Tri-Service Stipend Study
Stipend Level Relationship to Contracting and Retention for Army, Navy, Air Force and Marine Corps Senior ROTC

Executive Summary 

A study of stipend amounts and the effects on ROTC cadets interest in contracting and commissioning was conducted in October 1999.  A total of 3504 cadets from 71 schools completed the survey representing all services.  Students not involved in ROTC were not sampled due to OMB restrictions in gathering data from the private sector.  

Findings.  Cadet predictions of contracting and commissioning were directed related to the amount of stipend.  Stipend increases to less than $300 per month offered little benefit in retaining cadets to commission.  All services' cadets agreed in their responses on increased stipends, with the exception that the Navy and Marines were slightly more likely to find a lower stipend acceptable. 


Improvements to contracting and retention continued throughout the range of stipend values.  The higher the stipend, the higher the interest in remaining until commission.  The results showed that a tiered stipend ($200 for the first year, and $250, $300, $350 for successive years) was similarly effective as a flat rate of $300 per month for retention to commissioning.  A tiered stipend starting at $250 for the first year, and $300, $350, $400 for successive years was roughly equivalent to a flat $400 stipend for retention to commissioning.  Non-contracted eligible cadets who were not propensed to remain to commissioning were less accepting of the tiered stipend.  Otherwise, acceptance was high.  Tiered stipends with a cap of $400 would be sufficiently effective in contracting cadets and should be considered in policy decisions as a cost-effective alternative.

The responses provide a method of estimating changes in production of lieutenants given various stipend levels.  
The algorithm used depends on the pre-existing contracting and retention rates.  Stipend increases to above $300 per month resulted in estimates of significant increases in productivity.  Higher stipends will more positively affect cadets who work to pay for school and minority cadets, particularly Hispanic and African-Americans.

Recommendations.  Adopt a tiered stipend with a $400 cap. 

Stipend Level Relationship to Contracting and Retention for Army, Navy, Air Force and Marine Corps Senior ROTC


The purpose of this study was to determine what relationships exist between the value of the monthly stipend provided cadets contracted to commission and cadets' interest in commissioning.  There was no requirement for non-contracted cadets to complete the survey, but they were allowed to participate in the survey, if they chose to do so.  This provided an opportunity to view the interest in remaining in the program (contracting to commission) of those cadets who were not yet committed to commission through ROTC. Initially, the study was to include students enrolled at the schools, but OMB regulatory guidance prevented expansion to non-participating students within the time allowed.


A sample of 3504 Army, Navy, Air Force and Marine Corps Option Senior ROTC cadets was collected through a survey on the internet during the period of 12 October, 1999 to 6 November 1999.  The sample represented 71 Colleges and Universities.   The schools represented all areas of the country.  The sample was drawn with emphasis on those schools with all services represented with 546 respondents were from high cost private schools with the remaining 2958 from lower cost state schools.


The sample of cadets fell along the lines of participation at the sample schools.  Army had the most cadets responding, followed by the Navy, Air Force and Marine Corps (figure 1). 

Figure 1.
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The sample spanned the range of cadet classes (first through fourth years, with some fifth year cadets included).   The sample had slightly more underclassmen with 1894 first and second year cadets despite a greater number of lower classmen in the program (figure 2).   Many first and second year cadets are not contracted and were not obligated to complete the survey.  Effectively, the number of third and fourth year cadets were over-sampled somewhat.   School year was very equally distributed among respondents. 

Figure 2.
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The gender mix of respondents and ethnicity mix were within expected parameters, roughly representing overall ROTC, with 79 percent of the participants being male and 79 percent being white (figure 3).   The numbers of respondents were more than sufficient to determine any differences by ethnicity.  

Figure 3.
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Results.  


The results of the survey are broken into three areas: non-contracted eligible cadets' interest in remaining in ROTC and stipend levels; contracted cadets' commissioning behavior and stipend levels; and other demographic and factors.  The results are generally compiled as a group, but some analysis describes the similarities and differences between services, or between groups defined by demography or costs of school.  Grouping by contract status (figure 4) was necessary to predict behaviors of cadets toward contracting or commissioning.

Figure 4.
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Stipend level and eligible cadets' interest in remaining in ROTC.  Eligible cadets (1004, distributed among services at figure 5) indicated their interest level in continuing in ROTC, based upon varying levels of stipend.  Determining how much the cadet's interest increased provides part of the information on the probable contracting behavior of the cadets.  The second part of the information is derived of the eligible cadets' pre-existing propensity to remain to commissioning (figure 5).  

