing
Co., 1940), pp. 46-47.



Decision-making in local boards : a case study 85

a normal part of the clerks’ environment. All interviews and observations
made in a day were placed on tape or written from memory and notes.

Boards were observed simply on the basis of which board was sched-
uled to meet. For this reason research was conducted among all of the
boards, but the actual meetings of only nine were observed, some of them
more than once. Limitation of time eventually forced a decision as to
whether or not to observe all 17 boards at least once. It was felt that a
point had been reached where no new understanding of board decisions
was being gained. Since the research at the local board level was only part
of a larger analysis and since full coverage of the boards would not alter
inherent limitations of method and sample, it was decided to expend re-
search effort at other levels.

The search for purpose

The function of Selective Service is to procure military manpower. But
what is the specific purpose of the boards as decision-making mecha-
nisms? Selective Service regulations quite clearly state that they are to
make military manpower procurement decisions so as to provide for the
“maintenance of the national health, safety, or interest.”® While the re-
sponsibility is clearly indicated, the means of meeting it are not at all
clear. It is most easily met in a war of total mobilization. It is least dis-
ruptive when men are plentiful and world tensions low. It can be most
difficult in times of partial mobilization and contention over the “right-
ness” of the war.

In addition, the board is supposed to adjust the processes of the draft
to the individual and his circumstances. Boards have had to alter their
thinking after years of manpower surplus during which they sought to
rationalize deferments by saying that they were “channeling” men into
occupations in the national health, safety, or interest.® Boards observed in
this study spent the preponderance of their time arguing about, discussing,
and puzzling over the concrete meaning of “national health, safety, or in-

5 Code of Federal Regulations, 1622.25, 1622.22.

® Review of the Organization and Administration of Selective Service System, Hear-
ings before the Committee on Armed Services, House of Representatives, 89th Con-
gress, 2nd sess., 1966, p. 9622.
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terest.” The words were used constantly in granting or refusing defer-
ments, and registrants were often asked to show how their deferment
would be in the national health, safety, or interest. Letters were built
around the theme of national interest by companies having continuous
contact with boards in seeking occupational deferments. An example was
an air brake company seeking deferment for an employee, which wrote :

Braking systems for railroads and mass transit systems have been judged
as essential to the welfare and safety of the nation and our contribution
as a primary supplier has been considered vital for Selective Service pur-
poses. Local boards have consistently granted the appropriate occupa-
tional deferment for our technical people.”

Although Selective Service was willing to take credit for the “fruits”
of a national manpower policy that did not officially exist, when criticized
for not making that policy explicit and applying it uniformly by better
guidance to boards, it retreated to the older implied function of boards—
adjustment of process to the individual on the basis of intimate knowledge
of him and his environs. For example, in defending the lack of any official
definition of a full- or part-time student, General Hershey said :

That is one of the reasons why the local boards could do things I could
never do here, and nobody else could do because they know whether that
is truth, and they know enough about him to know whether he is putting
something over on them.8

The uncertainty as to the proper purpose of the boards was felt by
the board members. In observing boards over a six-month period, it
seemed that the frustration of the members over the lack of clear purpose
increased markedly as calls remained high, requests for interviews
mounted, and letter requests for deferments were received. Typical ex-
cerpts from discussions are :

BOARD MEMBER A (looking at a letter) : Here’s a guy who’s working on
hydraulic pumps—an engineer. Company says it builds pumps for sew-
age treatment plants and for drainage systems in missile complexes—

" Observation Report No. 27.

® Review of the Organization and Administration of Selective Service System, p.
9694.
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therefore, deferment requested because the job of the man is in the na-
tional health, safety, and interest.

BOARD MEMBER B : Sewage plants! Aw ¢’'mon—the national health?
BOARD MEMBER A : Hell, how do we know; maybe our national health is
in jeopardy. How do they expect us to know?

BOARD MEMBER C : Yeah (with sarcasm). Can'’t let our missiles get wet
either—have enough trouble getting them to light as it is.®

Or the remark of a new member, attending his first meeting :

NEW MEMBER : I'd like to ask a question if I might. We’re supposed to
decide these cases on the basis of whether deferment is in the national
health, safety, or interest?

CHAIRMAN : Yes. That’s what the regulations say.

NEW MEMBER : How can we do that?

CHAIRMAN : Well, you get the hang of it after a while. You see, it’s sort
of like an accordion. Sometimes you stretch it out and get generous with
deferments and then other times you squeeze it up tight.

NEW MEMBER : Well, I guess I've got a lot to learn. ...10

Perplexity and frustration were not confined to the new members. One
member with twenty-four years’ service, after a forty-minute discussion
of a case, exploded :

If they expect us to decide what’s in the national health, safety, and in-
terest, why in the hell don’t they give us something we can make a deci-
sion on—something in writing. They tell us one damn thing and then
another and it’s always “Headquarters says.” Let’s turn this down and if
they don'’t like it, let Headquarters appeal it.11

Thus, although board members were expected to decide cases on the
basis of national health, safety, and interest, they lacked adequate infor-
mation to make such decisions efficiently. The Critical Skills List, pub-
lished in 1955, was not used at meetings by any of the boards in this
study.'? On two occasions members asked the Clerk if an occupation was
on the list, but most clerks never used the list, though they had heard of

° Observation Report No. 15.

* Observation Report No. 7.

 Observation Report No. 32.

1 Selective Service Operations Bulletin, No. 228.
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it. Members’ decisions were based on what they had read or heard in the
news, what they believed the national interest should be, and what they
knew from their own experience or occupation.

During this study, I saw no instance in which board members knew
a registrant or his family.!®* Board members took pride in knowing the
physical area of their jurisdiction. When a registrant appeared before a
board, he was first asked where he lived or worked. Board members then
proceeded to discuss this location until they had pinpointed it sufficiently
for one of them to announce that he “knew where it was.” Clerks often
spoke of how their board members “knew their areas,” but, with only one
exception, when questioned the clerks revealed that they did not mean
a knowledge of the registrant, his family, or personal circumstances.

Upon comparing addresses with jurisdiction lines it became evident
that fully one-third of all the board members in this study did not live
within the jurisdictions of their boards :

Total board members for 17 boards 74
Members residing in their jurisdictions 50
Members not residing in jurisdictions 18

Members not residing in their jurisdictions but in
a location that could be loosely construed as
“in the area” 6

A major departure from the “friends and neighbor” concept was
found in a board covering a Negro neighborhood. There were no Negro
members on the board and none of the members lived in the jurisdiction.
The chairman was the only member who could be said to live near the
jurisdiction. He lived in perhaps the last “all-white block” to be found
near the neighborhood, and had stated on numerous occasions that he
would resign before allowing a Negro to sit on the board.

Perhaps the passing of the time when a local board could know the
registrant and his personal condition was best pointed up by a clerk who
was asked if board members knew many of the registrants. She replied :

Oh, no. They’re familiar with the district, but they don’t know the kids
that come in. You know the induction notices used to read—"“Your
friends and neighbors have selected you”—and it got so it made people

® From clerks and boards there were occasional stories (perhaps 10) of cases in
which members knew registrants. Usually the instances were during World War IL.
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so mad that they dropped it. One fellow came in here boiling mad and
said “Who are these friends and neighbors? I want to see them right
now!” 14

The clerks and decisions

The clerks often described themselves with some accuracy as part clerk,
social worker, top sergeant, policeman, recruiter, and substitute parent.
They were overwhelmingly women, mature in years, with a devotion to
their work that was incredible.!® They comprised an insulated and rela-
tively autonomous personnel system within the Selective Service System.*®
The clerks were in positions of far greater responsibility and power than
most of them would have expected to achieve given their socioeconomic
background, educational level, or their salary of $4,600.17 They were im-
mersed in their roles and dedicated to their work. Many worked late into
the night and on weekends, despite low pay, a lack of in-grade pay in-
creases, no overtime, and more compensatory time built up than they
could ever be permitted to use.

Congressman Chet Holifield of California said during the draft hear-
ings :

The Civil Service Commission clerks are running these boards, not the
members ... the bulk of the work, I would say 85 per cent of the work of
screening and classifying these boys are done by Civil Service clerks and
then when the board meets that night, they hand it to them and they run
through them and the clerk says “this bunch on the top ought to go” so
they sign their names and they go. In many instances we are not achiev-
ing the principle that we thought we were achieving of having local busi-
nessmen and leaders in the community express evaluative judgment on
the merits of specific cases. It is being done by low-paygrade clerks.18

¥ Interview No. 8; the form was SS 252, printing date of 1951.

® Sixteen of the 17 in our study were women. See also Hearings before the Subcom-
mittee on Civil Service, House of Representatives, 89th Congress, 2nd sess., 1966,
p. 6.

¥ The other systems are the Reserve and National Guard officers who staff State
and National Headquarters, and the board members.

¥ This is an average figure for the nation. See Hearings before the Subcommittee on
Civil Service, p. 9.

® Review of the Organization and Administration of Selective Service System, p.
9764.



90 GARY L. WAMSLEY

Does this study support Holifield’s conclusions? Basically, the an~
swer is yes. The role of the clerks is far more significant than spokesmen
for the system admit, but some explanations and qualifications will show
that role to be a great deal less important than critics imply.

First, the volume of classifications was so great that a board could
not possibly handle them all, let alone review each one extensively. How-
ever, the records did not valuate whether a classification action had re-
quired discussion or had been reviewed by a board. There was no require-
ment that board members sign board actions, although clerks were urged
to get their signatures. Clerks usually saw to it that potentially controver-
sial cases were signed by at least one board member; nonetheless the claim
that “the power to classify rests solely with the boards” seems to have
meaning only in symbolism.!?

The vast majority of classification actions were so routine that they
were quite unlikely to have required board review. For example, the fol-
lowing routine classifications make up the great numerical bulk of classifi-
cation decisions :

I-A or IV-F to I-Y (available for emergency)

III-A dependency to V-A (over-age) (or any other classification
changed to V-A)

I-Y to IV-F (or any other change to IV-F)

I-A to I-D (reserves), or I-C (active duty)

I-D or I-C to IV-A (veteran)

I-A to I-SH or 1I-S (students)

I-SH to II-S (high school to college)

Some boards processed certain classifications routinely without review,
while other boards did not follow such procedure. For example, some
boards instructed their clerk to defer automatically anyone working in the
field of science so that all I-A’s or II-S’s to IT-A’s were not reviewed, while
these same actions were carefully gone over by another board. Or a I-A
to ITI-A (dependency) might be done automatically by one clerk on the
basis of a pregnancy slip or birth certificate, while such a case might be

2 The claim that only boards classify is found throughout Selective Service publica-
tions. See ibid., pp. 9623, 9624, 9667.
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thoroughly discussed by another board. The following were most likely
to receive review of a board :

I-A to I-O or IA-O (conscientious objectors)
I-A to III-A (dependency)

I-A to II-A (critical occupation)

I-A to II-C (agricultural)

I1-S to II-A (student to critical occupation)

The public record of board classification actions gives no clues as to how
a classification was made but the total number of actions for each meeting
offers evidence that the majority were never reviewed by the boards.

Several boards of varying sizes were selected at random and a review
of classification actions over five months was made. Typical was a board
with 13,000 registrants that had 215 actions in March, 176 in April, 219
in May, 348 in June, and 217 in July. The size of these totals clearly
shows that they were not all reviewed in a two-to-three-hour monthly
meeting, Boards with larger numbers of registrants sometimes met twice
a month. The largest board among the 17 was the second largest in the
state. It had 24,000 registrants and met twice a month. Its monthly classi-
fications ranged from 450 to 1,334, obviously beyond the ability of any
board to discuss each case thoroughly, even in two meetings.

The typed minutes of board meetings kept by clerks were not a pub-
lic record. It was also unclear whether a board reviewed the cases and
made a decision, but usually a clerk would record in the minutes those
she felt were important enough to take into a meeting even if the board
never discussed all of them. The minutes of meetings confirmed direct
observations. A board rarely was able to conduct interviews with more
than three or four registrants in a meeting. The number of files they were
able to review depended on whether they divided the work, how well they
worked together, and the types of cases. Many boards divided files and
each member decided the cases in his stack. Others divided them and each
man presented a summary of each case to the others, who indicated ap-
proval or disapproval of his proposed actions.

Generally, a clerk carried 20 to 30 files into a meeting, 10 to 15
might be discussed for widely varying amounts of time, and there might
be three or four interviews. The other files might be signed without dis-
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cussion or perhaps even this would not be done. Clearly, 175 to 350
cases were not reviewed.

The second qualification that must be made is that it was unneces-
sary for a board to discuss most cases separately. The great majority of
classifications were routine and automatic. When a man sent in a preg-
nancy slip he could only become III-A; papers proving enlistment in the
active Armed Forces could only result in I-C; the Reserves, in I-D; over
26, in V-A, and so on.

Third, the clerks did sort and stack files for board meetings and some
lightly penciled in a recommended classification on the file cover, but they
did not necessarily place on top the ones they felt “ought to go.” Rather
they usually set aside for first consideration those that were most contro-
versial or sensitive, whether they seem headed for induction or deferment
—cases they would not dare handle automatically or routinely because an
appeal would probably be taken and they wanted legitimation by the board.
Clerks were not necessarily interested in induction, though their exaspera-
tion at the registrant who was clearly trying to evade his obligation may
have tended to a “pro-induction” attitude toward such individuals. How-
ever, these instances were exceptions. Generally a clerk had a thoroughly
bureaucratic outlook toward the registrants and wanted only to put them
“into some slot.” In other words, they seldom cared whether or not a man
was inducted as long as he was no longer problematic for them.

While it was entirely possible for clerks to influence decisions, their
intervention was not always detrimental to the registrant. As one clerk
said :

You have to protect the registrants from the board as much as you do
the board from the registrants. They [members] can’t keep up with the
rules and regulations. They only come in once a month and maybe they
read something that made them decide “no more grad students deferred.”
Well, you can’t have that sort of thing. We’re supposed to report things
like that to headquarters but you can’t do that either. You have to live
with these men. So I pull files like that one out and say they are on a
hold or pending or I say “We have a new regulation on that.” Then when
they have cooled down I put them back into the pile. Every clerk has to
do things like that.20

2 Interview No. 7.
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Most board members made comments about how much they relied
on the clerk. Clerks were in a position to control information that came to
a board. Before each interview clerks customarily briefed members of the
board on the contacts and experiences they had had with the registrant or
recalled the highlights of any past interaction between the registrant and
the board. In doing this they could (and from my observations often did)
set the general predisposition of the board toward the registrant. Through-
out this study, however, there were no briefings that I felt prejudiced a
board in a direction they would not otherwise have taken after the inter-
view.

The role of the clerks can be summarized by saying that they were
far more significant in classification decisions than is admitted by spokes-
men for the System, who denied that they had any part in classifications.
But viewed against the automatic nature of most decisions and the shared
values of clerks and board members, the role seemed less than critical.

The decision premises of boards

If boards did not have the information for national manpower policy and
could not adjust process to individual on basis of personal knowledge,
what did they base their decisions on?

There seemed to be three major sources from which members de-
rived such values and notions—middle-class values, a “veteran’s outlook,”
and the lack of information and absence of clear purpose for decision.

The first thing to be noted about board members was the predomi-
nance of middle-class values and attitudes. Registrants were often lectured
or quizzed on the values of thrift, hard work, obedience to the law, mo-
rality, concern for parents; aliens were shown little sympathy in classifica-
tion actions; college education was highly valued; efforts at self-improve-
ment, materially, socially, or educationally, were lauded. Members were
cognizant of persons above them in class status (“the real wheels,” “those
who have real money,” “the prominent families”) and manifested even
more awareness of those below them in status (“the other half,” “the poor
devils”).2t
2 Sociologists do not pull their knowledge of class values and attitudes into clear
profiles for classes. Most, however, would attribute the foregoing traits to the middle

class. It might be added that I had no preconceptions of the class make-up of the
boards. It came as a surprise.
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The occupations of members revealed a heavy preponderance of
those occupations and professions of middle-class status.?? They ranged
from firemen up to a vice president of a medium-sized public utility com-
pany, which probably represented the highest community standing found
in the study. Most of them were the less-prominent attorneys, dentists,
ministers, lower and middle management personnel, small business own-
ers, accountants, department managers in large retail stores, and the like.
Though Hill City is noted for its heavy industry, only one board member
was a blue-collar worker.

Aside from an ex-Congressman, a County Fire Marshal, and a polit-
ically appointed Director of Veterans Affairs for the county, none of them
were political office-holders nor, so far as could be ascertained, active in
politics.

The second major source of decision premises for board members
stemmed from their status as veterans. Among the 77 board members in-
cluded in this study veterans outnumbered nonveterans better than seven
to one. One clerk of 25 years’ service admitted that until recently she had
erroneously believed that the regulations required that members be vet-
erans. Most board members belonged to veteran organizations, especially
the American Legion. Experience as veterans provided them with a
unique outlook on military service and the use of military power in pur-
suit of foreign policy.2®

The most consistently expressed sentiment of board members was
that military service was a valuable experience for any young man. Mem-
bers referred to it as a means of acquiring skills and training that would be
useful in civilian life; a maturing experience; a manhood ritual all should
go through; and above all a service one owed his country. In part, this
attitude expressed a defensive rationale developed in support of the nega-

2 Sociologists are not fond of taking occupational rankings such as the 1947 North-
Hatt NORC study and dividing them up as indicators of class strata. It may be in-
formative to point out that board members in this study had scores ranging from 90
to 67. The NORC study is mentioned in virtually any treatment of stratification. See
Robert Hodge et al., “Occupational Prestige in the United States,” American Journal
of Sociology, LXX (November, 1964), 290.

% The term “veteran’s outlook” is used here for want of something better. For a
brief description of the American Legion’s outlook on world affairs, see Gabriel A.
Almond, The American People and Foreign Policy (New York : Praeger, 1960),
p. 171,
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tive task of the boards. It might also be an effect of the methods used in
recruiting board members.

Board members themselves recruited replacements. Quite often a
man was first placed on a reserve status and began receiving a monthly
in-house news organ titled “Selective Service,” which contains “editorials”
by General Hershey. One member of the National Headquarters staff ad-
mitted that “it gives sort of an informal policy” to the thousands of mem-
bers.?* The reserve board member was then called upon occasionally to
fill in for absent members. If he had, or acquired, values that meshed har-
moniously with the others, he eventually replaced a retiring member or
more likely one that died. The values that a man had to acquire, or bring
with him, stemmed largely from his status as a veteran.

The veteran status was functional in another way : in legitimation of
decisions, an essential support for the board’s negative task. Members,
clerks, and other officials were proud of this preponderance of veterans
because “none can say they haven’t served their country”; “they know
what they are sending these boys off to”; and “the boys have more confi-
dence in them.”

A third factor influencing decisions was the lack of information and
clear purpose on which to base decisions. Without personal knowledge of
the registrant, information on national manpower needs, or ability to in-
vestigate claims of registrants, the members were constantly torn between
universalistic and particularistic considerations. Because they were ex-
pected to carry out some generalized national manpower policy, they
tried to act on the basis of universalism and to treat similar cases in a
uniform manner. At the same time they were expected to adjust the
processes of Selective Service to specific individuals, Because they lacked
informational resources to do either, they usually acted in a highly par-
ticularistic manner—by treating registrants in accordance with the rela-
tionships they developed with them in the interviews or from letters in the
files. Consequently, scemingly insignificant things like posture and dress
become important in decisions.

In pursuit of uniformity of treatment, boards attempted to follow
universalism : they endeavored to determine what sort of registrant they

% Interview No. 23.
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had before them and then treat him in some way similar to other regis-
trants of his type. But these efforts foundered because (1) they were given
few if any general norms necessary for universalism (or they were given
norms that led to seemingly inequitable decisions); and (2) they were
forever plagued by the half-mythical, half-real institutional goal of adapt-
ing process to the individual—the demand for particularism.

For example, a board attempting to act on the basis of universalism
had finished processing a stack of files, granting occupational deferments
as usual. Then they began to encounter requests for deferments from men
who had just joined firms after leaving college :

BOARD MEMBER A : I can’t see letting these guys dodge their commitment
like this. You know what they’re gonna do—get kids or stay there till
over 26. I don’t think it’s fair.

BOARD MEMBER B : Well, I agree, but some of these guys are going into
defense work.

BOARD MEMBER A (referring to a file) : This guy’s going to work at GM
in auto engineering and testing—how in the hell is that connected with
defense? And besides—how critical can any man be just out of college
and on the job three weeks? You can’t tell me these guys are critical to
anyone—defense or not.

CHAIRMAN : Thing we have to remember is that Colonel Blank (State
Headquarters) said to let these guys go from college to industry and get
started.

BOARD MEMBER A : I know. But it doesn’t make sense to me. Hell yes,
he’ll be valuable to someone after he’s on the job a while.25

The argument continued at some length and grew quite heated before the
board reluctantly agreed to defer such men. Thus they had groped for
some universal criteria on which to base their actions but could find only
a vague suggestion from State Headquarters that made no sense to them
on the basis of their information and that led them to a conclusion that
seemed unfair to them.

Their frustration, however, was not yet at an end. As they proceeded
through more files, they were confronted with requests to defer men on
the basis of jobs they would accept within a month. At this, the whole
argument erupted again, with one board member angrily declaring, “I’ll

% Observation Report No. 9.
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be damned if I am going to defer some man as critical who isn’t even on
the job yet!” He then launched into a long and bitter tirade against “send-
ing all these poor kids from the West End of town while all these others
with money go to college and then get a critical occupation.” He con-
cluded, flushed and angry, with—*“I’ve had it! I say turn down this request
for deferment. If Headquarters doesn’t like it that’s too damn bad. I'm
not afraid to tell them where to go! I told F. D. R. I'm ready to tell
them.” 26 Finally the chairman brought all of them back to the frustrating
reality that went with trying to be universalistic when he said, “Well, we
let all the others go. How are we going to treat this one any differently?”
Of course, they could not.

In this case the frustrated board reluctantly based its decisions on
universalism, but it would be difficult to prove they arrived at any more
equity in doing so. In other instances, boards often balked at the inequity
universalism seemed to create, or despaired of finding the information
needed for a decision, and opted for particularism. However, the excerpts
below illustrate that there was no more equity to be found when decisions
were based on particularism. For example :

BOARD MEMBER A : A deferment to study architecture in graduate
school!?

