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The research staff is grateful for critical reviews provided by the Office of the Deputy
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contributions of Colonel Keith Maxie (USA, ret.) and the Office of the Deputy Assistant Secretary
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benefited from special tabulations provided by the Defense Manpower Data Center.






Executive Summary

The American Military iswidely viewed as a pioneer in providing equal opportunity for
its uniformed members. From the 1948 Executive Order signed by President Harry S. Truman that
formally began the long process of racial integration to more recent admission of women into most
military occupational specialties, the Military Services have compiled arecord of providing equal
opportunity that often exceeds the progress of civilian society.

That record has been achieved only through constant effort and self-examination, and it
will be maintained and improved only through continuing effort. Itisin this spirit of self-
examination and improvement that this study was undertaken.

The study reviews the key stages of officer career progression: recruiting, commission-ing,
training, assignment, evaluation, promotion, and retention. It islimited to active duty
commissioned officers in the four military branches of the Department of Defense, and examined
data collected through 1997. The study employed several approaches to analyzing the career
progression of minority and female officers, including trend analysis, statistical modeling, and
focus groups and interviews.

This report sets out the findings of the study and suggests a number of actions that could be
taken to improve the process of providing equal opportunity to minority members and womenin
the officer corps.

Demographic Characteristics of the Officer Corps

There were about 212,000 active-duty commissioned officersin 1997, with two-thirds of
them in the Army and Air Force. The distribution of officers by grade shows that four out of five
were at the level of O-1 through O-4 (2™ lieutenant/Navy ensign to major/Navy lieutenant
commander), with the mgjority of these at O-3 (captain/Navy lieutenant). Lessthan one-half of one
percent were in the very highest grades of O-7 through O-10—general and flag officers—
reflecting the pyramidal structure of the military organization.

Eligibility for promotion is directly related to an officer’ s tenure in the military; as aresult,
changes in representation among all groups at the highest ranks occur relatively slowly. For
example, in 1973 at the inception of the All-Volunteer Force (AVF), Blacks comprised 2.8 percent
of military officers. Those Black officers commissioned in 1973 would only now (1999) be
ascending to general and flag officer ranks. At the same time, those commissioned in 1997—
when Black representation had risen to 7.5 percent—would likely see the first of their peers
promoted to O-7 around the year 2023.



Minority and Women Officers

Major Findings

The report details a rich array of information that will be valuable to senior leaders of the
Department of Defense and the Military Services in their continuing efforts to provide and
improve equal opportunity. Below are excerpted a number of the major findings of the study.

Overall

* In the two decades from 1977 to 1997, representation of racial minorities and women
among active duty commissioned officers more than doubled. (See figure below)

%+ Minority representation rose from 7.0% to 15.3%.
% Female representation rose from 5.9% to 14.1%.

%+ These patterns of increasing minority and female representation held for all four
Services as well.

Minority and Female Active Duty Commissioned Officers (Total DoD):
Fys 1977 and 1997

18

15.3
16 bo1977

14.1
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Percentage

All Minorities Black Women

» There are no DoD-wide goals for commissioning minorities and women as officers, but
the Services recognize the need for a diverse force and have separate accession objectives
concomitant with their specific manpower requirements, and this approach has proved
successful.
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* Representation of minority members and women among active duty officers increased
during the drawdown of military forces during 1987-1997, despite concerns that the
reduction in forces would trigger a “last in, first out” phenomenon to the detriment of
minorities and women.

>

The representation of males declined from 89.0% to 85.9% during the 1987-1997
period.

o
25

>

o
25

The percentage of women increased from 11.0% to 14.1%.

>

o
25

White representation levels declined from 89.2% to 84.6%.

X/
X4

Black representation rose from 6.5 to 7.5%.

L)

X/
X4

Hispanic officers increased from 1.7% to 3.1%.

.,

X/
X4

Other minority officers increased from 2.6% to 4.7%.

.,

Officer Accessions

» The Services have been successful in accessing Black officer candidates in a greater
proportion than their presence in the college-educated national population. In 1997,
while Blacks accounted for 7.2 percent of college graduates 21-35 years old, they made
up 8.5 percent of all officer accessions.

» A number of Service programs to identify potential minority candidates and assist them in
obtaining a commission appear to play a part in success demonstrated through minority
accession figures.

» For the future, the number of members who are college graduates in the nation aged 21-
35 appears sufficiently large so Services should be able to provide representation
comparable to the American population.

» Although the representation of Blacks among new officers has increased, they have been
underrepresented among officers commissioned through the Military Academies and
Reserve Officer Training Corps (ROTC) scholarship programs. This is significant since
Academy training or ROTC backgrounds (often with technical training provided by
scholarships) have been important for advancement in the military. Women have been
similarly underrepresented from these sources.

* Many minority members, and, to a lesser extent, women may start their careers at a
disadvantage because of pre-entry differences in academic achievement and lower
representation in fields of study of most interest to the military.
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Job Assignments

» Women and minority officers tend to be concentrated in administration and supply areas,
and underrepresented in tactical operations, the area that yields two-thirds of the general
and flag officers of the Services.

* Minority representation in aviation has risen recently, but remains low. Aviation is a
greatly valued path for officers, bringing rewards and career opportunities in both the
military and later in the private sector.

» Research suggests that the under-representation of minorities in aviation is rooted in the
accession and training systems; e.g. proportionately few minorities are selected for
aviation, and flight school attrition rates for minorities have been relatively higher.

» Achieving increased representation of minorities and women among general and flag
officers will largely depend on increasing their numbers in career-enhancing occupations
in lower ranks. Such assignments have been taking place with increasing frequency.

Performance Evaluation and Career Progression
e Compared to White men:

«* Promotion rates for White women are about the same

+«+ Promotion rates for Black men and women are lower up to the critical O-4 point, then
about the same thereafter

R/

%+ Black men generally remain on active duty longer

» Overall, the net effect of these patterns is:

+ Black men and White men have similar tenure on active duty

% Black and White women leave military service earlier on average than White men

* A number of factors other than job performance were identified as possible contributors
to differing promotion rates for minorities and women:

+¢+ Educational/precommissioning preparation
R/

+ Initial assignments contributing to a “slow start”

%+ Limited access to peer and mentor networks

» Disproportionate assignment of Black officers, to the extent that it exists, to positions in
recruiting, ROTC, and equal opportunity—while intending to boost minority recruiting—
pulls them from their operational units and may actually hinder their career progression.
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» Some Black officers feel they have more difficulty building competitive performance records
for review by promotion boards. However, nearly all officers believed promotion boards are
fair, given the information presented.

Perceptions and Equal Opportunity

«  Some minority and female members believe they are held to a higher standard than
majority race/male colleagues and, especially women, believe that they must pass “tests”
to demonstrate their worth on the job.

«  Officers who felt they had been discriminated against generally believed that the act was
committed by an individual rather than by the institution.

« Many women and minority officers felt that, overall, they had been treated fairly and that
the equal opportunity climate was not better, and probably worse, in the private sector.

Substantial, continuing efforts to provide equal opportunity have proved to be effective in
contributing to the success of the All-Volunteer Force. The recruitment, selection, assignment,
training, retention, and development of qualified men and women from diverse racial/ethnic
backgrounds, while challenging, are both required by the demands of fairness and by the
demands for maintaining the highest levels of individual productivity and military readiness.
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Chapter 1
Introduction

The American Military is often hailed as a pioneer of equal opportunity among the
nation’s institutions—Dblazing a trail for racial and ethnic integration in military units and
occupational specialties, and for the employment of women in nontraditional fields. The
integration of Black Americans in the military is a prime example.~ “It began in 1946, was
spurred on by President Truman’s 1948 Executive Order, E]nd was finally achieved in 1954—a
full decade before the omnibus Civil Rights Act of 1964.” “The military had a head start in
terms of desegregation, and ... most informed observers agree that [it] ... leads the nation ... andd's
still ahead of most civilian institutions in terms of providing equal opportunitjes to minorities.”
“In no other American institution has [B]lack achievement been so notable.”™ Evidence of the
military’s continuing interest in equal opportunity can be found in its many efforts at self-
improvement over the years, as well as in its constant monitoring of programs, scrutiny of trends
in population representation, interE]aI surveys and studies of its personnel, and aggressive
approach to management training.

Notwithstanding these achievements, few would maintain that the military’s work is
done. Thus, the Department of Defense and the Military Services continue to expand efforts to
ensure that the military is strengthened by the contributions of men and women with diverse
racial, ethnic, and cultural backgrounds. To this end, this report documents officer career
progression patterns and recommends ways to improve the flow of minority and female officers
from recruitment through general and flag officer ranks.

! Stephen E. Ambrose, “The Military and American Society: An Overview,” in Stephen E. Ambrose and James A. Barber, Jr.,
eds., The Military and American Society (New York: The Free Press, 1972), p. 16.

2 Mark J. Eitelberg, “Military Manpower and the Future Force,” in Joseph Kruzel, ed, American Defense Annals, 1993 (New
York: Lexington Books, 1993), p. 147.

% Edwin Dorn, “Blacks in the Military,” Government Executive, February 1991, p.28; and “Integrating Women into the
Military,” The Brookings Review, Fall 1992, p.5.

* Charles C. Moskos, “Recruitment and Society after the Cold War,” in Mark J. Eitelberg and Stephen L. Mehay, eds., Marching
Toward the 21* Century: Military Manpower and Recruiting (Westport, CT: Greenwood Press, 1994), p. 143.

® The military’s aggressive approach is highlighted in Review of Federal Affirmative Action Programs, Report to the
President (Washington, DC: Government Printing Office, July 19, 1995), Section 7. A General Accounting Office report
also reviews DoD Studies on Discrimination in the Military, NSIAD-95-103 (Washington, DC: GAO, April 1995). The
Defense Equal Opportunity Management Institute (DEOMI), successor to the Defense Race Relations Institute (created in
1971), has trained more than 13,000 equal opportunity service advisors and advises DoD on equal opportunity policy.
DEOMI also supervises administration of the Military Equal Opportunity Climate Survey. DoD requires each Service to
maintain and review affirmative action plans and to complete an annual “Military Equal Opportunity Assessment” report.
DoD conducts numerous other surveys, including a recent evaluation of sexual harassment. The Directorate for Accession
Policy, Office of the Secretary of Defense, publishes an annual report on military “population representation” (first issued
in 1974), that contains a wide array of information related to equal opportunity concerns. These are just a few of the many
activities that support the military’s efforts in behalf of equal opportunity. A critical review of the military’s achievements
can be found in James Kitfield, “Preference and Prejudice,” Government Executive, June 1995, pp. 23-26, 29, 64.
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President Clinton, among many others, has praised the American Armed Forces as a
model of equal opportunity, noting that *“there are more opportunities for women and minorities
[in the military] than eﬁer before, [with] over 50 generals and admirals who are Hispanic, Asian,
or African American.” Indeed, the President’s Affirmative Actiﬁn Review praised today’s
military leadership for its full commitment to equal opportunity.” “[T]he military has made
significant progress [providing] incr&ased opportunities for minorities, ... although more remains
to be done, particularly for women.”

It is also clear to those who have studied the Armed Forces that differentials in
representation still exist, despite the military’s successes of the past several decades. Specific
areas of concern are (1) the low representation of minorities and women at the flag and general
officer ranks; (2) the relative underrepresentation of women and minorities in certain career
tracks (such as aviation); and (3) the apparent differences in perceptions between Whites and
minorities, and between men and women about evaluations, promotions, and assignments. This
study addresses these concerns as well as other related issues.

The Officer Pipeline

This report represents a review of the programs and processes by which women and
minorities become officers, pursue their careers, and advance through the ranks. Officer career
progression begins within American society—in the general population of young people
qualified, available, and interested in joining the military and becoming officers—and it
continues through the highest levels of military leadership for a small fraction of those who
entered.

An individual’s progression through the military’s officer corps can be marked at points
of recruiting, precommissioning, commissioning, promotion, and retention. Unlike the practices
of other organizations or employers in American society, entry into the military occurs almost
exclusively at the junior enlisted and officer grades—with very limited lateral entry.

Aside from direct appointments—for persons who are professionally qualified in
medicine or other health fields, in law, and as chaplains—commissioned officers begin their
military career at the lowest grade. No one is “hired” to be a major or colonel or admiral. Senior
positions in the organization’s rank structure are filled through a system that advances personnel
strictly from within, based on time in service, ability, and performance criteria. Thus, the
military’s majors, colonels, and admirals must be a subset of the human resources that enter the
system at its origin.

As of Fiscal Year 1997, there were 62 members of racial or ethnic minorities serving in
the general or flag officer grades in the active duty Armed Services, representing 7 percent of all

& Bill Clinton, “Remarks by the President on Affirmative Action,” The Rotunda National Archives, July 19, 1995. See also
Charles C. Moskos and John S. Butler, Be All You Can Be: Racial Leadership and Equality the Army Way (New York: Basic
Books, 1996), and Martin Binkin, Who Will Fight the Next War: The Changing Face of the American Military (Washington, DC:
Brookings Institution, 1993).

7 Affirmative Action Review: Report to the President, The White House, July 19, 1995.

8 Ibid., pp. 40, 42, 44.
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general and flag officers. At the same time, there were 20 women officers at this level,
accounting for just over 2 percent of all general and flag officers. It takes about 26 years—based
on historical averages—for an officer to become an O-7 (a “one-star” general or admiral) from
the time of commissioning. Consequently, the 1997 population of women and minority generals
and admirals likely entered the officer corps in 1971 or earlier.

Officer career progression for women and minorities has changed dramatically over the
years since today’s senior leaders were first commissioned. As of 1997, there were 4,092 women
in paygrade O-1 (14 percent of all O-1s) and 4,882 racial/ethnic minorities (20 percent of all
entry-grade officers). A portion of these young officers will progress through the system and one
day rise to be generals or admirals. That day will likely occur around the year 2023. The
challenge is to provide equal opportunities for all members who perform at a high level and
desire a full military career.

Antecedents of Change

Although this report does not review the full history of women and minorities in the
military’s officer corps, it highlights changes that have occurred with respect to women and
minorities in the military and the way in which opportunities for the full participation of these
groups have expanded. America’s first Black general officer was Benjamin O. Davis, who
initially entered the %{my in 1898 and was promoted to the rank of brigadier general 42 years
later at the age of 64.° The first woman general officer was not appointed for another 30 years. In
June 1970, Anna Mae Hays, Army Nurse Corps, and Elizabeth P. Hoisington, Director of the
Women’s Army Corps, became the Army’s first female brigadier generals. These three cases of
“firsts” for the military—one racial minority and two women—are separated by decades of
history as well as very different circumstances or conditions of service.

When Benjamin O. Davis was nominated by President Franklin Roosevelt to become the
Army’s first Black general, the opportunities for Blacks to serve as commissioned officers were
severely limited. ™ By the end of World War I, records showed that there were 7,768 Black
commissioned officers—representing less than 1 percent of Blacks in the Army, compared with
approximately 11 percent for Whites. Army policy during the war restricted Black officers to
certain units and grades and stipulated that no White officer could be outranked by a Black
officer in his unit. This particular policy often operated to keep Black officers from advancing
above the rank of lieutenant—leaving only seven Blacks among the Army’s 5,220 colonels ﬁd
Davis as the sole Black among the Army’s 776 generals throughout the Second World War.