Figure 5.
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A seven-point anchored scale was used to determine the cadets' interest in remaining in the program.  In figure 5 above, the number of eligible cadets who were not positive about remaining to commission was 30 percent of the total (302).  These represent those responding 1 through 3 on the scale as negatively propensed and those responding with a 4 as neutral.  Cadets responding 5, 6, or 7 were considered positively propensed to remaining in ROTC.  Cadets responding 5 or 6 indicated some indecision in their plans to commission but were included in the propensed grouping.

Figure 6.


Eligible Cadets Responding to Stipend Levels (Indicates 60% or more increase in interest)
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The respondents had the opportunity to indicate their interest in a tiered stipend where first-year cadets would receive $200, second-year $250, third-year $300 and fourth year capping at $350.  An alternate tiered stipend would add $50 to each year and cap at $400.  Note that tiering was less exciting to non-propensed eligible cadets in figure 6, but it was more acceptable to cadets positively propensed to commission.  

The net result of interaction of stipend with interest in remaining in ROTC is demonstrated graphically below (figure 7).    The difference for non-propensed cadets was an increase from 8 percent indicating they would remain to commission to 77 percent for levels $200 to $400 per month.  For all eligible non-contracted cadets, the prediction to commission raised from 6 percent to 86 percent of the sample population.
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 Figure 7.  Added Value of Stipend  (Increases on left; net change from $200 level on right)

Thirty-eight percent indicated that they would definitely remain to commission (figure 8).  Therefore, the effect of increasing stipend will only affect 62 percent of the eligible population.  By observing the change in propensity based on stipend, and applying the difference to the non-propensed cadet population, a net effect in predicted contracting behavior (how many more will contract) is established. The sample shows the net effect at $300 is a 35 percent increase in predicted contracting behavior.

Figure 8.


Thirty-eight Percent of Eligible Cadets Will Definitely Stay to Commission
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The breakout of interest in remaining in ROTC by service is at figure 9.  The pattern of distribution is similar for all branches.  The greatest increase by level occurred between $275 and $300 per month, and this jump was consistent with all services.  The bar graphs suggest a minimum effective stipend of $300.  The results show that below a stipend of $300, there will be only an incremental change and that the increases in interest remain throughout the $400 level.   

Figure 9.
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Tiered stipends appeal to eligible non-contracted cadets at only slightly lower levels than the flat rate.  Cadets respond to $400 flat rate and tiers of $250 to $400 very similarly.  For tiers of $200 to $350, cadets responded similarly to a $300 flat rate stipend.  Therefore, using a tiered approach of $200 the first year, $250, $300 and $350 for years two, three and four will net the same interest as a $300 stipend
.  


Figure 10 shows no discernable pattern difference by service of acceptance of tiered stipends.  While a $400 cap is certainly preferred, the level of acceptance of $350 is consistent across services.  What would be effective for one service will be effective for all services.  Note that the tiered stipend closely follows the patterns for a flat $300 rate ($350 Tiered) and flat $400 for a $400 Tiered stipend.  The average for all branches was 86% acceptance for both tiered and flat $400 stipends.  Since the tiered stipend costs considerably less, it is clearly an economical advantage over flat stipend rates.

Figure 10.

Tiered Stipends by Service (includes cadets who were already propensed to commission)
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Retention of contracted cadets to commission.  Cadets who have committed to commission by contracting are already receiving, in most instances, stipends.   The following analysis shows the effect of stipend levels on retention to commission.  Not all cadets who contract actually commission. 

The data at figure 11 shows that while contracted cadets' average response to whether they planned to stay until commission was above 4, the mid-point on the scale, there was a difference in strength of their commitment based on stipend levels.    Air Force and Army responses were very similar, as were Navy and Marine Corps responses (Navy and Marine cadets were slightly more positive than Army and Air Force).  At $200, some cadets indicated undecidedness about remaining until commission.  Overall, the difference ascribable to stipend level was much more subtle in nature.  Therefore, large differences in retention rates are not as likely.   

Figure 11.