BOARD MEMBER B : Isn’t this the rich kid that’s given us all the trouble?
CLERK : That’s the one.

BOARD MEMBER A : As far as I'm concerned he shouldn’t be allowed to
keep going to school. It’s so obvious he’s trying to get out of serving! Re-
member that bad knee story he came in here with?

Often they reacted in a particularistic manner to items in the file such as
the wording of a letter which seemed to imply disrespect for the board.
Or, more often, they reacted in a particularistic way to the registrant in his
interview with the board.

CLERK : If you’re ready I'll bring Mr. X in.

CHAIRMAN (with a smile) : Has he gotten rid of this (gesturing to indi-
cate a beard)?

CLERK : Oh, yes—slick as a whistle. (Other board members chuckle.)

» Ibid.
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Or another board :

CHAIRMAN (holding up a file and speaking to the researcher) : You
ought to see this guy. Were you ever in the military, Captain [sic]? Well
this is the sort of guy you would take down to the latrine and scrub down
with a wire brush. I mean, I've seen these Hell’s Angels out in California
~—seen them on the television and he’s worse looking than any of them.
Just plain scurvy. (To the clerk.) Let’s make this baby I-A. We'll fix his
trolley.2?

Discussion following an interview often dwelt only partially upon
universalistic aspects of the case. As much time was frequently spent in
particularistic commentary.

In the absence of guidelines and information, dress, mannerisms,
bearing, forthrightness, grooming, and the like, all took on exaggerated
importance. Because manpower demands changed constantly and because
they were given no comprehensible or manageable norms, universalism
was often untenable. Obviously the board members themselves did not
consider “national health, safety, and interest” to be useful norms.

One Hill City board had developed its own higher norm and thus
solved the problems that plagued the others. Its higher norm was that
“everybody had to serve.” No one was in a critical occupation for any
longer than it took to replace him and an employer was given a specified
time to do just that. Deferments, they said, were deferments, not exemp-
tions. Considerable tension existed between the board and State Head-
quarters as a result of this drastic method of simplifying decision rules.
Probably the most exasperating thing to State Headquarters was the fact
that the board’s interpretation of the law and regulations was perfectly
legitimate.

Because board members were given few specific things on which they
could legitimately base their decision, they probed into many irrelevant
aspects of the registrants’ lives in an effort to find something on which to
base a decision. Typical queries were such as these :

“What do you do with your spare time?”

“You don’t like to submit to authority, do you?”
“What kind of car do you drive?”

“Were you ever in the Boy Scouts?”

* Observation Report No. 14.
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If one cannot somehow limit the scope of his concern with an object,
he cannot be universalistic and treat the objects uniformly in accord with
higher norms. And yet if the scope of concern is too restrictive, one can-
not adjust the general administrative process to the individual.

Board decision: the problem classifications

Both necessity and common sense dictated that boards handle only cases
that were problematical. These tend to be dependencies, occupationals,
conscientious objectors, and (in the last year) students.?®

DEPENDENCIES

The boards seemed most effective and their decisions seemed to contain
less logical contradiction in cases of dependency. They were relieved of
any pressure to search for higher, universalistic norms. Here they were
adapting general process to the individual and both particularism and dif-
fuseness were more clearly acceptable patterns of action and decision. It
is true that they lacked knowledge of the individual and of his environ-
ment, but they did humanize by inquiry a sensitive area which a thor-
oughly bureaucratic approach would have aggravated by impartiality.
Their inquiry was unlimited and they felt no compulsion to be anything
but diffuse. Furthermore, the variables in dependency cases were so great,
the exigencies of situations so numerous, that efforts to make decisions
more bureaucratic would have been disastrous. It is difficult to see how
rules could be written and universal norms applied in these cases.

Is a widowed mother financially secure but emotionally dependent on her
son?

If the family that lost a father does not need the oldest son financially,
do the younger children still need him as a form of father substitute?

A well-to-do widow may have enough money to live on without her son’s
support but at what level should she be forced to live? If she is used to

21 assume that in some areas boards concern themselves with agricultural defer-
ments, though they may, like Agdustria, have an elaborate point system developed
by agricultural interest groups. A man is given so many points for producing x
bushels of wheat for market, so many for eggs, and the like. In such a situation the
clerk may merely compute or verify the points.



100 GARY L. WAMSLEY

living at $15,000 a year, should she have to live on half that? Sell her
house?

However, the boards’ capabilities in dependency cases would have
been improved by better information. Often the decision to induct was
centered around whether or not dependents would receive as much sup-
port in the form of military allotments as they did from the registrant as
a civilian. Yet some boards seemed to be unaware that allotments were
paid; others did not know how much they amounted to.

CONSCIENTIOUS OBJECTORS

There were not many such cases and only a few were observed. Clerks
offered information on other cases. Persons seeking a I-O or I-A-O whose
denominations have a long history of pacifism were processed routinely
and from obtainable information the deferment was granted without
board interviews. Jehovah’s Witnesses were invariably spoken of depre-
catingly. Perhaps this was a reflection of their socioeconomic status, or per-
haps the perceived extremity of their views and a belief that they had an
uncooperative attitude toward Selective Service. But if they had certifica-
tion as a minister of certain degree they were readily deferred.

Often board members and clerks spoke with scarcely concealed dis-
dain of Black Muslims who sought deferments as conscientious objectors.
The impression gained from limited observation and interviews is that
conscientious objectors failing to fit established and accepted patterns,
such as the Muslims, were brought before the boards as the first test of the
religiosity of their objection.

Board handling of these cases was efficient, not because they had any
more information about the individual or his circumstances but because
they had a clear norm to guide them. Conscientious objection must be
based on religious grounds rather than a mere objection to a particular
war or foreign policy. Board members seemed as capable as anyone else
of determining the sincerity of religious beliefs. A case involving a con-
scientious objector taken on appeal will eventually come before a Depart-
ment of Justice hearing officer. Thus, it would receive a review that differs
from the one given other cases that go to the appeal boards.
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STUDENTS

The boards did not view the student classification as a problem until the
demands of Vietnam grew more acute. In 1966 the boards were directed
both formally and informally to “tighten up” on students.?® Thus, during
the period of this study, students began to request board interviews.

In the cases observed the boards bent over backwards to permit a
man to stay in school. The function of the interviews observed was, ac-
cording to clerks and board members, to “scare” the marginal student into
enlistment or into full commitment to his studies. The boards probably
were as competent as anyone to listen to the reasons for a registrant’s fail-
ure to progress at a “normal” rate of speed toward a four-year degree.

As of 1966 one real problem in the handling of students was not in
the board decisions but in the all-pervasive, indiscriminate pressure of the
draft. The guidance to tighten up on students included specific directions
to cancel induction orders if a student had returned to or entered a school
and was in good standing at the time he was called. However, this infor-
mation was never transmitted to the thousands of registrants who were
ordered for preinduction physicals unless they asked. Assuming that in-
duction was inevitable, many (there is no way to know how many) rushed
to enlist or volunteer for induction. Undoubtedly this did serve to “pick
up” students of marginal commitment, but there is no way of knowing
how many serious students were panicked into enlistment. The Field Di-
rector for the State pointed out that by reviewing reports of local boards
he could quickly spot a situation in which a board was making inequitable
decisions or decisions that were contrary to policy.?° This might have been
true for nonvoluntary induction but there is no way of detecting the in-
direct pressure that causes enlistment and volunteering for induction.

OCCUPATIONS

In the matter of critical occupations (II-A) the performance of the boards
seemed most vulnerable to criticism. Some boards automatically deferred
anyone whose employer requested it. Some had the clerks automatically
® As is customary in Selective Service, this informal direction came from a variety
of places. It was implied in the directions on drop-outs, transfers, and the like; in

word-of-mouth direction from State and National Headquarters; and in General
Hershey’s editorials in Selective Service.

# Interview No. 21.
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defer anyone in science and engineering; some boards inducted profes-
sional engineers with graduate degrees; some automatically forwarded all
requests from the scientific field to the State Scientific Advisory Board;
some were trying to induct all teachers with exception of those teaching
science; some were automatically deferring all teachers; some boards felt
that a critical occupation deferment should never be for more than six
months. There simply was no uniformity among the boards.

The II-A’s did not constitute a large number of registrants but they
seemed to be a major source of institutional posture. The registrant seek-
ing a II-A was valuable to someone—that “someone” often constituting
a powerful interest group.®! This situation seemed to be the major source
of institutional posture that included informal, word-of-mouth policy di-
rection and emphasis on the specific individual case with avoidance of
general policy direction. Both appeared to be methods of institutional de-
fense against pressure from interest groups.

The largest section of State Headquarters was the manpower divi-
sion, where the great bulk of the Headquarters’ work went on. They han-
dled those appeals to the Director (state and national) that the system
permits. This apparently happened for two major reasons. First, because
the slow and cumbersome appeal board machinery of Selective Service
could not cope with the burdens thrown upon it. This was particularly
true because registrants were so little aware of procedural rights. When
a registrant who had failed to use his appeal rights faced induction and his
employer demanded consideration for deferment, it was felt that the clerks
had to be able to refer the protest some place since no one wanted to give
them the power to cancel induction on their own authority. Or if a regis-
trant had utilized all his appeal rights but still brought his hysterical
mother into the board office to protest induction, it was felt that the clerks
should be able to deflect the problem, rather than having the board and
the clerk trying to enforce an induction order or calling in the police or
FBI. It was evidently felt that such compulsion was better handled by
some agency further removed than the local board.

The second reason for this informal appeal procedure was to give
higher headquarters a chance to correct some of the lack of uniformity

% Labor unions are appeased by an automatic II-A deferment for anyone engaged
in an apprentice program that is on a list approved by the State Director. The list, of
course, was prepared by the leading unions of Agdustria.
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among boards. To attempt this through the formal appeals machinery
would mean that policy would have to be specified, written, and turned
over to the same sort of nonexpert, traditionalistic decisional mechanism
as one finds in the local board. To do this would have been to invite the
problem of negotiation with interest groups at state and national levels.
Moreover, this would also have entailed the loss of the ability to react
flexibly to changing manpower demands. Those skills considered critical
would have to have been constantly renegotiated. Trying to settle defini-
tively and in writing what occupations were in the national health, safety,
and interest in the midst of fluctuating manpower requirements, such as
those developed in 1965 and 1966, would have been an incredibly diffi-
cult task. The “appeals to the Director” procedure permitted a flexible
but carefully camouflaged manpower policy. The decentralized system
provided only dispersed and obscure targets for interest groups, and by
treating each case individually there was always an answer to interest
group protests. It could be claimed that no one had decided that drafts-
men or hydraulic engineers were not vital to the national health, safety,
or interest—simply that a case had been decided by a board. If there
were continued protests involving a certain occupation or skill group
some informal policy guidance could be passed on to the boards.

Evaluation

What sort of evaluation can be made of the local boards and their de-
cisions, on the basis of these limited data?

Some might be disturbed by the pronounced middle-class attitudes
and values of the boards. But would it be reasonable to expect to find
application of anything else but the most widely held values in a society?
Would it not be dysfunctional for Selective Service and in fact for our
political system to staff boards with anything but representatives of mid-
dle-class values?

Some might ask that the boards include persons from different social
strata. While this might serve some symbolic function, it is unlikely to
alter many decisions. One need not be a social scientist to forecast that
those of the lower strata will look “to their betters” for cues on decisions.
And if the higher socioeconomic strata were included, would not their
prestige and influence overshadow the others?
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And what of the “veteran outlook?” One is led to much the same
conclusion as the one about concern over middle-class values. If local
boards are used in a conscription system, whether it be for purposes that
are largely symbolic or as a decision mechanism, it is virtually inevitable
that they become staffed with veterans. Not only will those directing the
program find it desirable for purposes of legitimating decisions, but men
without the status of veterans will be reluctant to accept positions on
boards. The status of a veteran is a natural defense a man would want to
have in making the unpleasant decisions conscription entails. Nonveteran
members could be encouraged but perhaps only by requiring them by
regulation or law. Even if nonveterans were sought out, it is likely that
they would adopt the same attitudes as veterans.

The lack of information and clearly defined goals would seem to be
the aspect of board decisions that deserves the most immediate attention
and the area in which that attention can best obtain results.

Selective Service was designed to be nonbureaucratic, to have power-
ful symbolic meaning, to be primarily legitimating and secondarily effi-
cient, and to win acceptance by means of nonuniformity. Its institutional
ideology can be described as “finding the path of least resistance.” I saw
many cases considered “too hot,” “too puzzling,” “too troublesome,”
handled by granting a deferment with the statement that “he’s got several
years to go to reach 26, we'll try to nail him later.” When any registrant
or group of registrants became too shrill in their protests, Selective Serv-
ice apparently eased the friction with deferments.

In the past all of this was functional for the institution. The question
is whether or not this structure, process, and organizational style have be-
come dysfunctional? Because of changes in our political culture and be-
cause Selective Service for a variety of reasons has been left to carry out
a complex and unofficial manpower policy, its structure, process, and
style seem incapable of winning acceptance for its task. Instead they
complicate it.32

Clearly, acceptance at one time hinged upon nonuniformity and
# T have not tried to go into these changes in our political culture. Some of the ob-
vious ones would be the decline of localism, changed notions of equity perhaps
stemming from the civil rights movement and changed notions of national service.

Other factors are the oversized manpower pool, and the nature of the Vietnam war.
See other chapters in this volume.
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consciously nonbureaucratic structure and process. But it is precisely
these things that are hampering acceptance and challenging legitimacy
today. In an age of less mobility and slower communications it was ap-
propriate that cases would be handled differently in different areas. But
this has changed. Americans now seem ready for more “legal rationality”
in the matter of conscription, and for more definitive guidelines for boards
and more expertise in clerks. Perhaps a professional hearing officer is
called for instead of a board of “friends and neighbors.”

Prescriptions and institutional defenses

It is hard to have contact with Selective Service without developing pre-
scriptions to remedy its problems. There are a great many things that cry
for improvement. But the reformer would do well to ponder the fact that
he is confronting an institution rather than a mere organization. As
Philip Selznick puts it, an organization is

... an expendable tool, a rational instrument, engineered to do a job. An
“institution,” on the other hand, is more nearly a natural product of so-
cial needs and pressures—a responsive adaptive organism.33

An institution, according to Selznick, is “infused with value.” Those who
would change an institution would do well to plan carefully and move
cautiously. Its instinct and abilities for self-preservation are powerful.
Selective Service has built a variety of institutional defenses, each
worthy of greater discussion. Selective Service has successfully portrayed
itself as a decentralized institution. (This depends upon one’s definition
of decentralization.) State and National Headquarters can and do exer-
cise detailed decision power. Usually they have permitted the boards to
operate within broad control limits, constricted only if certain decisions
became too contentious. They have exercised control through appeals to
directors or by the directors taking appeals to appeal boards. As one
official said, “If we take an appeal to the state appeal board, or to the
national board, there isn’t much doubt about how it will come out.” 3¢

® Philip Selznick, Leadership in Administration (New York : Harper and Brothers,
1957), p. 5.

# Interview No. 28.
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Decentralization has had other functions that have become more
important than “staying close to the people.” It has dispersed the targets
for interest groups. It has also isolated the individual in his relations with
Selective Service. The relationship is reduced to the registrant and his
board rather than students and Selective Service or chemists and Selective
Service, and the like. The individual has found it difficult to marshal any
political power and bring it to bear upon the area of uncertainty sur-
rounding the anticipated board decision. Selective Service regulations
were designed to further this condition by making the proceedings non-
judicial and informal, and by enabling the boards to refuse anyone but
the registrant the right to appear on his behalf.

A second defense is successful self-portrayal as a civilian agency,
independent of the Pentagon. This independence is real, but State and
National Headquarters are in fact staffed with hybrid- or semimilitary
men. These men are products of an insulated personnel system composed
of National Guard and Reserve officers. As one officer in National Head-
quarters put it, “We are sort of a bridge between the civilians and the
military and having us keeps the politicians out.” 3% Such staffing mini-
mizes responsiveness to ordinary political stimuli from both the civilian
and military sectors but maximizes access to both.

Another defense is in successful self-portrayal as a “grass roots,
voluntary organization” composed of patriotic citizens performing an un-
pleasant duty. An example of the utility of this defense can be found in
the fact that every Congressman, no matter how critical he was of the
System, would describe it in exactly such terms. That every Congressman
had in his district some of the approximately 15,000 volunteer members
of the System may partly explain this.

The System has successfully propagated the belief that each case is
handled individually by the boards. As this study points out, this not only
is untrue but probably impossible and unnecessary.

No list of defenses could leave out the charismatic institutional
leadership of General Hershey. The devotion to him is exceptional. One
has to descend all the way to board clerks before the simplest question is
not answered with profuse praise for the General. He was a perfect model

% Interview No. 31.
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of Selznick’s institutional leader. His skiliful relations with Congress indi-
cated an acute sensitivity to politics and politicians. This sensitivity has
been useful in defending the institution before Congress.

The strong institutional allies cultivated by Selective Service deserve
mention. Included among them are some of the most powerful interest
groups in America : the American Legion, the Veterans of Foreign Wars,
the National Guard Association, and the Reserve Officers Association.

Finally, the pattern of interaction between the boards and socio-
economic strata has served as a defense; those registrants who were
articulate enough to request board interviews were also most congenial
with the reasoning and middle-class values of the boards and either ac-
cepted a board’s decisions because of this congeniality or were most likely
to be deferred by the boards. In contrast, those who felt the weight of the
draft in proportionally the greatest numbers were most likely to accept
the boards’ decisions without challenge and were least likely to become
part of any critical opposition to it.3¢

Summary

This study of local board behavior has suggested that boards are confused
as to their purpose as a result of our changed political culture and situa-
tions like Vietnam. They lack the information and guidance to determine
or act in line with national health, safety, or interest, and are only slightly
less handicapped in adjusting the processes of conscription to the in-
dividual. The bulk of the boards’ workload could be bureaucratized, and
is in fact currently handled by the bureaucratic part of the system (the
clerks), to a far greater degree than institutional myth admits. Board

* For some support for this hypothesis, see Arthur D. Klassen, Jr., Military Service
in American Life Since World War II : An Overview (Chicago : National Opinion
Research Center, University of Chicago, 1966), pp. 217-259. Klassen does not focus
directly on the differential impact of the draft on socioeconomic classes, evidently
because he is aware of the complexity of equity. Nonetheless, if one discounts the
impact of Korea, and notes that the lowest classes often are rejected in great num-
bers, the data on Klassen’s pp. 251, 252, and 253 seem to support the hypothesis. See
also Karen Oppenheim, Attitudes of Younger American Men Toward Selective Serv-
ice, Military Manpower Survey Working Paper No. 5 (Chicago : National Opinion
Research Center, University of Chicago, March, 1966), pp. 15-20.



108 GARY L. WAMSLEY

behavior and decisions are primarily influenced by their lack of clear pur-
pose, status as veterans, and middle-class values. Board performance in
handling some problem classifications, such as dependencies and con-
scientious objectors, suggests that if provided with purpose and informa-
tion, boards might perform in some areas in a manner that would find
greater acceptance than bureaucratic handling. There are institutional
defenses developed over the years that may serve to insulate Selective
Service from changes in social needs and pressures.
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Introduction

Although concepts of fairness would, in the abstract, require the entrance
of 100 percent of the male population into the armed forces in times of
declared war or serious emergency, the application of this is always tem-
pered by the fact that some men are considered better qualified than
others, and a minority are, for various reasons, considered not qualified
at all.

The first and most general restriction is on the basis of age. It is
obvious that there is, in general, some age at which males would be too
young and some age at which they would be too old for service. In prac-
tice, during World War II the draft applied only to those between the
ages of 18 and 45, and early in the war many draftees who had reached
the age of 38 were released. (More recently, the upper level for the draft
has been around 26 years—more because supply was ample in relation to
demand than because those 30 years of age were too old.) There is in-
evitably a certain arbitrariness about any chosen cutting point. Certainly,
many 15- and 16-year-olds or many 50-year-olds could contribute effec-
tively in combat; in times of extreme emergency, such as the period early
in World War II when England feared immediate invasion, the age stand-
ards were broadened substantially for those prepared to fight in England.

109
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In general, however, ages of somewhere around 18 to 35 are considered
optimal for men who are to be taken from their homes to become mem-
bers of fighting units.

Within this preferred age range, substantial numbers are normally
rejected because of physical inadequacies of various kinds. These in-
clude heart disease, deformities or other defects of bones and limbs, de-
fective vision, ear trouble, allergic diseases, high blood pressure, and
epilepsy. Standards for these are not, of course, within the scope of this
discussion.

There are behavioral characteristics that are clearly disqualifying in
their most extreme forms. Included here are the mentally deficient who
require custodial care, hospitalized psychotics, and certain of the “worst”
criminals. Just where the line should be drawn as we go up the scale of
intelligence, toward the less severe psychiatric disturbances, or the less
serious criminals, offenders, or delinquents is a matter on which we need
more information than is now available, Decisions here are also influ-
enced by the supply and demand situation.

With respect to psychiatric disorders, there has been a marked shift
of attitude since 1940. This has taken the form of de-emphasizing psycho-
neurosis in the total psychiatric picture. It was believed by some psychi-
atrists in 1940 that if they only had enough psychiatrists to do the job,
and if they were permitted to reject enough people as potentially neurotic,
they could eliminate much if not most problem behavior in the services.
Many psychoneurotics did not do too badly in World War II, with the
result that there are at the present time very few rejections because of
psychoneurosis, and in some locations there is no such entrance screening
at all.

In contrast to this, penitentiary inmates and certain less severe of-
fenders against the law are still regarded as undesirable, or at least as
suspect, by the services. More research is nceded to help decide just where
the line should be drawn in this area. In this very complex, real-life situ-
ation there are inevitably many times in which policy decisions must be
made before the factual information that would support or fail to support
them is available. Facts do not automatically generate policy, but many
policy decisions are influenced by factual material. The research reported
here is a study of the adult outcome, particularly in a military situation, of
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individuals who had been juvenile delinquents during childhood or ado-
lescence. It shows what actually happened with samples of former juve-
nile delinquents from two different states.!