The opportunities for women, too, were limited in the officer corps. Prior to 1967,
women could not be promoted to general and flag grades. There were limited opportunities for
promotion to O-6, and restrictions on the number of women who could serve: an overall 2-
percent ceiling on women in the military, a 10-percent ceiling on the numbers of female regular

® Ulysses Lee, United States Army in World War 11, Special Studies: The Employment of Negro Troops (Washington, DC:
U.S. Government Printing Office, 1966), p. 79.

10 See Jack D. Foner, Blacks and the Military in American History (New York: Praeger Publisher, 1974), p. 146.

1 Ipid., p. 150.
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officers who could serve as permanent O-5s, and a 30-percent limit on Navy female line officers
in grades above lieutenant.

Racial/ethnic minorities other than Blacks—including persons of Hispanic descent,
Native Americans, Asian/Pacific Islanders,ﬁwd others—suffered through many of the same
exclusionary practices that affected Blacks.™ During World War 11, for example, second- and
third-generation Japanese Americans who joined the military were viewed with distrust and
assigned to all-Nisei units. It was not until 1976 that the first Japanese American, Theodore S.
Kanamine, rose to the rank of a general officer in the Army. The first Hispanic American to
ascend to this level was David G. Farragut, appointed as an Admiral of the Navy in 1866 after a
brilliant career during the Civil War, but it would then take another 100 years for the next
Hispanic American to be appointed as a general officer: Richard E. Cavazos, who went on to
became the Army’s first Hispanic four-star general.

When considering the progress and prospects for minorities and women in the officer
corps, it is important to note that the two groups face somewhat different issues in their career
progression. Whereas equal opportunity and treatment are consensual goals in the case of
racial/ethnic minorities, debate continues within the Defense community about the appropriate
roles for women in the military.

The level and degree of participation by women are influenced by many factors, including
gender differences in qualifications, career interests, concerns about unit cohesion, and combat
restrictions. There have been no institutional restrictions on career fields or assignments for
Blacks and other minority males since President Truman signed Executive Order 9981 in 1948.
Although restrictions have been removed for women over time (most notably in the 1992-94
period), women are still subject to the combat exclusion restriction from about 30 percent of
Army and Marine Corpsjobs; in contrast, they can perform in all but 1 percent of Air Force and
9 percent of Navy jobs.

Study Scope and Methodology

This report reviews the key stages of officer career progression: recruiting,
commissioning, training, assignment, evaluation, promotion, and retention. It is limited to active
duty commissioned officers in the four military branches of the Department of Defense. By
definition, this excludes reservists, warrant officers, limited duty officers, and members of the
Coast Guard.

The study employs several approaches to analyze the career progression of minority and
female officers. Descriptive statistics covering the period 1973 to 1998 are used to show the
trends by Service and paygrade in minority and female representation in the officer corps.

12 Members of other groups—including persons of ethnic origins not listed here, members of various minority religious groups,
and so on—may likewise have experienced prejudice at various times in U.S. history. This discussion does not intend to slight
these groups, but rather to limit the study focus to larger categories of minorities defined by race, ethnicity, or gender.

3 For an extensive discussion of the integration of women in the military, see Race and Gender Differences in Officer Career
Progression (Santa Monica, CA: RAND, forthcoming), Chapter 5. See also Margaret C. Harrell and Laura L. Miller, New
Opportunities for Military Women: Effects upon Readiness, Cohesion, and Morale (Santa Monica, CA: RAND, 1997),
Chapter 2.
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Similarly, the patterns in recruiting, commissioning, training, and assignment to military
occupations are presented in tables and graphical formats that emphasize the important trends
over the past 25 years.

To estimate the overall differences in officer retention and promotion rates between
majority white men and women and minorities, the study uses multiple regression techniques.
Data from more than 76,000 officers who entered in selected years from 1967 to 1991 were
analyzed. Promotions were tracked through the O-6 level and excluded direct commissions
(health professionals, lawyers, and chaplains) which, because they are managed separately, their
service experiences are generally dissimilar from those of most other officers. To further
investigate whether differences in promotion rates may be due to race/ethnicity or gender,
statistical models were estimated for Navy and Marine Corps officers in selected year groups
from 1985 to 1990 (Navy) and 1993 to 1994 (Marine Corps) using detailed data from the officer
evaluation (or fitness) reports.

Finally, the study used data collected from interviews and focus groups with officers and
other individuals to obtain information about how the officer career and promotion system is
intended to run, how it is perceived to operate, and how it actually operates. For this part of the
analysis, direct commissions again were excluded.

Organization of the Report

The following chapter provides a brief overview of the participation of women and
minorities in the military’s officer corps, followed by a description of the current composition
and the effects of the recent Defense drawdown. Chapter 3 highlights the initial stage of the
officer pipeline—recruitment—and compares certain characteristics of military personnel with
their civilian counterparts. Chapter 4 provides a discussion of job assignment with special
emphasis on minorities and women in aviation. Chapter 5 examines the relationship between
race and gender and the probabilities of promotion and retention. Chapter 6 describes the officer
evaluation system and its role in promoting equal opportunity. Chapter 7 discusses women and
minority officers’ perceptions regarding equal opportunity. Conclusions and recommendations
are presented in Chapter 8.



Chapter 2
Overview of the Officer
Corps

The number and percentage distribution of active duty officers for selected years are
shown in Table 2-1. End-strength of the officer corps was just above 300,000 at the inception of
the All-Volunteer Force (AVF) in 1973. It declined through the late 1970s, and then increased to
more than 290,000 by 1986—the result of a planned defense buildup. The defense downsizing,
begun in the late 1980s, reduced the force again to its 1997 officer strength of about 212,000.

Table 2-1. Number and Percent of Active Duty Commissioned Officers by
Service and Selected Fiscal Years: 1973, 1986, and 1997

. Fiscal Year
Service
1973 1986 1997

Army

Number 101,194 94,845 67,994

Percent 33.7 32.5 32.0
Navy

Number 66,337 68,922 54,382

Percent 22.1 23.6 25.6
Marine Corps

Number 17,784 18,734 16,002

Percent 5.9 6.4 7.5
Air Force

Number 114,962 109,051 73,984

Percent 38.3 37.4 34.8
Total DoD

Number 300,277 291,552 212,362

Percent 100 100 100

Source: Defense Manpower Data Center.
Column percentages may not add to 100% due to rounding.

The grade structure of the officer corps as of 1997 can be seen in Table 2-2. About four
out of five officers in the active duty military served in the grades of O-1 through O-4, with the
majority of these at the grade of O-3. The percentage distribution of officers by pay grade would
be almost bell-shaped from O-1 through O-5 except for a modest bulge at O-4. A relatively
small proportion of officers (about 5 percent) are found in the grade of O-6, whereas fewer than
one-half of one percent are in the flag and general officer grades of O-7 through O-10.
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The Defense Officer Personnel Management Act (DOPMA) has provided for an officer
management system shared by all Services since 1981. DOPMA contains specific rules relating
to the training, appointment, promotion, separation, and retirement of military officers. For
example, DOPMA regulates the number of officers allowed in each grade above O-3, thus

Table 2-2. Percentage Distribution of Active Duty Commissioned Officers by Pay Grade
and Service: FY 1997

Rank: Army,
Pay Grade CMa””e. Marine Air All
orps, Air .
Force (Navy) Army Navy Corps Force Services
0-1 Second 13.6 11.6 15.7 9.1 11.7
Lieutenant
(Ensign)
0-2 First 13.3 11.9 16.0 104 121
Lieutenant
(Lieutenant Jr.
Grade)
0-3 Captain 34.4 36.8 32.7 40.1 36.9
(Lieutenant)
04 Major 195 20.0 20.6 21.3 20.3
(Lieutenant
Commander)
0-5 Lieutenant 134 131 10.7 13.6 13.2
Colonel
(Commander)
0-6 Colonel 54 6.2 3.9 5.2 54
(Captain)
0O-7-0-10 General/ 0.5 0.3 0.5 0.3 04
Admiral
Total 100 100 100 100 100

Source: Defense Manpower Data Center.
Column percentages may not add to 100% due to rounding.

setting the officer grade distribution of the Services. DOPMA also sets the standards for the
treatment of Regular and Reserve commissions, officer tenure rights, and a system of promotion
that will ensure, in peacetime, a youthful, vigorous, fully combat-ready officer corps.™ This
system of promotion operates according to a basic principle of “up or out,” described in a 1993
assessment of DOPMA by RAND:

The “up” portion of the “up or out” system provides that, in general,
officers move through the system in “cohorts” originally determined
by the year of commissioning, and compete for promotion to the
next higher grade against other members of the group at set years-
of-service (YOS) points. The *“out” portion of the “up or out”

“ From House Report No. 96-1462, p. G350 as quoted in Bernard Rostker et al., The Defense Officer Personnel Management Act
of 1980: A Retrospective Assessment, R-4246-FMP (Santa Monica, CA: RAND, 1993). For more detail, see Public Law 96-
513, Defense Officer Personnel Management Act, November 1980.
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system provides that “officers twice passed over for promotion, after
a certain number of years, depending upon their particulatj;rade, are
to be separated from active service, and if eligible retired.

It should also be noted that DOPMA allows for the selective continuation of officers who
have twice failed to be promoted as well as for the selective early retirement of officers in pay
grades O-5 and O-6, the latter used as a force-shaping tool during the recent downsizing. Table 2-
3 shows the promotion opportunities and the timing of promotion in terms of years of service that
were intended by DOPMA. The standards for career progression are intended to provide the points
at which officers who are in the “primary zone” would typically be promoted, everything else
being equal. In addition, DOPMA allows for the earlier or later promotion of officers in two
categories:

*  “below the zone” — provides for early selection of officers before their “primary
zone” who have demonstrated outstanding potential.

» “above the zone” — provides for the further consideration of officers who have failed
to be promoted in their “primary zone.”

Table 2-3. DOPMA Up-or-Out Promotion System for “Due-Course” Officers

Career Pattern

Officer ~ Promotion Opportunity  Promotion Timing (cumulative
Pay- (percentage promoted (primary zone Career Expectation probability to grade
Grade from surviving cohort) years-of-service) from original cohort

less attrition)

0-4 80% 10+1 Twice nonselected & separation or may 66%
be allowed to stay until 24 YOS; normal
retirement at 20 YOS

0-5 70% 16+1 30% of twice nonselectees can be retired 41%
before normal (28 YOS) retirement

0-6 50% 22+1 Normal retirement at 30 YOS, but 30% 18%
early retirement possible after 4 years in
grade®

Source: B. Rostker et al., The Defense Officer Personnel Management Act of 1980: A Retrospective Assessment, R-4246-FMP

(Santa Monica: RAND, 1993), p. 14.

@Both O-5s and O-6s could experience a more than 30-percent early retirement if considered more than once prior to reaching
mandatory retirement.

The vast majority of officers selected for promotion are in the “primary zone.” In 1990,
for example, only about 8 percent of officers selected for promotion to O-4 were ﬁmidered from
“below zone,” 5 percent were “above zone,” and 87 percent were “primary zone.’

For newly commissioned officers who complete basic military and advanced
occupational training, promotion from O-1 to O-2 is virtually automatic. In contrast, promotions
to O-3 and O-4 are considered competitive since candidates face a promotion board review
process. In reality, though, O-3 promotion is essentially assured since DOPMA sets the
promotion rate goal at 95 percent. In contrast, promotion to O-4 is the first truly competitive

5 Rostker et al., The Defense Officer Personnel Management Act of 1980: A Retrospective Assessment, p. 12.
% 1bid., p. 15.
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point as 20 percent of officers reviewed by the promotion board will not be selected. Further,
attainment of the senior ranks of O-5 and O-6 requires demonstration of a sustained high level of
performance overall, as well as in difficult or key assignments, to include Joint Duty. To be
competitive, officers must also acquire certain credentials—professional military education
courses and/or other civilian advanced degrees. Approximately half of all serving O-5 officers
will be selected for O-6.

Demographic Characteristics: The Active Duty Officer Corps

Of the 212,362 officers on active duty at the end of fiscal year 1997, 30,041 were women,
representing 14.1 percent of the total. The overall proportion of women officers is the highest in
the Air Force (16.2 percent), followed by the Army and the Navy (14.2 percent each). The
smallest proportion is found in the Marine Corps, where 668 women accounted for 4.2 percent of
all officers (see Table 2-4).

Table 2-4. Number and Percent of Active Duty Officers by Pay Grade, Service, and Gender: FYs
1987 and 1997

Percent Percent
:na(i/ SCZR?; Total Number (1987) (1997)
1987 1997 Male Female Male Female

O-1 through O-3

Army 59,636 41,893 84.7 15.3 84.1 15.9

Navy 43,760 32,764 87.9 12.1 85.3 14.7

Marine Corps 13,211 10,310 96.3 3.7 95.1 4.9

Air Force 68,944 44,100 84.7 15.3 81.1 18.9

All Services 185,551 129,067 86.3 13.7 84.3 15.7
O-4 through O-6

Army 33,101 25,788 93.6 6.4 88.4 11.6

Navy 25,051 21,396 92.4 7.6 86.6 13.4

Marine Corps 5,449 5,612 97.8 2.2 97.1 2.9

Air Force 38,064 29,611 94.6 5.4 87.6 12.4

All Services 101,665 82,407 93.9 6.1 88.2 11.8
O-7 through O-10

Army 408 313 99.0 1.0 98.4 1.6

Navy 260 222 98.8 1.2 96.4 3.6

Marine Corps 70 80 98.6 1.4 98.8 1.3

Air Force 319 273 99.4 .6 97.8 2.2

All Services 1,057 868 90.1 9 97.7 2.3
All Pay Grades

Army 93,145 67,994 88.0 12.0 85.8 14.2

Navy 69,071 54,382 89.6 10.4 85.8 14.2

Marine Corps 18,730 16,002 96.8 3.2 95.8 4.2

Air Force 107,327 73,984 88.2 11.8 83.8 16.2

All Services 288,273 212,362 89.0 11.0 85.9 14.1

Source: Defense Manpower Data Center.
Percentages may not add to 100% due to rounding.
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Within each Service, the highest concentration of female officers can be found in the junior
grades of O-1 through O-3. Here, women accounted for almost 19 percent of Air Force officers
and nearly 16 percent for all Services combined. At the same time, the proportion of women in
pay grades O-4 through O-6 declines somewhat (11.8 percent overall) and then tapers off to 2.3
percent among general and flag officers. A decade ago (1987), women represented only about 6
percent of officers in pay grades O-4 through O-6 and less than 1 percent (nine women in all) in
flag and general officer grades.