Retention Is Affected by Varying Levels of Stipend (4 is midpoint)
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In figure 12, the differences in staying until commission are broken out by stipend levels for each of the services.  The majority of cadets indicated their plan to stay to commission whether the stipend level is increased or not (68 percent).  For those who did not indicate a 7 on the seven-point scale, there exists concern about the final decision to contract.  About 10 percent of the contracted were undecided (4) or negative (1-3) about commissioning.  Those who were positively propensed to commission, but indicated a 5 or 6 suggesting some uncertainty constituted 22 percent of the contracted cadets. 

Figure 12.



Variance in Plans to Commission Among Contracted Cadets
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Cadets responded to the levels of stipend along the lines of their initial statements of plans to commission.  Figure 13 shows that cadets will respond to the various levels of stipend in their decision to remain until commission.  The figure shows the lowest level at which the cadets confirmed their plans to commission.  By $300 per month, only a small percentage of cadets did not positively respond to remaining until commission (13 percent).   The gross increase in staying to commission was 33.1 percent for an increase to $300 per month (equivalent to $350 tiered).   This provides a predicted increase in retention behavior of 11 percent contract to commission.

Figure 13.
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The number of added commissions of any increase in stipend will depend on the number of non-contracted cadets added to the program and compounded by the higher rate of retention of contracted cadets.  Table 1 shows that at $200 stipend, 1228 of the 2339 (53%) will definitely remain to commission.  At $250, the number increase to 1554, an increase of 27 percent over the baseline of $200.  At $300, the increase is 63 percent, at $350, 80 percent, and, at $400, an 88 percent increase of projected retention takes place (see table at Appendix 1 for increases).  The increases will most affect cadets initially undecided or not propensed to commission (about 10 percent of the contracted population) and to a lesser degree, those cadets who rated staying to commission as 5 or 6 initially.

Increasing the stipend to $250 or $275 has only a marginal advantage over $200.  Incremental increases did not have a strong impact on cadet desire to remain to commission.  At $300, however, significant improvement in predicted retention.  The added retention value of higher stipends continued throughout the range of amounts to $400.   The ideal stipend level for retaining contracted cadets and those non-contracted cadets who plan to remain to commission is a $400 tiered stipend.  The second choice would be a $400 flat stipend, followed by a $350 flat stipend, then a $350 tiered stipend.  For recruiting from the undecided ranks of cadets, a flat stipend of $400 provides the best inducement to contracting and commissioning, followed by a $350 flat rate, with the tiered $400 and flat $300 tied. 

Calculated as Return on Investment (ROI), maximum return on investment occurs at $300, however, the residual gains among neutrally propensed and negatively propensed continued strong throughout the range.  The slope from $250 to $300 was steeper than from $300 to $400 for all cadets not propensed to commission.  This means that there is considerable residual ROI in stipend levels above $300 to induce non-propensed cadets to remain until commission (see Appendix 2). 


Obviously, no amount of money will assure the retention of all cadets to commission.  Some cadets will not commission for health, academic or other personal reasons.  Most of these reasons are beyond the scope of the survey, but questions on whether ROTC cuts into study or work time, and whether cadets must work to pay for college or living expenses were included to determine if these issues would have an effect on retention and stipend level.

Other issues bearing on stipend levels.   The patterns of acceptable level of stipend were similar for all branches (see figures 9, 10, and 11).  While not anticipated, there were mild but statistically significant differences between branches.  This difference divided the Navy and Marines from the Army and Air Force and is likely the result of differences in Navy funding for ROTC.  Essentially, the Air Force and Army's lowest acceptable level of stipend is slightly higher than the Navy and Marines.  The result is a positive correlation for Army and Air Force and a negative correlation for the Navy and Marines, as shown in figure 14.

Figure 14.
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The data in figure 14 is based on the lowest level at which cadets indicate a positive attitude about commissioning (5, 6, or 7 on the scale) and includes contracted and eligible respondents.  It shows that although the accepted level is only slightly different, it is consistently so between branches.  A higher stipend would therefore more positively affect the Army and Air Force than the Navy and Marine Corps, but this difference would be slight.  The issue of working to pay for college costs or living costs was explored as well.  

In figure 15, the Army cadets were most likely to say that they needed to work to pay for college costs.  Comparatively, Navy and Marine cadets did not work as much to pay for college.  No significant relationships existed in paying for living costs, however, the Army cadets were once again slightly more apt to say that they needed to work to pay for living costs.  The Navy and Marine cadets have an apparent mild financial advantage to the Army cadets.  Air Force cadets fall in between Army and Navy/Marines.  When considering differences in identified stipend need (see figure 14) the more frequent and more necessary work requirements of Army cadets explains the differences.  If finances are more difficult for the cadet, the need to work is greater, then the stipend level required to offset some or all of the need to work must be greater.  