Service regulations and practices

A partial outline of the regulations governing service admission of in-
dividuals with a history of law violations is given below, to indicate in
some detail the way the requirements are described and the rigidities and
flexibilities involved, including the points at which administrative de-
cisions are permitted.2 Until recently, only the Army contained drafted
men. The other services depended instead on voluntary enlistment, but
they recognized that their enlistments were markedly influenced by the
presence of the draft. In all cases, for the recruiting personnel of the
various services and at the induction stations and local boards of the Se-
lective Service System, the requirements shift from time to time in ac-
cordance with the quota they have to fill. These sometimes operate dif-
ferently at the same time for different services. A recruiting officer once
pointed out that his opposite number in another service was accepting
some individuals that the first one would not even consider, as least at
that time.

A persistent problem for all the services is the practice followed by
some judges, particularly in juvenile courts, of permitting an individual
to avoid the normal penalty for his misbehavior by enlisting in one of the
services. This meets various felt needs since it has the effect of getting the
1 The work reported here was supported (in part) by Contract No. DA-49-007-MD-
2015 with the Army Medical Research and Development Command, and by USPHS

Grant No, M-2218, from the National Institute of Mental Health. Dr. S. B. Sells
acted as a consultant on an important part of this work.

2 This outline was prepared in 1964, just prior to the acceleration of military action
in Vietnam, and reflects the situation at that time. Serious consideration was given
to reworking it to reflect any changes that may have taken place since that time, but
this course of action was finally rejected. In a changing set of circumstances, it is
not possible to guarantee that any set of regulations will remain exactly constant
from one month to the next. As this is being written, a directive has just been issued
for the services to accept a substantial number of men who, for low aptitude or
other reasons, have been in draft category I-Y (not acceptable under standards pre-
viously in force, but usable in an emergency). It is not yet clear just what the effects
of this will be.
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offender out of the community, and is in accord with the occasionally
held opinion that all that a young man needs to get straightened out is a
period in one of the services, It is hard to find out how often this is done,
since no record is normally made of the transaction. The services have
opposed this practice on the ground that they are not correctional in-
stitutions. Whether or not it would be desirable to have a correctional
branch of some kind operating under the direction of the military, it
would in any case be desirable to obtain information about the outcome of
individuals with different preservice backgrounds.

The regulations of the various services show essential similarities but
some differences as to who is and who is not acceptable and as to pro-
cedures for dealing with borderline cases in this area. The following
general outline of regulations of the four services indicates the extent to
which specific action is or is not prescribed for individuals with a history
of conflict with the law, including juvenile delinquency :

1. All services ask the potential enlistee or inductee about his history of court
convictions, including juvenile court adjudications.

a. The Army has a form for this purpose, which is to be completed at the
recruiting station.

b. The Navy provides that Police Record Checks and juvenile court checks
will normally be obtained for all places of residence since the 14th birthday,
using a prescribed form. Each applicant is also required to sign a Fraudu-
lent Enlistment Warning Sheet after being advised orally of the conse-
quences of providing false information.

c. In the Air Force, a Police Record Check is normally required of all ap-
plicants at the time of first enlistment, using a prescribed form. The Air
Force also provides that all applicants will be asked if they have ever been
in the custody of juvenile authorities or have ever appeared in a juvenile
court.

d. The Marines direct that the recruiter personally question each applicant
for enlistment or re-enlistment as to whether or not he has ever been con-
victed of an offense by a civil court, including a juvenile court adjudication.
Police Record Checks are to be obtained in each place of residence since the
12th birthday.

2. All applicants who have been convicted by a civil court for any offense
punishable by death are barred by all services. Those sentenced to imprison-
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ment for a term exceeding one year are acceptable only upon approval or
waiver by a higher headquarters.

a. The Army considers morally unacceptable any applicant having frequent
difficulties with law enforcement agencies, criminal tendencies, a history of
antisocial behavior, alcoholism, drug addiction, sexual misconduct or ques-
tionable moral character, or traits of character that render him unable to
associate with other men. However, waiver may be requested for individ-
uals in this group from the Armed Forces Moral Waiver Determination
Board.

b. The Navy requires approval by higher authority of applicants who have
been convicted of a felony or any offense involving sex, or who have com-
mitted two or more misdemeanors resulting in civil restraint other than a
traffic violation; and of applicants who have committed four or more traffic
violations within the preceding two years.

¢. The Air Force lists as ineligible for enlistment with waiver persons hav-
ing frequent difficulty with law enforcement agencies, criminal tendencies,
a history of antisocial behavior, alcoholism, drug addiction, sexual perver-
sion or questionable moral character that renders the person unfit to asso-
ciate with members of the military service. Additionally, waivers are re-
quired for four or more traffic violations or one single violation involving
drunken driving; for accidents resulting in fatalities or injuries, leaving
scene of accident, and similar violations deemed of major consequence by
local law enforcement agencies.

d. The Marines permit request for waiver when the offense is not a felony
or one involving moral turpitude, or the maximum punishment prescribed
by the applicable law does not exceed one year’s imprisonment.

3. All services provide that individuals currently involved in a criminal court
action are unacceptable pending completion of the case.

4. All services provide that men under parole, probation, suspended sentence,
or conditional release from any term of confinement are unacceptable.

5. All services provide that any applicant who has been placed on probation,
given a suspended sentence, or has had his sentence deferred, contingent upon
his enlistment, shall be rejected.

6. For certain minor offenses, the decision to accept or reject may be lodged
with the recruiting officer or the commanding officer of a recruiting station.
For example, the Navy has an explicit category of “permissive rejections by
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the Officer in Charge : any applicant who has been convicted of a felony, two
or more misdemeanors (excluding traffic violations) or a series of youthful or
juvenile offenses may be rejected by the Officer in Charge if investigation dis-
closes that the applicant’s overall rehabilitation has been unsatisfactory, leav-
ing him morally unfit to associate with members of the naval service and,
therefore, unacceptable for enlistment.”

7. Some of the services make specific reference to juvenile delinquency.

a. In the Army juvenile delinquents are not considered separately from
other delinquents. Thus “a registrant who has been convicted by a civil
court, or who has a record of adjudication adverse to him by a juvenile
court, for an offense not punishable by death or imprisonment for a term
exceeding one year, may be approved” by waiver. Induction will not be de-
nied solely on the basis of conviction or adjudication for such offenses. On
the other hand, “in determining moral acceptability of registrants, the De-
partment of the Army screens out individuals with serious offenses and
ingrained delinquency behavior patterns.”

b. The Navy states that “the fact of adjudication as a youthful offender or
juvenile delinquent by local or state authorities, disposition by Federal ju-
venile authorities, arrest(s) or conviction(s) by civilian authorities for mis-
demeanors or felonies are not in themselves a bar to enlistment, if the
applicant is ordinarily eligible.” However, if the applicant admits such a
record, or if there is reason to believe such a record exists, a more thorough
investigation is to be carried out than is to be made for the ordinary appli-
cant.

¢. The Air Force similarly notes that “an adjudication that a person is a
juvenile delinquent, youthful offender, wayward minor, or equivalent de-
termination by a court having jurisdiction over juvenile cases is not in itself
a bar to enlistment if the applicant is otherwise eligible.” If there is a history
of juvenile delinquency, a very thorough investigation is to be made and
included in the request for waiver of the juvenile delinquency. “Waivers
will not be granted for applicants who have, upon investigation, been found
to have had frequent difficulties with law enforcement agencies, a history
of antisocial behavior, sexual perversion, or questionable moral character
which renders the person unfit to associate with members of the military
service.” Rejection is to be made on these grounds and not on the basis of
juvenile delinquency.

d. The Marine Corps states more briefly that “the fact of adjudication as
a youthful offender or juvenile delinquent by a state, or disposition by Fed-
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eral juvenile authorities is not in itself a bar to enlistment if the applicant is
otherwise eligible. An applicant is to be judged as to his fitness ... by his
character at the time of his application for enlistment.”

8. Each service has certain specifications different from those of other serv-
ices.

a. The Army comments that “a civil court record combined with marginal
mental and medical abilities predicts marginal functioning.” Such persons
are said to have difficulty adjusting to the demands of military service so
that in addition to making only a marginal contribution they often become
disciplinary problems. Thus such registrants are to be evaluated with unu-
sual care, and additional information from the civilian community is to be
sought.

b. The Navy places unusual emphasis upon the collection of information
from the civilian community, and outlines procedures for conducting a
home investigation for use in evaluating each applicant. The Navy also re-
quires each applicant to complete a financial statement to preclude the
enlistment of individuals with excessive financial obligations.

c. The Air Force is generally similar to the others. They specify certain de-
tails that are implied by the other services, such as that “persons who are
under the influence of alcohol or drugs will not be processed for enlistment
or re-enlistment.”

d. The Marines specify a time period following release from confinement.
Waivers may not be requested when “the applicant has been committed to
a training school or corrective institution unless a minimum period of six
months has elapsed since release from such an institution.” Something simi-
lar is done by the Air Force, but not by the Army or Navy.

Related research studies

The current regulations outlined above have evolved over a period of
years to meet a wide variety of specific problems, and they do contribute
to the operation of the system. It is possible that research findings may
contribute to improvement of these regulations, which grow and change
as new information becomes available.

Certain selected studies that throw some light on the problem of the
relation between preservice criminal behavior and subsequent military
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careers will be reviewed. There is a very extensive literature on juvenile
delinquents that uses the fact of “adjudication” as an objective indicator
of the presence of a problem. Most of these studies do not follow up on
the adjudicated delinquents to find what happened to them later, but use
adjudication as a terminal criterion with which other variables can be
compared. As will be seen below, adjudication by itself is only one of
various possible indices of delinquency that can be used in the prediction
of later service adjustment.

The review of the literature will be limited to three studies, all di-
rectly relating to the military situation. None of these deals primarily with
juvenile delinquents. They illustrate, however, the main kinds of research
that have been done in this area.

In the first of these studies, Schneider and LaGrone worked back-
ward from a sample of 500 general prisoners who had been sentenced to
an army rehabilitation center.® (The term “general prisoner” refers to
persons convicted by a general court martial, which is used only for the
most serious military offenses.) They think that general prisoners who
were sent to rehabilitation centers tended “to be the more chronic but less
serious offenders among Army delinquents.” Investigation showed that
35.4 percent of these men had not been arrested in civilian life prior to
entering the Army, while 64.5 percent had been arrested at least once; of
the latter, the average number of arrests was 4.2 per individual. It should
be noted that these were not, in general, juvenile delinquents, but adult
offenders. The World War II Army took in men ranging in age from 18
to at least 35, in a manner that was altogether different from anything that
was done subsequently. It was later recognized by at least one of the
authors that this study is incomplete in that it gives no information con-
cerning the number of men who had been arrested prior to service, who
got along without trouble, or had only minor difficulties.* The figures
quoted thus do not give an accurate basis for deciding who should be
accepted and who should be rejected on the basis of prior legal history,
juvenile or adult,

A second study in this area is that of Joseph D. Lohman and his

3 A. J. N. Schneider and C. W. LaGrone, “Delinquents in the Army,” American
Journal of Psychiatry, CII (1945), 82-91.

* LaGrone, personal communication.
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associates in Illinois. They made an intensive follow-up study of a sample
of convicted felons who were in service during World War II. These
were adult rather than juvenile convictions. A published description of
this in popularized form has been presented by Andre Fontaine.® Some
3,000 prisoners and former prisoners from Illinois entered service during
World War II. They were selected by mobile units composed of psy-
chiatrists, medical doctors, and an Army officer. The size of the total
Illinois prisoner and former prisoner population from which these 3,000
men were selected is not known.

A random sample of 785 of these 3,000 men was selected for an
intensive study of subsequent outcome. This included all available infor-
mation from “prisons, police, the armed forces, Selective Service, the
F.B.IL and the Veterans Administration.” Each man in this special sample
was also given an intensive postservice interview, “sometimes lasting as
long as ten hours.” Of these selected former prisoners, at least 87 percent
obtained honorable discharges, while the remaining 13 percent pre-
sumably received dishonorable or other than honorable discharges. In
that period the Army had not yet adopted the “general” discharge, but
was largely limited to honorable discharges and “punitive” discharges.
Thirteen percent is very high for punitive discharges, although it is only
one out of eight in the sample. If the number of minor offenses, instances
of unsatisfactory performance, and the like, was as high correspondingly,
the number of somewhat unsatisfactory soldiers would be appreciably
greater than one out of eight. On the other hand, many of these men
undoubtedly did perform very creditably in service.

During World War 11, the regulations concerning the induction of
felons were relaxed at certain places and times, in response to the need for
manpower. After the war, these regulations were tightened up again and
in general a “waiver” of regulations forbidding entrance to those who
have committed certain crimes is required from a headquarters above
the recruiting officer. Under this waiver system the man’s record is re-
viewed but he is not himself interviewed. “Lohman believes the waiver
system ... should be abolished ... he would substitute a system whereby
each man would be considered as an individual and his case treated on

5J. D. Lohman et al., reported in A. Fontaine, “Are We Wasting 200,000 Soldiers?”
Saturday Evening Post, CCVI (1953), 51-60.
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its merits.” ¢ He thinks that a system of special boards could do a better
job of evaluating individuals with criminal records than is done under
the present military system.

In summary, Lohman and his associates dealt with a selected group
of individuals with criminal records who seem to have been, in general,
substantially beyond the juvenile delinquency age. Thus this study does
not give a picture of results to be expected from the restricted admission
of 17- and 18-year-old young men with serious histories of juvenile de-
linquency. On the other hand, the study does indicate the possibility of
getting usable results from research in this area.

A more recent research project, “Prediction of Delinquency in
Naval Recruits” has been reported by Gunderson and Ballard.” “For
several years the Navy supported a research program concerned with the
prediction and treatment of military delinquency in the hope of finding
means to reduce the total disciplinary problem.” A set of 474 items from
the California Psychological Inventory and the Minnesota Multiphasic
Personality Inventory was reduced to 119 items by an item analysis on
samples of confined and nonconfined naval personnel and was called the
Delinquency Scale. This was then administered to “all recruits entering
the Naval Recruit Training Center, San Diego, over an 11-month period.”
Approximately 20,000 acceptable tests were obtained. Follow-up was
made three years later, using all information then available. A sample of
offenders was compared with a nonoffender control sample who had
shown no disciplinary problems. A combined offender group of 745 in-
dividuals was constituted, using all individuals in the following categories :
bad conduct discharge, current prison population, record of prison com-
mitment, deserter status at the time of follow-up, unsuitable discharge
(primarily for personality disorders), and unsuitable discharge (for in-
aptitude in training program).

Distributions of Delinquency Scale scores were compared for non-
offender and combined offender samples. With a cutting score of 40, 60
percent of the combined offenders would have been located as compared

¢ Ibid.

7E. K. E. Gunderson and K. B. Ballard, Prediction of Delinquency in Naval Re-
cruits, Ninth Technical Report (revised), ONR Contract Nonr 1535(00), U.S.
Naval Retraining Command, San Diego, California.
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with 36 percent of the nonoffenders. With a cutting score of 44, 46 per-
cent of the combined offenders would have been identified compared
with 24 percent of the nonoffenders. The conclusion was reached that
“such a small percentage (about 5 percent of the 20,000 recruits in this
study) of the total population are discharged or confined for extreme
non-conformity that it is probably impractical to attempt to screen po-
tential offenders from among all recruits.”

Since there is considered to be a higher concentration (about 10
percent) of potential serious disciplinary offenders among recruits who
were seventeen years old at enlistment and had ten years or less of educa-
tion, it was recommended that use of the Delinquency Scale be confined
to this young and relatively poorly educated group. Its use was not recom-
mended for older and better educated groups.

Adolescent maladjustment and service

The research reported here is part of a long-time project concerned with
the relationships between childhood or adolescent maladjustment and
personality problems and associated background factors, as described
when they were occurring rather than retrospectively, and later adjust-
ment as indicated by records of the military services and related agencies.
The original samples employed were obtained in child guidance clinics.
Information from these cases has been compared with psychiatric, per-
sonnel, and disciplinary information of the same individuals at the adult
level.8

Following earlier work with child guidance samples, which included
some delinquents along with many other types of problems, this work
was extended to include samples consisting of juvenile delinquents to see
what the experience was for groups of this kind in relation to military
8 M. Roff, Preservice Personality Problems and Subsequent Adjustment to Military
Service : Gross Outcome in Relation to Military Service, Report No. 55-138, School
of Aviation Medicine, U.S. Air Force, 1956; “Relations Between Certain Preservice
Factors and Psychoneurosis During Military Duty,” Armed Forces Medical Journal,
XI (1960), 152~-160; “Childhood Social Interactions and Young Adult Psychosis,”
Journal of Clinical Psychology, XIX (1963), 152-157; M. Roff, W. Mink, and

Grace Hinrichs, Developmental Abnormal Psychology (New York : Holt, Rinehart
& Winston, 1966).
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service.? The standards of acceptance of individuals with histories of con-
flicts with the law vary from one period to another, depending on whether
the country is at war or at peace or somewhere in between these two
conditions. The Schneider and LaGrone and the Lohman studies em-
ployed World War II samples, who entered service under regulations
that reflected conditions prevailing at that time. The Gunderson and
Ballard study employed a more recent population, and one that on the
whole was more recent than that described here.

The samples used in the present research were born between Jan-
vary 1, 1928, and December 31, 1935. These dates were selected to in-
clude a group who would in general have been too young for World War
II, but would have reached an age at which they normally would have
completed military service when the criterion information was being ob-
tained.

Experience on this project has indicated that there are many varia-
tions, both in populations and in administrative procedures, in different
states and different parts of the country. Our juvenile delinquent sample
was drawn from urban regions in Minnesota and in another state across
the country from Minnesota. Work was first done in the other state
(Sample 1), where in addition to the delinquent sample, a control group
consisting of a random sample drawn from school files was employed to
determine base rates for a randomly selected group. This state is among
the poorest one-third of all states of the country in terms of the proportion
of persons rejected from service because of low Armed Forces Qualifying
scores. This is a simple index, but should indicate that the results reported
here will not necessarily generalize to all other states.

Sample 2 was drawn from a metropolitan area in Minnesota, a state
which consistently has a rejection rate for low aptitude that is about as
small as any state in the country. In terms of this, and of other factors
®* M. Roff, The Service-Related Experience of a Sample of Juvenile Delinquents,
U.S. Army Medical Research and Development Command, Contract No. DA-49-
007-MD-2015, Report No. 61-1, 1961; The Service-Related Experience of a Sample
of Juvenile Delinquents. II. A Replication on a Larger Sample in Another State,
U.S. Army Medical Research and Development Command, Contract No. DA-49-
007-MD-2015, Report No. 63-2, 1963; The Service-Related Experience of a Sample
of Juvenile Delinquents. 1Il. The Predictive Significance of Juvenile Confinement,

U.S. Army Medical Research and Development Command, Contract No. DA-49-
007-MD-2015, Report No. 64-3, 1964.
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that may be correlated with it, Minnesota is atypical, along with such
states as Washington, Oregon, and Iowa.

Apart from the population differences of the two states, there was a
difference in the method of selection of the delinquent cases. In Sample
1, only those cases were used that had a case file of at least five pages.
After outcome information had been obtained, appropriate cases were
microfilmed and sent to Minnesota for detailed analysis against the cri-
terion data. This meant that a great many minor cases were not included
at all, since we were interested only in those cases with enough content to
permit analysis. Thus Sample 1 was made up of cases more serious than
the total set of all youngsters who had had enough contact with the juve-
nile authorities to have a file.

On the other hand, for the Minnesota sample (Sample 2) the
method of initial case-finding was changed to include all cases that had a
file at all, so that we could see what happened to the large number of
minor cases that had been excluded by taking only the more serious cases
in Sample 1. It was considered more important to get information for
these additional cases than to replicate exactly the procedure used with
Sample 1. Since these cases are located where the project is based, it
was not necessary to get the case reproductions done all at one time.

Both the population differences between the two states (as reflected
in the aptitude scores mentioned above) and the method of case selection
(with Sample 2 having its delinquents defined in broader terms to include
more minor cases) would lead to the expectation that Sample 2 would
yield a higher proportion of persons who would enter one of the services
and perform satisfactorily there.

Rejection from service

An analysis of the outcome of former juvenile delinquents in the military
services must take into consideration the fact that the inservice sample is
a selected one, since there has been some rejection of the candidates who
appear lowest on various dimensions. An outline has been presented
above of some of the regulations concerning bad conduct in relation to
entrance into the different services. Information will be presented here
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concerning the actual operation of rejection for moral or character
reasons. One relevant question concerns the part played by juvenile and
by adult offenses in the overall rejection procedure. Our data indicate
the age at which offenses were committed and the age of confinement, if
confinement occurred. Only those confinements were counted that were
at least one month in length; overnight or even slightly longer detentions,
as in a jail, were not counted as a confinement. Since our primary interest
was in juvenile offenders, adult offenders are not divided as to confine-
ment and nonconfinement. In general, the adult cases were confined. The
same offense was much more likely to lead to confinement for adults than
for juveniles.

Table 1 shows the proportion of individuals rejected for moral
reasons in the two delinquent samples, with different combinations of pre-
service juvenile and adult offenses, and juvenile confinement or non-con-
finement.

The proportions of rejections for different patterns of offenses and

Table 1

OFFENSE AND CONFINEMENT DATA IN RELATION TO MORAL REJECTIONS OF
THOSE WITH JUVENILE COURT RECORDS

Sample 1 Sample 2
(N =168) (N =97)
Record of offenses
and confinements percentage percentage
(juvenile and adult) N  rejected N rejected
Juvenile offense(s) with no record
of juvenile confinement or of
adult offense(s) 5 5.2% 11 6.5%
Juvenile confinement with no
record of adult offense(s) 14 14.4 46 27.4
Juvenile confinement followed
by adult offense(s) 56 57.7 68 40.5

Both juvenile and adult offense(s)
with no record of juvenile
confinement 22 22.7 43 25.6

Total 100.0% 100.0%
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confinement are very similar in the two states. Less than 7 percent in each
state were rejected because of juvenile offenses unaccompanied by either
juvenile confinement or subsequent adult offenses. In general, a history
of juvenile offenses without either confinement at that time or later adult
offenses was not disqualifying. Whether or not any combination of juve-
nile offenses was followed by a disproportionate number of failures in
service is a problem with which the present project is still concerned.

Between two-thirds and four-fifths of the moral rejections in the
two samples had a record of adult offenses. The most common pattern in
each state consisted of individuals with juvenile offenses that led to con-
finement, with subsequent adult offenses. These are individuals who
started early and continued misbehavior as adults. (Since the initial
samples consisted of former juvenile delinquents, individuals with adult
offenses but no juvenile records would not, of course, appear in these
samples.)