At the end of fiscal year 1997, there were 32,669 minority officers (or 15.3 percent of the
total) serving on active duty (see Table 2-5). About one half (15,971) were Black, over 6,600
were Hispanic, and nearly 10,100 were Asian Americans, Native Americans, or other minorities.
The proportion of Black officers is the highest in the Army (11.0 percent); the proportion of
Hispanics is highest in the Marine Corps (4.1 percent). As with women, the proportion of

Table 2-5. Number and Percent of Active Duty Officers by Pay Grade, Service, and
Race/Ethnicity: FYs 1987 and 1997

Pay Grade Total Number White Black Hispanic Other
and Service 1987 1997 1987 1997 1987 1997 1987 1997 1987 1997

O-1 through O-3

Army 59,636 41,893 824 80.0 12.9 114 15 4.0 31 6.0
Navy 43,760 32,764 90.8 82.2 4.0 7.0 2.3 4.6 3.0 6.2
Marine Corps 13,211 10,310 91.0 84.4 51 6.8 2.1 5.2 1.8 3.6
Air Force 68,944 44,100 88.3 86.0 6.5 6.0 2.4 2.0 2.8 6.0
All Services 185,551 129,067 87.2 83.0 7.9 8.1 2.0 3.6 2.9 5.8
O-4 through O-6
Army 33,101 25,788 89.7 83.1 6.2 10.6 1.2 2.7 2.6 3.6
Navy 25,051 21,396 95.2 90.2 2.2 3.9 1.0 25 1.6 3.4
Marine Corps 5,449 5,612 95.1 91.9 3.0 4.2 9 2.2 1.0 1.7
Air Force 38,064 29,611 93.5 89.1 31 5.9 14 2.3 2.0 2.7
All Services 101,665 82,407 92.8 87.7 3.9 6.7 1.2 25 2.2 31
O-7 through O-10
Army 408 313 92.1 90.1 6.9 8.6 0.2 0.6 0.7 1.6
Navy 260 222 95.7 96.4 2.0 2.7 1.2 0.5 1.2 0.5
Marine Corps 70 80 98.6 95.0 1.4 3.8 0.0 1.3 0.0 0.0
Air Force 326 273 98.2 93.0 1.2 33 0.3 1.8 0.3 1.8
All Services 1,064 888 95.3 93.0 3.6 5.1 0.5 1.0 0.7 0.9
All Pay Grades
Army 93,145 67,994 85.2 80.5 10.6 11.0 1.4 3.4 35 5.0
Navy 69,071 54,382 92.1 85.4 3.4 5.8 1.0 3.8 25 5.1
Marine Corps 18,730 16,002 92.3 87.1 44 5.9 1.8 4.1 15 29
Air Force 107,334 73,984 90.1 87.3 5.4 5.9 2.0 2.1 25 46
All Services 288,280 212,362 89.2 84.6 6.5 7.5 1.7 3.1 2.6 4.7

Source: Defense Manpower Data Center.
Percentages may not add to 100% due to rounding.

minorities generally decreases in the higher grades. For example, just over 8 percent of all
officers in pay grades O-1 through O-3 are Black, compared with under 7 percent in grades O-4
through O-6, and 5.1 percent in grades O-7 through O-10. Overall, 7 percent of general and flag
officers were minorities as of 1997, up significantly from 4.8 percent in 1987. Note that in
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1997, the Air Force had a slightly higher percentage of Hispanic officers in pay grades O-4
through O-6 than in O-1 through O-3.

A partial explanation of differential representation in the upper ranks relates to the fact
that promotion is dependent on an individual’s tenure, and much of the progress in minority
and women recruitment is still relatively recent. The progress of Blacks illustrates this point.
In 1973, Blacks comprised about 2 percent of all active duty officers (4 percent of officers in
the Army, 1 percent in the Navy, 2 percent in the Marine Corps, and just under 2 percent in the
Air Force). By 1980, the proportion of Blacks was up to 5 percent; in the Army, it was up to 7
percent, and was between 2 and 5 percent in the other Services. The Black officers who were
commissioned in 1973 would only now (1999) be ascending to general and flag officer ranks;
and a share of those who entered in 1980 would be promoted to O-5.

The relatively greater concentration of women and minorities in the lower ranks can be
seen in Table 2-6. The proportion of White men and women in pay grades of O-4 and above is
consistently greater than those of minorities of the same gender. It is also important to note that
there are proportionately more men than women—regardless of racial/ethnic group—in pay
grades beyond the level of O-3. This reveals the effects of relatively recent increases in the
proportion of women entering the officer corps (commissioning) and, perhaps, higher rates of
personnel turnover among female officers.

Table 2-6. Percentage Distribution of Active Duty Officers by Pay Grade,
Gender, and Race/Ethnicity: FY 1997

Gender and Pay Grade
Racial/Ethnic Group O-1 thru O-3 0O-4 thru O-6 O-7 thru O-10
Male
White 58.3 41.2 0.5
Black 63.5 36.2 0.4
Hispanic 69.3 30.6 0.2
Other 73.8 26.1 0.1
All Groups 59.7 39.9 0.5
Female
White 66.4 33.6 0.1
Black 69.3 30.7 —
Hispanic 70.1 29.9 0
Other 77.4 22.6 0.1
All Groups 67.6 32.4 0.1

Source: Defense Manpower Data Center.
-- Less than 0.1 percent.
Rows may not add to 100% due to rounding.

A Note on the Defense Drawdown
A salient factor thought to have an adverse effect on officer recruitment and career

progression was the recent drawdown of the military forces—a reduction of over 25 percent
among officer personnel alone between fiscal years 1987 and 1997. Downsizing of a military

11
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organization is in many ways more complicated than in the corporate world, largely because of
the need to maintain both a balanced force structure and a supply of junior personnel to one day
become senior leaders. It is also more complicated in the military because of the implied
contract of career service that the organization has extended to its members who perform well—
thus placing great emphasis on force reduction through voluntary separation.

In the early days of the defense drawdown, there was a great deal of concern that the
careers of women and minorities would be disproportionately affected by any reduction in
force strength. This concern related in part to the understanding that many opportunities for
women and minorities in the officer corps are relatively recent, and these groups would be
subject to the “last hired, first fired” phenomenon. It also emanated from the notion that
women and minorities tended to be concentrated in occupational areas that were outside of the
“command loop,” would be less competitive for promotions, and were most likely to be
targeted for force cuts. Additionally, there was some apprehension that selectivity for
precommissioning programs—aparticularly at the Academies and for ROTC—would intensify
as the requirement for new officers was reduced, and that women and minorities would be
disproportionately screened out.

These concerns were based primarily on speculation, since previous force reductions
occurred during times when there was limited interest in military opportunities for women and
minorities as well as during times when getting out was perhaps more highly valued than staying
in (e.g., in the post-Vietnam demobilization). Also, previous drawdowns affected primarily
draft-era service members whereas this most recent drawdown affected volunteers. The
perception was that the military might have to break implicit, long-term contracts, and there was
some civilian sector experience to fuel the fear. Indeed, a parallel wave of downsizing and
corporate layoffs occurred during the military’s force reduction. Over the past decade, major
corporations have laid off millions of employees and there were similar concerns over the fates
of women and minorities.

However, as the defense downsizing drew to a close, it became clear that the force
drawdown had no adverse effect on either minority or female officers; in fact, quite the reverse
occurred. Data from fiscal years 1987 through 1997 show that, throughout the force drawdown,
the proportion of White officers fell while the proportions of all minority groups rose (due
mainly to increases in both the number and the percentage of these groups in the Navy and
Marine Corps). Although the proportions of minorities are generally higher in the junior
grades—reflecting continuing efforts to recruit more minorities—minority representation has
increased in nearly every grade throughout the drawdown period.

As the total officer corps was reduced from about 288,000 to 212,000 over the 1987-1997
period, the number of White officers fell 30 percent (Table 2-5). Their proportion of the total
fell from more than 89 percent to less than 85 percent. Although the number of Black officers
fell as well (by only 15 percent), their proportion of all officers rose from 6.5 to 7.5 percent. The
numbers of Hispanic and other minorities actually grew during this period, and their shares rose
by 35 and 34 percent, respectively.

The proportion of women officers also rose during the drawdown (Table 2-4). Although
the number of female officers fell slightly (almost 6 percent) between fiscal years 1987 and

12
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1997, the decline was small compared with that of men (29 percent). As a result, representation
of women in the officer corps rose from 11 percent to 14 percent over this period. At the same
time, the proportion of women in pay grades O-4 to O-6 increased 90 percent over the drawdown
period, and the proportion of those in O-7 to O-10 more than doubled. Increases in these pay
grades were greatest in the Air Force and lowest in the Marine Corps. The military’s downsizing
experience, then, runs counter to the general trend in the civilian economy with considerable
gains for both female and minority officers.

Long-Term Trends

Over the past 21 years, there has been considerable improvement in the representation of
minorities and women in the officer corps. In 1997, minorities accounted for 15.3 percent of all
officers, up significantly from 7.5 percent in 1977. Among women, the increase in
representation was also substantial—from 5.9 percent in 1977 to 14.1 percent in 1997. (See
Figure 2-1).

Figure 2-1. Minority and Female Active Duty Commissioned Officers - Total DoD:
FYs 1977 and 1997
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Figure 2-2 highlights the progress for each of the Services, where an increase is evident
for every race/ethnic group. Most dramatic in size is the Army, where Black representation
among officers has increased from 6.2 percent to 11.0 percent over the 1977-1997 period. But
the rate of increase was largest in the Navy where the proportion of Black officers grew from 1.8
to 5.8 percent over the same period.
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Figure 2-2. Minority and Female Active Duty Commissioned Officers by Service: FYs 1977 and
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Chapter 3
Officer Recruitment

Commissioning into the officer corps, as with any profession, is competitive,
requiring substantial academic preparation and other accomplishments. This chapter
describes the major officer entrance requirements and avenues. Data are presented on
the sources of commissioning, trends in officer recruitment, and demographic
characteristics of the civilian youth population which can present some barriers to
minorities and women from entering and progressing through the officer corps. The
chapter concludes with a description of the major targeted programs designed to expand
the pool of minority and women candidates.

Becoming Brass

A primary requirement for entry into the military’s officer corps is attainment of a
bachelor’s degree from an accredited four-year college or university. Although there are
some opportunities for a noncollege graduate to become a commissioned officer, virtually
all officers in the active forces and most officers in the Reserve and National Guard today
hold at least a baccalaureate degree. The Services are, in large part, successful in
recruiting officer candidates with the requisite educational credentials by providing for
that very education, in part or whole. Numerically, the primary pathway to becoming an
officer is through the Reserve Officer Training Corps (ROTC) program established at over
1,200 civilian colleges and universities nationwide (either on site or through cooperative
“cross-town” agreements). About one-half of officers commissioned through ROTC were
the beneficiaries of a scholarship.

While accounting for a smaller proportion of newly commissioned officers than
ROTC, the three Service Academies—the Military Academy in West Point, NY; the
Na\ﬁl Academy in Annapolis, MD; and the Air Force Academy in Colorado Springs,
CO™=—are generally considered the premier source of career officers. In addition, young
men and women may be commissioned through Officer Candidate School or Officer
Training School (OCS/OTS). In contrast to ROTC and Academy preparation, OCS/OTS
represents a pathway for college graduates and is, therefore, of relatively short duration—
10 to 16 weeks. A sizable proportion of Marine Corps officers (and a notable number of
Navy officers) receive other scholarships through additional summer programs for college
students such as the Marine Corps’ Platoon Leaders Class or enlisted commissioning
programs.

¥ The Marine Corps does not have its own academy but draws about 16 percent of Naval Academy officers, which
accounted for 11 percent of all Marine Corps officer accessions in FY 1997.
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Another sizable contingent of officers, particularly among women, are those
who are appointed for service in professional specialties. Depending upon their
professional education or experience, such officers typically enter at a higher paygrade
and their career progression is managed separately from other (line) officers. This
category generally comprises professionals such as lawyers (judge advocates),
chaplains, and health care providers. The Services differ in their reliance on the various
sources as related to their missions. For example, the Navy, which provides the Marine
Corps with medical and chaplain services, relies to a greater extent than do the other
Services on direct commissions. Figures 3-1 and 3-2 show the distribution of FY 1997
active duty officer accessions within each Service and for total DoD by the major
commissioning sources.

The particular commissioning criteria depend somewhat upon the pathway chosen.
Physical and medical (and dental) standards are very stringent and one must pass a
physical fitness test of coordination, strength, endurance, speed, and agﬂfﬂty, in addition to
submitting to an extensive medical examination and review of records.

Would-be officers are screened for moral character; thus, a record of court
convictions, juvenile delinquency, arrests, and drug use is, with very few exceptions,
disqualifying. Single persons with custody of minor dependents are not eligible for
commissioning,~and to attend one of the Service Academies one must be single.
Different occupational specialties may require more stringent screening, including
variations in age criteria.

The Services are academically selective even among college students and
graduates. Although there are exceptions, emphasis is on engineering, science
(particularly chemistry and physics), mathematics, and computer science, particularly at
the Service Academies and within four-year ROTC scholarship programs. Other
majors encouraged include economics, business, foreign language, and palitical
science. Majors in English or the humanities are not out of the question;= however, the
technical majors are most highly sought after.

Given the technical nature of officer educational preparation and the military’s
monetary investment, particularly in the cases of the Academies and ROTC-scholarship
programs, an applicant’s scholastic poﬁ\tial Is assessed by nationally normed tests—
the Scholastic Assessment Test (SAT)="or the American College Test (ACT)—and
academic records from high school and any previous college work. The Service
Academies screen transcripts for evidence of completion of four years of study in
mathematics and English, as well as the sciences and a foreign language. ROTC

'8 These standards include requirements regarding minimum and maximum height and weight, vision standards (color
vision, acuity - correctable to 20/20, etc.), hearing, disqualifying conditions such as diabetes, severe allergies,
epilepsy, eczema, peptic ulcer, and certain dental conditions.

19 Some services may make an exception under certain circumstances. The Air Force, for example, may grant a waiver
for single persons with custody of minor dependents to be accessed as an officer on active duty.

% Although a large portion of Air Force ROTC scholarships are in the technical and science fields, the Air Force has
recently restructured its programs to provide more in-college scholarships in other less technical degree fields.

2 In 1994 the SAT was renamed from the Scholastic Aptitude Test.
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Figure 3-1. Active Component Officer Accessions by Source of Commission and Service: FY 1997
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Figure 3-2. Total DoD Active Component Accessions by Source of Commission: FY 1997
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programs can also boast of high SAT scorers. The minimum SAT (verbal and math
combined) score for the Air Force, Navy, Marine Corps, and Army ROTC scholarship
program enrollees are 1100, 1050, 1100, and 920, respectively. Waivers of this
minimum are possible, but relatively IE%N scores may have continuing repercussions for
subsequent promotion in the military.

The Service Academies are quite selective in their admission policies, as shown by the
following high school rank and SAT score statistics for the West Point class of 1997:

Men Women

Applicants: 11,476 1,829

Admitted: 1,075 (9%) 137 (7%)
High School Rank in Class SAT Scores Verbal Math
First 5th 82% 700-800 3% 29%
Second 5th  13% 600-699 27% 52%
Third 5th 4% 500-599 51% 19%
Fourth 5th 1% 400-499 19% 0%
Bottom 5th 0% 300-399 0% 0%

% Mark J. Eitelberg, Janice H. Laurence, and Dianne C. Brown, “Becoming Brass: Issues in the Testing, Recruiting, and
Selection of American Military Officers,” in Bernard R. Gifford and Linda C. Wing, eds., Test Policy in Defense (Boston:
Kluwer Academic Publishers, 1992), pp. 79-219.
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The average SAT score (math and verbal combined) was 1231 for the class of
1997. For the Naval and Air Force Academies, the average scores were 1237 and 1232,
respectively. In contrast, the average SAT scores for all students nationwide was about
900.