More cadets must work to pay living costs (room, board and other costs defined by the student) than college costs, and little difference between services exists.  For paying for living expenses, it is just as likely to have a Navy cadet with a part time job as an Army cadet.  However, the combined effect of additional work requirements among Army cadets for college and living expenses are higher. 

Figure 15.
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At figure 16, the impact of working is compared to the various levels of stipend.  Those cadets who must work to pay for college or living expenses require higher stipends than those who do not work.  This is evidenced by negative correlations at the $200 and $250 stipend levels.  For working cadets, a stipend of $350 is a significant inducement to continue until commissioning.  A stipend of $300 seems to just meet the minimum requirements for those working to pay for college, but is sufficient for those who work for living costs.

Figure 16. 
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As shown in figure 17, there is little difference in working requirements between high cost and low cost schools.   Further, only a mild and statistically insignificant relationship exists (r2 = -.027 but significance of .122) between a school being high cost and cadet requirements for higher stipend.  Therefore, there is no reason not to assume that an increase in stipend to $300 or $350 per month would be efficacious at both high and lower cost schools.  

Figure 17.
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The cadets were asked if ROTC cut into study time and work time.   There was not a significant relationship between their responses and whether they intended to commission.  As shown in figure 18, the cadets indicated a mild and statistically non-significant negative relationship between ROTC interfering with working and willingness to remain to commission.


Figure 18.
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A regression analysis conducted with the minimum acceptable stipend as the dependent variable showed that work was a major contributor to the cadets' expectations of stipend amount (results at figure 18).  By far, having to work to pay for college costs drove up the level of stipend needed to assure the cadet remaining until commissioning.  Both contracted and eligible cadets responses were included in the analysis.  Working to pay living costs was less related to cadet stipend expectations and predictions of commissioning behavior.  Somewhat surprisingly, working and costs of college did not account for a large difference in prediction of remaining to commission.

Figure 19.
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The cost of the college was a binomial variable and may have contributed to a non-significant result.  The cost of the college actually negatively related to the requirement for higher stipends.  This is a logical conclusion since a greater percentage of cadets attending high cost schools are on scholarship.  The cadet at a high cost school undoubtedly perceives that ROTC is already significantly offsetting college costs.

Ethnicity and gender were tested in their relationship to a minimally acceptable stipend level.  Once again, this is defined as the stipend level at which the cadet indicates that he or she will definitely commission.  The results showed that white cadets required a lower level of stipend to indicate their commitment to remaining in ROTC until commissioning.  Native Americans and Others did not have sufficient representation to draw conclusions, although Native Americans were statistically significant as a group and had the highest stipend requirements.  Others are generally those who do not wish to report or identify with any ethnicity and are generally difficult to draw conclusions about as a group.  Of minorities remaining, Hispanics had the highest requirement for stipend, followed by African-Americans.  Asian Americans were not significantly similar to each other (mixed responses) to provide a significant difference.

Figure 20.
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Generally, the higher the stipend level, the better the retention and recruitment of Hispanics and African-Americans.  Some Asian Americans are also likely to perceive higher stipends as a strong inducement to remain in ROTC to commission.  Although a higher stipend would be inducement to all cadets, it would affect minorities the most.


There was no significant difference by gender, however, as shown in figure 20.  Males and females were roughly the same although there was a mildly higher stipend requirement by males, the difference and consistency of response was insufficient to indicate a difference.

Figure 21.
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Prediction of changes in officer production.  Cadet attitudes toward stipend levels indicate a strong relationship between levels of stipend and their interest in remaining in ROTC.  Figure 22 shows that both non-contracted eligible cadets and contracted cadets respond progressively stronger to each higher level of stipend tested.  With both eligible and contracted cadets, the difference between $250 and $300 is greater than any other change.  Predicted behaviors may be applied to predicting behavior of cadets at each level of stipend.  This provides an estimate of the changes in contracting and retention to commission.  

This estimate has some limitations of accuracy.  First, not all non-contracted cadets completed the survey.  The analysis explores the differences of individual cadet's attitudes toward remaining in the program, and does not represent the propensity levels as a group back to the population of all cadets.  However, the non-contracted cadets choosing to answer the survey may have been different in some fashion from all non-contracted cadets, thereby introducing the potential for some sampling error.  Secondly, the actual retention behavior of cadets and the predicted behavior is known to vary.  As a rule, cadets predict higher retention behaviors than they actually exhibit
.  Therefore, some caution must accompany using the current survey to predict actual retention and production changes (Sampling data is at Appendix 3).  