This picture can be supplemented by information obtained from the
Minnesota cases only. When those rejected are examined to see what their
exact status was at the time of their final classifications as IV-F, about
half of those with a history of confinement were actually confined at the
time they were rejected. Most of the remainder were on parole or proba-
tion or recently released from confinement, parole, or probation.

Rejection for moral reasons can be placed in context by comparing
the proportions of rejections for all reasons for the three groups, as in
Table 2.

The moral rejections in most cases occurred at the local board level
so that individuals were not given induction examinations. Thus, the
greater the number of moral rejections, the smaller the number of physical
rejections would be for a group, since those rejected for moral reasons
would not receive physical examinations. Thus, the physical rejections are
relatively least frequent in Sample 1 and relatively most frequent in the
control group. The proportion deferred because of dependents is smallest
in Sample 1, the more serious delinquents. Even though the Minnesota
sample consists of former delinquents, and thus might be expected to run
somewhat lower in intellectual level than the total population of its area,
it may be noted that rejections for substandard ability are relatively much
less for this sample than for the control group from the other state; re-
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Table 2

REASONS FOR REJECTION AND DEFERMENT FOR THE TWO DELINQUENT SAMPLES
AND THE CONTROL GROUP

Sample 1 Control Sample 2
percentage percentage percentage

N  rejected N  rejected N rejected

Physical rejections 16 7.6% 83 32.9% 111 20.6%
Deferred, dependents 32 15.2 84 33.3 211 39.1
Substandard ability 30  14.2 24 9.5 15 2.8
Moral rejections 126 59.7 17 6.8 168 312
Miscellaneous other 7 3.3 44 17.5 34 6.3

Total 211 100.0% 252 100.0% 539 100.0%

jections for Sample 1, however, are higher than the control group. The
category “miscellaneous other” includes individuals in the National
Guard or one of the Reserves who saw no active duty; individuals de-
ferred as students; several cases classified as 1-A who had not been called,
and a scattering of others.

In Sample 1 and the control group there was no psychiatric screen-
ing. In Sample 2, there were ten psychiatric rejections for antisocial per-
sonality, which have been grouped with the moral rejections as essentially
the same kind of case. There were a few rejections for psychoneurosis,
psychosis, and the like, but these were not numerous enough to constitute
a separate category; these have been placed with the physical rejections.

Outcome in service as indicated by service records

Outcome in service has been classified into four categories, which may be
described as follows.

1. The noncommissioned or petty officer or officer group includes
all those who had such status at the completion of their period of active
duty, with honorable discharge. It does not include any who reached that
level and were reduced. Individuals were not excluded from this outcome
group for single minor disciplinary offenses. This represents the group
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that achieved and held this level in one of the four services. They are also
referred to as the “Promoted.”

2. Recruit-Private-Private First Class (Rct-Pvt-Pfc) or equivalent
includes cases who did not achieve noncommissioned status, but were not
disciplinary problems. Some of these cases had rather brief terms of serv-
ice; the small number who received medical discharges are almost ex-
clusively in this group.

3. The minor disciplinary problems group includes those who had
multiple disciplinary offenses that were not serious enough or numerous
enough to result in a discharge. They had definitely more trouble than the
average; whether or not they would have been accepted if their difficulties
could have been predicted is uncertain.

4. The unsatisfactory group includes all those who received a dis-
charge other than an honorable one, with a disciplinary component in the
picture. A few additional cases are included here who had more than sixty
days “bad time” (primarily Absence Without Leave [AWOL] and/or
confinement) but still received an honorable discharge.

Outcomes in the four services for the two delinquent samples and
the control group are shown in Table 3.

A graphic picture of the proportions promoted and unsatisfactory
as given in Table 3 is shown in Figure 1, for the three groups and the four
services. Sample 1 clearly has more unsatisfactory than promoted in all
four branches of service, while the control group clearly has many more
promoted than unsatisfactory. Sample 2 is much more like the control
group from the other state than it is like Sample 1.

As mentioned above, the proportion of men rejected for military
service because of low aptitude is a gross index of the number of “educa-
tionally disadvantaged” individuals in the different states. Minnesota,
where our second sample comes from, averages as small a number of men
rejected for low aptitude as any state in the country. The state from which
Sample 1 was drawn is among the poorest one-third of all states on this
index and its correlates. The two states consistently poorest in this respect
are Mississippi and South Carolina. In these states there are occasional
years in which as many as half of all men examined are rejected for mili-
tary service because of low aptitude. When the same national norms are
applied in Minnesota, there is a loss of around 2 or 3 percent.
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Apart from these population differences, there was also, as pointed
out above, a difference in method of case selection. For Sample 1 only
those cases were included that have case files of five pages or more. This
restriction was made to insure a reasonable minimum of case information
for use in the prediction of adult outcomes. When work was started with
Sample 2, it was decided that it was important to get information on the
minor delinquents who had been excluded by this minimum information
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requirement. We were not so much interested in showing that one state
was or was not “better” than another, as in finding whether or not results
obtained under one set of circumstances would also be obtained in a quite
different setting. Because of differences in procedure, not only from state
to state, but even from city to city, it is not possible to equate groups of
delinquents exactly on degree of delinquency. What is called “auto theft”
in one state may be called “using a car without permission” in another.
The commonly used term “adjudicated” varies not only from state to
state, but also from city to city, in the precise group of individuals in-
cluded.

It is thus not at all unexpected that the delinquent Sample 2 should
have a service outcome almost as good as the random sample of the entire
population (the control group) from the same state as Sample 1. It would
be expected, and earlier work in this project had demonstrated with an
earlier sample, that a randomly selected control group for Minnesota
would have outcomes somewhat better than those of a problem group.
However, when the problem group is defined broadly, the differences
would not be extreme.

There are no striking differences between the services in their ex-
perience with these different groups. The Air Force, with one exception,
runs slightly higher than the other branches both in proportion promoted
and proportion unsatisfactory, but the differences are not large.

It is clear that the differences in kinds of persons included in the
samples were much more important in determining the results obtained
than were the differences among the various services, either in regula-
tions governing initial acceptability or in treatment while on active duty.
Sample differences were more important than service differences.

Significance of age at time of enlistment
or induction

For the Army, though not for the other services (in this period), it is
possible to make a distinction between those who enlisted and those who
were inducted (drafted). Those who enlisted were called Regular Army
(RA), while those who were inducted were called Army of the United
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States (AUS). It is recognized by some Army personnel officers that there
is a substantially greater likelihood of difficulty with the young Regular
Army personnel. Many delinquents join the Army as soon as (or even
before) their age permits. In Sample 1, 96, or about two-thirds, enlisted,
while 47 were drafted. Eighty-eight of the 96, or almost all who enlisted,
were nineteen years of age or less; 65 percent of these were unsatisfactory.
Forty of the 47 drafted were twenty years of age or more; only 20 percent
were unsatisfactory.

On the other hand, the controls tended to wait until they were
drafted at the age of twenty or more. Fifty-three of the 64 controls who
enlisted did so at the age of nineteen or less. There were more unsatis-
factory cases among these 53 young enlistees than among all those from
the control group who enlisted at the age of twenty or more, or were
inducted at any age (a total of 209). The Sample 2 delinquents show
results that were similar to, but less pronounced than, those of Sample 1.
Approximately 30 percent of the 245 who enlisted at the age of nineteen
or less were unsatisfactory, as contrasted with 5 percent of the 267 who
were drafted and the 37 who enlisted at the age of twenty or later.

Various factors may contribute to the proportion of unsatisfactory
cases among the young enlistees. One significant factor is that those who
entered at the age of twenty or later would tend to be those who had re-
frained from serious offenses in the years before that. The older group
can be said to have been roughly screened by their own behavior while
they were eighteen or nineteen years old.

It is not possible to make the same sort of distinctions between en-
listing and inducted (drafted) men in the Air Force, the Navy, and the
Marines, since all of their personnel enlisted, but it is possible to observe
the relations between entrance age and outcome. In Sample 1, at least
four-fifths of the former delinquents in service enlisted by the age of nine-
teen; about one-half of these were unsatisfactory. In Sample 2, also, at
least four-fifths of those enlisting in these three services did so by the age
of nineteen. The proportion of these who were unsatisfactory was about
one in four, while only about one in ten who enlisted at the age of twenty
or more was unsatisfactory.

The problem of unsatisfactory conduct is clearly most marked for
the younger entrants. On the other hand, these younger persons are in
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some respects the most desirable recruits. Any attempt to screen out the
bad conduct cases on the basis of age alone would be completely im-
practical, since it would exclude so many more successful men than un-
satisfactory men. The basic research problem here is to develop ways of
rejecting the maximum number of those who would be unsatisfactory,
while rejecting the minimum number of those who get along all right.

Thus, age by itself is not usable as a screening procedure, but its
part in the total picture should be recognized.

Prediction of outcome in relation to preservice
juvenile confinement

There are many factors that may contribute to the prediction of good and
poor outcome in service for delinquent samples. An approach could be
made by way of type of offense, number of offenses, age at first offense,
duration of contact with juvenile authorities, or a combination of these
and other factors. A somewhat different method of approach is in terms
of judgments based on both the offenses and the life situations of the of-
fenders, made by the responsible authorities in dealing with each case.
Delinquency can be viewed in terms of degree and prevalence. The
first stage is that of breaking a law without being observed; in terms of
frequency, this would include practically everyone. A next step is being
detected by a policeman and verbally corrected, perhaps without even
being known by name to the officer involved. Beyond this is apprehension
and more formal admonition, either by an arresting officer or at a juvenile
department. A great many youngsters never reappear in the juvenile
records after this. If there is further trouble, a youngster may be brought
into juvenile court, become an adjudicated delinquent, and put under
supervision or on probation. Again, many never proceed beyond this
point. If there is further trouble, a decision may be reached to take the
youngster out of an unsatisfactory home and neighborhood situation. In
both the urban areas of this research, there was a county training school
where boys could be sent until it was decided that they should be re-
turned to the community. It is easily possible to get a count of these in-
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dividuals, while it is not at all possible to get this for some of the informal
contacts mentioned above,

As will be shown below, in the Minnesota sample about one-fifth of
those from the county training school were later sent to the state training
school. The state training school group is small in number as compared
with the total group treated informally, but it is readily identifiable. A
decision to send youngsters there is normally reached on the basis of
assessments of their behavior, and the positive and negative factors in
their life situations, Later, as they outgrow the juvenile age, a certain
proportion of those sent to the state training school appear as adult of-
fenders.

The values presented above for Sample 2 include all cases who had
contact with the juvenile authorities formal enough to result in a file.
Most, but not all, of these were “adjudicated delinquents.” This is the
total group for which service outcome was shown above in Table 3 and
in Figure 1. The group so defined showed only 18.6 percent in the un-
satisfactory category and 25.8 percent when the unsatisfactory and minor
disciplinary categories are combined. It is desirable to attempt to separate
out a subgroup of these who would show a larger proportion of unsatis-
factory outcomes if this can be done in a practical way.

Where the cutting point should be on acceptance or rejection of in-
dividuals is a matter of policy that may be influenced by various factors,
which change from time to time. If it were possible to reject one person
who would be unsatisfactory in service at a cost of nine persons who
would get along all right, this would almost certainly not be done. If it
were possible to reject nine persons who would be unsatisfactory in serv-
ice at a cost of one person who would get along all right, this would al-
most certainly be done. As a tentative guide in the present work, we have
tried to see whether and how a group could be defined, in terms of pre-
service information, so that at least one-half would prove to be unsatis-
factory in service. This is an arbitrary goal, but one which seems likely to
give results that are of interest.

An exhaustive search was made in Minnesota at the local and the
state training schools to ensure that we would have complete information
on confinement in these institutions. Outcome in service was divided into
the four categories described above : (1) promoted; (2) Rct-Pvt-Pfc or
equivalent; (3) minor disciplinary problems; and (4) unsatisfactory.
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Outcome in terms of these categories is shown in Table 4 for indi-
viduals with different histories of juvenile confinement in Minnesota. The
first pair of columns gives the results for those confined in the local but
not the state training school. The second pair of columns gives the results
for the smaller number of cases who were sent to the state training school
without having spent time in the local school. The third pair of columns
gives the outcome for those sent to the state training school after being
sent to the local training school. The fourth pair of columns gives the re-
sults for all those who had been sent as juveniles to either state or federal
training school without regard for earlier confinement.

A graphic picture of the proportion promoted and unsatisfactory for
the same confinement categories is shown in Figure 2. The group sent only
to a local training school made the best showing in service. They had a
somewhat larger number of promoted than unsatisfactory individuals. The
group sent to the state training school following confinement in the local
training school made the poorest showing. Sixty percent of these were
unsatisfactory and only a few were promoted. The fourth category, sent

Figure 2
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either to the state or federal training school, without regard for earlier
confinement, is almost as poor as the third group.

For the Minnesota delinquent group as a whole, less than one out of
five men fell in the category “unsatisfactory” in service. Within this larger
group, it is possible to select out two overlapping groups defined in some-
what different ways, each with a proportion “unsatisfactory” exceeding
one-half. Additionally, these individuals can be located easily and eco-
nomically.

A partial cross-validation of the relationship between preservice
juvenile confinement and outcome in service can be presented for the
other state. The term “partial” is used because in addition to the differ-
ences in the total population of the two states, and the initial selection of
more serious cases which has been described earlier, the complete case
records for all cases were available here only for the first and the fourth
categories. We did have some cases from the second and the third cate-
gories; these were primarily psychiatric cases who received honorable
discharges.

For this sample there was also the possibility of confinement in
either a local or a state training school. However, the relative number sent
to the local school only was very much smaller than for the Minnesota
sample. With all these differences in mind, a partial cross-validation shows
that of the 20 individuals sent to the local but not to the state school,
eleven, or 55 percent, were unsatisfactory. About twice as many, or 42
individuals, with or without earlier confinement, were sent to the state or
federal training school. Of these, thirty, or 71 percent, were unsatisfactory
while only three persons, or 7 percent, were promoted. If we had the
complete record of all individuals from this sample who were included in
the study, it would not increase the number of cases in the first category
since we have information for all of these. It would not increase the num-
ber of cases in the fourth category, but would lower the percentage for the
fourth category if we had all the cases with outcomes in category two and
three. However, reference to Table 4 above indicates that the proportions
in these two categories were relatively small for this group. Allowing for
this difference in conditions, juvenile confinement, particularly at the state
or federal level, still appears as unfavorable with respect to later military
service.
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Discussion

Although this book is primarily concerned with Selective Service and the
draft, the results in service of former juvenile delinquents would be in-
complete and misleading if only those inducted by Selective Service were
considered. Large numbers entered the Army through enlistment rather
than through the draft, and the Air Force, the Navy, and the Marines
filled their manpower needs by enlistment. A follow-up based on drafted
men alone would thus eliminate from consideration a majority of all
former delinquents in service. The picture obtained would be not only
partial, but also biased, since there is a marked tendency for former
juvenile delinquents to enlist rather than to wait for the operation of the
draft.0 It is thus necessary to consider both inductions and enlistments to
get an accurate picture of juvenile delinquency in relation to outcome in
service.

We have been concerned only with histories of bad conduct, but bad
conduct is a single variable in a multivariate situation. Army regulations
for enlistment comment that a record of misbehavior combined with low
mental level should be a special source of concern. This has not been
checked in the present project, partly because many of those with the
lowest mental level had been rejected for that reason alone. In general, a
combination of predictor variables would be expected to improve on the
effectiveness of the single variable, a history of delinquency, which is
under consideration here.

The discussion of work by others indjcated that it was known that
many disciplinary offenders in the services had preservice records of bad
conduct, but that it was not known how many with similar preservice
records got along relatively well in service. Some answers to this problem
have been presented here. It has been possible to define groups with minor
preservice delinquency records, of whom only a minority of cases were
unsatisfactory in service. It has also been possible to define groups with
more serious records, of which more than half were unsatisfactory in ser-
vice. Where the cutting level should be set is a matter of administrative
decision, and can vary with circumstances. The purpose of research of

w9 Roff, The Service-Related Experience of a Sample of Juvenile Delinquents, 1961.
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this kind, which is still in progress, is to permit the quoting of odds on
various possible courses of action.

To find what proportion of the total sample entered service, it is
essential to consider the rejections as well as those in service. It was noted
that the proportions of rejections for different delinquency and confine-
ment patterns were similar in the two samples. A careful consideration of
the actual operation of the rejection process gives a picture of the results
of application of the regulations governing acceptance and rejection of
those with records of juvenile delinquency.

The samples used in this study were obtained in two separate parts
of the country, with many differing characteristics. As explained above,
the samples were drawn in somewhat different ways, so that Sample 1
consisted of more seriously delinquent individuals than Sample 2. These
differences, both in sample and procedure, lend added force to similarities
in results obtained in the two areas. They indicate that the results are not
limited to a single part of the country or to a single way of dealing with
juvenile delinquents.

Outcome in the four services was presented for the two delinquent
samples and for a control group. The combination of difference in base
populations and difference in method of selecting the delinquent groups
produced a marked difference in service outcomes between these two
samples. When the delinquent sample was defined broadly, as in Sample
2, the yield in service was not much different from that of the control
group in the other state. This clearly indicates a need for an increasingly
sharp definition of degree of delinquency, to permit an accurate evaluation
of personal histories in the process of acceptance or rejection for service.

The work reported here is still in progress, and the approach by way
of history of confinement is by no means a final solution to the entire
problem. A closer approximation to a general solution will involve a
multivariate approach using not only the information presented here, but
also other variables such as age, type of offense, relevant test scores when
available, and other variables of this nature. However, the present work
has progressed to a point where practical, usable results have been ob-
tained. It has been shown that in two quite different states, those who have
progressed through the increasingly serious stages of delinquency, until
they have been sent to a state training school, are more often unsatisfac-
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tory in service than not. As long as there are men available with a mark-
edly more favorable prognosis for service (and any random sample from
an entire state, who could pass the aptitude tests, would provide a better
yield) it will contribute to the efficiency of any branch of the service if the
more serious delinquents are rejected. The number of these is not great,
but they can be identified at a relatively low cost in time and money. The
use of samples obtained in two states in different parts of the country
gives greater weight to these conclusions than they would have if the
study were confined to one state alone.

The college students in the present study received their educations
in a period before the current campus protest activities developed. It
seems likely that most of those involved in illegal post-juvenile protest
activities would not have earlier histories of juvenile delinquency, and at
any rate the number of these would be very small in relation to the total
college population. This post-juvenile delinquency at colleges is a differ-
ent problem from the juvenile delinquency being studied in the present
project. It seems likely that there would be no substantial change in the
picture for 1968 samples corresponding to those reported here. This can
only be answered definitely by additional follow-up studies.



The Negro and
the draft

CHARLES C. MOSKOS, JR.

THE OPERATION of the Selective Service System has given rise to one of
those Great Debates that periodically appear on the American public
scene. At the same time that the draft has come under intensive scrutiny,
the momentum of the civil rights movement shows signs of both stalling
and fragmenting. For the persistent obstacles in the way of the ongoing
quest of American Negroes for dignity and equality have led to new ap-
praisals of the means and probabilities of attaining these goals. Thus, a
special source of controversy in the draft debate has been the degree,
nature, and consequences of Negro involvement in the armed forces.

The task before us is not only to examine the operation of the Selec-
tive Service System with regard to Negroes, but also to place this examina-
tion within the more general context of the Negro’s position in the con-
temporary military establishment. More specifically, we will address
ourselves to questions such as the following : What is the distribution and
assignment of Negroes within the military? What is the rate and manner
of Negro entrance into the armed forces? In what ways has the military
become an avenue of Negro opportunity? What can be said about the
equity of Negro participation in the military establishment?

Evidence is brought to bear on these and related questions wherever
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possible by utilizing available factual documentation. In addition to rele-
vant Selective Service and Department of Defense data, the analysis relies
on a 1964 survey conducted by the National Opinion Research Center
(NORC). The NORC survey was based on a 10 percent sample of all
officers and a 5 percent sample of all enlisted men on active duty at the
time, and a national sample of civilian men, 1634 years of age.?

Racial integration in the military

Some prefatory remarks concerning the present participation and involve-
ment of Negroes in the military establishment are in order before turning
to an examination of the mode and rate of Negro entrance into the armed
services. For the man newly entering the armed forces, it is hard to con-
ceive that the military was one of America’s most segregated institutions
less than two decades ago. The rapid racial integration of the armed ser-
vices following President Truman’s desegregation order in 1948 is an
impressive achievement in directed social change.? Equally significant,
there is universal agreement by military observers that the performance
of integrated Negro servicemen contrasts sharply and favorably with that
of all-Negro units in the segregated military. Today color barriers at the
formal level are absent throughout the military community. Equal treat-
ment regardless of race is official policy in such nonduty facilities as swim-
ming pools, chapels, barber shops, post exchanges, movie theaters, snack
bars, and dependents’ housing as well as in the more strictly military en-
deavors involved in the assignment, promotion, and living conditions of
members of the armed services. Moreover, white personnel are often

t The data collected during the 1964 Military Manpower Policy Study conducted by
the National Opinion Research Center (NORC) were made available for secondary
analysis by Peter H. Rossi. A detailed account of the sampling procedures used for
this study is found in Ramon J. Rivera, Sampling Procedures on The Military
Manpower Surveys, Military Manpower Survey Working Paper No. 3 (Chicago :
National Opinion Research Center, University of Chicago, September, 1965). I am
especially indebted to Albert D. Klassen, Jr., for his unstinting labors in preparing
the NORC tabulations. I would like in this small way to acknowledge and sincerely
thank him for his technical competence, conscientious assistance, and help in making
sense out of the data. Additionally, Sidney Kronos gave valuable aid in preparing
the tabular requests.

? An extended discussion of the Negro in the contemporary military establishment is
Charles C. Moskos, Jr., “Racial Integration in the Armed Forces,” American Jour-
nal of Sociology, LXXII (September, 1966), 132-148.
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commanded by Negro superiors, a situation rarely obtaining in civilian
life. Despite occasional deviations from stated policy at informal levels,
military life is characterized by an interracial egalitarianism of a quantity
and of a kind that is seldom found in the other major institutions of
American society.

