
DOCUMENT RESUME

ED 325 652 CE 056 211

TITLE Experience for Hire. Closing the Skills Gap with Army
Alumni.

INSTITUTION Department of the Army, Washington, D.C.
PUB DATE 90

NOTE 30p.; Two-tone graphs may not reproduce well.

PUB TYPE Viewpoints (120)

EDRS PRICE MF01/PCO2 Plus Postage.
DESCRIPTORS Adults; *Employment Opportunities; Employment

Practices; Employment Projections; *Futures (of
Society); *Military Personnel; Military Training;
*Personnel Needs; *Personnel Selection;
*Recruitment

IDENTIFIERS *Arry

ABSTRACT
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The quotes in this booklet help demonstrate the valuable

contribution Army alumni can make in keeping American

businesses competitive. The Army wishes to thank the

authors of those statementsfor their support andfor their

help in bringing Army alumni to the attention of the

broader business public.
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FOREWORD

In1988, Denis Doyle of the Hudson Institute and I authored a book

entitled Winning the Brain Race. In it, wt proposed a series of
refirms for our public education system that built upon our OWn experi-

ences within the marketplace. Its underlying tenet was that a strong

society and healthy economy depend largely upon the ability of Amer-

ican enterprises to compete successfully withfireign companies, and

that such ability relies prim srily on the skills of an educated workfirce.

Currently, there is a crisis in public education. America's public

schools graduate 700,000 functionally illiterate students every year, and

700,000 more drop out. Four out offive young adults cannot summarize

the main points of a newspaper article or read a bus schedule. What this

could mean fir American companies in the very near future is a serious

diminution in the quality of their entry-level workforces. It also raises
the specter of increased spending by businesses to supply workers with

appropriate remedial and skill training.

Recognizing that changes in the American educational system cannot

occur overnight, the onus is upon all corporate managers actively to

seek out alternative sources fin. skilled manpower that will enable our

economy to remain sound and take fullest advantage of our nation's

resources. Experience for Hire offers one such alternative.

Army alumni bring to business both tangibk and intangible skills
learnedfrom one of the most progressive and technologically-advanced

training programs available. They have actual job skills, many of which

are transferable to civilian employment. In addition, they are highly
motivated, disciplined and have demonstrated, through their commit-

ment to our country, a work ethic that should serve as a strong indicator

of their responsibleness and maturity.

Since we as taxpayers, both individual and corporate, have contributed

to their education and training, it makes sound business sense to take

advantage of this important resource. We have made an investment in

their futures, and we should now reap the benefits.
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For these reasons, I hope you will read Experience for Hire and will
take appropriate action within your own companies to ensure that these

young men and women are given every opportunity to demonstrate

their value.

Damd T Kearns
Chairman .ind CID
Xemv Corporamm

11
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EXPERIENCE FOR HIRE:
INTRODUCTION

For Most of this country's industrial history, there have

been more skilled workers than jobs Employers have had

their choice of any number of experienced people who
could bc relied upon to increase their productivity and
competitiveness. Now however, AMericall blIsillestics find

themselves on a collision
course with a double short-
age a shoroge of-workers
and a shortage of slolk.

"... There are some major stalling and devel-

opment issues _facing businesses today, and

businesses cannot afford to overlook qualified

applkants. Army alumni fit the mold of desk-

able employees."
koh,ti l' I ook,toi

,Phi ( 1 (

hderal iesiort 13,1,1k t

The baby boom generation is
rapidly aging, leaving in its
wake.] grow mg manpower
deficit More seriously,

however, much of today's labor force Licks even the most
basic of-skills. This latter shortage is adding significandy to
the cost of doing business. lt also is raising the specter of
increased inflation, constrained productiN ity and

decreased competitiveness in
an expanding world market

How can companies cope%
One way is to commit more
capital to remedial and skill
training and consider the importation of foreign workers
Another more numediate and cost-efficient alternative is
for employers to seek a new sollfcc for experienic the

kind of-experience Army ahnuni bring to the marketplace

"I wholeheartedly support the benefits

employing A rm alumni:'
1),w11,

l'n .,httf dui ( I ( 1

hot (
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A Contagion of Shortages

In the past six years, the American economy has added
19 million new jobs. But while demand for workcrs has
risen, growth of the labor force has slowed. This trend is
expected to continue through the end of this century.