An example of estimating change in the prediction to contract would be: given eligible non-contracted cadets and a per 100 contract rate of 30 percent at $200 per month, at $300, 37 cadets per hundred would contract.  This is the increase in propensity X the existing rate of contracting X the remaining available non-contracted population.  Using the same method and conditions, at $400, 40 cadets would contract.  If the preexisting rate of contracting was 60 percent, then at $400, 72 cadets would be expected to contract.

Figure 22.  (Based on increase over $200 stipend levels)


Predicted Increases in Contracting of Eligible Cadets


Predicted Increases in Commissioning of Contracted Cadets

Using the same method and first example, the increase in contracted cadets will increase further with the effects of retaining contracted cadets to commission.  At a stipend level of $300, the example showed an increase from 30 to 37 cadets contracting.  Assuming a retention rate of contracted cadets of 80 percent should result in an anticipated 24 commissions at $200 per 100 initial eligibles.  At $300, the estimate would be 31 commissions per 100 based on the higher number of contracts and two more cadets remaining to commission out of the increased pool, a net of 7 added commissions.  

The study was based on a one-time sampling and not experimental.  The estimates are based on relationships, not effects since the levels of stipend could not actually vary and allow measurement of effect of changes in stipend level.  Given a change in stipend, the actual effects may vary and predictiveness may also vary based on other elements of programming, particularly the availability of scholarships.  Therefore, the formulations used are for general purposes only to determine the reasonable level of stipend that will effect the changes needed in productivity.  Additionally, the predictive aspects of the findings are best applied to large groups of schools or by service, not to individual schools with other varying factors that would confound the prediction.

Conclusions.  The results show that below a minimum stipend of $300, increases in stipend will have minimal impact on contracting and retention of cadets.  The present $200 level is not perceived as an inducement by undecided and negatively propensed cadets to remain in ROTC.  

The ideal stipend level for retaining contracted cadets and those non-contracted cadets who plan to remain to commission is a $400 tiered stipend.  The second choice would be a $400 flat stipend, followed by a $350 flat stipend.


For recruiting from the undecided ranks of cadets, a flat stipend of $400 provides the best inducement to contracting and commissioning, followed by a $350 flat rate, followed by a tiered $400 stipend.

Any increase in the stipend will produce gains in both contracting and commissioning behavior.  These gains become evident at $300 and continue through $400.  If the tiered $400 cap stipend is adopted, it will most strongly affect retention of contracted cadets, but will also have a considerable affect on undecided or negatively propensed non-contracted cadets.  This effect should be sufficient to show significant increases in contracting behavior and retention through commission.    

Cadets who work to pay for school are more likely to contract and commission at higher levels of stipend.  Minority cadets have higher stipend requirements as well.  There were no significant differences by gender.  However, Army cadets require more stipend than Navy, based principally on the intervening factor of Army cadets working to pay for school costs.

Recommendation. 

Raise the stipend level and change the method to a tiered stipend with a $400 cap.  The tiers would begin with $250 in the first year, $300 in the second, $350 in the third year and $400 for the fourth year.  The net effect should be sufficient to accomplish mission objectives for all services, given no degradation in other resources, e.g., scholarships, cadre, advertising, etc.  

Appendix 1.  

Table 1.  Table of increased prediction of commissioning

Prediction to Commission Based on Stipend Level

	
	Stay to commission
	$200 
	Percent 
	$250 
	Percent 
	$300 
	Percent 
	$350 
	Percent 
	$400 
	Percent 

	Contracted Cadets
	1
	43
	1.84
	20
	0.86
	15
	0.64
	12
	0.51
	5
	0.21

	
	2
	171
	7.31
	62
	2.65
	10
	0.43
	5
	0.21
	2
	0.09

	
	3
	262
	11.20
	163
	6.97
	55
	2.35
	15
	0.64
	4
	0.17

	
	4
	635
	27.15
	540
	23.09
	257
	10.99
	101
	4.32
	20
	0.86

	
	5
	400
	17.10
	526
	22.49
	509
	21.76
	227
	9.71
	47
	2.01

	
	6
	197
	8.42
	336
	14.37
	540
	23.09
	649
	27.75
	222
	9.49

	
	7
	631
	26.98
	692
	29.59
	953
	40.74
	1330
	56.86
	2036
	87.05

	
	