In their performance of military duties, whites and Negroes work
together with little display of racial tension. This is not to say racial ani-
mosity is absent in the military. Racial incidents do occur, but these are
reduced by the severe sanctions imposed by the military for such acts.
Such confrontations are almost always off-duty, if not off-base. In no
sense, however, is the military sitting on top of a racial volcano, a state
of affairs contrasting with the frequent clashes between the races that
were a feature of the military in the segregated era. Yet the fact remains
that the general pattern of day-to-day relationships off the job is usually
one of mutual racial exclusivism. On the whole, racial integration at in-
formal as well as formal levels works best on-duty vis-a-vis off-duty, on-
base vis-a-vis off-base, basic training and maneuvers vis-a-vis garrison,
sea vis-a-vis shore duty, and combat vis-a-vis noncombat. In other words,
the behavior of servicemen resembles the racial (and class) separatism
of the larger American society, the more they are removed from the mili-
tary environment, In brief, although the military has not become a panacea
of racial relations, it, nevertheless, stands in sharp contrast to the racial
discrimination so characteristic of civilian life.

As shown in Table 1, Negroes constituted 9.5 percent of the total

Table 1

NEGROES IN THE ARMED FORCES AND EACH SERVICE AS A PERCENTAGE OF TOTAL
PERSONNEL, BY SELECTED YEARS

Total

Armed Air Marine
Year Forces Army Force Navy Corps
1949 5.9% 8.6% 4.5% 4.0% 1.9%
1954 7.9 11.3 7.5 32 5.9
1962 8.2 11.1 7.8 4.7 7.0
1964 9.0 12.3 8.6 5.1 8.2
1965 9.5 12.9 9.3 52 8.3

SOURCE : Department of Defense.
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armed forces in 1965, somewhat lower than the 11-12 percent Negro in
the general American population. Also note, however, that the proportion
of Negroes in the military has shown a consistent increase since 1949.
Although the various military services are all similar in being integrated
today, they differ in their proportion of Negroes. As given in Table 1, in
1965 Negroes made up 12.9 percent of the Army, 9.3 percent of the Air
Force, 8.3 percent of the Marine Corps, and only 5.2 percent of the Navy.

There are also diverse patterns between the individual services as to
the rank or grade distribution of Negroes. Looking at Table 2, we find

Table 2

NEGROES AS A PERCENTAGE OF TOTAL PERSONNEL IN EACH GRADE FOR EACH
SERVICE, DEC. 31, 1965

Air Marine
Grade® Army Force Navy Corps
OFFICERS

07 Up (general) 0.0% 0.2% 0.0% 0.0%
06 (colonel) 0.2 0.2 0.0 0.0
05 (1t. colonel) 1.3 0.5 0.1 0.0
04 (major) 4.5 0.9 0.3 0.3
03 (captain) 5.2 2.0 0.5 0.3
02 (1st lieut.) 3.5 2.1 0.3 0.4
01 (2nd lieut.) 2.8 2.5 0.4 04

Total officers 3.6% 1.6% 0.3% 0.3%

ENLISTED MEN

E9 (sgt. major) 3.7% 1.4% 1.3% 0.9%
E8 (master sgt.) 7.1 2.3 2.0 1.4
E7 (sgt. 1st. class) 9.8 34 3.0 2.7
E6 (staff sgt.) 15.5 5.6 5.0 53
ES (sergeant) 18.4 11.0 6.5 119
E4 (corporal) 14.6 13.7 5.9 9.7
E3 (pvt. 1st. class) 14.9 10.0 6.6 8.6
E2 (private) 13.4 13.9 6.0 10.0
E1 (recruit) 10.1 10.4 44 8.4

Total enlisted men  13.9% 10.7% 5.8% 9.0%

* Army titles indicated in parentheses have equivalent pay grades in other armed
services.
SOURCE : Department of Defense.
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the ratio of Negro to white officers is roughly 1 to 26 in the Army, 1 to 60
in the Air Force, and 1 to 300 in the Navy and Marine Corps. Among
enlisted men, Negroes are underrepresented in the top three enlisted
ranks in the Army and the top four ranks in the other three services. We
also find a disproportionate concentration of Negroes in the lower non-
commissioned officer (NCQO) ranks in all of the armed forces. This is
especially so in the Army, where 18.4 percent of all sergeants are Negro.
An assessment of these data reveals that the Army, followed in order by
the Air Force, Marine Corps, and Navy, not only has the largest propor-
tion of Negroes in its total personnel, but also the most equitable distri-
bution of Negroes throughout its ranks.

Negro entrance into the military

An overriding finding concerning Negro participation in the armed forces
is the consistently higher proportion of Negroes, compared to whites, who
fail to meet the entrance requirements for military service. A look at the
results of preinduction examinations given potential draftees over the past
sixteen years shows Negro disqualification rates to be about twice that of
whites. As reported in Table 3, for the time period 1950 through 1966,
63.4 percent of Negroes were disqualified compared to 35.4 percent of
whites. Also, although the total rates of disqualification may vary by sub-
periods, the Negro-white disqualification ratio remains constant through-
out the 16-year time span. Most important, the primary factor in the
higher disqualification rates of Negroes is due to failures on the mental
tests. That is, Negroes are four times more likely to be disqualified on
mental grounds—a paramount indicator of socioeducational handicaps
—than are whites. Indeed, with regard to failure for medical reasons only,
white disqualification rates are greater than that of Negroes.

Even though the proportion of Negroes failing to meet the entrance
standards required for military service is markedly higher than that of
whites, the fact remains that Negroes are still more likely to be drafted
than whites. The percentages of Negro draftees for the years 1961 through
1966 are given in Table 4. It can be seen that Negroes average about 15
percent of those drafted over this period, a figure higher than the 11-12
percent of Negroes in the eligible age groups. Inspection of Table 4 also
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reveals that Negro induction rates are inversely correlated with the total
number of draft calls. That is, the proportion of Negroes drafted is highest
during those years when draft calls are lowest. As will be discussed later,
this holds true only if induction standards are not lowered. Put in another
way, during times of high draft calls, with the resultant necessity of draw-

Table 3

PERCENTAGE DISTRIBUTION OF THE RESULTS OF PREINDUCTION EXAMINATIONS
FOR MILITARY SERVICE, BY RACE AND SELECTED PERIODS

Results of Cumulative
examination 1950-1962 1963-1965 1966 1950-1966
WHITE
Qualified 67.5% 56.9% 64.8% 64.6%
Disqualified 32.5% 43.1% 35.2% 35.4%
Administrative 1.2% 1.3% 1.2% 1.2%
Mental Tests 10.1 15.3 7.6 11.0
Medical Tests 18.8 24.8 25.3 21.1
Mental & Medical 2.4 1.7 1.1 2.1
Total 100.0% 100.0% 100.0% 100.0%
Number ex-
amined 5,771,812 2,196,374 1,436,415 9,404,601
NEGRO
Qualified 40.0% 25.7% 42.5% 36.6%
Disqualified 60.0% 74.3% 57.5% 63.4%
Administrative 1.4% 1.2% 1.6% 1.4%
Mental Tests 44.4 58.6 39.2 47.4
Medical Tests 7.5 9.7 12.5 8.6
Mental & Medical 6.7 4.8 4.2 6.0
Total 100.0% 100.0% 100.0% 100.0%
Number ex-
amined 1,029,290 412,399 172,971 1,614,660

SOURCE : Bernard D. Karpinos, “Results of the Examinations of Youth for Military
Service, 1966,” Supplement to Health of the Army (Washington, D.C. : Medical
Statistics Agency, Office of the Surgeon General, Department of the Army, March,
1967), pp. 14-15.
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Table 4

TOTAL DRAFT CALLS AND NEGROES AS PERCENTAGE OF INDUCTIONS, FISCAL
YEARS 1961-1966

Percentage of

Total draft calls Negro
Fiscal year (in thousands) inductions
1961 58.0 14.4%
1962 147.5 15.3
1963 70.0 18.5
1964 145.0 14.2
1965 102.6 16.3
1966 3345 13.0
Jul~Aug. 1966 68.4 12.5
Cumulative 926.0 14.8%

SOURCE : Department of Defense; and U.S. Congress, House Committee on Armed
Services, Review of the Administration and Operation of the Selective Service Sys-
tem, 89th Congress, 2d sess. (Washington, D.C.: Government Printing Office,
1966), p. 10002,

ing deeper into the draft pool, the overproportionate induction of Negroes
tends to decline—but not disappear.

The weight of evidence then—the disproportionate Negro induction
rate coupled with the high Negro disqualification rate—strongly indicates
the lower likelihood of Negroes obtaining draft deferments—deferments
that are more available to whites and that often become de facto exemp-
tions. While we may assert with some confidence that Negroes are less
likely to receive draft deferments than whites, it must be stated, never-
theless, that there is no definitive data on deferment rates by race.? Given

8 Supporting the statement that Negroes are much less likely to be deferred than
whites is a Department of Defense finding, using the NORC data, that 30.2 percent
of qualified Negroes were drafted, whereas only 18.8 percent of the qualified whites
were. See National Advisory Commission on Selective Service, In Pursuit of Equity :
Who Serves When Not All Serve? (Washington, D.C. : Government Printing Office,
1967), p. 22. However, Albert D. Klassen, Jr., reaches a different conclusion based
on a cohort analysis of the NORC survey data. Klassen’s study indicates that defer-
ment rates vary only slightly by race. See his Military Service in American Life
Since World War II : An Overview (Chicago : National Opinion Research Center,
University of Chicago, 1966), pp. 35-36.
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in Table 5 are gross deferment rates based on Selective Service informa-
tion for 1966, We find that 10.4 percent of the total number classified are
deferred for being college students. Without doubt, this is a deferment
category greatly underrepresentative of Negroes. Likewise, the 1.4 per-
cent deferred for occupational reasons, most of which are for technical
and educational positions, would also be underrepresentative of Negroes.
Concerning the largest group of deferments, however, the 19.6 percent
deferred for dependency (i.e., support of family) reasons, one can only
speculate as to the racial distribution in this category. But Selective Ser-
vice data do reveal that of all the deferment groups, it is the dependency
category that shows the most equitable spread across levels of formal

Table 5

CLASSIFICATION OF SELECTIVE SERVICE REGISTRANTS IN AGES OF MILITARY
SERVICE LIABILITY, APRIL, 1966

Category® Percentage
Auvailable for Service 5.6%
Disqualified 26.6

Qualified only in national emergency 12.7%
Not qualified for any military service 13.9
Deferred 354
High school student 34
College student 10.4
Occupation 1.4
Dependency 19.6
Other .6
In Service or Completed Service 324
Reserve or National Guard 6.6
Active duty 12.3
Veteran 13.5

Total 100.0%
Number classified 18,025,900

* Includes registrants from 18%% years up to age 26, as well as deferred registrants
who had not entered military service in ages 26 up to age 35.

SOURCE : U.S. Congress, House Committee on Armed Services, Review of the Ad-
ministration and Operation of the Selective Service System, 89th Congress, 2d sess.
(Washington, D.C. : Government Printing Office, 1966), p. 10005.
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Table 6

NEGROES IN EACH OF THE ARMED SERVICES AS A PERCENTAGE OF INITIAL EN-
LISTMENTS, FISCAL YEARS 1961-1966

Fiscal year Army Air Force Navy Marine Corps

1961 8.2% 9.5% 2.9% 5.9%

1962 9.0 8.6 4.1 6.5

1963 11.2 10.5 4.3 55

1964 12.2 9.1 5.0 8.7

1965 14.1 13.1 5.8 8.4

1966 11.2 8.0 34 8.6
1961-66 average 10.9% 9.8% 4.2% 72%

SOURCE : Department of Defense.

education. With regard to draft probabilities, it should also be noted that,
barring total mobilization, membership in National Guard and Reserve
units is in effect a deferment. And there is strong support for the assump-
tion that Negroes are underrepresented in the 6.6 percent of the total
number classified in this category.*

A more complete picture of Negro entrance rates into the military
involves more than an assessment of disqualification, induction, and de-
ferment rates. For excepting times of major war, voluntary enlistments
account for approximately three-quarters of all incoming military person-
nel. Table 6 reports the Negro percentages of initial enlistments in each
of the four armed services for the years 1961-1966. We find that it is the
Army, besides its drawing upon the draft, that also has the highest Negro
enlistment rate of any of the armed services. Taking the enlistment rates
averaged over the six-year period, Negroes constituted 10.9 percent of
Army initial enlistments, followed by 9.8 percent for the Air Force, 7.2
percent for the Marine Corps, and 4.2 percent for the Navy. As also
shown in Table 6, there has been a sizable increase in Negro enlistments

¢ Indicative of Negro underrepresentation in the Reserve, the NORC Military Man-
power Survey showed Reserve duty experience for 5.4 percent of those nonwhites
qualified for military service, compared with 20.6 percent of the qualified whites
(In Pursuit of Equity, p. 22). For documentation of racial barriers in the National
Guard, see Final Report : Military Personnel Stationed Overseas and Membership
and Participation in the National Guard, President’s Committee on Equal Opportu-
nity in the Armed Forces, November, 1964, pp. 12-22 (mimeographed).
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Table 7
REASON FOR ENTERING MILITARY SERVICE FOR VOLUNTEERS, BY RACE
Reason White Negro
Personal 28.8% 28.7%
Patriotic 11.4 9.6
Draft-motivated 39.1 24.5
Self-advancement 20.7 37.2
Total 100.0% 100.0%
N = 35,837 N=4,120

SOURCE : NORC survey.

from 1961 to 1965 in all four of the armed services. The decline in Negro
enlistment rates in 1966 can probably be explained by a consistent cor-
relation between draft calls and voluntary enlistments. During those
periods when draft calls are high, such as the year 1966, voluntary en-
listments tend to increase, (Remember from Table 4 that the white per-
centage of inductees also increased in 1966.) This is an outcome of men
seeking to increase their military options (i.e., choice of service and time
of entrance) as the draft appears more imminent. This means that re-
cruiting quotas can be met by more qualified applicants than usual, a
selectivity factor that in turn means Negroes are less likely to be accepted
for initial enlistments.

A better insight into the causes underlying volunteer initial enlist-
ments can be gained by looking at the reasons mentioned for entering the
armed forces. Based on responses elicited in the NORC survey, the mo-
tivations of volunteers were grouped into four categories : (1) personal,
e.g., get away from home, mature, travel, excitement; (2) patriotic, e.g.,
serve one’s country; (3) draft-motivated, e.g., choose time of service
entry or branch of service; and (4) self-advancement, e.g., learn a trade,
receive an education, military as a career. These reasons for entry among
volunteers are reported by race in Table 7. There are only slight differ-
ences between whites and Negroes with regard to personal and patriotic
reasons for service entry. The variation between the races is found almost
entirely in their differing mentions of draft-motivated versus self-advance-
ment reasons. Among white volunteers, 39.1 percent gave draft-motivated
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reasons compared to 24.5 percent of the Negroes. Conversely, only 20.7
percent of the white volunteers replied they entered the military for rea-
sons of self-advancement compared with 37.2 percent of the Negroes who
gave that reason. In other words, the draft serves as a major inducement
for whites to volunteer, while the belief that self-advancement will be
furthered through military service is much more typical of Negro volun-
teers.

Military requirements and Negro opportunities

A pervasive trend within the military establishment singled out by stu-
dents of that institution is the long-term trend toward greater technical
complexity and narrowing of civilian-military occupation skills.> An in-
dicator, albeit a crude one, of this trend is the changing proportion of men
assigned to combat arms. Given in Table 8, along with concomitant white-
Negro distributions, are figures comparing the percentage of Army en-
listed personnel in combat arms (e.g., infantry, armor, artillery) for the
years 1945 and 1965. We find that the proportion of men in combat arms

Table 8

TOTAL NEGRO ARMY ENLISTED PERSONNEL AND WHITE AND NEGRO ENLISTED
PERSONNEL IN COMBAT ARMS, 1945 AND 1965

Category 1945 ¢ 1965
Negroes as percentage of total personnel 10.5% 13.9%
Percentage of total personnel in combat arms 44.5 22.9
Percentage of total white personnel in combat arms 48.2 21.5
Percentage of total Negro personnel in combat arms 12.1 30.6
¢ Excludes Army Air Corps.

SOURCE : Department of Defense.

¢ Morris Janowitz, with Roger Little, Sociology and the Military Establishment
(New York : Russell Sage Foundation, 1965); Kurt Lang, “Technology and Career
Management in the Military Establishment,” in Morris Janowitz (ed.), The New
Military : Changing Patterns of Organization (New York : Russell Sage Founda-
tion, 1964), pp. 39-91; Charles H. Coates and Roland J. Pelligrin, Military Soci-
ology (University Park, Md. : Social Science Press, 1965).
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—that is, traditional military specialties—over the twenty-year period
dropped from 44.5 percent to 22.9 percent. Also the percentage of white
personnel in traditional military specialties approximates the total propor-
tional decrease in the combat arms from 1945 to 1965.

For Negro soldiers, however, a different picture emerges. While the
proportion of Negro enlisted men in the Army increased from 10.5 per-
cent in 1945 to 13.9 percent in 1965, the likelihood of a Negro serving
in a combat arm is two and a half times greater in 1965 than it was at the
end of World War II. Further, when observations are made between mili-
tary specialties within the combat arms, the Negro proportion is notice-
ably higher in line rather than staff assignments. In many airborne and
Marine line companies, the number of Negroes is over half the unit
strength. In other words, even though integration of the military has led
to great improvement in the performance of Negro servicemen, the social
and educational deprivations suffered by the Negro in American society
can be mitigated but not eliminated by the racial egalitarianism existing
within the armed forces. As reported in Table 9, in 1965 63.2 percent of
all Negro draftees fell into the Army’s lowest mental categories—those
most likely to end up in combat units—compared with 23.2 percent of
the white draftees. Similarly, among enlistees, Negroes were four times
more likely to be found in the lowest mental levels than were their white
counterparts.

A more detailed breakdown of the pattern of assignment by race in

Table 9
MENTAL GROUP CATEGORIES OF ARMY DRAFTEES AND ENLISTEES, BY RACE, 1965
Draftees Enlistees

Mental category White Negro White Negro
Group 1 5.3% 0.4% 6.5% 0.4%
Group IT 28.0 5.3 36.7 83
Group III 42.8 31.1 50.1 63.4
Groups IVand V 23.9 63.2 6.7 27.9

Total 100.0% 100.0% 100.0% 100.0%

SOURCE : Department of Defense.
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Table 10

PERCENTAGE DISTRIBUTION OF MILITARY OCCUPATIONS FOR ARMY ENLISTED
MEN, BY MILITARY STATUS AND RACE

Tech- Admin- Number
Category Combat  nical istrative Service Total of cases
CAREER REGULARS
White 199% 23.7% 249% 31.5% 100.0% 3,118
Negro 26.4 22.0 17.9 33.7 100.0 614
FIRST-TERM REGULARS
White 22.9 26.6 20.0 30.5 100.0 6,965
Negro 33.2 25.0 14.0 27.8 100.0 1,183
DRAFTEES
White 26.3 21.5 21.7 30.5 100.0 3,610
Negro 38.4 22.3 12.7 26.6 100.0 591

SOURCE : NORC survey.

the Army is given in Table 10. First, we must note that assignment to a
combat arm, regardless of race, is most likely for draftees, followed by
first-term regulars and, finally, career regulars. Yet, within each of these
groupings, Negroes are more likely to be found in a combat arm than are
whites. Negroes are underrepresented in administrative positions, and
there are only small differences between the races with regard to their
assignment in either technical or service positions. Looked at in another
way, a Negro career regular is as likely to be in a combat unit as is a white
draftee, but a Negro draftee is twice as likely to be in a combat unit than
is a white career regular.

Whereas in World War II, low educational attainments kept most
Negroes in support rather than combat units, these same educational
handicaps operate in the middle 1960’s to overconcentrate Negro soldiers
in combat duty. The overconcentration of Negroes in combat arms, how-
ever, need not be interpreted as a decline in the “status” of the Negro in
the integrated military. Actually there is evidence that higher prestige—
but not envy—is accorded combat personnel by those in noncombat ac-
tivities within the military. And taken within the historical context of the
“right to fight,” a slogan loudly echoed by Negro organizations with



152 CHARLES C. MOSKOS, JR.

reference to the segregated military of World War II, the Negro’s over-
representation in the combat arms might be construed as a kind of ironic
step forward.

Moreover, the military at the enlisted ranks has become a major
avenue of career mobility for many Negro men.® As seen earlier in Table
2, in all four services, and especially in the Army, there is some over-
representation of Negroes at the junior NCO levels. The disproportionate
concentration of Negroes at these levels implies a higher than average
re-enlistment rate as these grades are not normally attained until after a
second enlistment. This assumption is supported by the data given in
Table 11. We find that in 1964 for all four services the Negro re-enlist-
ment rate was approximately twice that of white servicemen. Indeed,
about half of all first-term Negro servicemen chose to remain in the armed
forces for at least a second term. Data from the NORC survey also show
that 50 percent of Negroes who were making a career of military life were
initially draftees, as contrasted with 21.3 percent of the white career
soldiers who also first entered the service through the draft.

The greater likelihood of Negroes to select a service career suggests
that the military establishment is undergoing a significant change in its
NCO core. Such an outcome would reflect not only the “pull” of the ap-
peals offered by a racially integrated institution, but also the “push”
generated by the plight of the Negro in the American economy. Indeed,
there is rather conclusive evidence that the gap between Negro and white
job opportunities in the civilian economy has actually increased rather
than diminished over the past twenty years. At the minimum, it is very

Table 11

FIRST-TERM RE-ENLISTMENT RATES IN THE ARMED FORCES AND EACH SERVICE,
BY RACE, 1964 (PERCENTAGES)

Total Marine
Race Armed Forces Army Air Force Navy Corps
White 21.6% 18.5% 27.4% 21.6% 12.9%
Negro 46.6 49.3 50.3 41.3 25.1

SOURCE : Department of Defense.

¢ The emphasis on academic education for officer careers effectively limits most Ne-
gro opportunity to the enlisted levels (Lang, op. cit., 62).
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probable that as the present cohort of Negro junior NCQO’s attains seniority
there will be a greater representation of Negroes in the advanced NCO
grades. The expansion of the armed forces arising from the war in Viet-
nam and the resulting opening up of “rank™ will accelerate this develop-
ment.