According to the Bureau of Labor Statistics, the number
of16-to-24-year-olds entering the labor force over the next
several years will drop nearly 7 percent, from the current
22.7 million to 21.1 million, before finally bottonung out.

An even more dramatic decrease is expected in the number
of 25-to-34-yeafrolds. From a high of 36.2 million, this
traditional manpower pool is predicted to dive to 31.7 mil-
lion by the year 20110.'

The Dwindling Labor Supply

Number
of People
in millions 37

35

33
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22

20
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By the year 2000. the number of 25-to-34-year-olds entering
the labor force is expected to decrease dramatically to a low of
31 7 million from a 1990 high of 36 2 million This represent%
a drop of more thm 12 percent

The number of 16-to-24-year-olds entering the workforce over
the next several years will deirease nearly 7 perc:nt before finally
bottoming out in 19% ,mor,, lim, m , 4 1
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This labor shortage could impede the growth of many
enterprises. However, it is not the most serious problem
confronting American businesses today. Rather, a shortage
of skills, or what has become known as the "skills gap','
ultimately could determine the degree to which companies
remain productive and profitable.

The "Skills Gap"

According to a study released by the departments of Labor,
Education and Commerce
two-thirds of the employers
surwyed indicated that current
entry-level applicants lacked
even the most basic of skills.
Those included spelling, writ-
ing, mathematics, oral com-
munication, flexibility and
adaptability, problem-solving,

self-direction and initiative, and attitudes and work habits.

"If America's workkce in general had the
education and training frund among the men

and women 4-the Army, we could br far more

confident about maintaining our economic

and political leadership around thr world!'
lohn L rlenthrnn
Chamohns

ItellNouth ( nroranon

Another survey of top corporate managers nacionwide,
conducted by Yankelovich
Clancy Shulman, confirmed
these results for the work-
force as a whole. Eighty-six
percent of the businessmen
polled believed that the
quality of the U.S. workforce
poses a serious threat. Fifty-.
five percent said that erosion
of the work ethic will have a
major negative effect on cor-
porate performance in the
future. One executive even went so far as to identify the

"skills gap" as "probably our mimber one problem!' '

"The skills shortage faciitg businesses today is

a serious concern. For many organizations, it

may mean the difference between remaining

competitive orjust breaking even. For human

resource managers, the skills shortage requires

the exploration of new sources of experienced

manpower. Army alumni represent an avenue

that should be explored!'
Ronald C Pilenzo
Protdent and (:(x)
Amernan ,Sotiet) An' Prhortnel Ibnisu,tvition
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David T Kearns, Chief Executive Officer of Xerox
Corporation, defines the problem this way: "We can train
employees who are educatedthose who have learned how
to keep on learning. We cannot train the uneducated74

Rising Skill Requirements

The problem, however, goes further than just the current
shortage of skills. Skill requirements are expected both to
rise and to change frequently as companies react to inter-
national competition and adapt to new technologies:
Eighty-two percent of today's jobs require completion of
at least four years of high school; the figure for tomorrow's
jobs is 87 percent.

Twenty-two percent of today's jobs require four years or
more of college. In the future, 30 percent will demand
college completion or graduate work.'

The question is, where can American companies find these
skilled workers?

The Occupations of the Future Will Require
More Education

C'rrent Jobs Education Needed New Jobs

111111111111111111111111111111111111111111111111111111111111N

in the future, 87 percent of all jobs will require high school
completion. Thirty percent of ail iuturc jobs will demand college
completion or graduate work. So.( illid,on Institut,

4



In Search of Skilled Workers

According to the Dtimrtment of Education, nearly one
millien youths drop out of high school each year. In some
school districts, the rate exceeds 50 percent.

Under 40 percent of high school graduates can understand
an averag New York Times article or figure out their

change when paying for

"Amer;ca invests billions of dollars in training

young men and women in the U.S. Army in a

wide range of skills that have immediate appli-
cation in industry. Industry should make the
fullest possible tue of this resource as part of the

effiwt to enhance our competitive position in

world trader
Edgar S ItitoIard
Chauman and CI ( )
I. I du IA,,n ti,

lunch. Between 17 and
21 million U.S. adults are
functionally illiterate.