	1228
	0.53
	1554
	0.66
	2002
	0.86
	2206
	0.94
	2305
	0.99

	Increase over $200
	
	
	
	0.27
	
	0.63
	
	0.80
	
	0.88

	Eligible Non-Contracted Cadets
	1
	59
	5.88
	31
	3.09
	18
	1.79
	15
	1.50
	14
	1.40

	
	2
	97
	9.67
	54
	5.38
	28
	2.79
	15
	1.50
	10
	1.00

	
	3
	151
	15.05
	100
	9.97
	38
	3.79
	23
	2.29
	13
	1.30

	
	4
	264
	26.32
	275
	27.42
	168
	16.75
	88
	8.77
	28
	2.79

	
	5
	148
	14.76
	199
	19.84
	240
	23.93
	147
	14.66
	69
	6.88

	
	6
	95
	9.47
	138
	13.76
	208
	20.74
	294
	29.31
	186
	18.54

	
	7
	189
	18.84
	206
	20.54
	303
	30.21
	421
	41.97
	682
	68.00

	
	
	432
	0.18
	543
	0.23
	751
	0.32
	862
	0.37
	937
	0.40

	Increase over $200
	
	
	
	0.26
	
	0.74
	
	1.00
	
	1.17
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Appendix 2.  Return on Investment (ROI) at stipend levels.


	Added Value of Influencing Cadets to Commission at Successive Levels of Stipend
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Appendix 3.

Sample population.  The initial study proposal included sampling non-participating students to determine what stipend levels may induce participation.  Restrictions on collection of data from the private sector would have required requesting permission to sample and would have led to delays in conducting the survey.  Therefore, the population was restricted to ROTC cadets.

School selection.  The schools were selected based on having more than one ROTC program, and the majority had all three.  This created a stratified selection since the Navy has programs at 57 schools, the Air Force 143 and the Army is at 270 schools.  The available contracted and non-contracted cadets were 3390 and 5275 respectively.  The reason for selecting predominantly schools with all three services was the desire to have the results reflect all service attitudes.  A census of all schools was not undertaken because of limitations of time.  Such a survey approach would have extended the survey process by three months since the survey was accomplished on the web and the access to the web would have to be staggered to limit conflicts in server usage.   

Sampling and Reliability Analysis.

Three distinct sampling groups exist in the data.  The first, contracted cadets, had a response of 2339 cadets of an estimated 3390 potential at the 71 schools.  The second group was ineligible non-contracted cadets.  These cadets were not the focus of the study and comprised only 161 respondents.  The third group was non-contracted, eligible cadets, with 1004 respondents.  Since there was regulatory guidance restricting requiring non-contracted cadets to participate, the sampling of cadets from the 71 schools was far more complete among contracted than non-contracted cadets.  The potential exists for confounding by self-selection in the non-contracted cadet population.  Since, for most of the analysis, the non-contracted cadets were separated from contracted, sampling differences were not problematic in the analysis.

The margin of error estimates were different for the two principle groups.  The margin of error for contracted cadets was + 2.08%, a very high confidence of estimate.  Non-contracted cadets had a slightly higher margin of error estimate at + 3.15%.  

Confounding for error of sampling for non-contracted cadets was not estimated.  In the original proposal for research, it was estimated that 1000 non-contracted cadets would be sufficient to draw the necessary conclusions about cadet propensity.  The actual number was 1165, 1004 of those being eligible to contract. 

The reliability of the scale for all non-demographic (21 Questions) items is below.  The alpha is within reliability tolerances.

Reliability Coefficients 

N of Cases =   3449.0                    N of Items = 21

Alpha =    .8122
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Executive Summary

Results of the Disk/Video Fulfillment Package Comparison 

Purpose.

SYMBOL 183 \f "Symbol" \s 10 \h
Determine the effect that two existing direct mail fulfillment devices had on prospects requesting additional information on Army ROTC.

SYMBOL 183 \f "Symbol" \s 10 \h
Determine what characteristics may relate to prospects' interest in continuing to pursue Army ROTC enrollment.

SYMBOL 183 \f "Symbol" \s 10 \h
Determine what characteristics may relate to existing fulfillment devices and propensity to pursue Army ROTC.   

Background.