That Negro servicemen have a more favorable view of military life
than whites is reflected not only in their higher re-enlistment rates, but also
in the survey data reported in Table 12. Whether broken down by branch

Table 12

PERCENTAGES OF ENLISTED PERSONNEL NOT LIKING MILITARY LIFE, BY RACE
AND SELECTED GROUPINGS

Category White Negro

MILITARY BRANCH

Army 51.4% (15,007)¢ 35.2% (2,641)
Air Force 36.1  (12,593) 27.0 (1,414)
Navy 442 (11,158) 29.6 (699)
Marine Corps 46.5 (3,262) 35.3  (300)
TOTAL MILITARY BY EDUCATION
Less than high school 42.8% (8,431) 28.5% (1,084)
High school graduate 432  (24,027) 313 (2,985)
Some college or more 49.3  (9,562) 38.9 (985)

ARMY ENLISTED MEN
BY MILITARY OCCUPATION

Combat 49.5% (3,192) 36.1% (777)
Technical 529 (3,390) 35.6 (556)
Administrative 54.1 (2,976) 35,5 (352)
Service 52.5 (4,221) 33.0 (690)
VETERANS BY PRIOR
MILITARY STATUS
Volunteered 34.9% (1,293) 26.9% (78)
Drafted 52.4 (856) 253  (79)

¢ Number of cases on which percentages are based given in parentheses.

SOURCE : NORC survey.
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of service, education, or military occupation, Negro servicemen consis-
tently have a less negative view of life in the military. Thus, for example,
28.5 percent of Negro servicemen with less than a high school education
dislike military life compared with 42.8 percent of white servicemen of
the same educational level; among high school graduates, 31.3 percent of
Negroes compared to 43.2 percent of whites do not like military life; and
for those with at least some college, 38.9 percent of Negroes dislike
service life compared to 49.3 percent of the whites. Perhaps most note-
worthy is that Negro veterans, both those who were draftees as well as
the volunteers, view military life as less onerous than white veterans. That
military life is regarded in relatively benign terms by many Negro men
speaks not only of the racial egalitarianism of the military, but, more pro-
foundly, of the existing state of affairs for Negroes in American society
at large.

Negro participation in the military : efficacy,
equity, and morality

Views toward the relationship of the Negro American to the Selective
Service System and/or the military establishment are beginning to
coalesce into three more or less distinct concerns. One group sees the
military system as an agency to improve Negro opportunity in American
society. Then there are those who essentially seek to make Negro par-
ticipation in the military more equitable. A quite different third viewpoint
questions the basic legitimacy of Negro involvement in the armed forces.
Each of these positions requires special comment.

The argument that the military system is a particularly effective way
of reaching and rescuing large numbers of Negro youth (as well as, of
course, many white youth) from the urban ghettoes and rural slums has
some persuasion. Certainly, the Selective Service is the only screen
through which virtually all male Americans—white and black—must
pass. The existing Selective Service System, that is, can with alteration be
used to identify those youth who would most benefit from education and
even medical treatment. Once these youth have been so identified, reme-
dial steps could take place within the military or some organizational
arrangement modeled after the military system.



The Negro and the draft 155

A variation on this scheme is the idea of “national service,” a pro-
gram that would entail a two-year obligation for every young person,
even those not actually required for military duty. For those youth coming
from the more privileged elements of our society, such national service
would generally be along the lines of good works. For the youth of our
depressed population, however, the period of national service would
serve primarily as a time of acquiring occupational skills, formal educa-
tion, and perhaps, most important, an exposure to something other than
the life of the slum. Under the national service program, the training of
these youths would be conducted under some kind of paramilitary or-
ganizational pattern.

While it is beyond the scope of this study to detail or trace out any
possible benefits of military experience or quasimilitary educational pro-
grams for deprived youth, a provisional observation on this issue is war-
ranted. Table 13 presents some evidence on the perceived value of serv-
ice life on civilian job opportunities. By a variety of groupings, Negroes
on active duty in every instance are more likely to state that their military
training will be of “considerable use” in civilian employment than are
their white counterparts. Most significant, perhaps, Negro veterans, those
who were drafted as well as those who volunteered, are more than twice
as likely to value their military training highly than are white veterans.
Note, however, that favorable evaluation of one’s military training for
civilian employment is lowest among those in combat units—the very
military occupations to which Negroes are most likely to be assigned.

Because of an announcement by Secretary of Defense McNamara in
the summer of 1966, the issue of the utility of Selective Service and the mil-
itary as agencies of identification and remedial treatment of deprived youth
has become intertwined with the question of the equity of the draft. Start-
ing in the fall of 1966 and extending through the summer of 1968, over
125,000 men from previously ineligible mental levels—those in the Selec-
tive Service Category I-Y—had been inducted or enlisted into the armed
forces. About 40 percent of these entrants were Negro. Though couched
in terms of the War on Poverty, drawing upon these men from the lower
mental levels was in effect a way to increase the military manpower pool.
Informed observers in the military agree that it is misleading to think
these “I-Y’s” will receive any special treatment or training. Rather they
will be mixed in with the regular trainees and, in all probability, largely
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be assigned to combat units. Placed in a broader social context, the de-
cision to lower the mental standards required for military entrance ef-
fectively eased the pressure for drafting college students. That is, with the
increased demand for military manpower arising out of the Vietnam war,
the draft pool could be extended in either of two directions: induct col-

Table 13

PERCENTAGES OF ENLISTED PERSONNEL BELIEVING THEIR MILITARY TRAINING
WILL BE OF “CONSIDERABLE USE” IN CIVILIAN EMPLOYMENT, BY RACE AND
SELECTED GROUPINGS

Category White Negro

ARMY ENLISTED MEN
BY MILITARY OCCUPATION

Combat 9.9% (3,087)¢ 11.3% (773)
Technical 329 (3,337) 424 (556)
Administrative 26.7 (2,942) 39.4 (348)
Service 36.0 (4,179) 41.1 (688)

ARMY ENLISTED MEN
BY MILITARY STATUS

Career regulars 47.5% (3,201) 49.2% (649)
First-term regulars 272 (7,594) 30.0 (1,315
Draftees 10.2  (3,997) 17.1 (666)

DRAFTEES BY EDUCATION

Less than high school 11.1% (1,000) 18.9% (190)
High school graduate 10.3  (1,771) 16.1 (311)
Some college or more 9.3 (1,224) 17.1  (164)

VETERANS BY PRIOR
MILITARY STATUS

Volunteered 11.4% (1,229) 29.9% (77)
Drafted 53 (826) 13.0 (77)

s Number of cases on which percentages are based given in parentheses.
SOURCE : NORC survey.
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lege students—Iargely middle-class whites—or induct persons from the
lower mental levels—overproportionately poor Negroes.

The 1966 decision to accept “I-Y’s” into the armed services il-
lustrates a consideration that is sometimes blurred in discussions of
equitable participation in the military : the distinction between equity with
regard to entrance into the military as opposed to equity in assignment
within the military. The findings presented in this study show that Negroes
are victims of inequity on both counts. That is, Negroes, even though
markedly less qualified for military service on the grounds of mental
examinations, are still overproportionately drafted. Moreover, once within
the military system, Negroes are disproportionately concentrated in com-
bat units—further testimony to the continuing consequences of Negro
deprivation originating in the larger society. And it is to be expected that
the newly incoming “I-Y’s” will reinforce both of these sources of in-
equity.

An important feature of the entrance inequities facing Negroes is
most alarmingly revealed by the make-up of many local draft boards. In
the fall of 1966 a suit was brought into a Mississippi federal court seek-
ing an injunction to prevent further induction of Negroes until Negroes
are appointed to draft boards in proportion to their numbers in the popu-
lation. Apparently, no Negro has ever been appointed to any local draft
board or any appeal board in the entire state of Mississippi. Similar suits
have been brought in other Deep South states. The extreme underrepre-
sentation of Negroes on draft boards is also too frequently the case in
local Selective Service units encompassing Negro areas in Northern urban
cities. In fact, in December, 1966, Negroes constituted only 1.5 percent of
all local draft board members in the entire country.”

Concerning inequities after placement within the armed services, the
overconcentration of Negroes in combat units previously noted is all too
obviously reflected in the casualty reports from Vietnam. As documented

"In Pursuit of Equity, p. 19. There were 23 states without a single Negro board
member : Alabama, Alaska, Arkansas, Colorado, Hawaii, Idaho, Indiana, Jowa,
Kansas, Louisiana, Maine, Minnesota, Mississippi, Montana, Nevada, New Jersey,
New Mexico, North Dakota, Rhode Island, South Dakota, Utah, Vermont, and
Wyoming. Of course, the question of Negro membership on local draft boards must
be placed within the context of the proportional Negro population in the commu-
nity.
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in Table 14, among Army enlisted men Negroes are being killed at twice
their proportion in the total American population.

The nature of Negro participation within the military establishment
has also become inextricable from broader criticisms of America’s cur-
rent politico-military policies. Much attention has been given to a con-
vergence of an important segment of the civil rights movement with the
movement against the war in Vietnam. A Negro is barred from taking his
seat in the Georgia legislature because he allegedly condones violations
of the draft law. Civil rights organizers claim they find Negroes who do
not want to fight “whitey’s war.” Rumors are heard of isolated incidents
of Negro insubordination in the armed services. The Student Nonviolent
Coordinating Committee and the Students for a Democratic Society, two
leading organizations in the “New Left,” have vehemently denounced
American intervention in Vietnam. In a joint statement to the U.S. House
Committee on the Armed Services, these two organizations assailed the
draft with the words : “It is our belief that the draft injures our whole
society, and we are in sympathy with and support of all young men who
refuse to equate their responsibility to a free society with obligation to
assist in military aggression. Those who work for a new society in this

Table 14

NEGROES AS PERCENTAGE OF MEN ASSIGNED TO VIETNAM % AND KILLED IN AC-
TION (K.L.A.),®» BY OFFICERS AND ENLISTED MEN FOR EACH SERVICE

Negroes in Officers Enlisted men Total
Service Vietnam K.IA. K.ILA. K.I.A.
Army 14.8% 2.8% 22.1% 18.3%
Marine Corps 8.9 54 12.0 11.3
Navy 5.1 — 37 1.3
Air Force 83 — — —_

* As of December 31, 1965. More recent Defense Department statistics, however,
indicate a substantially lower—but still disproportionate—Negro casualty rate. For
the year 1967, Negroes constituted 11.7 percent of Army personnel in Vietnam and
accounted for 13.5 percent of all Army deaths caused by hostile action.

¥ 19611965 inclusive.
SOURCE : Department of Defense.



The Negro and the draft 159

country should not be sent to destroy incipient social workers in other
nations,” &

Despite this chain of events, the major thrust of the civil rights drive
has remained somewhat removed from those groups highly critical of this
country’s recent military policies. Indeed, the antiwar movement will
likely aggravate an already existing cleavage between moderate and radi-
cal leaders—between those who accept versus those who reject the legiti-
macy of the American political and economic system—in the civil rights
movement itself. The more pertinent question at this time appears to be
not what are the implications of the civil rights movement for the military
establishment, but what will be the effects of the Vietnam war on the civil
rights movement itself. Although it would be premature to offer a defini-
tive statement on any future interpenetrations between the civil rights and
antiwar movements, a major turning away of Negroes per se from military
commitment is viewed as highly doubtful. Most likely, and somewhat
paradoxically, we will witness more vocal antiwar sentiment within certain
civil rights organizations at the same time that the military is becoming
an avenue of career opportunity for many Negro men.

Further, despite the demonstrable inequities for Negroes in the exist-
ing draft system, the fact remains that Selective Service even as it currently
operates is seen in more favorable terms by Negroes than by whites. This
anomalous circumstance is illustrated by the data in Table 15. We
find for an assortment of groups, within and without the military, that
Negro men consistently regard the draft as more equitable than whites.?

Looking first at civilians with no military experience, we see that
while among white-collar workers Negroes are only slightly more likely to
view the draft as very fair, among blue-collar workers 41.3 percent of
Negroes, compared to 28.5 percent of whites, view the draft as very fair.

8 New Left Notes (July 8, 1966), p. 1.

® Survey data for 1966 collected by Louis Harris show the same greater likelihood
for Negroes to view the Selective Service as operating in an equitable manner : 63
percent of Negroes polled, compared with 48 percent of whites, said the draft was
fair. Additionally, the same Harris poll reports that Negroes believe by better than
two to one that the armed services offer Negroes a better chance to get ahead than
does civilian life (Louis Harris and Associates, Inc., “Public Opinion and the Draft
Poll,” in J. A. Willenz (ed.), Dialogue on the Draft (Washington, D.C. : American
Veterans’ Committee, 1966), pp. 64—65.
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Table 15

PERCENTAGE DISTRIBUTION OF ATTITUDES TOWARD THE DRAFT, BY SELECTED
GROUPINGS AND RACE

Very  Reasonably Number
Category fair fair Unfair Total of cases

CIVILIANS WITH NO MILITARY
EXPERIENCE BY OCCUPATION

White-collar

White 22.7% 46.7% 30.6% 100.0% (1,166)

Negro 23.1 53.8 23.1 100.0 (65)
Blue-collar

White 28.5 50.0 21.5 100.0 (1,910)

Negro 41.3 43.1 15.6 100.0 (283)

ARMY ENLISTED MEN BY
MILITARY STATUS

Career regulars

White 41.8% 31.8% 26.4% 100.0% (2,442)

Negro 55.1 313 13.6 100.0 (521)
First-term regulars

White 28.3 40.2 31.5 100.0 (6,518)

Negro 36.7 43.2 20.1 100.0 (1,074)
Draftees

White 13.7 34.0 52.3 100.0 (3,681)

Negro 27.6 38.6 33.8 100.0 (577)

Among Army enlisted men, although the draft regardless of race is viewed
as less fair by draftees compared to either career or first-term regulars,
Negroes in all three enlisted categories are markedly more favorable in
their views concerning the draft’s equity. Looking at the draftees only, we
find, regardless of race, higher education being associated with more nega-
tive attitudes toward the draft. But, again, Negroes at all educational levels
think of the draft in more favorable terms than their white counterparts.
Finally, with regard to civilians with military experience, both among the
volunteers and the drafted, Negro veterans are much more favorably dis-
posed toward the draft than whites. Indeed, only 3.0 percent of the Negro
veterans who were drafted, compared to more than ten times that propor-
tion among whites, said the Selective Service System was unfair. In fact,
Negro veterans who were draftees were almost as likely to have a good
opinion of the draft as were Negro veterans who were volunteers.
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PERCENTAGE DISTRIBUTION OF ATTITUDES TOWARD THE DRAFT, BY SELECTED
GROUPINGS AND RACE

Very Reasonably Number
Category fair fair Unfair Total of cases

DRAFTEES BY EDUCATION

Less than high school
White 24.2% 359% 39.9% 100.0% (872)
Negro 42.6 33.5 239 100.0 (155)
High school graduate
White 13.2 36.5 50.3 100.0 (1,624)
Negro 25.8 43.2 31.0 100.0 (271)
Some college or more
White 6.6 29.2 64.2 100.0 (1,184)
Negro 15.3 35.3 49.4 100.0 (150)

VETERANS BY PRIOR
MILITARY STATUS

Volunteered
White 36.1% 38.8% 25.1% 100.0% (1,029)
Negro 50.0 36.5 13.5 100.0 (52)
Drafted
White 26.8 41.4 31.8 100.0 (720)
Negro 48.5 48.5 3.0 100.0 (66)

SOURCE : NORC survey.

The implications of the findings presented in this study can be
summed up somewhat as follows : Despite inequities suffered by Negroes
both in being more likely to be drafted and once in the service being more
likely to assignment in combat units, Negroes, nevertheless, are still much
more likely than whites to have positive views toward the draft and mili-
tary life. A tragic irony in our country is that many Negro youths by seek-
ing to enter the armed forces are saying that it is even worth the risk of
being killed in order to have a chance to learn a trade, to make it in a
small way, to get away from a dead-end existence, and to join the only
institution in this society that seems really to be racially integrated.

Is it not possible then to apply some sociological imagination to see
how the positive aspects of the military organization can be taken ad-
vantage of while reducing its inequitable features? In this regard, the
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institution of a completely volunteer, but highly paid, military would in
all likelihood augment the trend toward Negro retention in the military
as well as the probability of Negroes being assigned combat duties. A
lottery system of military induction, on the other hand, while realizing the
goal of entrance equity, would not affect the overassignment of Negroes
to combat units. Whatever method of selection is used—draft, highly paid
volunteers, lottery—to bring men into the armed forces, Negroes, be-
cause of socioeducational handicaps, would continue to be much more
likely than whites to end up in combat positions. Rather, the lessons of
the military experience and Negro reactions to it seem to suggest some-
thing along the line of a comprehensive program of national service and
remedial treatment. That such a program would involve a drastic reorder-
ing of the lives of many of our youth cannot be denied. That the present
state of affairs is both practically and morally objectionable seems equally
undeniable,
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IN ITS REPORT of early 1964, the President’s Task Force on Manpower
Conservation found that one-third of all young men in the nation turning
eighteen would be found unqualified if they were to be examined for in-
duction into the armed forces. About half of this third would be disquali-
fied for medical reasons while the remaining half could not meet the
mental requirements. The report proposed a nationwide program to re-
habilitate these young men.*

In August, 1964, the Department of Defense announced plans for a
Special Training and Enlistment Program (STEP) to be conducted by
the Army on a pilot basis to attempt rehabilitation of the unqualified
third. The program was intended to reduce reliance on the draft by ex-
panding the pool of qualified volunteers available for enlistment. Starting
in November, 1964, 15,000 to 20,000 young men who had previously
been disqualified for enlistment because of their failure to meet mental
test standards or because of remediable physical defects were to undergo

1 One-Third of a Nation : A Report on Young Men Found Unqualified for Military
Service (Washington, D.C. : The President’s Task Force on Manpower Conserva-
tion, January 1, 1964).
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a six-to-twelve-month period of education and/or medical treatment.
Those who satisfactorily completed the program would continue as Reg-
ular Army enlisted personnel for an additional two and one-half years.
Because of the buildup of U.S. forces for the Vietnam war, the program
was either postponed or canceled before it could be implemented.?

In spite of the delayed implementation of this particular program,
the armed forces have contributed significantly to the education and train-
ing of a large segment of the male population.?

The purpose of this study is to determine whether short-term en-
listed military service affects the occupational mobility of youth upon their
return to the civilian community, and if so, to what extent. Because of
time and fund restrictions, the study is limited in several respects; inter-
pretation of the results should be made in light of the following :

1. The study is microscopic in nature, dealing with a single civilian com-
munity.

2. It concerns only returnees from U.S. Army service.

3. The individuals interviewed were not subject to military service dur-
ing a period of full or partial mobilization.

4. The study is limited to male, white Americans.

5. For reasons to be explained below, individuals returning to the civil-
ian community after a period of voluntary enlistment were not part of
the survey.

Further, it should be noted that the study is not applicable to individuals
who remain in the service as a career. While their Army educational and
training experiences no doubt result in a general upgrading of their socio-
economic standing, this particular result of active duty is beyond the scope
of this study.

2 Since this paper was written, many of the features of this program have been im-
plemented as Project 100,000 of the Department of Defense, by the acceptance for
enlistment or induction of specific categories of men previously rejected for service.
For the original issue see “Pilot Program for 60,000 Enlistees,” Army News Fea-
tures, Headquarters, U.S. Army Command, Information Unit, Washington, D.C.,
Release No. 37, August 14, 1964; Army Times, XXVI1 (August 18, 1965), 1; Han-
son W. Baldwin, “Should We End the Draft?” New York Times Magazine (Septem-
ber 27, 1964), p. 118.

® Manpower Report of the President (Washington, D.C., March, 1965), p. 76.
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Liability for military service

Congress has established liability of male youth for military service
through the Universal Military Training and Service Act of 1951 and
four-year extensions of the act in 1955, 1959, 1963, and 1967. One way
an individual may discharge his obligation is through service in the Army
and should he choose this route there are several options open to him.

1. Enlistment. An individual may enlist (volunteer) in the Army for
a minimum period of three years of active duty. Over the past few years
about half the men entering the active Army for the first time are en-
listees. The advantages of this program are (a) the individual can usu-
ally select specialized training if he is qualified, (») he is able to get his
military obligation “behind him” rather than wait out the possibility of
being drafted, and (c) his obligation upon discharge (should he not de-
sire to re-enlist) is three years in the Reserves, all of which is in an inac-
tive status, i.e., he is not required to attend weekly training meetings or
summer active duty sessions. Regulations actually require a period of
Active Reserve service but because Reserve units are at 100 percent
strength there is no room for returning enlistees.

2. Induction. An individual may wait to be called to active duty by
his local draft board, being subject to such action between the ages of
18%% and 26 years. Of course he may be exempted or deferred by the
local board but if not, and if called, his period of active duty is two years
followed by a similar period in the Active Reserves and two additional
years in an inactive Reserve status. While in the Active Reserves he is
required to attend 48 training meetings per year as well as 15 days of
active duty each summer.

3. Reserve programs. An individual may enlist in one of the Army
Reserve programs : ROTC, National Guard, or the Enlisted Reserves.
The ROTC and National Guard programs will not be discussed in this
paper except to point out that the obligations associated with the National
Guard program are similar to those of the Enlisted Reserve program.

An individual volunteers for the Enlisted Reserves and if accepted
serves six months of active duty followed by 5% years in the Active Re-
serves; there is no period of inactive Reserve service under this program.

A description of the more important characteristics of each category
follows :
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Regular Army (“RA”) enlistees are usually younger (average age
in 1964 was 19.8) than draftees or Enlisted Reservists. They can enlist
as early as age 17 with parental consent. Usually they are from slightly
lower socioeconomic backgrounds and have completed less formal edu-
cation than members of the two other categories. Many have either just
finished high school or dropped out before graduation. As a result, many
do not really know what they want to do in life.

Draftees (“US”) tend to be the oldest. Average age of draftees in
1964 was 22.4 years.* They usually have more formal schooling than
RA'’s; they want either to postpone active duty or to take their chances
on being called by the draft board.

Enlisted Reservists’ (“ER”) average age is about 20 years. They
neither want to serve three years as enlistees, nor risk two years active
duty as draftees. A short active duty period (six months) with maximum
Reserve service after returning to civilian life better fits into their plans.