If these trends continue,
American businesses could
find themselves cmppled in
the face of increased interna-
tional competition. Esti-
mates already show that

American companies are spending nearly $25 billion
annually just for remedial training.

This situation, quite naturally, has triggered a resur-
gence in educational reform. However, such reform
will not take hold quickly
enough to help employers
who need skilled workcrs
now. Instead, companies
need to consider alternative
sources of competent and
experienced labor.

"The combination of experience and maturity
that Army alumni bring to their jobs is well

recognized. They are a reliable source of

skilled manpower for the business communityr
it dIiam It Iiocs,lichatm

( 11,11114X( and (:1 ( )

( )1,,I,-(.01111110 I IN 161,
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TODAY'S ARMY

Each year, approximately 150,0(X) soldiers separate from
the Army to seek civilian employment. These Army
alumni constitute a fertile
source of skilled and experi-

"In my evpereence, I leavejeund that Armyenced manpowet for Amer-
alumni make excellent employees. They are

ican businesses.
flighty matured and have a work ethic that
is compatible with any successful bu)iness

Not only have they been
trained to a level of profi-
ciency in certain skillsmany
readily transferable to civilian
jobsbut they also have developed a work ethic Arnencan
businesser identify as important to their success.

enterprise7
William ( . I Oy:11,,M

Chairlthill .11111 ( I { )
\ I \ I \

In addition, these alumni have met the Army's increasingly
high standards for educational achievement.

Today's Soldier Popuiation

In recent years, the educational demographics of the Army
have changed significantly. Today, the proportion of high

school graduates in the Army

"Today's complex business environment re-
quires personnel with discipline, integrity
and a commitment to qualityattributes
that are evident in Army alumni!"

Edwara 1 Brennan
Chairman nd l. 1 ( (
Sear. , Roc hu,k and ( o

6

is greater than in the general
population as a whole.

Ninety-two percent of the
men and wolilen entering the
Army are high school gradu-
ates. Appno 'mately 16 per-
cent of enlisted soldiers have

earned bachelor's degrees. For Army officers, that number
jumps to 97 percent. Many of these men and women have
graduated in the top half of their college classes.

1, 2



Building a Civilian Workforce

Currently, only about 25 percent of these young people
remain to pursue a career in the Army after their first
enlistment. The rest make the trinsition to civilian careers
with the experience and skips necessary to help them excel
in any organization. This is completely consistent with the
Army's practice of recruitmg and training talented men
and women for two-, three-or four-year terms of service
and returning them to the civilian community.

Additionally, about 12,000 people retire from the Army
each year. They have held a variety of leadership posi-
tions. They know how to comnmmcate and coordinate
effectively to get the job done.

General Carl E. Vuono, Chief of Staffof the Army, has
personally witnessed their value as soldiers and achievers.

"A quality.lOrce needs quality soldiers to give our small Army the
.fleAihility necessary to filtill strategic roles, and to make the most

ecient and Oeawe use of available resources.

"14/1- have Piffes4; 1ly Met our high-quality requirements by attract-

ing young 4 iaokins with a record ofachievement. High athievers
make the best soldiers because they are easier to train, less prone to

indiscipline and more likely to Complete their mTvice (0111111Innent.

'These high-quainy witiien. find Army stTl'ile an tAlciirm opium;
it develops initiative and qualities like loyalty, self-discipline and
perseverance !hat are essential to SIM e..S.S in any career endeavor

1 3
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"The Army wives to retain these quality soldiers by meeting their

expectations for challenge in an exciting, demand* training

environment. We recognize that many of these young people will

leave the service. We are confident, however; that those who leave

the Army return to sodety with the kind of-experience that will
help them succeed in their O.'s work.

"Those soldiers who choose to remain in the' Army fir a career gain

many years of hands-on experience' and supervisory responsibility

with state-of-the-art technology. The experience of these career

soldiers makes them valuable.for America's labor.kce when they
decide to retire."

1 A1
8



ARMY TRAINING

An ET,13t & Whinney survey of 300 Midwestern mann-
factui:rs showed that their top
priority for the next several
years will be employee tram-
mg and motivation, For the
Army, training and motiva-
tion have always been para-
mount concerns.

With the resources to develop
and use some of the most
technologically-advanced
equipment in the world, the
Army requires that all of its
soldiers achieve a level ofexperuse and a work ethic often
missing in new entrants into the workforie.