The direct mail program incorporates a fulfillment package, that includes RPIs and general scholarship application information.  The package includes a device, specifically requested by the prospect, to provide additional information.  The interactive computer disk, currently used as the fulfillment device, has been in service for nearly seven years.  Previous research, via in-house telephonic survey, on prospect reaction to the interactive computer disk form July 1993 (encl 1) demonstrated that prospects did not react negatively to the content of the interactive computer disk but did have objections to appearances.    


This study built on prior research and tried to uncover the exact effect of the fulfillment package.  The study also compared whether either the interactive computer disk, or the high tech video tape developed more recently as a fulfillment device, had a positive impact on prospects.  All material was evaluable, i.e., the analyses included the device (disk or tape) and the materials included.  Statistical controls allowed for analyses of overall reaction, as well as reaction specific to the separate devices.  


The agency point of view is at encl 2.  This analysis relied on Y&R's subcontractor's conduct and data.  The questionnaires are at encl 3.  The constructs for the survey and items were written in-house.  The conduct of the survey through Y&R's subcontractor was superior. 

Findings.


For both fulfillment packages, the level of knowledge about Army ROTC after receiving the fulfillment package increased.  The disk outperformed the video package slightly in providing information.  Prospects tended to respond more alike after viewing the fulfillment package, a positive training outcome.


Unfortunately, the prospects reported an overall decrease in interest in taking ROTC after viewing the fulfillment packages.  Although both packages demonstrated a decrease in interest, the disk had more of a negative impact than the video tape.  For both fulfillment packages, there was a increase in differences in responses.  Some prospects reacted very favorably while others were definitely turned-off by the packages. 


The prospects reported a decrease in interest in talking to an ROTC representative after viewing the fulfillment packages.  Again, the disk tended to decrease interest in ROTC at a slightly higher rate than the video.  A regression analysis showed that when all critical variables are controlled for, the computer disk significantly decreased interest of the prospect more than the video tape.  The age of the programming of the computer disk, together with an emphasis on massive information giving may have contributed to the poor performance of the computer disk.  Bottom line is the computer disk doesn't work if criteria for success includes increasing the interest of the prospect, or motivating the prospect to further positive steps to inquire about ROTC.

Key Recommendations:

SYMBOL 183 \f "Symbol" \s 10 \h
Concentrate more on motivating prospects to contact/talk with ROTC representative, as this has been demonstrated to be the true Point of Sale (POS).

SYMBOL 183 \f "Symbol" \s 10 \h
Incorporate results in the development of a revised interactive computer disk fulfillment device.  

SYMBOL 183 \f "Symbol" \s 10 \h
Plan for evaluation of new disk to assure that the new device effectively enhances recruiting mission.

Results of the Disk/Video Fulfillment Package Comparison
Results and Discussion.

1.  The results of the study contrasted with expected results of the fulfillment devices acting to motivate prospects.  A point of controversy exists concerning whether the fulfillment devices should concentrate on motivating most, if not all prospects, or should act as a screening device, to concentrate on those prospects who are most likely to complete ROTC.  

2.  The issue at stake is a fundamental one:  what is the purpose of the device?  If the assumption of the research is that motivation to enroll is a key ingredient of the device, then the results were not spectacular.  For the video package, motivation was about neutral.  Conceivably, the additional items in the package offset expected motivational gains by the video.  For the disk, clearly the motivational message was not successful.  If screening is a key ingredient to measuring success, then it is uncertain, and not postulated in the expectations of the study, that the devices perform this function.  Some prospects reacted more favorably to the devices while others reacted more negatively.  

3.  Essentially, the fulfillment devices divided the prospects and pushed them toward either pole:  either no longer interested or more interested than ever before.  Whether the devices screened out those who would not be interested or successful is only speculative.  There is no way to determine the relative quality of those who either lose or gain interest.  It is nearly as plausible that less qualified/interested prospects will increase interest as a result of viewing the device as more qualified/interested prospects.  The basic assumption of the study was that the devices reviewed should have a positive effect across the propensity of the prospect to follow up his or her review of the information with some other step toward enrolling in ROTC.  Therefore, negative impact on prospect propensity was not considered a positive outcome.   