In addition to class standing and aptitude test results, other entry hurdles include
submission of an essay regarding goals and objectives, letters of recommendation, and evaluations
from teachers and counselors.** Furthermore, participation in athletics and extracurricular school
and community activities, particularly as a leader, is important. A formal interview is conducted
to further assess communication skills, confidence, maturity, leadership potential, and overall
attitude.

Officer Accession Goals

There are no DoD-wide goals for commissioning minorities and female officers.ELI
Although the Services are conscious of the need to recruit women into the officer corps
concomitant with their overall personnel requirements, only the Marine Corps currently
states a steady-state numerical goal for female accessions. In FY1997, with a goal of 120
female officer accessions, women accounted for 7.2 percent of all officer accessions. The
FY1998 and FY1999 goals are 130; in FY1998, women made up 7.6 percent of total
officer accessions. As for accessing minorities, the Military Departments take separate
approaches in establishing their objectives.

The Navy, Marine Corps, and Air Force minority goals are established at the
Department level. The Navy has established specific numerical goals—12 percent Black,
12 percent Hispanic, and 5 percent Asian-Pacific Islander/American Indian and Alaskan
Natives (combined). Although the Air Force does not have official numerical goals, it
seeks to align its mix in accord with that of the recent college graduate population.

The Marine Corps also aligns its officer accession goals to the relevant applicant
pools currently enrolled in colleges and universities. For planning purposes under the
Marine Corps’ “Campaign Plan to Maintain a Quality Officer Corps,” the FY1999 goals
are 9.7 percent for Blacks, 5.5 percent for Hispanics, and 6.2 percent for other race/ethnic
groups.

2 For the Academies, a formal nomination from a member of Congress is required. Each member of Congress may
have up to five nominees in attendance at an Academy at any one time. In addition to Congressional nominations,
there may be up to 100 persons (generally the children of career officers or enlisted personnel) who receive a
Presidential appointment, 5 who receive a Vice Presidential appointment, and assorted other appointments for
qualified candidates with special circumstances such as children of Medal of Honor Awardees or children of
deceased veterans.

# |t is important to distinguish between a “goal” and “quota.” A goal is a numerical objective, fixed realistically in
terms of the number of opportunities (accessions, promotions, etc.) and the population of potential candidates
available. Although the Military Departments are expected to do all that is practical to achieve a goal, there is no
mandate to sacrifice quality to do it. A quota, on the other hand, is a mandatory number or percentage that must be
achieved without regard to the size or quality of the candidate pool. Under a system of goals, the Departments are
not required to commission, assign, or promote anyone who is not qualified; under a system of quotas, preference
could be given to the less qualified over the more qualified simply to meet a numerical requirement. DoD accession
programs are not based on a quota system.
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Unlike the other Services, Army objectives are not centrally determined. Targets
for minorities at the U.S. Military Academy are set by its superintendent, and ROTC
goals are determined by the Commander, ROTC Cadet Command. The OCS program is
expected to generate a mix of racial/ethnic groups that matches Army officer accession
patterns in general (which are largely determined by its recruiting results at ROTC).

Until recently the minority officer accession goalavere keyed to Department of
Education (DoED) estimates of college graduation rates.=* The rationale was that,
notwithstanding other requirements regarding citizenship, age, physical fitness, and lack of
criminal conviction, the critical commissioning requirement was a college degree.™ While
it may seem logical to use the DOED “benchmark”—about 8 percent—as a basis for accession
goals, it ought not be viewed as a ceiling. The Army routinely accessed minorities at a rate
of 9 to 12 percent of each commissioning year group, demonstrating that it is possible to
achieve higher goals.

In November 1993, the Secretary of the Navy set the “12-12-5" goal for officer
accessions based on Census Bureau projections of the population mix in the year 2005.
The intent is for the Navy to migrate toward those objectives, reaching them by the year
2000. The Navy had determined that earlier goals based on DoED benchmarks
artificially restricted the target demographics of the officer corps by merely reflecting the
population of persons who had been able to graduate from college. Earlier goals
consequently excluded potential candidates who could not pursue (or complete) a
traditional four-year degree and, as a result, these goals ignored the possible influence of
scholarships, enlisted commissioning programs, early acceptance, and other recruiting
initiatives aimed at expanding the pool of qualified officer candidates.

In its first year under these goals, the Navy was able to streamline its minority
scholarship process; and, through aggressive recruiting, it was able to triple the number
of Blacks applying for a scholarship under the ROTC program. These changes helped
the Navy to increase the proportion of scholarships awarded to minorities from 11
percent to 19 percent, without making changes in the standards for selection. During the
summer of 1995, the Navy also announced an aggressive campaign to increase Black and
Hispanic representation at the Naval Academy to 12 percent each from its previous level
of 7.5 percent, and to raise the total minority enroliment at the Academy (including
Blacks, Hispanics, and others) from 18 to 30 percent by the year 2004.

% |t should be noted that although popular, the “college graduate” benchmark is not the only way to gauge gender
and racial participation. The “appropriate” population representation benchmark is open to debate. In lieu of the
proportion of college graduates, others recommend age-based minority representation levels without regard to
college graduation as goals. For a more complete discussion of representation, see Mark J. Eitelberg, Military
Representation: The Theoretical and Practical Implications of Population Representation in the American Armed
Forces, Doctoral Dissertation, New York University, October 1979 (Dissertation Abstracts International,
Volume 40, No.11, May 1980, p.6000-A. Order No. 8010342), and Mark J. Eitelberg and Martin Binkin,
“Military Service in American Society,” in A.J. Goodpaster, L.H. Elliott, and J.A. Hovey, Jr., eds, Toward a
Consensus on Military Service (EImsford, NY: Pergamon Press, 1982).

% See Edwin Dorn, “Race and the American Military: Past and Present,” in N.F. Dreisziger, ed., Ethnic Armies:
Polytechnic Armed Forces from the Time of the Hapsbergs to the Age of the Superpowers (Waterloo, Canada:
Wilfred Laurier University Press, 1990), p. 101.
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Success in Recruiting Women and Minorities

Among the almost 16,000 officers newly commissioned in FY 1997, over 19
percent were women and approximately 20 percent were racial/ethnic minorities (Table
3-1). Among the total active duty officer corps, women and minorities stood at 14 and
15 percent, respectively. The Air Force accessed the largest percentage of women (25
percent), whereas the Army accessed the highest proportion of minorities (21 percent),
particularly Blacks.

Table 3-1. Percent of Active Duty Component Officer Accessions and Officer Corps by Service,

Race/Ethnicity, and Gender: FY 1997

] ] ] Race/Ethnicity Gender
Active Component Officer Accessions . ] .
White Black _ Hispanic Other Male Female

Army 78.9 9.9 4.0 7.2 80.5 195
Navy 81.1 7.5 5.6 5.8 82.7 17.3
Marine Corps 81.0 8.9 5.9 4.3 92.7 7.3
Air Force 81.7 7.5 2.1 9.0 75.3 24.7
Total DoD 80.5 8.5 4.0 7.0 80.6 19.4
Civilian College Graduates* 79.1 7.2 5.3 8.4 47.4 52.6
Active Component Officer Corps

Army 80.7 11.0 3.4 4.9 85.8 14.2
Navy 86.4 5.8 3.8 4.8 85.8 14.2
Marine Corps 87.1 59 4.1 2.7 95.8 4.2
Air Force 87.4 5.9 2.2 4.4 83.8 16.2
Total DoD 85.0 7.5 3.1 4.8 85.9 14.2
Civilian College Graduates* 80.3 8.3 4.6 6.8 51.9 48.1

Source: Defense Manpower Data Center; Civilian data from Bureau of Labor Statistics’ Current Population Survey File.
* Comparison group for accessions includes 21-35 year-old college graduates in the non-institutional civilian population,
October 1995-September 1996. Comparison group for active component officer corps includes college graduates in the
civilian workforce (21-49 years old), September, 1996.

Rows may not add to 100% due to rounding.

Also included in Table 3-1 is the representation benchmark—the percentage of
civilian college graduates within the appropriate age ranges (i.e., 21-35 year olds for officer
accessions and 21-49 year olds for the officer corps). Against this backdrop, racial/ethnic
minority representation in total in the officer corps is quite comparable (i.e., 19.5 percent
among accessions and 20.9 percent among civilians). However, the Services have been
successful in recruiting Blacks in a greater proportion than in the college-educated
population. Blacks accounted for 7.2 percent of younger college graduates, but made up 8.5
percent of all officer accessions. Among the officer corps, Blacks accounted for a slightly
lower proportion of officers (7.5 percent) than of college graduates (8.3 percent). A decade
earlier, Blacks made up 6.4 percent of college graduates and 6.5 percent of active duty
officers. Hispanics are underrepresented among officer accessions and in the officer corps
relative to civilian college graduates; in the Air Force the underrepresentation is more
pronounced.
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Given that the military is a nontraditional career choice for women, their lower
rates of participation as officers are not surprising. However, their greater representation
among officer accessions relative to their representation in the total active component
officer corps suggests that women are continuing to make strides in gaining admittance to
the commissioned ranks, especially in the Air Force as restrictions on the occupations in
which they may serve have been significantly reduced.

Note that minority representation among new officers varies somewhat by
Service. In FY1997, Blacks accounted for 10 percent of new Army officers; they
represented about 9 percent of new officers in the Marine Corps, and 8 percent in the
Navy and Air Force. Approximately 4 out of every 10 Black officers commissioned
since 1973 have entered the Army, and the Army’s share of Black officer accessions is
closer to 50 percent in more recent years. This point is important to consider when
viewing data on Black officers combined for all Armed Services, since many of the
trends for all DoD are influenced by experiences in the Army.

The proportion of minorities and women entering the officer corps has risen
substantially since the inception of the All-Volunteer Force in 1973 (Table 3-2). For
example, Blacks stood at less than 3 percent in 1973 and rose to 8.5 percent by 1997.
Even during the force downsizing years between the late 1980s and 1997, the
representation of minorities and women did not suffer (although Hispanics were the only
group to experience an increase in the number of individuals commissioned). The
proportions of Blacks and women among new officers has remained at about 8 and 18
percent, respectively, during the years of the largest force cuts in the 1990s.

Table 3-2. Number and Percent of Newly Commissioned Black, Hispanic, and
Female Officers: Selected Fiscal Years 1973-1997

. Black Hispanic Female
Fiscal
Year
Number Percent Number Percent Number Percent

1973 895 2.8 473 0.2 2,490 7.9
1975 914 3.9 161 0.2 2,513 10.7
1980 1,443 5.8 277 1.1 4,119 16.5
1985 1,818 71 439 1.7 3,930 154
1990 1,557 8.1 537 2.8 3,411 17.7
1995 1,246 79 618 3.9 2,944 185
1997 1,330 8.5 634 4.0 3,043 194

Source: Defense Manpower Data Center.

Since 1973, three-quarters of all women commissioned in the Armed Services have
entered either the Army (36 percent) or the Air Force (39 percent). In 1997, women
accounted for almost 20 percent of newly commissioned officers in the Army, 17 percent in
the Navy, 7 percent in the Marine Corps, and 25 percent in the Air Force (Table 3-1).
Because the Marine Corps is the smallest Service and has the largest proportion of
occupational fields closed to women (due to ground combat restrictions) of any Service,
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and because its medical and chaplain services are provided by the Navy, its accessions of
women officers have been similarly small. Between 1973 and 1997, 1,737 women were

commissioned in the Marine Corps; these women represent about 2 percent of all women
commissioned as military officers (94,296) over that 25-year period.

Another way to view trends in the recruitment of women and minority officers is
by source of commission. Table 3-3 shows the percentage distribution of newly
commissioned officers by their commissioning source and racial/ethnic group for the
years 1990 and 1997. One way to interpret these data is to compare the proportion of
officers in the row marked “All Sources”—which indicates the level of representation for
a group among all newly commissioned officers—with each group’s proportion of
officers by the various sources of commissions. In this way, one can see that Blacks have
been a smaller proportion of officers commissioned through the Service Academies (8.5
percent of new officers versus 5.6 percent of Academy graduates in 1997); and a larger
proportion of officers commissioned from ROTC nonscholarship programs. Hispanic
representation levels among Academy graduates and ROTC scholarship officers have
increased, but they too remain overrepresented among ROTC nonscholarship officers.

Table 3-3. Percentage Distribution of Newly Commissioned Officers by
Commissioning Source and Race/Ethnicity: FYs 1990 and 1997

1990

Source of Commission White Black Hispanic Other Percent Number
Academy 89.1 4.9 15 45 100 2,934
ROTC-Scholarship 87.7 6.3 2.2 3.7 100 3,970
ROTC-Non-Scholarship 78.5 13.0 3.7 4.8 100 3,861
OCS/OTS 85.3 6.6 3.9 4.2 100 2,950
Direct Appointment 83.4 8.0 2.7 5.8 100 4,815
Other 89.8 51 3.6 15 100 137
Unknown 81.3 10.0 15 7.3 100 411
All Sources 84.5 8.0 2.8 47

(Number) (16,119)  (1,523) (534) (902) 100  (19,078)

1997

Academy 83.1 5.6 4.8 6.6 100 2,703
ROTC-Scholarship 80.1 8.4 3.2 8.3 100 4,389
ROTC-Non-Scholarship 73.3 14.2 4.9 7.7 100 1,843
OCS/OTS 79.8 8.9 6.4 4.9 100 2,707
Direct Appointment 81.6 7.4 2.3 8.7 100 3,252
Other 711 8.6 3.6 16.7 100 742
Unknown 46.3 3.7 1.2 48.8 100 82
All Sources 79.4 8.5 4.0 8.1

(Number) (12,483)  (1,330) (634) (1,271) 100 (15,718)

Source: Defense Manpower Data Center.
Rows may not add to 100% due to rounding.
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In addition, Hispanics are more likely to have been commissioned through the OCS/OTS
route. The commissioning trend for other minorities is less clear, though they have also
been underrepresented among Academy officers.

Table 3-4 shows similar data by commissioning source for women in fiscal years
1990 and 1997. Women, like their minority counterparts, are a smaller proportion of
Academy graduates (12.3 percent for Academy graduates versus 19.4 percent for all
sources). However, women were also underrepresented for all other commissioning
sources except direct appointment. While the majority of those commissioned by direct
appointment were men (66.6 percent), about 36 percent of women commissioned in 1997
were directly appointed in contrast to 17 percent of men. The much higher proportions of
women here relates to the fact that they are disproportionately concentrated in the
military’s medical professions, including nurses, who typically receive direct commissions.
As seen in Chapter 4 (in the discussion of officer assignments), women currently account
for approximately 35 percent of all officers in health care occupations.