Advantages associated with Army service

Through active duty participation, an individual may receive personal
gains in the form of additional education and vocational training. Al-
though not all soldiers are better for having served, many should be better
as a result of opportunities that are never experienced by their civilian
contemporaries. These opportunities for self-improvement are of two
kinds : for technical training in Army schools, and for continuing or sup-
plementing an academic program in off-duty programs.

Other studies have noted a greater degree of mobility for veterans
(of World War II). Jackson and Crockett offered as one explanation the
possible “effect of military service on many men in that such service per-
haps broadens occupational aspirations” coupled with “post-war assist-
ance in technical and academic training.” > Duncan and Hodge also com-

¢ Bernard D. Karpinos, “Results of the Examination of Youths for Military Service,
1964,” supplement to Health of the Army (Washington, D.C. : The Surgeon Gen-
eral), XX (May, 1965), 23.
8 Elton F. Jackson and Harry J. Crockett, Jr., “Occupational Mobility in the United
States : A Point Estimate and Trend Comparison,” American Sociological Review,
XXIX (February, 1964), 13.
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ment on the mobility of samples differing in exposure to military service.
They note that World War II veterans were more mobile than nonveterans
but attribute the superiority to “the process of selection of members of
the armed forces.” ¢ In the present study efforts were taken to control this
selection, factor by excluding all men classified as IV-F from the civilian
sample.

The Army school system

Most young men entering the Army have had minimum civilian work
experience, have only recently ended their planned formal schooling, and
are not fully qualified for the varied specialized jobs in military organiza-
tion. These men must be trained for periods ranging from eight weeks to
more than one year before being placed in duty positions.

Since the active duty requirement of enlistees is three years, it is
feasible for the Army to utilize up to a third of this time for specialized
training. Most soldiers attending extended service school courses are thus
enlistees. The Army regulation that establishes the length of active duty
that must be served by a soldier following service school attendance is
designed to insure the Army a fair return on its training investment. How-
ever, it also makes the draftee ineligible for long service school courses
as he is on active duty a total of only twenty-four months. This does not
mean that service school courses attended by draftees have no carry-over
value to civilian life; only that there is a lesser degree of carry-over for
draftees since fewer are selected to attend courses and those selected do
not attend the more extended courses.

The Enlisted Reservist (“ER”), although on active duty for only
six months, attends service school courses on an equal basis with draftees
(“US”). After eight weeks of basic training (required of all categories),
the ER is most likely to be sent to an eight-week service school course
associated with the job to which he will be assigned when he returns to his
Reserve unit. Like the draftee, the Enlisted Reservist does not attend the
more “glamorous” courses like the twenty-two-week helicopter repair

¢ Otis D. Duncan and Robert W. Hodge, “Education and Occupational Mobility :
A Regression Analysis,” American Journal of Sociology, LXVIII (May, 1963), 643.
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school or the forty-one-week course in maintenance of the NIKE fire
control system.

The civilian carry-over value of service school courses is used as an
inducement to prospective enlistees.” Two recruitment publications in par-
ticular are quite specific in informing the young prospect that the training
he receives will be useful should he return to civilian life.®8 A 300-page
guide to high school counselors, Army Occupations and You, outlines
specific civilian jobs associated with each Army occupational area. In the
other publication, The Secret of Getting Ahead, Henry Ford II, David
Sarnoff of RCA, and I. W. Wilson of Alcoa are quoted as to their enthu-
siasm for hiring service-trained personnel upon their return to civilian life.

Credit for service school training

Aside from skill carry-over value, service school training also is accred-
itable to civilian education records. The Commission on Accreditation of
Service Experience (CASE) of the American Council on Education was
established in December, 1945, “as a direct need expressed by civilian
education for a national agency to coordinate the evaluation of the many
varied educational achievements of service personnel.” ®

One of the functions of the commission is the continuous evaluation
“in terms of baccalaureate, terminal junior college, and high school credit
of formal service school training conducted by the Armed Forces of the
United States. These evaluations are reported to civilian educational in-
stitutions, upon their request, as a guide in determining the amount and
type of credit to be granted.” *°

" Army Personnel Letter, Office of the Deputy Chief of Staff for Personnel, Head-
quarters, Department of the Army, No. 8-65 (August, 1965), p. 3.

8 U.S. Army Opportunities (Handbook for Counselors and Students) (Hampton,
Va.: U.S. Army Recruiting Command, 1966); The Secret of Getting Ahead, U.S,
Army information pamphlet to high school students. The other services have similar
publications : The U.S. Air Force Occupational Handbook for Air Men (1966-67);
United States Navy Enlistee Occupational Handbook (1966).

® “Granting Credit for Service School Training,” The Bulletin, Commission on Ac-
creditation of Service Experiences of the American Council on Education, Washing-
ton, D.C., No. 8, 2nd ed. (January, 1959), p. iii.

1 Ipid. Credit recommendations are made for those aspects of military training that
have a counterpart in civilian education. The 1954 edition of 4 Guide to the Eval-
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Educational opportunities in the Army

In addition to the opportunity for technical zraining through the Army
School System, it is possible for the soldier to take advantage of the
Army’s General Educational Development (GED) Program.

The basic philosophy underlying the Army’s General Educational
Development (GED) Program is that an individual can improve himself
through learning; that the process of learning does not stop with the com-
pletion of formal schooling at an early age, but on the contrary education
is a lifelong process.!!

This program, like the Army School System, although primarily de-
signed to improve the quality of the career soldier, is open to all person-
nel on active duty. The minimum general educational development goal
for Army enlisted personnel is the completion of high school or its equiva-
lent and higher level studies as required.'? During the period June 30,
1960, until December 31, 1963, the percentage of Army enlisted person-
nel who had graduated from high school increased from 62.3 to 75.4.13

Every installation or troop concentration having a troop strength of
750 or more is required to maintain at least one Army Education Cen-
ter.!* Personnel at smaller posts may travel to Centers at larger adjacent
posts. Such Centers include space for administrative, clerical, and coun-
seling offices; classroom instruction, registration, and testing activities;
language, reading, and science laboratories; and shops for technical-voca-

uation of Educational Experiences in the Armed Forces outlines in detail the com-
mission’s recommendations for armed forces courses conducted from World War II
to 1954. A copy of this guide was sent free to each high school and college in the
United States in the fall of 1954, The commission’s recommendations for courses
conducted since 1954 are available to any school or college upon request. See Table
2 for information on the number of state departments of education that in fact grant
such credit.

™ General Educational Development, Army Regulation 621-5, Headquarters, De-
partment of the Army (November, 1964), para. 2.

2 Ibid., para. 4a(3). For commissioned officers : at least a baccalaureate degree in
subject areas of functional importance to the military profession with encourage-
ment toward graduate study. For warrant officers : two years of college or its equiv-
alent.

8 Sample Survey of Military Personnel, SDB Report No. 114-60-SE, Department of
the Army; Selected Manpower Statistics, prepared by the Directorate for Statistical
Service, Office of the Secretary of Defense (April 11, 1966), p. 36.

* General Educational Development, para. 5a(1).
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tional instruction. The regulation requires that each Center be headed by
a “professional educator, normally a Department of Army civilian em-
ployee.”15 In 1965 there were 296 Centers in operation headed by 300
career civilian educators.® Basically, the head of each Center locally im-~
plements the program offered by the United States Armed Forces Insti-
tute (USAFI).

USAFI

The United States Armed Forces Institute (USAFI) began operations at
Madison, Wisconsin, on April 1, 1942, under the designation “The Army
Institute.” 17 This agency came into being as a result of the efforts of the
Joint Army-Navy Committee on Welfare and Recreation and the National
Committee on Education and Defense (of the American Council on Ed-
ucation). The Army Institute initially provided educational opportunities
only to enlisted personnel of the Army, but the services of the Institute
were extended to enlisted members of the Navy, Marine Corps, and Coast
Guard in September, 1942, In February, 1943, the name was changed to
the United States Armed Forces Institute (UsaF1). Commissioned per-
sonnel have been permitted to participate in the program since July, 1944,
In 1946, Secretary of War Robert P. Patterson directed that USAFI be
established as a peacetime educational activity.

USAFI operates throughout the world wherever members of the
armed forces are stationed. In addition to the central UsaFI at Madison,
Wisconsin, there are five USAFI branches located in Frankfort, Germany;
Tokyo, Japan; Fort Shafter, Hawaii; Anchorage, Alaska; and Fort Clay-
ton, Canal Zone. The 296 Army Education Centers discussed above are
active in administering the USAFI program at the local level in the Army.
Of the 263,937 active enrollments with UsaF1 (as of May 1, 1964)

*® Ibid., para. 5a(2).

8 Army Times, XX VI (September 29, 1965), 5.

7 Information on USAFI history came from numerous sources : Catalog of USAFI,
12th ed., Department of Defense pamphlet 7-13 (1963); USAFI General Informa-
tion Bulletin, undated; USAFI Fact Sheet, 3-page document furnished by USAFI,
Madison, Wis.; Jeanne B. Eldridge, “The USAFI Testing Program,” thesis for MA
degree in political science, University of Wisconsin, 1961.
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111,444 were Army personnel. This figure does not include individuals
enrolled in spoken language courses. The average yearly enrollment since
1960 for all of the armed forces is 314,000; the total cumulative enroll-
ment since the beginning of the USAFI program was 6,032,900 (as of
June, 1964).'® For data on a typical Army Education Center see Ap-
pendix 1.

Although the administration of USAFI is a responsibility of the Assist-
ant Secretary of Defense for Manpower, it is essentially a civilian-type
educational organization. The mission of USAFI is

... to provide common services and materials by which the Army, Navy,
Air Force, Marine Corps, and Coast Guard may supplement, for mem-
bers of their commands, educational opportunities in subjects normally
taught in civilian academic institutions, in order that the individual may
render efficient service in his present assignment, increase his capabilities
for assuming greater responsibility, and satisfy his intellectual desires.1?

More than 200 courses are directly available from USAFI in elemen-
tary, high school, college, and technical subjects. These courses may be
pursued by either correspondence or the group-study method according
to the student’s preference (and availability of enough fellow soldiers in-
terested in the same subject as well as a qualified instructor). Courses at
the grammar school level must be conducted by the group-study method.
These courses are conducted during both duty and nonduty periods, the
soldier being excused from normal duties in order that he may attend.

In addition to the 200 courses offered directly by usaF1, more than
6,000 courses at the high school and college level are available through
UsAFI from the extension divisions of 43 leading colleges and universities.

An individual on active duty may apply for the 200 USAFI courses at
an initial cost of five dollars; thereafter, he may take other USAFI courses
at no further cost as long as he makes satisfactory progress in courses for
which he has previously enrolled. He must complete a USAFI correspond-
ence course within twelve months. The correspondence courses offered by
the 43 civilian colleges and universities are available at reduced prices

8 Enrollment data from personal correspondence with C. L. Munden, Director of
USAFI, Madison, Wis.

*® Catalog of USAFI, p. 5.
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to military personnel, e.g., a two-semester-hour college-level sociology
course, “War and Civilization,” 2° is offered by the University of Califor-
nia (Berkeley) for $16.50, which covers the administrative cost of en-
rollment and price of textbooks and material. USAFI assumes the cost of
the lesson service. The serviceman has 24 months to complete a course
offered through this program.?

USAFI festing is provided without charge to soldiers on active duty
and includes :

1. UsAFI Subject Standardized Tests are designed for students desir-
ing credit for the 200 courses offered by usar1. These tests serve as end-
of-course exams but the testee does not necessarily have to have been
enrolled in the USAFI course; those who study independently of USAFI en-
rollment may receive credit.

2. General Educational Development (GED) Tests are designed to
measure the general educational development of the soldier whether it
was acquired through formal classes or through informal self-education
and intellectual growth. The high-school-level GED Tests are intended
for persons who have completed only a part of their high school work or
who have never attended high school. The college-level GED Tests meas-
ure the extent to which the student has attained the equivalent of a college
freshman-level education, which may have been obtained through sur-
vey courses or experience in the subject area covered by the tests. For a
complete discussion of the GED testing program, see the American Coun-
cil on Education’s publication, Conclusions and Recommendations on a
Study of the General Educational Development Testing Program, pub-
lished in 1956. In 1965, 43,558 soldiers qualified for high school diplo-
mas or equivalency certificates by passing the GED tests.

3. UsaFI Achievement Tests aid in determining grade-level achieve-
ment of military personnel in grades 4-6 and 7-9. As of February 28,
1965, 28 percent of the enlisted strength of the Army had not completed
at least twelve grades of education; an additional 1.9 percent had com-

2 There are 190 other college-level sociology courses offered through the 43 colleges;
there are 18 more offered at the high school level.

7 For detailed information on the program offered by the 43 participating colleges,
see Catalog of USAFI and Correspondence Courses Offered by Colleges and Uni-
versities Through USAFI, Department of Defense Pamphlet 7-12, revision of 1963.
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pleted twelve grades but had not graduated from high school. Table 1
shows the breakdown of the 22.8 percent not completing a high school
education.

Army regulations require that courses be provided in Army Educa-
tion Centers for personnel (1) who have not completed the eighth grade,
(2) who need review instruction on the adult level in English, social sci-
ence, general science, or mathematics to meet certain minimum career
obligations, (3) whose aptitude area scores are below those required for
service school attendance, and (4) who are working toward a high school
diploma or equivalent through high school GED tests. Commanders are
permitted to authorize the use of duty time for such instruction “consistent
with operational and training requirements.” 22 My personal observation
has been that commanders always excuse from duty those soldiers with
less than an eighth grade education.

Results of usari Standardized and GED tests are sent to civilian high
school and college authorities upon request; these officials may or may

Table 1

ARMY ENLISTED PERSONNEL NOT HAVING COMPLETED HIGH SCHOOL EDUCA-
TION ¢

Percentage of total

Last grade completed enlisted strength
11 5.9%
10 6.6
9 4.9
8 3.8
Less than 8 1.6
22.8%

¢ An additional 1.9 percent completed 12 grades of education but did not graduate
from high school.

SOURCE : Department of Army Sample Survey of Military Personnel “Survey Esti-
mate of Education Level of Male Enlisted Personnel by Grade and Component,”
550 Report No. 52-65-E.

# General Educational Development, para. 10e(S).
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not grant academic credit to the student. Results of USAFI Achievement
Tests are for military purposes only and are not reported to schools or
other civilian agencies; they are not kept on file of USAFI.

Civilian credit for USAFI courses

In addition to recommending credit for service school training, the Com-
mission on Accreditation of Service Experiences also evaluates USAFI
courses and tests and makes recommendations to school and college offi-
cials as to the amount of credit that should be granted for this aspect of
the soldier’s education. Table 2 summarizes the policies of the 50 state
departments of education as well as those of the District of Columbia,
Canal Zone, Guam, and Puerto Rico. It should be noted that 42 state de-
partments of education also grant some credit toward education at the high
school level for basic or recruit training, i.e., the first eight weeks of a
soldier’s Army experience.

Table 2

SUMMARY OF POLICIES FOR GRANTING HIGH SCHOOL CREDIT FOR SERVICE EDU-
CATIONAL EXPERIENCES

Number of departments of education

Not Making no
Type of educational Recommending recommending recommen-
experience credit credit dations
USAFI courses 51 1 2
USAFI subject
standardized tests 48 4 4
Cooperating college courses 50 2 2
Basic or recruit training 42 10 2
Formal service school
training 48 4 2

SOURCE : Table 1, page 66, The Bulletin of the Commission on Accreditation of
Service Experiences (American Council on Education). Number 5, eighth edition,
January, 1963.
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Table 3

SUMMARY OF POLICIES FOR ISSUANCE OF HIGH SCHOOL CERTIFICATES ON THE
BASIS OF THE GED TESTSs, 1963

Number of departments

Policy of education
Certificates issued only at state level 33
Certificates issued only at local level 10¢
Certificates issued by either 9
Departments recognizing GED tests 52
Departments not recognizing GED tests 270

¢ California, Indiana, Iowa, Michigan, Minnesota, Nevada, Oklahoma, Utah, Vir-
ginia, Washington.
* Delaware, Wisconsin.

SOURCE : Table 2, page 67, The Bulletin of the Commission on Accreditation of
Service Experiences (American Council on Education). Number 5, eighth edition,
January, 1963.

Table 3 summarizes the state policies relative to the issuance of high
school certificates on the basis of successful completion of the GED tests.
The Commission on Accreditation of Service Experiences recommends
that the equivalency certificate be issued at the state department of edu-
cation level rather than at the local high school level “in order that all citi-
zens in the state will have [an] equal opportunity.” Other educational op-
portunities for enlisted men exist in the form of attendance at civilian col-
leges either overseas or in the United States and either full time or after
duty hours. These programs are not applicable to this study.

Method

To determine the influence of military service (in the Army) on civilian
occupational mobility, a comparison was made of the intergenerational
occupational mobility of two groups of white males in a city of 31,000 in
southeastern New York State. One group (the experimental group) con-
sisted of former service men who had returned to the civilian community
and are referred to in this study as the “military sample.” The second
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group (control) consisted of a comparable number of men who had not
experienced any military service. This group is referred to as the “civilian
sample.”

THE MILITARY SAMPLE

Members of the only Army Reserve unit located in the survey city were
selected as the experimental group. This unit was an engineer construc-
tion company. It consisted of all draftees returning to the civilian commu-
nity after two years active duty, Enlisted Reservists, and a few former
Regular Army members (now Reservists). The latter were all senior non-
commissioned officers and may be considered to be “career” Reservists.
Selection of the experimental group was based on the availability of in-
dividual service records (201 Files) of members of the unit. In short,
these records contain all data pertaining to the soldier’s background, ac-
tive duty, and Reserve experiences. Any service school attendance or
Army Education Center attendance is entered in each record.

THE CIVILIAN SAMPLE

It was originally planned to draw the nonmilitary sample from the Selec-
tive Service records located in the survey city. A request to review these
records was denied by the Director of the Selective Service System.?

A second technique was somewhat more successful. After reviewing
all 201 files in the Reserve unit, I was able to determine the age grades of
the members of the experimental group as well as their educational back-
ground. I was able to determine when each man completed the eighth
grade, for example. Permission was granted by the local Superintendent of
Schools to extract information from the rosters of various past eighth-
grade classes. By eliminating the names of female members of these
classes as well as those of members of my military sample, I was left with
a reasonably manageable list of names and addresses of possible members
of the civilian sample.

The list of individuals for preliminary interviewing was made by the
random selection of names from the modified rosters. If upon interview-

37 etter from General Lewis B. Hershey, April 1, 1964, The U.S. Department of
Labor has had similar difficulties; see New York Times, June 19, 1964, p. 11.
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ing I found an individual was Negro, I continued the interview but did not
include the data in this study; the six Negro members of the Reserve unit
were interviewed but not included in this report. Many of the remaining
individuals had fulfilled their military obligation through other means—
Navy, Air Force, Coast Guard, ROTC commissions, and the like. These
individuals were not interviewed further.

I controlled the most important factors that underlie the occupa-
tional status structure—age, sex, race, ethnic background, and class. Eth-
nic background for the two groups was comparable (about 35 percent
Italian, 25 percent German, and the remainder Anglo-Saxon and Middle
European). All members of both samples were native American and in
only fourteen cases (eight military, six civilian) were one or both parents
other than native American. The religious composition of the two samples
was also comparable (37 percent Protestant, 52 percent Roman Cath-
olic, 4 percent Jewish, and 7 percent no preference, no religion). There
were two individuals in the Reserve unit who refused interviewing and
seven among the civilian sample.

Efforts to control class (origin) consisted mainly of noting the areas
of the city from which the military sample came and balancing the pro-
portion of the civilian sample to conform. Few if any of either sample
could be classified according to W. Lloyd Warner’s criteria as lower-
lower class. Most of the youth in the survey city from such a background
were unable to score sufficiently high on the AFQT to be acceptable for
military service and I eliminated from the study those individuals (civil-
ians) who were classified IV-F by the local draft board.

Occupational mobility measuring instrument

To measure an individual’s childhood socioeconomic status as well as the
extent of his occupational mobility, I utilized the occupation scale devised
by Otis D. Duncan,?* “A Socioeconomic Index for All Occupations.” Dun-

% QOtis D. Duncan, “A Socioeconomic Index for All Occupations,” and “Properties
and Characteristics of the Socioceconomic Index,” in Albert J. Reiss, Jr., Occupations
and Social Status (New York : The Free Press of Glencoe, 1961), pp. 109-161. See
also Otis D. Duncan, “Occupational Components of Educational Differences in In-
come,” Journal of the American Statistical Association, LVI (December, 1961),
783-784.
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can’s scale has been widely used since its development in the mid 1950’s.%5
Two major features of this scale are : (1) A numerical socioeconomic in-
dex or score (SES) is available for all 270 occupations for which census
data is available. Index values range from 0 to 96. (2) In addition to the
socioeconomic index values, Duncan, also grouped the 270 occupations
into deciles that “are based on the distribution of the population not of the
occupational titles.” This means that the 63 occupations ranked in the
10th decile (highest ranked occupations) are performed by 10 percent of
the population while decile number three, made up of an equal number of
people, is applicable to only nine occupations.

Results

The individual records (201 files) of 126 individuals in the Reserve unit
were reviewed. Fourteen were not suitable because major items were miss-
ing from the files of eight individuals and six sets of records belonged to
Negro members of the unit who had been excluded from the sample in
order to control the effects of race on occupational mobility.

Data for the military sample are based on the 106 usable sets of rec-
ords. In some tables N will not always equal 106, as occasionally an in-
dividual record would be incomplete for a single entry or interview data
conflicted with record data and I was unable to resolve the difference.

Table 4 depicts the age categories of the military and civilian sam-
ples : As will be noted later, 16 percent of the ER personnel had com-
pleted four years of college. Most tables in this study will show data for
“ER with four years college” and “other ER.” Only one US member had
completed college and is included in the US sample.

The average age and distribution of ages of the civilian sample are
very close to that of the military sample; this is to be expected in light of
the method used to select the civilian sample.