4.  Giving the prospect more information does not equate to getting the prospect more interested.  There appears to be a non-linear relationship between how much information is conveyed and the amount of interest that continues beyond exposure to the device.  The rest of the packet being roughly equivalent, the study tested which of the two devices had the greatest impact on the prospect's attitude/propensity/interest in ROTC.  These constituted the only basis for logical directional hypotheses that could be validated.  The differences in the devices were that the disk is far more interactive and has more information, but the video has greater imagery.  The results show that the imagery of the video seems to outweigh the advantages of the greater information and interactive qualities of the disk.

5.  Overall, the most logical explanation for the differences encountered between the disk and the video point to the advantage of positive image projection.  The more the prospect is able to project himself or herself into the role, the greater the motivation will be to follow up by taking positive steps toward enrollment, or scholarship application.  Further implications for disk development are contained in research summary.  A brief bullet outline of recommended emphasis on new video disk and accompanying IPRs, etc. follows:

SYMBOL 183 \f "Symbol" \s 10 \h
Personal challenges of Army ROTC courses and experiences.

SYMBOL 183 \f "Symbol" \s 10 \h
Scholarship availability.

SYMBOL 183 \f "Symbol" \s 10 \h
Explain the military obligation in terms that do not sound like an eternity to 16- or 17-year old prospect.

SYMBOL 183 \f "Symbol" \s 10 \h
Continue handling the downsizing question effectively.

SYMBOL 183 \f "Symbol" \s 10 \h
Counteract prejudices about the military in general, including misconceptions about pay and non-tangible rewards.  

SYMBOL 183 \f "Symbol" \s 10 \h
Use family members' experience in the Armed Forces as a positive and not a negative attribute.  

SYMBOL 183 \f "Symbol" \s 10 \h
Defeat prejudices and perceptions of lack of sophistication of technology in the Army.   

SYMBOL 183 \f "Symbol" \s 10 \h
Defeat the perception that ROTC is only for those interested in a military career. 

SYMBOL 183 \f "Symbol" \s 10 \h
Provide examples of the more interesting subjects areas that assure that prospects understand that ROTC classes will be interesting. 

SYMBOL 183 \f "Symbol" \s 10 \h
Increase video-type imagery in the content of the interactive disk.

SYMBOL 183 \f "Symbol" \s 10 \h
Strengthen the perceived value of association with a group of ROTC cadets and the overall cadet experience through visualization.   

SYMBOL 183 \f "Symbol" \s 10 \h
Sell the prestige associated with being an Army officer.

SYMBOL 183 \f "Symbol" \s 10 \h
Sell the validity of the Army mission in the context of the Army's role in solving national and international problems.

SYMBOL 183 \f "Symbol" \s 10 \h
Provide more information on reserve affiliation.

SYMBOL 183 \f "Symbol" \s 10 \h
Sell ROTC as synonymous with chances for success in and after college.

SYMBOL 183 \f "Symbol" \s 10 \h
Sell Army ROTC as developing self-confidence.

SYMBOL 183 \f "Symbol" \s 10 \h
Sell Army ROTC as a way of being self-disciplined.

SYMBOL 183 \f "Symbol" \s 10 \h
Sell Army ROTC as developing physical strength, endurance and abilities.  This is a potential for physical appeal, and should not be downplayed.

6.  Based on the research findings, future devices should concentrate on visual imagery, not factual depth.  Allow the prospect to project ahead to roles as cadet, officer and civilian leader.  The idea should be to push the appropriate buttons of smart, ambitious, and vital 17-year olds in the fulfillment device.  Earlier research suggests that parents tend to read the written materials, but the prospects concentrate on the computer disk (or video tape).  The disk should play to the level of the prospect, keeping a young man or woman's viewpoint in mind, i.e., short-term as well as long-term enjoyment and rewards.  

Eligible Cadets were those indicating that they had not yet contracted to commission but were eligible to do so.  Cadets declaring themselves non-eligible were dropped from further analyses.
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Significance of .000 indicates that less than 1 in a thousand possibility  that the effect is by chance.





Working to pay for college costs individually affects the prediction of commissioning. However, the overall model accounts for little difference in predicted commissioning behavior (R2=.022).  
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� A caution to anyone using the results to determine actual contracting projections.  Cadet stated intention to contract indicates only an increased interest and cannot be equated to actual contracting; however, the results validate an expectation of a sharp rise in desire to contract, and given all other elements held constant, the increase in application to contract should be proportional to the results here.


� Annual Army ROTC Cadet and Cadre Surveys indicate that first year ROTC cadets predict their remaining in ROTC 30-40% higher than actually occurs, and second year cadets predictions are inflated by 20-30%.  
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