Table 3-4. Percentage Distribution of Newly Commissioned Officers by
Commissioning Source and Gender: FYs 1990 and 1997

1990

Source of Commission Male Female Percent Number
Academy 92.3 7.7 100 2,934
ROTC-Scholarship 84.4 15.6 100 3,970
ROTC-Non-Scholarship 87.2 12.8 100 3,861
OCS/OTS 92.3 7.7 100 2,950
Direct Appointment 65.2 34.8 100 4,815
Other 91.2 8.8 100 137
Unknown 745 255 100 411
All Sources 82.4 17.6
(Number) (15,716) (3,362) 100 (19,078)

1997

Academy 87.7 12.3 100 2,703
ROTC-Scholarship 78.4 21.6 100 4,389
ROTC-Non-Scholarship 83.2 16.8 100 1,843
OCS/OTS 89.3 10.7 100 2,707
Direct Appointment 66.6 334 100 3,252
Other 91.6 8.4 100 742
Unknown 87.8 12.2 100 82
All Sources 80.6 194
(Number) (12,675) (3,043) 100 (15,718)

Source: Defense Manpower Data Center.
Rows may not add to 100% due to rounding.
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Although it appears that these commissioning source differences have diminished
over time, the data indicate that Blacks, Hispanics, and women are still less likely than
Whites and other minorities and men, respectively, to have gained entry via either an
Academy or ROTC scholarsh& This may place them at a relative disadvantage in terms
of assignment and promotion.== Earning a commi@ion from one of the Service
Academies, for example, may yield some benefit.=* One is that, until recently,@cademy
graduates received a Regular as opposed to a Reserve component commission.— Another
is the greater probability of receiving a preferred initial assignment, and, hence, higher
and faster promotion potential. No doubt these apparent preferences are influenced by
qualifications and thus may not merely reflect biases in favor of Academy graduates.
That is, graduates may come out ahead, on average, of their peers from other sources
because of factors like the selectivity of the Academies; four-year-in-residence exposure
to a military environment; special academic, physical, and other (e.g., leadership)
preparation; and longer active-duty service obligation periods.

Access to the Officer Corps

In the civilian labor market lexicon, military officers are white collar workers—
primarily managers and professionals. Thus, access to the military’s professional and
technical ranks is based on a highly selective process that winnows the pool of qualified
youth, especially among minorities. Blacks comprise 7 perce and Hispanics 4.5 percent
of managers and professionals within the civilian labor force. 80| The proportions of
minorities within the officer corps—the military’s professional and technical ranks—are
similar to civilian occupational patterns. Differences between majority and minority
groups’ eligibility patterns undoubtedly are influenced by education, social, eﬁnomic,
criminal record, and other environmental (including health status) disparities.

Education is perhaps the most salient factor for gaining access to the officer corps.

7 Eitelberg, Laurence, and Brown, pp. 79-219.

2 For a critical discussion of the costs, benefits, and other issues relevant to the Service Academies, see Robert L.
Goldich, The DoD Service Academies: Issues for Congress, 97-217F (Washington, DC: Congressional Research
Service, February 6, 1997).

» Throughout FY1996, all Academy graduates were commissioned as Regular officers whereas ROTC and other
officers competed for the remaining Regular commissions or accepted a Reserve commission. In FY1997, all
newly commissioned officers initially will receive a Reserve commission, and subsequently compete for Regular
appointment.

% See U.S. Department of Labor, Bureau of Labor Statistics, Handbook of Labor Statistics, 1995.

* For example, data on 16 to 24 year olds from the National Health and Nutrition Examination Survey, 1976-1980
conducted by the National Center for Health Statistics within the Department of Health and Human Services show
that whereas 83 percent of White men met the medical standards for enlistment, only 79 percent of Blacks and 76
percent of Hispanics did so. The qualification rates for White, Black, and Hispanic women were 62 percent, 46
percent, and 48 percent, respectively. See John W. Overbey, II, Phillip E. Winter, and Michael T. Laurence, The
Medical Fitness of American Youth for Military Service (Arlington, VA: Defense Manpower Data Center, 1987).
Furthermore, Blacks are disproportionately represented among persons who have an arrest record, particularly for
robbery. For example, in 1990, Whites comprised 28 percent of all persons arrested for robbery, whereas the
corresponding figure for Blacks was 61 percent. Clearly there are numerous confounds between criminal or illegal
behavior and race, socioeconomic status, residence (urban/rural), other community characteristics (such as amount of
police presence), and prejudice. See Albert J. Reiss, Jr., and Jeffrey A. Roth, eds., Understanding and Preventing
Violence (Washington, DC: National Academy Press, 1993).
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Educational Trends. Given the professional status of the officer corps,
educational experiences and outcomes are particularly important limiting factors to
consider when examining the level of participation by women and minorities. There are
differences between the genders and particularly among racial/ethnic groups regarding
the learning environment, curriculum, course of study, achievement or proficiency level,
and college enrollment/completion rate.

Educational differences in achievement appear well before the senior year in high
school. Minority children are less likely to attend preschool, and academic gaps between
the races appear even at the elementary school levels. No doubt, the fact that minority
youth are more likely to experience disoE%erly learning environments factors into
achievement and attainment differences.”= For example, Table 3-5 shows that, in contrast
to 12th grade White students, Blacks, Hispanics, and Asians were more likely to feel
unsafe at school, to state that other students often disrupt class, and to believe that such
disruptions interfered with their learning.

Table 3-5. Percent of 12th Graders in 1992 Who Strongly Agree or Agree
With Selected Statements About School Climate by Race/Ethnicity

Climate Statement White Black Hispanic Asian Amer_'ca”
Indian

I don’t feel safe at this school 8.6 16.1 14.7 15.8 13.0

Disruptions by other students

interfere with my learning 30.8 3.1 39.8 414 405

Source: U.S. Department of Education, National Center for Education Statistics, “National
Educational Longitudinal Study of 1988,” as adapted from Digest of Education Statistics, 1997.

High school dropout rates also remain a problem for minorities (Table 3-6).
However, since 1980, the percentage of dropouts (ages 16-24) has declined for both
genders and for the various racial/ ethnic groups; moreover, the gap between Whites and
Blacks has narrowed considerably. Unfortunately, Blacks and particularly Hispanics are
still more likely than Whites to leave school without a high school diploma. This reduces
the pool of minorities who go on to college and thus are eligible to join the officer corps.
These data also show that Black men have higher dropout rates than their female
counterparts.

In addition to dropout rates, differences between Whites and minorities in
academic proficiency further reduce the pool of minority officer candidates. Table 3-7
shows reading, mathematics, and science proficiency scores by gender and race/ethnicity.
These scores are derived from the National Assessment of Educational Progress (NAEP)

* 1t should be noted that although Asian American students were more likely to report a more negative school
climate than Whites, they do not show lower aptitude or achievement levels. The strong emphasis on educational
achievement within the Asian cultures and family environment is thought to contribute to the academic success of
this group. See Intelligence: Knowns and Unknowns, Report of a Task Force established by the Board of
Scientific Affairs of the American Psychological Association (Washington, DC: August 7, 1995); Stanley Sue
and Sumie Okazaki, “Asian-American Educational Achievements,” American Psychologist, 45(8), August, 1990,
pp. 913-920.

26



Minority and Women Officers

or the so-called “nation’s report card."EI The data show persistent gaps in achievement
levels between Whites and their Black and Hispanic counterparts, particularly in science
proficiency. Although the differential has narrowed somewhat, Black scores remain
significantly below those of Whites. Hispanic scores are in between. Young women
outscored men in terms of reading proficiency, but were slightly behind young men with
regard to math and, more so, science.

Table 3-6. Percent of High School Dropouts Among Persons 16 to 24 Years Old by Gender
and Race/Ethnicity: Selected Years 1980-1996

Total Male Female
Year All White Black Hispanic Al White  Black  Hispanic Al White  Black Hispanic
Races Races Races
1980 14.1 114 19.1 35.2 15.1 12.3 20.8 37.2 13.1 10.5 17.7 33.2
1985 12.6 10.4 15.2 27.6 13.4 111 16.1 29.9 11.8 9.8 14.3 252
1990 12.1 9.0 13.2 324 12.3 9.3 119 343 11.8 8.7 14.4 30.3
1995 12.0 8.6 12.1 30.0 12.2 9.0 111 30.6 11.7 8.2 12.9 30.1
1996 111 73 13.0 29.4 114 73 135 30.3 10.9 73 125 28.3

Source: U.S. Department of Education, National Center for Education Statistics, Digest of Education Statistics, 1997.
Note: Because of changes in data collection procedures, data in 1995 and 1996 may not be strictly comparable with
figures for earlier years.

Not only do test scores for high school seniors indicate that racial and ethnic
minorities are less prepared for entry into officer commissioning programs, but there are
coursework disparities. With the exception of Asian/Pacific American high school seniors,
who far exceed Whites in the percentage taking higher level mathematics (e.g., calculus)
and phys'ﬁ, minorities are less likely to take math, computer science, and the natural
sciences.™ These courses are important in gaining admittance to selective colleges and are
scrutinized when an applicant is applying for an officer commissioning program. The
disparities between Whites and non-Asian minorities in high school preparation mean
many minorities are academically less prepared for college.

In addition to evaluating high school transcripts, colleges typically factor
standardized tests into the selection process with more selective schools requiring higher
test scores and other distinguishing characteristics to gain admittance. Here, too,
minorities (and in some cases women) are at a disadvantage. Whites comprised 69
percent of Scholastic Assessment Test (SAT) takers in 1995. Blacks comprised 11
percent, Hispanics 8 percent, Asians 8 percent, and others 4 percent of these seniors.

* Rather than merely describing performance relative to others, they represent typical task performance levels and are
thus criterion-referenced, rather than merely indicative of higher or lower standing relative to the norming group.
NAEP scores range between 0 and 500—and various levels (e.g., 150, 250, 325, 375) are anchored to typical tasks.
For example, 300-level performance signifies more complex reasoning ability than 200-level performance. In
reading, this might mean the ability to integrate ideas and express relevant opinions in contrast to understanding less
complicated passages.

* Pertinent data are available from The College Board, National Report on College Bound Seniors (New York,
1995).
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With the exception of average SAT-math scores for Asian Americans, minority group
members scored consistently lower than Whites (see Table 3-8).

Table 3-7. Average Proficiency Scores at Age 17 by Race/Ethnicity and
Gender: Selected Years, 1977-1996

Subject and Year White Black Hispanic Male Female

Reading
1980 293 243 261 282 289
1984 295 264 268 284 294
1988 295 274 271 286 294
1992 297 261 271 284 296
1994 296 266 263 282 295
1996 294 265 265 280 294

Mathematics
1978 306 268 276 304 297
1982 304 272 277 302 297
1986 308 279 283 305 299
1990 310 289 284 306 303
1992 312 286 292 309 304
1994 312 286 291 309 304
1996 313 286 292 310 305

Science
1977 298 240 262 297 282
1982 293 235 249 292 275
1986 298 253 259 295 282
1990 301 253 262 296 285
1992 304 256 270 299 289
1994 306 257 261 300 289
1996 307 260 269 300 292

Source: U.S. Department of Education, National Center for Education Statistics, National
Assessment of Education Progress, Digest of Educational Statistics, 1997.

As was shown for NAEP scores, there are notable disparities among race/ethnic
groups. Of all minority groups, Blacks had the lowest scores on both the verbal and the
mathematical portions of the test—scoring about 100 points below their White
counterparts; Hispanics scored about 70 points lower than Whites. SAT scores are a
significant factor for admission to college because there is a solid link between these scores
and predicted academic success at the college level.

28



Minority and Women Officers

Table 3-8. Scholastic Assessment Test (SAT) Average Scores of High School Seniors by
Race/Ethnicity, Gender, and School Year

Verbal Score

Year StuAdIeInts White  Black  Mexican F;:zgﬁ) Asian Irﬁjrgn Other | Male  Female
1979-80 424 442 330 372 350 396 390 394 428 420
1984-85 431 449 346 382 368 404 392 391 437 425
1989-90 424 442 352 380 359 410 388 410 429 419
1994-95 428 448 356 376 372 418 403 432 429 426

Mathematical Score

1979-80 466 482 360 413 394 509 426 449 491 443
1984-85 475 490 376 426 409 518 428 448 499 452
1989-90 476 491 385 429 405 528 437 467 499 455
1994-95 482 498 388 426 411 538 447 486 503 463

Source: U.S. Department of Education, National Center for Education Statistics, Digest of Educational Statistics, 1997
and special tabulations provided by the College Board.

The Sé]T and high school record (HSR) are valid and useful predictors of college
performance. = Certainly, cognitive test scores are not the only predictors of college and
job performance; however, they are reliable, efficient, and effective assessment devices
with a vast and supportive research base. Other predictors of performance, such as
motivation, are more difficult to measure reliably, but are also factors in college success.
Minorities are also less likely to go to c%llege than their White peers. And once in
college, they are less likely to graduate,“*thus winnowing further the numbers of
minorities who meet the qualifications for commissioning. Nationally, in 1996, 23
percent of Whites ages 20-29 had at least a Bachelor’s degree (see Table 3-9). This
compares with only 10 percent of Blacks and 7 percent of Hispanics. While the
percentage of female college graduates ages 20-29 exceeded that for males (20 percent
compared to 18 percent), they were underrepresented in the academic programs of special
interest to the military. About one in six of those earning engineering degrees and one in
four with computer science degrees were women. Similarly, with the exception of Asian
Americans, minorities and women are less likely to pursue these high military-demand

% The reported average validity coefficient for high school record and SAT scores combined with freshman grade point
average (GPA) is quite respectable at .55—accounting for about 30 percent of the variation in GPA. For a more
detailed discussion of this issue, see “Predictive Validity of the ATP Tests,” Chapter VIII in Thomas F. Donlon, The
College Technical Handbook for the Scholastic Aptitude Test and Achievement Tests (New York: College Entrance
and Examination Board, 1984); Alexandra K. Wigdor and Wendell R. Garner, eds., Ability Testing: Uses,
Consequences, and Controversies (Washington, DC: National Academy Press, 1982); Thomas R. Caretta, “Group
Differences on U.S. Air Force Pilot Selection Tests,” Journal of Military Psychology, in press; and General
Accounting Office Reports NSIAD-94-95, NSIAD-94-54, and NSIAD-93-244.

See U.S. Department of Education, The Educational Progress of Black Students, NCES 95-765 (Washington, DC:
Office of Educational Research and Improvement, 1995).

3
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Table 3-9. Percent of 20-29 Year Olds Awarded at Least a Bachelor’s Degree by

Race/Ethnicity and Gender: 1996

Gender and
Racial/Ethnic Group

Percent 20-29 Year Olds with at
Least a Bachelor’s Degree

White, Non-Hispanic
Black, Non-Hispanic
Hispanic

Men

Women

23.1
9.5
6.9

18.4

20.3

Source: U.S. Department of Education, National Center for Education Statistics. Digest of Education Statistics
1997, NCES 98-015 (Washington, DC: U.S. Government Printing Office, 1997, p. 18).

majors. Although minority representation among computer science majors is
competitive, Blacks and Hispanics are overrepresented in the liberal arts and the social
sciences—fields less in demand by the military (Table 3-10).