" . Afslhons of Arm y alumni hare returned

to the private see tor to provide the leadership,

loyalty and discipline that has forged the suc-

cess of the l'nited States hey ham acqufred
experu'erce and hard skills from 1' S. Army

traintng It iS not enough to rc,Oprize thor

honorable' serene la onr eountry while in uni-

firm It is abcolutely Itetessalr for entployers
to fraell tint to theie Veterans"

\ it1
h

According to a Department of Labor report, the skill dis-
parity between average labor entrants aild Army alumni

will widen even further over
tune. 13y the year 2000, even
Army alumni skilled solely
in military specialty areas
will have acquired compe-
tence above and beyond their

L ()Lintel pm LS ns alLaN

such as personnel administration, workload management
and !cadet-011p that are so critical to today's increasuigly

globahzed companies:

"Success sn busMess requires both AAs and

discipline% and it has been our experience that

Army alumni hare both"
Ralrl: I tr

lob', or,

1 5 9



Army Skill naining and Experience

The Army provides training in over 251) occupational or
skill specialties as diverse as
construction, cable com-
munications, topographic
engineering and finance.
The training is rigorous
and combines the benefits
of both formal education
and on-the-job experi-
ence. A large percentage
of soldiers also receive a
solid grounding in elec-

tronics or other underlying disciplines.

"Today's Army is producing alumni that have

a keen sense of mission and purpose; a fi n ely-

tuned understanding of respect, fruit and

the importance of teamwork. The qualities

learned and the experience gained in the

Army make Army alumni excellent
employees and managers:'

()maid I bruelilm
Pn.odent

%Iatrell tia,mollan bat manor:al
Ptohli,hlri(! ( ovui,

10

Many of the occupations arc comparable with civilian jobs,
enabling American businesses to alleviate some of their
cost burden of training. Specific career management fields
include administration, engineering, medicine and public
affairs. Army alumni also
carry with them the potential
of trainability.

Several studies indicate that
once an individual has been
successfully trained in a single
skill, these is a strong prob-
ability that a second skill will
bc easily learned. Since corporate investment in employee
education and training now estimated at $80 billion a year

could double by the year 2(X)1,8 American businesses have
much to gain from taking advantage of the experience of
Army alutmi.

"Army alumni are providing companies like
Fluor with that most valuable of all assets
a skilled workforce to help us face the frture
with confidence"
laarni ..S larrars, It
( II ormart and( I ( )
I luor ) ,nr,natunt

1 6



The Army Work Ethic

Army alumni, however, arc more than just job-skilled
and tramable. They also possess strong leadership and
management skills, as well
as the self-confidence and
motivation necessary to help
American businesses remain
productive.

According to a study pre-
sented at the American Psy-
chological Association's 96th
Annual Convention,' Army
alumni have valuable global
work skills such as leadership
ability, respect for authonty,
and an ability to work with others and make decisions that
are necessary in most jobs regardless of specific job
descnption. This is the kind of work ethic most often
sought by industry.

"More than forty years in business has taught

me what the Committee* Economic
Development's extensive research among

business leaders confirmed: academic skills are

an important qualification for any employee,

but good work habits are equally essential. . ..

Few experiences are as eflective at instilling

those characteristics as a tour of duty in our

armed forces:.
( )vtil firadtord huth r
Kr un d ( hallIthIll
PIth ( l r r .11111'11

In its survey of hundreds of employers (Fortune 501) com-
panies, mid-size and smaller businesses), the Committee
for Economic Development found that employers want
workers who:
display pride and enthusiasm in doing their work;
can set Fin:it:es 'in,1 w^r1: ,,rigicr press,,re;
can function as part of a team;
can adapt to physical and safety demands; and
can absorb training quickly."'

Army alumni bring these personal qualities to every job
they undertake.

7a
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TRANSFERABILITY OF
ARMY SKILLS

hi the past, the Army has been criticized for not giving its
soldiers marketable skills. Evidence exists, however, to
refute those claims.

Competitive Skill 'Rooster

According to a 1984 survey conducted by Ohio State Um-
versity," 50percent of all Army alumni had transferred their
occupational skills to civilian jobs. This compared favor-
ably to a 48 percent rate of transfer by graduates of propne-
tary business schools and vocational/technical colleges.