% For example, Bruce K. Eckland, “Ability, Higher Education and Occupational
Mobility,” paper presented at the 1965 meeting of the American Sociological Asso-
ciation, Chicago, Ill.; Peter M. Blau, “The Flaw of Occupational Supply and Re-
cruitment,” American Sociological Review, XXX (August, 1965), 475-490; Otis D.
Duncan and Robert W. Hodge, “Education and Occupational Mobility : A Regres-
sion Analysis,” American Journal of Sociology, LXVIII (May, 1963), 629-644.
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Table 4
AGES OF MILITARY AND CIVILIAN SAMPLES
Total
Age as of ER with  Other military  Civilian
July 1, 4 yr. col. ER US sample sample
1965 (N=9) (N=46) (N=51) (N=106) (N=282)
21 0 1 0 1 0
22 0 5 1 6 1
23 0 3 2 10 9
24 2 7 2 11 7
25 2 7 3 12 8
26 1 5 10 16 12
27 0 5 17 22 17
28 4 4 10 18 14
29 0 3 3 6 9
30 0 0 1 1 1
31 0 1 2 3 4
32 0 0 0 0 1
Average age 26.2 25.0 26.8 26.0 26.6

The distance an individual had moved from his father’s base status
was related to age of respondent to a degree. The average socioeconomic
index (SEI) change and decile change is shown below (Table 5) for both
the military and civilian samples by age groups.

This table shows most young men dropping in status early in their
occupational life. This would be expected in that one usually starts the
occupational climb from the bottom of his particular field. The younger
are at the bottom looking up, the older respondents have started to climb.
At age 24, both samples had achieved an average position higher than
that of their fathers; however, no definite pattern is evident.

From Table 5 there appears to be a slightly greater amount of mo-
bility for the military sample.

The education level of the two samples and the method of satisfying
the service obligation for the military sample is depicted in Table 6.

The civilian sample did not complete as much formal education as
did the military sample, the major difference being at the high school
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Table 5

AVERAGE SEI AND DECILE CHANGE FOR MILITARY AND CIVILIAN SAMPLES BY
AGE [SEI AND DECILE CHANGE : RESPONDENT’S PRESENT OCCUPATION (JULY 1,
1965) SCORES MINUS FATHER’S OCCUPATION SCORES]

Respondents Military sample Civilian sample
age as of SEI Decile SEI Decile
July 1, 1965 change change change change
21
22 —3.0 - 0.7 -39 0.0
23 — 4.5 0.0 —51 — 038
24 + 15.8 + 1.5 + 12.8 + 1.1
25 + 6.7 + 1.5 +5.0 + 0.4
26 + 23.5 +25 +19.1 + 1.7
27 + 7.4 +1.2 + 17.7 + 1.9
28 + 39.6 + 4.2 + 10.9 + 1.5
29 — 14.0 -~ 1.0 —-172 - 0.3
30 + 14.3 + 1.1
31 +22.5 + 3.0 -+ 12.8 + 0.6
32 +12.0 + 1.1
Average change + 12.6 + 1.5 + 9.4 + 0.97

graduation level. Of the 25 civilians not completing high school, only one
returned to local evening adult education classes and received an equiva-
lency diploma. Three attended apprenticeship instruction in skilled crafts.
Other than these four, no civilian participated in any form of educational
or training experiences after their initial departure from formal schooling.

In the military sample the draftee group is overrepresented by men
who did not finish or had only finished high school. Enlisted Reservists
were three times as likely to have had college education as were draftees.

Relationship between intelligence and mobility

There were no available data that would allow an analysis of the relation-
ship between intelligence and mobility for either sample; however, the
“General Technical” (GT) scores were available for the military sample.
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Table 7
GT SCORES UPON ENTRY INTO SERVICE
Total Percent-
for Range  age of
Education military of GT GTsless
level ER N US N sample N scores than 90

4 yrs. college 132 9 132 1 132 10 120-143 0%
Some college 127 15 122 S 126 20 100-140 0

HS grad 108 23 108 29 108 52 61-147 5
Less than
highschool 106 8 85 16 88 24 50-128 9
Average 118 102 110
Table 8

FATHER’S SOCIOECONOMIC STATUS IN CIVILIAN AND MILITARY SAMPLES BY
EDUCATION LEVEL OF RESPONDENTS

Education Average SES Average Decile
level SES range decile range
MILITARY
4 years college 36.6 14-90 7.3 3-10
Some college 321 15-50 6.3 2-9
HS graduate 35.6 9-76 6.2 2-10
Less than HS 14.0 7-19 3.0 1-4
Average 30.1 54
CIVILIAN
4 years college 37.1 12-92 7.1 2-10
Some college 342 11-75 6.3 2-10
HS graduate 33.3 6-80 5.8 1-10
Less than HS 14.9 4-21 3.1 1-5

Average 28.1 52
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While not directly correlated with other measures such as the “intelli-
gence quotient,” the GT score is to be interpreted as an equivalent index
of general intelligence. It is 2 combination of separate tests of arithmetic
reasoning, reading and vocabulary, and pattern analysis. A minimum
score of 90 is required for attendance at most Army service schools. GT
scores range from 40 to 160 with 100 representing the average.

Table 7 shows the average GT scores for the military sample in
terms of educational level and service category (i.e., ER or US). As might
be expected, GT scores varied directly with the educational level of the
sample.

Using Duncan’s scale 1 determined the childhood socioeconomic
status of the civilian and military samples, using respondents’ fathers’ oc-
cupation at the time respondents were in the eighth grade as a base. Table
8 depicts the social origin of the samples in relation to the amount of ed-
ucation received by the respondents.

The relationship between father’s status and service category (US or
ER) is shown in Table 9.

Table 10 depicts the change in socioeconomic index scores and dec-
ile ratings for the military sample by service categories (US or ER).

Table 5 revealed that members of the military sample were slightly
more mobile than their civilian contemporaries. While the difference is
slight, it is clearly present. For the younger men, all of whom lost ground
relative to the father, those in the military sample lost the least. The ques-
tion still remains as to the reason for the differential, since in addition to
the major difference between the samples, military or nonmilitary, there
also existed a slight difference in educational attainment (see Table 5).
Later discussion will show, however, that within the military sample, lack
of extended formal schooling (prior to active duty) did not necessarily
work against mobility.

Mobility within the military sample

Table 10 clearly shows a much greater degree of mobility for the draftees
compared with the Enlisted Reservists. Yet earlier tables (6, 7, 8) showed
the draftee to have come from a lower childhood socioeconomic level, to
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Table 9

FATHER’S SOCIOECONOMIC STATUS BY LATER SERVICE CATEGORY (US OR ER) OF
RESPONDENTS

Childhood Childhood

Childhood Childhood average decile
Category average SEI SEI range decile range
ER 4 year college 45.8 14-90 7.2 3-10
Other ER 40.8 9-76 7.1 2-10
Total ER 42.0 9-90 7.1 2-10
uUsS 21.5 7-44 5.1 1-8
Table 10
CHANGES IN SOCIOECONOMIC STATUS BY SERVICE CATEGORY
Socioeconomic index Decile
Position Position
Child- priorto  Position Child- priorto Position
Service hood active July 1, hood active  July 1,
category base duty 1965 base duty 1965
ER 4 year
college 45.8 ...0 70.0 72 ...8 9.8
Other ER 40.8 31.3 43.6 7.1 6.1 7.6
Total ER 42.0 31.7 49.9 7.1 6.1 8.1
US 21.5 21.4 42.6 5.1 4.7 7.0

¢ Student at time, no score available.

have completed less formal education, and to have lower GT scores; the
latter two probably resulting from the former.

Effect of service school attendance

Table 11 compares SES and decile changes for the two subcategories of
the military sample as regards service school attendance.?®

Both overall and within the ER and US categories, attendance at
service schools did not seem to affect mobility; in fact, having not at-
tended seems to be advantageous. This is not to minimize the effects of
service school attendance on later civilian occupational mobility for, as

® Duncan, op. cit., “A Socioeconomic Index for All Occupations,” p. 129.
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Table 11

RELATIONSHIP BETWEEN SOCIOECONOMIC INDEX / DECILE CHANGES AND SERV-
ICE SCHOOL ATTENDANCE

Sent to service school Not sent to service school

Service SES Decile SES Decile
category N change  change N change  change
ER 39 + 5.8 + 0.9 16 + 12.3 + 1.5
UsS 32 +20.2 + 2.4 19 +22.4 424
Total 71 +12.3 + 1.6 35 +17.8 + 2.0

Table 12

REASONS GIVEN BY MILITARY SAMPLE FOR NOT HAVING ATTENDED ON OR OFF
DUTY EDUCATION CLASSES

Substance of answer N Percentage Composition
On active duty only 6 months—no time 42 39.6% All ER
Military duties did not permit, too
much field duty 24 22.7 20 US, 4 ER
Not interested in program 30 28.3 21US, 9 ER
I did participate 10 9.4 AllUS
Totals 106 100.0%

was pointed out earlier, the soldiers attending the extended service school
courses are usually not the US or ER. For this study, however, service
school attendance cannot be credited with the increased mobility of the
military sample when compared with civilians, or the draftee when com-
pared with the enlisted reservists.

Effects of army education program

Of the 106 members of the military sample only ten participated in any
aspect of the education program of the Army. Table 12 depicts the an-
swers given by those in the military sample to the question, “If you did
not attend any education classes (on or off duty) while on active duty,
why not?” (To a similar question civilian respondents indicated an even
greater apathy to furthering their education. Ninety percent of the civilian
sample were either “not interested” in adult education programs offered
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in the community or said they had not even considered participation. Only
9 percent indicated their job interfered with any desire to engage in fur-
ther schooling. As pointed out earlier, only one man had taken any adult
education courses. )

Note in Table 12 that all participants in the education program were
draftees. That Enlisted Reservists did not participate (and the excuse
given) is reasonable. Even though informed of educational opportunities
during basic training, the ER was in no position to initiate such a program
of study. Even though a man need be on active duty but 120 days to be
eligible for USAFI courses, the ER was probably half way through his six
months’ active duty before he had much opportunity seriously to consider
such an undertaking.

The extent of participation by the ten draftees is of interest. Of the
ten participants, nine had failed to complete high school upon entering
the service; in fact, two had no high school instruction at all. Seven of the
top ten most popular USAFI courses are high-school-level courses, indicat-
ing that the major accomplishment of USAFI probably lies in the area of
upgrading the education of the soldier with less than twelve grades of
formal schooling—the Army’s minimum goal for enlisted men.?’

Table 13

TYPE PARTICIPATION IN ARMY EDUCATION PROGRAM

Extent of participation Number

Received 4th-grade-level instruction and equivalency certificate
Received 8th-grade-level instruction and equivalency certificate
Received high-school-level instruction and graduation equivalency
Started high-school-level instruction, did not complete testing
Attempted college-level GED equivalency testing, failed

= s O\ bk e

#The ten USAFI courses with the largest enrollments (world-wide), in order of
their popularity, are as follows:

Subject Academic level Subject Academic level
Beginning Algebra I High school Review Arithmetic High school
Practical English Usage I High school English Composition I College
General Mathematics I High school American History I High school
Ninth Grade English I High school General Science I High school
Introduction to Electronics I Technical College Algebra College

(Data from personal letter from C. L. Munden, Director of USAFI, Madison, Wis.,
June 26, 1964.)
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How mobile were the ten USAFI participants? They gained an aver-
age of 33.5 SES points and raised themselves 4.5 deciles (compared with
nonparticipating draftees, who gained 12.9 SES points and 1.3 deciles).
The average gain for the six who completed the high school program
while on active duty was 48.3 SES points and 6.0 deciles!

The interest in the education program (while on active duty) is re-
lated to the aspirations of the samples. To the question, “What do you
think you will be doing five years from now?” replies were as depicted in
Table 14. Of the civilian sample, the outlook was 52.3 percent seeing pos-
sible improvement and 47.7 percent seeing little or no change.

Social maturity

While much of the mobility differential in favor of the draftee may be at-
tribute to on- or off-duty education participation, it should be noted that
draftees not participating still gained 12.9 SES points and 1.3 deciles over
their fathers. Table 10 revealed that the average change for the ER was
7.9 SES points and 1.0 decile. I attribute this difference to the third
broad advantage available to a young man through active military service
—social maturity. Miller and Form point out that management considers
one of the functions of the schools that of inculcating “proper work atti-
tudes” such as punctuality, regularity, and persistent application.28 The
disciplined way of life required of a soldier by the Army may serve to
supplement or complement this function of secondary education. The

Table 14

RELATIONSHIP BETWEEN PARTICIPATION IN ARMY EDUCATION PROGRAM AND
ASPIRATIONS OF OCCUPATIONAL IMPROVEMENT 5 YEARS FROM NOW

Percentage Percentage
Reason for (not) seeing seeing no
participating in program improvement  improvement
Military duties did not permit (N = 24) 58.4% 41.6%
Not interested in program (N = 30) 30.0 70.0
Did participate 80.0 20.0

* William H. Form and Delbert C. Miller, Industry, Labor and Community (New
York : Harper and Brothers, 1960), p. 257.
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draftees in this study had less contact with formal education prior to ac-
tive duty than did the Enlisted Reservist and they were exposed to the
rigors of service life for a period four times as long.

Respondents in the military sample were asked whether their active
duty was of any benefit to them. Fifty-seven (54 percent) felt that they
gained nothing?® while 49 (46 percent) saw some positive results of their
service experiences. Of the 49, 15 felt that they got better jobs because of
their active duty and 34 felt that their service experience helped them to
perform their present job better.

Summary

A major inducement for enlistment, and a frequent justification for the
drafting of men without occupational skills, consists of the prospect of
opportunities for technical training in Army schools, or for completing or
supplementing their preservice academic experience. An attempt was
made to measure the effects of military service by comparing the improve-
ment in socioeconomic status from that of the respondents’ fathers, in a
military and civilian sample. The military sample consisted of members
of a Reserve unit, comprised of Enlisted Reservists and ex-draftees. The
civilian sample was matched for age, ethnic origin, and other significant
variables, All members of both samples were white. It was found that al-
though draftees entering the service were lower in socioeconomic status
than either their civilian age mates or Enlisted Reservists, they made sig-
nificantly more progress in improving their socioeconomic status. The im-
provement was attributed to academic achievement in the service and
social maturation.

Appendix : Army education center, Fort Carson,
Colorado
PARTICIPATION IN ARMY EDUCATION PROGRAM FY 65 1 JULY 64—-30 JUNE
65
Completed High Schootl 1,587 Enlisted Men
Completed Two Years College 16 Officers

» Six of them had attended USAFI courses and had received equivalency certifi-
cates. Included in the 57 negative answers are those indicating “love of freedom be-
cause the Army took it all away,” “met a girl,” and the like.
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Completed College Degrees 20 Officers
1 Warrant Officer
2 Enlisted Men

Total 23

Passed Army Language Proficiency Test 66

ENROLLMENTS IN EDUCATION PROGRAM

College Enrollments with University of Colorado

and Southern Colorado State College 424 Officers
1,155 Enlisted Men
Total 1,579
MOS Related Enrollments :
Clerk Typing 582
Electronics 83
Tuition Assistance 52
Foreign Languages (German, French,
Russian, Spanish, Korean, Vietnamese) 1,094
Total 1,811
Preparatory Education Classes 812
Correspondence Courses
High School Level 227
College Level 271
Total 498
Tests Administered
High School GED 10,738
College GED 1,368
End of Course 1,496
Placement and Achievement 1,886

Total 15,488






Conclusion :

implications

for change

ROGER W. LITTLE

The National Advisory Commission on Selective Service in 1967 pro-
duced a report that set forth a program of reforming Selective Service.
The main thrust of these recommendations was to improve the effective-
ness of the administrative machinery of Selective Service by a more uni-
fied system and to increase the universality of the risks of service by elim-
inating various types of deferments. The specific recommendations of this
report are compatible with—and in fact, built on—the type of institu-
tional analysis presented in this volume. Organizational reform is central,
as long as there is a need to rely on a Selective Service System. In fact,
even if Selective Service is abolished, reform of the organization for vol-
untary recruitment and of policies of military manpower utilization will
be even more required.

The findings of these papers point to at least three basic problem
areas that stand above, so to speak, the numerous specific recommenda-
tions that will be debated for decades to come. First, there is the necessity
for unifying and integrating the several programs and agencies involved
in voluntary recruitment and Selective Service. Second, there is the prob-
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lem of establishing a broader definition of eligibility for service, one that
will permit maximum participation consistent with organizational effec-
tiveness. Third, there is a requirement to establish a coordinated military
manpower policy, embracing Reservists and volunteers as well as draft-
ees. Basic to such a policy is a common definition of what constitutes ful-
fillment of the service obligation.

The evaluation of agencies for manpower procurement indicates the
need for substantial changes in organization and direction of effort. Volun-
tary recruitment agencies perform an essential function by providing infor-
mation in the local community as well as in obtaining long-term enlistees.
However, their operations are isolated from the Selective Service System
and Reserve recruitment activities. In the past, recruiters have tended to
compete with Selective Service for the same limited segment of the man-
power pool. However, recruiters have enlarged the universe of procure-
ment by inducing unregistered youths and exempted or deferred cate-
gories of registrants to enlist. Although the number of such programs is
small (such as for seventeen-year-old youths and college students for
Officer Candidate Schools), their success is evidence of the potentially
increased effectiveness of recruiting as a specialized form of manpower
procurement.

The essays by Davis and Dolbeare and by Wamsley document the
obsolescence of the procurement echelons of the Selective Service Sys-
tem : the local boards. The boards had the original objective of permitting
the classification of registrants in categories of relative availability by
older citizens with personal knowledge of the registrant and his commu-
nity. On a national basis, the local board also had the effect of distributing
the burden of service in the society on an equitable geographical basis.
Problems are created by the indefinite tenure of board members, the am-
biguity and diversity of criteria used in classification actions, and the fact
that the boards are much less influential in the classification process than
is asserted by the Selective Service System.

Our analysis suggests that the values of the local board system as an
opportunity for community participation in military manpower procure-
ment should be combined with the expertise and service identifications of
the voluntary recruiters. The assumption that local communities would
consider this consolidation repugnant is no longer tenable. The recruiting
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stations of the armed forces are viewed in a more positive perspective
than when conscription was introduced during the Civil War. The opera-
tional consolidation of voluntary recruiters and local board activities
would enhance the development of joint policies.

The second major issue discussed in this volume is pointed toward
the need for a redefinition of the initial term of eligibility for service. The
essay by Roff indicates that many youths with records as juvenile delin-
quents could be effectively utilized in the armed forces by a careful dis-
crimination of the nature of the behavior as measured by the level at
which the delinquent was confined. The essay by Moskos analyzes the
overutilization of the Negro in military service, and the implications of
his relatively higher rate of participation for American society. Finally,
Katenbrink’s study indicates the effects of military service on educational
status and occupational mobility. These are three crucial areas of military
manpower policy.

These essays indicate some underlying assumptions of military man-
power policy that have remained untouched by the present draft contro-
versy. For example, the escalation of entry requirements and the insist-
ence on an inflexible term of service——policies within the discretion of the
armed forces—tend to aggravate the problems of inequity in selection for
service. Both tend to restrict the rate of voluntary participation in military
organization and consequently shift the burden of discriminating among
those who are eligible to serve.

One such assumption is that more rigid entry standards are neces-
sary in order to satisfy the higher technological requirements of modern
military organization. However, the assumption of the necessity for in-
creased aptitudes for technical skills does not apply to all positions in the
armed forces or even to a major fraction of them. It is plausible to as-
sume that the requirements for training wheeled-vehicle mechanics, mili-
tary police, medical aid men, and clerks, as well as basic infantrymen and
seamen, have not changed as markedly as for the often mentioned but less
frequently trained electronics technicians. More complex technology does
not involve a corresponding increase in more highly trained personnel.
Trends in industry suggest that job titles are often upgraded while the ac-
tual skill levels are reduced. This also occurs in military organization be-
cause operator skills are increasingly built into the design of complex
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weaponry. Requirements for operator skills are thus transferred to the
repair and maintenance level. Even there, however, the designed com-
plexity of weaponry is such that a defective component is more efficiently
replaced than repaired, thus actually permitting a reduced skill level.

Spokesmen for military organization often reject proposals for
changes in present initial term requirements for reasons other than indi-
vidual or unit military effectiveness. An increased volume of recruits
would expand the training mission that has traditionally held a lower
priority than operational requirements. Training duties are thus less
highly valued as an assignment in the career perspectives of professional
officers.

The third and final issue with which we have been concerned is the
necessity for establishing a coordinated military manpower policy. The
need for such a policy is indicated by the fact that all three procurement
agencies—voluntary, Reserve, and the draft—now operate with separate
sets of entry requirements and contingencies in service. Thus the problem
of equity is not entirely in the chances of service, but also in the mode of
fulfilling the service obligation. One unfortunate consequence of the em-
phasis on the draft is that it has diverted attention from the larger issue
of the inequities among the various ways in which service obligations may
be fulfilled. The ultimate victims of this lack of coordination in military
manpower policy are the youths who must bear the burden. For example,
a draftee whose service includes a year in Vietnam remains obligated for
an additional year of weekly drills in a Reserve unit, with age-mates
whose active service was probably limited to six months of active duty
training. Meanwhile, the three-year enlistee from their neighborhood is
excused from all Reserve obligations, regardless of the sacrifice that his
service might have involved. These inequities are clearly not related to
the draft as a procurement method, but are the effects of a military man-
power policy that is preoccupied with procurement and neglects the serv-
ice experience itself and its sequel.

We would assert that more effort should be directed toward equaliz-
ing the conditions of service rather than the method of entry alone, by the
development of a more equitable definition of what constitutes fulfillment
of the service obligation. Under present arrangements, the draftee is
doubly penalized, first by the method of his selection, and secondly by
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the requirement that he remain actively affiliated with the Reserves. On
the other hand, the enlistee is doubly favored by the opportunity for spe-
cialized training, and thereafter by being excused from the Reserve affili-
ation. Even more fortunate, of course, are those who can so arrange their
careers as to obtain deferments, and consequently serve only briefly or are
missed completely.

The ultimate question that military manpower policy must answer
in a democratic society is why all who are qualified cannot serve if indeed
some must serve under the threat or fact of conscription. Substitute meth-
ods of selection that seek to eliminate the inequitable chances of service
of recognizable segments of the society—and thus subdue their protest—
may well create a new division more dangerous than the first : a distinc-
tion between a minority whose service entitles them to special claims on
national values, and a majority who have not served at all. Innovations
are required that will increase the fact and rate of participation as long
as conscription is at all required. Our objective in these essays has been
to promote the development of such a policy.
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