Table 3-10. Percentage Distribution of Bachelor’s Degrees for Selected Majors by

Race/Ethnicity and Gender: 1994-1995

Major Total * White Black Hispanic Asian Amil?zfr?n Males Females
All Majors 100 81.4 7.8 4.8 5.4 .6 449 55.1
Business 100 79.6 9.2 49 5.9 5 51.8 48.2
(19.8) (19.3) (23.3) (19.8) (21.8) (15.1) (22.8) (17.3)
Computer/ 100 72.1 11.6 49 11.0 5 714 28.6
Info Science (2.0 @7 (2.9 (2.0 (4.0 7 (3.1) (1.0)
Education 100 88.3 6.3 3.3 1.3 .8 24.1 75.9
(9.4) (10.2) (7.6) (6.3) (2.3) (12.8) (5.0) (12.9)
Engineering 100 77.8 5.1 4.7 12.1 4 82.4 17.6
(5.1) 4.9) (3.3 (5.0 (11.5) (3.4) 9.4) (1.6)
Liberal Arts 100 78.8 9.6 7.4 3.3 9 39.3 60.7
(2.9 4.7 (5.5) (7.2) (2.9 (7.3) (4.0 (5.5)
Math 100 80.4 1.7 4.0 75 4 52.8 47.2
(1.2 (1.2) (1.2) (1.0) (1.6) (.9) 1.4) (1.0)
Physical 100 83.5 5.7 2.7 7.5 .6 65.2 34.8
Sciences (1.6) (%)) (1.2) (.9) (2.3) (1.5) (2.4) (1.0
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Table 3-10. Continued

Major Total * White Black Hispanic Asian A:Tr]\?jzg:r?n Males Females
Psychology 100 80.5 8.3 5.8 4.8 .6 27.2 72.8
(6.3) 6.3) 6.7) 7.7 (5.6) (6.3) (3.8) (8.4)
Public 100 735 16.4 6.4 25 11 21.2 78.8
Administration (1.6) 1.5) (3.5) (2.2) (.8) 31 (.8) 2.3
Social Science & 100 79.9 8.5 5.6 53 6 53.1 46.9
History (11.1) (10.9) (12.1) (12.9) (11.0) (12.1) (13.1) (9.5)

Source: Department of Education, Digest of Education Statistics, 1997.

Note: Numbers in parentheses represent column percents and do not sum to 100 percent given that only selected
majors are shown.

*Excludes non-resident aliens.

These educational differences in learning environments and proficiency gaps, as
well as variations in college enrollment, course of study, and graduation rates, serve to
limit the numbers of racial and ethnic minorities who meet the criteria for entry into the
officer corps.

Targeted Programs

Because of obstacles such as those noted above, the Services target recruitment
and administer compensatory programs in an attempt to broaden the pool of minority
candidates, raise their representation levels, and enable all recruits to begin their military
life on a more “level playing field.”

Through targeted programs, the Military Servjces strive to elevate the officer
candidates rather than lower their entrance standards.*= ROTC hosted at Historically Black
Colleges and Universities (HBCU) and the Service Academies’ special preparatory schools
are the primary %ograms that benefit minorities by successfully preparing them for officer
commissioning.™ These major programs for officers are discussed below as are some
notable complementary initiatives.

Historically Black Colleges and Universities. There are 117 historically Black
colleges and universities in the United States, the majority of which are four-year
institutions. Well known is the fact that these institutions are a source of Black leaders;

¥ The military has had two experiences with lowering standards for the enlisted force. One was Project 100,000 where
large number of enlistees with the lowest mental aptitude scores (who were disproportionately minority) were
drafted beginning in 1966. The other case occurred in the late 1970s. Because of a miscalibration (misnorming) of
scores from the Armed Services VVocational Aptitude Battery, more than 300,000 lower aptitude men were
inadvertently accepted into the military. In both cases, the experience was costly in terms of lower soldier
performance and an increase in the number and severity of disciplinary problems. See Janice H. Laurence and Peter
F. Ramsberger, Low Aptitude Men in the Military: Who Profits, Who Pays? (New York: Praeger, 1991).

¥ Remedial programs are also available to the enlisted force. In terms of minority participation, the Army’s is the
largest. One example is the Functional Academic Skills Training (FAST) program—a free on-post course of
instruction in mathematics, reading, and writing—designed to increase the chances of promotion. The Army enrolls
about 6,000 soldiers at any given time; 60 percent of these are Black.
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less well documented is their value as a major source of Blacks in the military’s officer
corps, especially for the Army.

As Table 3-11 shows, 706 (or 10 percent) of the total 7,067 ROTC commissions
were awarded to Blacks in 1996. Of these 706 commissions, 43 percent went to students
at the 27 HBCUsﬁ host universities with Army, Navy/Marine Corps, and/or Air Force
ROTC programs.™ The Army has, by far, the largest HBCU program. Operating in 20
schools, the Army accounted for over two-thirds of the total Black HBCU enrollment in
ROTC programs (3,057), with 220 Black graduates of HBCUs accounting for nearly 75
percent of Black commissioned officers from all HBCUs in 1996. Army HBCUs account
for about 46 percent of all Army Black officers commissioned through ROTC. Although
the actual numbers are smaller, HBCUs also play an important role in the production of
Navy, Marine Corps, and Air Force Black officers—accounting for 53, 42, and 30
percent, respectively, of their Services' ROTC commissions to Blacks in school year (SY)
1995-96.

Table 3-11. ROTC Enrollment (School Year 1996) and Production
(School Year 1995) by HBCU and Race

Enrollment (SY 1996-97) Production (SY 1995-96)

Rece Total HBCU  Percent Total HBCU  Percent
Army

All Races 33,705 2,459 7 4,256 254 6

Black 5,155 2,194 43 479 220 46
Navy

All Races 4,831 414 9 852 43 5

Black 558 303 54 62 33 53
Marine Corps

All Races 820 40 5 200 6 3

Black 51 20 39 12 5 42
Air Force

All Races 15,182 722 5 1,759 67 4

Black 1,594 540 34 153 46 30
All Services

All Races 54,538 3,635 7 7,067 370 5

Black 7,358 3,057 42 706 304 43

Source: Military Services, special tabulations.

¥ This understates the number of colleges and universities that participate in the program. Actually more than 50
schools have students enrolled in an HBCU ROTC program. Many schools do not have the students necessary or the
resources available to offer a program of their own; consequently, they cross-enroll their students at a host school.
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ROTC is also a rich commissioning source for women in the Army. The 770
women commissioned in FY1996 from Army ROTC accounted for about 18 percent of
total Army ROTC commissions (Table 3-12). ROTC is a particularly important avenue for
Black women, who made up 32 percent of all Black ROTC commissions in FY 1996. But
ROTC units in HBCUs are an even more important source of commissions for Black
women. HBCUs account for 43 percent of Black male officers, but they account for 52
percent of all Black women officers commissioned in FY1996. Still, Black women
accounted for less than 4 percent of all ROTC commissions.

Table 3-12. Total and HBCU Officer Commissions from ROTC in the
Army by Gender and Race: FY 1996

Race and Total ROTC HBCU ROTC
Gender Commissions Commissions
Total 4,256 254
Black 479 220
Men 3,489 170
Black 324 140
Women 770 84
Black 155 80

Source: U.S. Army Cadet Command, Ft. Monroe, VA, special tabulations.

Scholarships represent an important incentive for increasing the number of
minority students in ROTC programs. Scholarships are particularly important for Black
and Hispanic students since they are more likely, on average, to come from households
with lower incomes than their White counterparts. A typical 4-year scholarship can be as
high as $16,000 a year, plus $450 for books and a monthly benefit of $150.

A special scholarship program, called “Green-to-Gold,” provides a two- or three-
year scholarship to enlisted soldiers with at least two years’ active duty. Four-year
scholarship recipients must attend an HBCU. In FY1995, there were 318 Green-to-Gold
scholarship recipients enrolled, 98 (or 31 percent) of whom attended HBCUs.

The Army also provides additional academic assistance in writing, reading, and
mathematics to ROTC cadets through the Enhanced Skill Training (EST) program. This
program was implemented using teachers hired under contract by the U.S. Army Cadet
Command, and was budgeted at $3.4 million in 1995. For students who completed the
EST program, arithmetic and algebra scores increased 21 and 11 percentile points,
respectively, and their reading scores rose by 20 points. Writing skills also improved.
Ninety-nine percent passed the Officer Basic Course—the screening program for all new
second lieutenants after commissioning—compared to about 70 percent before the EST
was established.

Moskos and Butler argue that "The lesson is clear; to produce Black leaders, in
this case military officers, one must increase the pool from which they come, namely,
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ROTC units." They also argue that there must be a forthright acknowledgment that
educational deficiencies exist for many Black students, and that these academic
weaknesses involve basic subjects—reading, written and oral communication, and
mathematics—important skills needed rﬁt only for a military commission, but also for
advancement through the officer corps.

The Services are also interested in attracting Hispanic students to ROTC.
Although the Army, Navy, and Air Force have units at Hispanic-serving institutions, the
Army has the largest program. As of 1998, nearly 1,900 Hispanics wernE(jnrolled in
Army ROTC, with nearly 50 percent enrolled in Hispanic-serving units.

Interest in ROTC Enrollment. Although the interest (or likelihood) of Blacks
in enrolling in ROTC has been generally higher than that of Whites across all colleges, it
has fallen considerably since 1991 (see Figure 3-3). The drop has been greater among
Black men than among their White counterparts—the former falling from 18 percent in
1991 to 5 percent in 1997. The corresponding drop among all men was from 9 to 4
percent over this period.

Figure 3-3. Percent of Men Likely to Enroll in ROTC: 1991-1997
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Source: Data from a representative sample survey of approximately 6,000 young men, 16-19
years old who are either in college or planning to attend college, and who respond that they
“definitely will” or “are interested in” enroll(ing) in ROTC. Survey conducted by Teenage
Research Unlimited under contract to U.S. Army Cadet Command, Ft. Monroe, VA.

This is a significant downtrend as it signals a declining pool from which the Services
pick a substantial portion of their officers. Of course, the number of officers accessed is
lower today than in the 1980s—due to the force drawdown—xbut there is concern that the
pool may become so small that the quality content could diminish. The challenge will not be

“ See Charles C. Moskos and John Sibley Butler, All We Can Be: Black Leadership and Racial Integration the Army
Way (New York: Basic Books, 1996), p. 84, 85. Indeed, Moskos and Butler argue that “...the most plausible
explanation for the shortfall [in promotions of Black captains to majors] is that a disproportionate number of Black
junior officers have not acquired the writing and communication skills necessary for promotion to staff jobs” (pp.
67-68)

' Hispanic-serving institutions are so classified if they have an Hispanic student enrollment of 25 percent or more.
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attracting the requisite number of officer candidates so much as attracting the highest quality
of those candidates. Data sEﬁw that youth and their parents are less aware of ROTC and the
benefits of military service.™ Significant cuts in advertising had contributed to perceptions
that the military is no longer “hiring.” This is a particularly ominous sign for the Services as
they continue to compete for quality high school seniors within the pool of college bound
youth.

Academy Preparatory Schools. The Service Academies—the Military
Academy, the Naval Academy, and the Air Force Academy—remain the most prestigious
source of officer commissions. About 20 percent of all active duty officers are Service
Academy graduates (about the same proportion as accessions—Figure 3-2 above), yet
over one third of all general and flag officers are Academy graduates. Table 3-13 shows
total enrollment of the Service Academies for school year 1997-1998. Minorities and
women made up 18 and 15 percent, respectively, of school enrollment, and a relatively
large proportion of that number is the product of military preparatory schools—the
Army's Military Academy Preparatory School (MAPS), the Naval Academy Preparatory
School (NAPS), and the Air Force Academy Preparatory School (AFAPS). Over 800
students enroll in these schools for a 10-month course of study (which is essentially an
extra year of high school) to address academic deficiencies.

Although the missions of the preparatory schools differ somewnhat, their primary
purpose is to prepare selected applicants—or enlarge the pool of qualified applicants (in most
cases minorities and prior service students)—to qualify for admittance to the Service
Academies.

Table 3-13. Student Enrollment at Service Academies: School Year 1997-1998

Race, Military Academy Naval Academy Air Force Academy All Academies

Ethnicit

& Gend{er Number Percent Number Percent Number Percent Number  Percent

Total 4,087 100 3,857 100 4,043 100 11,987 100
White 3,306 81 3,135 81 3,329 82 9,770 82
Black 271 7 245 6 203 5 719 6
Hispanic 187 4 274 7 295 7 756 6
Other 323 8 203 5 216 5 741 6
Men 3,508 86 3,264 85 3,380 83 10,152 85
Women 579 14 593 15 663 16 1,835 15

Source: Military Services, special tabulations as of September 1995.
Columns may not add to 100% due to rounding.

“ Unpublished data. U.S. Army Cadet Command, Ft. Monroe, Va.
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Table 3-14 shows total enrollment of the preparatory schools in those years for
which data are readily available. Black students comprise relatively large proportions of
the total enrollment at all schools. Across all schools, Blacks, Hispanics, and women
accounted for 22, 11, and 13 percent, respectively, of the average total enrollment of 817.
Prior enlisted personnel also account for substantial proportions for the Army and Navy
preparatory schools. All preparatory school students, however, enter with some academic
deficiency which is reflected in their SAT/ACT scores, high school GPA, and/or class
rank.

Table 3-14. Student Enrollment at Service Academy Preparatory Schools: Selected
School Years

MAPS? NAPS? AFAPS®

(N=298) (N=292) (N=227)
Category

Percentage of Percentage of Percentage of
Total Total Total

Black 18 24 24
Hispanic 7 14 12
Women 12 14 12
Prior Enlisted 49 26 12

Source: Service Academy Preparatory Schools Project, 1993.
Note: Some groups are not mutually exclusive.
# Applies to total number enrolled in school year 1992-1993, and average percent enrolled during school
g/ears 1990-1992.
Applies to school year 1991-1992.

Average SAT scores for entering MAPS, NAPS, and AFAPS students are shown
in Table 3-15. Most students are able to raise their scores during the year and qualify for
admittance to their respective Academy. In recent years, the average White student
entering MAPS, for example, had a SAT score of 1030; Blacks entered with an average
of between 920 and 970. By the end of the year, the average SAT score had risen
approximately 100 points for Whites and 120 points for Blacks. Of those preparatory
school students who are not accepted in an Academy, many (particularly MAPS
graduates) atﬁ]d ROTC programs on university campuses, frequently with
scholarships.

An important issue to address is how successful the preparatory schools are in
enlarging the pool of qualified mirﬁrity and women applicants from which the Services can
draw their commijssioned officers.” A brief examination of student educational outcomes is
presented below.®

* Moskos and Butler, pp. 86-7.

“ Although the Services target the enlisted force (and this may be an effective way of increasing the minority content of
the officer corps), relatively few attain the rank above O-4 since enlisted service counts toward retirement. This does
not serve to increase minority representation in the senior officer grades.

** For a more detailed evaluation, see Service Academy Preparatory Schools Project: Final Report, The American
Council on Education (The Center for Adult Learning and Educational Credentials), Washington, DC, June 15,

1993.
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Table 3-15. Average SAT Scores of Selected Cadet/Midshipman Candidate Groups at
Service Academy Preparatory Schools

MAPS? NAPS® AFAP®
Category
Verbal Math Verbal Math Verbal Math

All 469 558 520 600 492 548
Black 467 535 476 578 420 500
Hispanic 476 578 512 602 507 543
Women 470 553 530 587 445 490
Prior Enlisted 486 589 556 633 460 530

Source: Service Academy Preparatory Schools Project, p. 100.

Note: Some groups are not mutually exclusive.

®Data averaged over Fall 1991 and Fall 1992.

®Data reflect midshipman candidates selected by USNA only. Averaged over Fall 1990, Fall 1991, and Fall 1992.
“Data averaged over Fall 1990 and Fall 1991.

Military Academy Preparatory School. Despite a high attrition rate of 40 percent
from MAPS, the vast majority (typically 96-99 percent) of the 60 percent who do
graduate attend the Military Academy. Because the Academy has set goals for
minorities, women, Regular Army, and athletes who enter each year, the preparatory
school has established an enrollment and an acceptable retention rate to match the
available Academy slots. MAPS graduates account for 16 percent of Military Academy
enrollment. MAPS students admitted to the Academy in recent years accounted for about
25-40 percent of all Black students, 20-30 percent of Hispanics, and 10-15 percent of
women.

The Cumulative Academic Quality Point Average and the Military Development
Index Cumulative—significant factors that are used to determine the order-of-merit list—
are somewhat lower for MAPS graduates than for so-called direct-admit cadets. In
addition, graduation rates for MAPS students are typically below the Academy average
as shown in Table 3-16.

Among Black MAPS graduates who entered West Point, however, the story is
quite different. For the class of 1995, 94 percent graduated with their class; compare this
with the 79 percent figure for all cadets. Black MAPS graduates have a higher Academy
graduation rate than White direct-admit students who enter directly from a civilian high
school. Black cadets who have not attended MAPS, however, lag behind their Whi
peers. Within the class of 1995, only 77 percent of Black direct-admits graduated.

Black students select National Security and Public Affairs as a field of study at a
higher rate and the Applied Sciences and Engineering fields at a lower rate than direc%
admitted students. This may reflect lower achievement in the math and science areas,

“ Moskos and Butler, p. 87.
7 Service Academy Preparatory Schools Project, p. 62.
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and could be a factor that might adversely affect promotion opportunities later in their
careers.

Table 3-16. Service Academy Graduation Rates

Military Academy

Class of 1990 Class of 1991 Class of 1992
Prep 63% 64% 69%
Nonprep 70% 70% 71%

Naval Academy*

Class of 1990 Class of 1991 Class of 1992
Prep 76% 2% 73%
Nonprep 73% 2% 76%
Air Force Academy

Five-year Average

Prep 74%
Nonprep 73%

Source: Service Academy Preparatory Schools Project, p. 111.

*Coast Guard Academy preparatory students graduate at a significantly lower rate (22-36 percent
over the past four years) than direct-entry students (approximately 64 percent). There are
approximately 40 students in this program.

A final outcome measure of MAPS success is the retention rate of MAPS
graduates on active duty as commissioned officers. Data show that the percentage of
MAPS graduates who remain on active duty is consistently higher than the overall
average during the first 7-17 years of service. There is no difference in retention after the
17-year point.

Naval Academy Preparaﬂ;ﬁry School. Like MAPS, nearly all graduates are
admitted to the Naval Academy.™ But with a lower attrition rate (30 percent), the NAPS
students account for a somewhat larger proportion (18 percent) of Naval Academy
midshipmen. About one-third of the minority midshipmen came from NAPS and they
tend to perform academically at a level below that of direct-admit students. However,
over the last three years, their graduation rates are comparable to their direct-admit
counterparts.

Most NAPS alumni graduate from the Academy in four years, but (like their
MAPS counterparts) they are unlikely to enter the more demanding fields such as nuclear

“ The Coast Guard also uses NAPS to strengthen its applicant pool for minorities and women. Over the last five years,
35 to 40 midshipmen—nearly all minorities—were enrolled in NAPS. Of the 16 Blacks who entered the Coast
Guard Academy in the class of 1996, 9 were from NAPS. At the Coast Guard Academy, however, NAPS students'
graduation rates (at 47-52 percent) have been lower than those for direct-admit students (64 percent) over the past
four years. This is probably due, in large part, to the more rigid technical engineering curriculum all students must
take.
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power programs. NAPS graduates who attrit from the Naval Academy are more likely to
leave for academic reasons than direct-admit students.

Air Force Academy Preparatory School. Unlike MAPS and NAPS, the attrition
rate at AFAPS is significantly lower—approximately 18 percent. However, the
acceptance rate of AFAPS graduates to the Air Force Academy is also lower. Minorities
in AFAPS attrit at significantly higher rates than women (see Table 3-17).

Table 3-17. Air Force Academy Preparatory School Attrition Rates by

Category of Students
Category SY 1990-91 SY 1991-92
Minorities 15% 18%
Women 7% 5%
Prior Enlisted 13% 4%

Source: Service Academy Preparatory Schools Project, 1993, p. 27.

Over the last several years, AFAPS has provided between 30 and 50 percent of
minority students and 30 percent of women cadets enrolled in the Academy. AFAPS
graduates consistently have lower GPAs than direct-admit students at the Academy, and
they, too, are less likely to select the engineering and more technical major fields.
Although AFAPS students who enter the Academy graduate at a rate similar to that of
direct-admit students, the combination of attrition from the preparatory school and from
the Academy means that only about one-half of the students who enter AFAPS will
eventually be commissioned. This is in sharp contrast to 72 percent of the direct-admit
students. AFAPS and direct-admit Air Force Academy graduates from 1966-1990 were
retained as active duty commissioned officers at about the same rate—65 and 64 percent,
respectively.

Summary of Preparatory Schools. Despite the considerable attrition. From the
preparatory schools, they are successful in producing qualified enrollees to the Service
Academies. Attrition could be reduced by not accepting high-risk applicants, of course, but
that would defeat one of the purposes of the school—to make room for students who provide
diversity. As long as the Service Academies exist, access of underrepresented minorities and
women to these Academies with a fair chance_for success is the overriding consideration for
supporting the Services' preparatory schools.

Junior ROTC. Although not a direct commissioning source, the Junior ROTC
program can serve to increase the pool of both majority and minority high-quality officer
candidates. The program is for high school students who take classes (as well as
extracurricular activities) as an elective, emphasizing civic values, responsibility,
citizenship, discipline, and leadership. Over 360,000 students in about 2,500 high
schools nationwide participated in JROTC in the 1995-96 school year (Table 3-18).

* Service Academy Preparatory Schools Project, p. 113.
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Table 3-18. Percent Enrolled in Junior Reserve Officers Training Corps by Service and
Demographic Group: SY 1995-1996

Category All Services Army Navy Air Force Marine Corps
Total Number 364,006 204,821 52,774 82,294 24,117
Percent 100.0 100.0 100.0 100.0 100.0
White a 44.6 51.9 51.7 a
Black a 40.1 305 32.2 a
Other a 15.3 17.6 16.1 a
Men 58.0 57.3 575 58.8 62.4
Women 42.0 42.7 425 41.2 37.6
Percent to ROTC 11 12 10 12 3

Source: Office of the Assistant Secretary of Defense for Force Management Policy (Accession Policy) and special
Service tabulations.
# Because data were not available by race/ethnicity from the Marine Corps, individual items do not add to total.

Over 40 percent of total enrollees are women and over 50 percent are minorities
(with Black students accounting for 37 percent of all participants). Since 1992, enrol-
Iment has increased nearly 65 percent, due in large part to an expansion program initiated
by then Chairman of the Joint Chiefs of Staff, General Colin Powell, and supported by
Congress. This expansion was targeted toward inner-city schools to address the special
needs of the larger "at-risk" populations. The Services typically fund about two-thirds of
the $500 per student cost of the program; for the disadvantaged schools in the latest
expansion, the Services have invested nearly $7 million covering practically all the costs
in these schools which cannot easily afford their one-third share of a JROTC unit.

JROTC was never intended to be, nor is it today, a recruiting program. Typically
only 3 to 4 percent of the Armed Forces’ enlistments are JROTC graduates; JROTC
graduates are more likely to go on to college and join the (senior) ROTC program. In
FY 1996, 11 percent of JROTC graduates across the Services entered an ROTC program
in college. Indeed, Army data show that 44 percent of ROTC scholarship recipients in
HBCUs were JROTC participants; the comparable statistic in non-HBCUSs is 16 percent.

In addition, certain consideration is given JROTC graduates by the three service
academies. Under Title 10, USC, Sections 4342 (Military Academy), 6954 (Naval
Academy), and 9342 (Air Force Academy), each Secretary of a Military Department is
permitted to nominate to his/her respective academy 20 persons who are honor graduates
of schools designated by the Department. Under this provision, the Services together
allow cadets from JROTC units to compete for the 60 academy nominations.

JROTC remains a very successful and popular program in the nation’s high

schools. Currently over 300 schools have applied for units, but DoD funds are
unavailable. Evidence indicates that students, parents, and school officials—
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particularly in predominantly minority schools—want the values and characteristics
that a JROTC program embodies and instills within students.

The Department of Defense—in partnership with the Department of Education—
has also developed the JROTC Career Academy Program which establishes small career
academies within the public school system to address academic and other needs of “at-
risk” (primarily minority) high school youth. The curriculum is composed of leadership
and citizenship training to help develop students’ confidence, discipline, and
responsibility; academic instruction to ensure that students graduate from high school,
and vocational/technical training to provide career-oriented skills to improve student's
employment opportunities. All students are required to enroll in JROTC.

Each Academy enrolls about 200 students across three or four high school grades.
Each Academy has a separate occupational focus, a low student/teacher ratio, a dedicated
teaching staff, and an integrated academic/vocational curriculum. The teaching staff is
specially trained and comprises both retired military and civilian personnel. Military
instructors also provide extensive mentoring. Local business partners support the
Academy with funding as well as providing other assistance such as mentoring and career
counseling, curriculum development, student internships, and job opportunities to
graduates of the Academy.

Over 30 Career Academies are now operating in urban areas nationwide and each
Service participates. Data show that JROTC Career Academy students have higher
attendance, lower dropout rates, and higher grade-point averages than non-Academy
students in these schools. Academy students also have better attitudegqifibout school and
themselves, and show greater confidence and personal responsibility.

Other Programs. A number of Service-specific programs are already working to
expand the pool from which to select minority officer candidates. In 1995, the Navy
implemented—for both the Navy and the Marine Corps—the Immediate Scholarship
Decision (ISD) and Express Scholarship Decision (ESD) programs that help ROTC
recruiters compete with universities and corporations for highly qualified high school
students. In the ISD process, recruiters are permitted to award four-year Naval (N)
ROTC scholarships "on the spot™ if the student has the targeted SAT (1280) and class
standing (top 20 percent) established for the program. Although not specifically targeted
to minorities and female students, 16 and 19 percent of the 145 ISD scholarships were
awarded to minorities and women, respectively, in school year 1995-96—its first year.
These percentages have risen to 29 and 30 percent, respectively, for school year 1996-97.
The ESD allows recruiters to offer scholarships to other high quality applicants within 10
days to two weeks; 20 percent of the 726 ESD scholarships were awarded to minorities in
1995-96, while 22 percent of the 1,215 scholarships were awarded to minorities in 1996-
97. Women received 33 percent of these awards.

% Abby E. Robyn and Lawrence M. Hanser, JROTC Career Academies Guidebook (Santa Monica, CA: RAND,
1995).

5t Laurence M. Hanser, Marc Elliot, and Curtis Gilroy, Career Academies: Evidence of Positive Student Outcomes
(Santa Monica, CA: RAND, forthcoming).
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The Navy also has operated its Broadened Opportunity for Officer Selection and
Training (BOOST) program since 1968 to provide academic skills enhancement to
enlisted Navy and Marine Corps personnel and civilians who have officer potential, but
are not yet prepared to qualify for NROTC. About 300 students (70 percent Black and
Hispanic) are enrolled in school year 1996-97 for a year-long program stressing
mathematics, science, and English. Also, since 1994 the Navy has run the Seaman to
Admiral program to commission 50 officers each year from the enlisted warfare
community. Selections for this program are made by a board based solely on the Navy
performance of applicants. College tuition is paid for by the Navy and sailors are
attached to Naval ROTC units while attending classes.

All Services have programs designed specifically to offer opportunities for officer
commissions to qualified enlisted members. These programs can produce officers who
are already dedicated and committed to military service and culture. In addition to the
BOOST program for the Navy described above, the Marine Corps Enlisted Commission-
ing Education Program (MECEP), the Enlisted Commissioning Program, and the
Meritorious Commissioning Program are important parts of the Corps' minority officer
accession plan. The Army's Green-to- Gold program discussed earlier is also a
successful initiative.

The Air Force has instituted the Gold Bar program whereby newly commissioned
minority ROTC graduates are assigned on a full-time basis to target underrepresented
markets to recruit minorities for ROTC. The number assigned has risen from 16 officers
in 1992 to 67 officers in 1996; during that time the percentage of minorities enrolled in
ROTC has risen from 6.6 to 14.7 percent. A Gold Bar recruiter is placed at every Air
Force HBCU.

Summary

The Department of Defense has undertaken a concerted effort to increase the pool
of minority applicants for officer commissioning. Specific initiatives exist in all Services
targeted toward those groups so that more will qualify for the various commissioning and
pre-commissioning programs. Preparation for the officer corps, more so than any other
profession, must begin early—well before the officer accessioning point. The later and
less intensive the intervention, the less Iiﬁly it is to have a sizable impact on entry into
the officer ranks and a successful career.

In contrast to minorities, women are less hampered by differences in
precommissioning educational experiences and outcomes. However, their measured
math and science standardized test scores lag behind men and they are less likely to
pursue technical majors in college. Lower propensity, assignment restrictions, and the
debate over the role of women in the military are greater limiting factors for women in
the officer corps.

%2 See J. Norman Baldwin, “The Promotion Board of the United States Army: Glass Ceilings in the Officer Corps,”
Public Administration Review, 56 (2), March/April 1996, pp. 199-206.
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Chapter 4
Occupational Assignment

Job assignments can be an important factor in determining how far and how fast an
individual will advance in the officer corps. In each Service there are career-enhancing assignments
and, more generally, career fields that are associated with a higher probability of success. This
chapter examines the issue of why women and minorities are underrepresented in these fields and
the extent to which this may adversely affect their career advancement. Procedures for selection,
training, and promotion in the field of fixed-wing aviation are examined in detail to illustrate the
obstacles that lead to low participation in this field by women and minorities.

Job Assignment and Occupational Specialty

Occupational assignments are important because the path to general and flag officer status
traditionally has been through the tactical operations field—which includes almost all combat-
related skills. Although only about one-third of the officer jobs are in this occupational field,
almost two-thirds of the promotions to general and flag officer rank come from this group.
Clearly, the Services consider this experience essential to effective performance in a high
proportion of general and flag officer billets.

Procedures for making initial job assignments and occypational specialty designations
differ by Service, and in some cases by source of commission.™ Assignment to specialties such
as aviation and nuclear propulsion require proficiency in special aptitudes, in addition to other
qualifications. In the Army, Navy, and Air Force, officers are awarded specialties on the basis of
college major, class standing, and needs of the Service as well as the desires of the individuals.
Cadets and midshipmen at the Service Academies are given job preference based on their class
ranking, or place within the order of merit list (OML). They are encouraged to pursue
assignments in combat-related fields. ROTC graduates undergo similar but separate selection
processes based on OML ranking and their stated preferences. OCS/OTS candidates are usually
selected into these commissioning programs based on the occupational needs of the Services and
the qualifications of the prospective candidates. The Marine Corps designates an occupational
specialty after officers are commissioned and while they are attending The Basic School (TBS),
where they receive training regardless of their source of commissioning.

How do these selection procedures affect the pattern of job assignments by race and
gender in the occupations from which general and flag officers are drawn? Table 4-1 provides a
snapshot of the racial/ethnic and gender distributions of officers within the major occupational
areas in 1980 and 1997. In both years, minorities are relatively concentrated in the non-combat

%8 See Douglas B. Rosenthal and Patricia Colot, Initial Job Assignments of Military Officers (Alexandria, VA: Human Resources
Research Organization, June 1989).
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related skills such as Engineering/Maintenance, Administration, and Supply/Procurement— as
well as Health Care, a predominantly direct commissioning field. WWomen are even more
concentrated in direct commissioning fields, especially Health Care. These patterns tend to
persist over time. Between 1980 and 1997 minority officer representation rose from 9 to 14
percent and female representation rose from 8 to 14 percent in the overall force. However, those
gains were not spread in equal proportions across occupations. For example, Blacks increased
from 3 to 5 percent in the largest occupational field—Tactical Operations—but in Administration
and Supply/Procurement their proportions grew from 7 to 13 and 7 to 14 percent, respectively.
Similarly, women grew from 1 to 3 percent of the Tactical Operations positions, while in
Engineering, Scientists, and Health Care, their share increased between 4 and 8 percentage
points.

Table 4-1. Percentage Distribution of Active Duty Officers Within Occupational Area by
Race/Ethnicity and Gender: FYs 1980 and 1997

. . . . Other/ Total Total

Occupational Area White  Black Hispanic Unknown Male  Female Percent Number
1980
General Officer/Executives* 97 1 0 1 98 2 100 5,386
Tactical Operations 94 3 1 2 99 1 100 80,845
Intelligence 93 3 1 2 89 11 100 9,037
Engineering/Maintenance 92 5 1 2 95 5 100 38,776
Scientist and Professionals 92 4 1 3 94 6 100 14,519
Health Care 84 5 2 9 68 31 100 30,418
Administration 89 7 1 2 87 13 100 30,263
Supply, Procurement, and 90 7 1 2 94 6 100 11,972
Allied
Non-Occupational** 89 6 1 3 93 7 100 39,248
All Occupations 91 5 1 3 92 8 100 260,464
1997

General Officer/Executives* 95 4 1 1 98 2 100 2,014
Tactical Operations 89 5 3 3 97 3 100 81,515
Intelligence 85 7 4 4 84 16 100 10,562
Engineering/Maintenance 83 9 3 5 88 12 100 24,880
Scientist and Professionals 87 7 3 4 86 14 100 10,299
Health Care 83 8 3 6 65 35 100 39,751
Administration 78 14 4 4 70 30 100 12,532
Supply, Procurement, and 79 13 4 4 86 14 100 18,427
Allied
Non-Occupational** 84 6 5 5 92 8 100 12,362
All Occupations 86 7 3 4 86 14 100 212,362

Source: Defense Manpower Data Center.
* This category includes officers other than general and flag officers.
**This category includes patients, students, and other.

These differences are more pronounced, however, when the occupations with direct
commissions are eliminated. Table 4-2 shows the race/ethnic/gender groups in those occupa-
tional areas that do not contain direct commissions. One of the most striking differences is in the
Tactical Operations field. In 1997, Whites in this field made up 56 percent of all White officers;
the comparable figures for Blacks, Hispanics and other minorities were 37, 50, and 47 percent,
respectively. By contrast, women in Tactical Operations jobs made up only 18 percent of all
women officers. Among minority groups, Blacks are the most underrepresented in Tactical
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Operations and this pattern has persisted over time. Although this pattern is visible in the
specialties the Army groups under Combat Arms, this report will focus on an element of Tactical
Operations, that of fixed-wing aviation in the Navy and Air Force. This occupational specialty is
among the largest, yet most selective and prestigious.

Table 4-2. Percentage Distribution of Active Duty Officers in Selected Occupations by
Race/Ethnicity and Gender: FYs 1980 and 1997

Occupational Area | White Black  Hispanic Other| Male Female
1980
General Officer/Executives* 3.2 0.9 1.2 1.3 3.1 1.2
Tactical Operations 46.6 33.6 42.2 40.8 47.7 9.5
Intelligence 5.2 3.9 4.8 5.9 4.8 11.6
Engineering 21.8 24.3 24.0 25.7 22.0 22.8
Administration 16.6 27.2 20.7 194 15.7 46.4
Supply/Procurement 6.6 10.0 7.1 6.8 6.7 8.5
Totals 100 100 100 100 100 100
1997
General Officer/Executives* 15 0.7 0.6 0.3 15 0.3
Tactical Operations 56.4 37.0 50.1 46.5 58.0 18.0
Intelligence 7.0 6.3 8.8 8.1 6.5 12.7
Engineering/Maintenance 16.1 20.6 15.8 20.9 16.0 22.7
Administration 7.7 14.8 9.8 9.9 6.4 27.5
Supply/Procurement 11.4 20.6 14.9 14.3 11.6 18.8
Totals 100 100 100 100 100 100

Source: Defense Manpower Data Center
* This category includes officers other than general and flag officers.

Minorities and Women in Fixed Wing Aviation

Aviation is one of the most demanding occupations in the military, requiring exceptional
physical and mental skills and discipline. The training and experience provided by the Services
are difficult to obtain in the civilian sector. Thus, becoming an aviator can be very rewarding, in
terms of both military career progression and civilian opportunities. For example, in the Air
Force, over one-half of the general officers during the past 20 years have come from the pilot
population. And, upon leaving the military after completing their service obligations, many
pilots are able to continue their profession with a civilian airline. Achieving adequate minority
representation in high skill occupations such as aviation is an important indicator of success for
equal opportunity programs in the military.

The Services classify flying positions (aviators) into two categories: pilots and navigators
(Air Force) or flight officers (Navy and Marine Corps). Table 4-3 shows the distributions for
these categories of active duty fixed wing aviators by race/ethnicity for fiscal year 1997. The
1,950 minority aviators in FY 1997 represented 6.9 percent of all aviators in the Navy, Marine
Corps, and Air Force combined. For flight officers and navigators, nearly 10 percent were
minorities. But among pilots, the minority percentage is considerably lower, at 5.6 percent;
Blacks and Hispanics account for less than 2 percent each, and less than 1 percent is accounted
for by each of the other minority groups. These percentages compare with the officer minority
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representation in the total active force in 1997 as follows: all minorities (15.3 percent), Blacks
(7.5 percent), Hispanics (3.1 percent), and other minorities (4.7 percent).

Table 4-3. Racial/Ethnic and Gender Representation in Fixed Wing Aviation: FY 1997

. - . American Asian\Pacific
Category White Black Hispanic Indlan\AIaskan Islander Other Male Female Total
Native
Pilots
Fighter/Bomber 9,113 112 120 32 66 82 9,462 63 9,525
Other Pilots 9,058 232 299 42 96 107 9,417 317 9,734
Total Pilots 18,171 344 319 74 162 189 18,879 380 19,259
Percent of Total 94.4 1.8 1.7 0.4 0.8 0.9 98.0 2.0
Navigators and Flight Officers
Total Navigators & 8,208 291 278 45 195 53 8,897 191 9,070
Flight Officers
Percent of Total 905 3.2 3.1 0.5 2.1 0.6 98.1 1.9
Total Aviation 26,379 635 597 119 357 242 27,759 570 28,329
Percent of Total 932 23 2.1 0.4 1.3 0.8 98.0 2.0

Source: Defense Manpower Data Center

But in recent years, the situation appears to be improving. The entry of women into
aviation is a relatively chent phenomenon in the military, and only in 1993 were combat aviation
billets open to women.™ Over the 1990-1997 period, the number of women pilots in military
aviation rose slightly—from 364 to 380 (Table 4-4). Their percentage of all pilots increased
from 1.5 to 2.0 percent, due both to their increasing number and to a reduction in the male pilot
population (by 16 percent).

Table 4-4 also shows that the trends for minority pilots have been favorable during the
past seven years, increasing by 6.8 percent to 1,088. The total number of minority pilots has
increased in the Air Force, Navy and, more significantly, the Marine Corps. Minority pilots now
account for 5.6 percent of all pilots, up from 4.2 percent in 1990. In percentage terms, each
Service has improved its minority representation either because it has increased its numbers or
because of the reduction in the number of the White majority group.

In summary, both minority and women pilots in the Services either increased in number
or held steady; practically all the decrease in pilots during the past seven years—almost 5,000—

% The restrictions barring women from assignments in aircraft engaged in combat missions were removed in 1993. See Office of
the Secretary of Defense memorandum dated April 23, 1993, “Policy on the Assignment of Women in the Armed Forces.”
However, there remain a limited number of aircraft billets in units assigned to Special Operation Forces which are not open to
women due to their co-location with ground combat units.
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has been accounted for by White men. Although the n
women pilots are still small, they are growing steadily.

Minority and Women Officers

l@bers and percentages of minority and

Table 4-4. Number and Percent of Fixed Wing Pilots by Service, Minority Status, and Gender:
FYs 1990 and 1997

Service Minority Female Male Total
1990 1997 1990 1997 1990 1997 1990 1997
Air Force Number 701 719 277 281 15,870 13,056 | 16,147 13,337
Percent 4.3 5.4 1.7 2.1 98.3 97.9
Navy Number 272 288 87 98 6,476 4,417| 6,563 4,515
Percent 4.1 6.4 13 2.2 98.7 97.8
Marine Corps ~ Number 46 81 0 1 1,445 1,406 | 1,445 1,407
Percent 3.2 5.8 0 * 100 100
Total Number 1,019 1,088 364 380 23,791 18,879 24,155 19,259
Percent 4.2 5.6 15 2.0 98.5 98.0

Source: Defense Manpower Data Center
* Less than 0.1%.

The remainder of this section discusses the education and training process for becoming
an aviator and the promotion patterns following completion of flight school. The discussion
focuses on those aspects of the pilot and navigator/flight officer selection process that may pose
obstacles for minority and female candidates.

Selection of Aviators

Service Academies and ROTC. The process of becoming an aviator in the Navy,
Marine Corps, or Air Force begins in the senior year for both Academy and ROTC cadets.
Cadets at the Air Force Academy are encouraged to pursue rated positions, either as pilots or
navigators. Since 1993 all Navy midshipmen have received unrestricted line commissions and
are, therefore, required to select careers in aviation (or submarine or surface warfare).*® ROTC
students may also select aviation but, recently, due to the drawdown, have been more likely to
pursue non-flying fields in engineering, intelligence, or a support function. Class rank often is a
factor in determining who may select aviation; those graduates with a high class ranking will be
favored in the competition for a limited number of flight school spaces. For both cadets and
midshipmen, a flight school selection board considers each applicant’s academic and military
performance, as well as leadership, extracurricular activities, and faculty recommendations
before making flight school admission decisions. In addition, the assignments are dependent on

% This positive trend also occurred among rotary wing (helicopter pilots) in the military Services. In the Army, commissioned
officers accounted for 38 percent of rotary wing pilots in 1997. In the Navy, Marine Corps, and Air Force, virtually all rotary
wing pilots are commissioned officers. A comparison of the distribution of rotary wing pilots by minority status and gender in
1990 and 1997 shows that minority pilot representation rose from 7.2 to 9.8 percent as the number of rotary wing pilots
(commissioned officers) declined by 27 percent. The percentage increases were largest in the Army and Marine Corps—these
two Services account for almost 90 percent of all helicopter pilots. Female representation rose as well—from 3 to 3.8 percent
over the 1990-1997 period. The source for these figures is the Defense Manpower Data Center.

% Unrestricted line commissions refer to those billets qualified to command at sea (surface warfare, submarine, and aviation).
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achieving an acceptable score on the Aviation Selection Test Battery (ASTB) in the Navy and
Marine Corps, or the Air Force Officer Qualifying Test (AFOQT) in the Air Force.

On the surface there is nothing in these selection criteria that would mitigate against
minorities or women being chosen for flight training. Between 1980 and 1993, about 30 percent
of the women graduates from the Air Force Academy were selected for flight training; this
compares with a rate of 61 percent for men during the same period; recall, however, that women
were restricted to non-combat aircraft until 1993. However, the consistently low percentages of
minorities entering aviation (relative to other military occupations) suggest that the selection
system may presenkabstacles for minorities, particularly when there are more applicants than
positions available.

The impact of the recent military downsizing is an important factor when viewing the
demographics of the future military aviator population. During the last five years, the number of
Academy and ROTC graduates entering flight training has fallen as the drawdown proceeded.
For example, 66 percent of the Air Force Academy graduates entered flight training in 1989, to
become either pilots or navigators. By 1994 that figure fell to 22 percent, although the total
Academy production remained about the same. While this was the result of a decision to
underproduce against future requirements—so as to retain experienced combat aviators—the
temporary reduction in the requirement for aviators has undoubtedly changed both majority and
minority member opportunities for aviation as a career choice. However, if minorities are less
inclined at the outset to pursue a career in aviation, then the negative impact of this
underproduction on their preferences for flying jobs may be magnified in the future.

Officer Candidate School (OCS) and Officer Training School (OTS). A third source
of aviators has been the Officer Candidate School in the Navy and Marine Corps, and Officer
Training School in the Air Force. The application process for becoming an aviator from these
schools is similar to that described above; the selection criteria are also similar but class rank is
not a factor. This source has been the traditional route for members with prior military service in
the enlisted ranks to obtain an officer commission. As such, it has allowed many minority
members to compete successfully. Prior to the recent drawdown the Navy, Marine Corps, and
Air Force obtained a large number of pilots from this source, but today only the Marine Corps
recruits significant numbers of pilots from the OCS population.

Aviation at HBCUs. The Air Force has recognized the need to provide increased
mentoring for minority students in aviation—particularly for Blacks whose representation in the
aviation field has remained stubbornly low over the past 15 years. A recent initiative by the
Office of the Secretary of the Air Force illustrates one approach. Beginning in the summer of
1997, the Air Force, through Delaware State University, offered a 10-week introductory course in
aviation and aerospace studies. Students are selected from the ROTC programs at HBCUs or
other minority insti