Even when the comparison to civilian training was ex-
tended to include businesses training their own employees,
the aggregate rate of transfer increased to only 56 percent.
The study's pnncipal author concluded:

"The degree of tran4erability of skills acquired in the military

varies by occupational specialty with the lowest rate.Pund in the

combat speciakies.

"Given that some portion of-military tramiv is by definition
specific to the military the percentage of trans.ferable

is impressive.

"The probability of skill (rat:4er between military training and
civilian employment is on par with that of most business sdiools

and vocational/technical insfifutions

In addition, approximately half of all Army skills are rec-
ognized by the U.S. Department of Labor as skills tkit can
be apprenticed.

S
12



PERFORMANCE OF ARMY ALUMNI
IN THE CIVILIAN WORKPLACE

Annual
Earnings
in 1980

Many Army alumni attribute their success in business to
their military experience. Studies conducted by the Temple
University Center of Labor and Human Resource Studies
confirm this!'

The Intrinsic Value of Army Alumni

Using data collected over 19 years, the Temple study com-
pared the earnings of Army alumni with those of similarly
qualified and educated high school graduates. The results

Economic Performance of Army Alumni
in the Workplace

Civilian/
No College

1 2 3 4* 5

Years Since High School
*Mthtary enlistment ends

Military/
No College

Stall" I he Ft onomk litturos to Milltar Set, iit

1 9

Military/
College
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Annual
Earnings
in 1980

14

clearly showed that Army alumni had greater financial suc-
cess. Such success points to the responsible job perform-
ance and promotability of Army alumni in the civilian
workplace.

In particular, the study cited certain aspects of the Army
experience as being directly responsible for these results.
work attitudes like self-confidence, soaal maturity and
acceptance oflegitimate authority;
opportunities to develop and display leadership skills;
technical training; and
increased educational opportunities.

These conclusions are consistent with the findings of the
Committee for Economic Ikvelopment.

Economic Performance of Army Alumni
in the Workplace

829.000

827.000

$25.000

823.000

$21,000

$19,000

817,000

10 11 12 13 14

Years Since High School

Military/
No College

Civilian/
No College

Sour, I hr Economic Return. to Mihtsr% Sc rvit
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CONCLUSION:
FORGING STRATEGIC
ALLIANCES

For employers, the problem ofa skills shortage is not going
to disappear in the next dec-
ade. Economic and demo-
graphic data confirm this.
Instead, the skills gap will
widen, creating inflationary
pressures that could poten-
tially diminish our country's
technological leadership and
strong international compel. -
tive posture.

"iiiday's major airlines require highly-skilled
personnel who are matureQoal-oriented and

experienced. At Delte Air Lines, we have

.lOund that the Army alumni enterin the
civilian job market today possess these desir-

able traits and are strong candidates fir many

of our jobs!'
mut IN, ri

0,11,1 1,, /

But while many of us recognize that businesses cannot
endure long-term, large-scale

'1 have long believed tnat .4riny alumni bring

some very special qualities to the rivate sec-

tor. Their dc acationparticularly in today'
all-P011Inteer armyis obvious and companies

can almost certainly count on Army alumni
being hard-working and diligent. And, A rm y

alumni bring to thrir jobs and to their lives a

wealth of experience that is readily adaptable

to thr business uorld. We are proud to be an

empioyer of A rm y alu m n i ."

/ Mt, (,r,J,,
( hairmall athi ( 1 ( )

11 R (,,,,,) ; ( o

disruptions caused by lack
of a competent workforce,
It would appear that few
inimediate and cost-efficient
solutions to the problem
exist. Eve! the Department
of Labor is unable to identify
corrective actions that are
easy to unplement and do
not impose a considerable
economic haidship upon
companies:

increase classroom and on-the-job training and retraining
programs;
raise wages and increase fringe benefits to attract more and
better workers into the labor force; and
expand the use of foreign workers temporary and perma-
nent - to augment and complement the U.S. labor force!'

15



In addition, the Labor Department's suggestion that
employers reduce their skill
requirements for workers by
introducing greater automa-
tion into the workplace could
potentially serve as a deterrent
to the infusion of creativity in
corporate America.

"Hiring Army alumni provides a reasoned

alternative to the skills shortage. They are

trained and, importantly, trainable-a valu-

able asset foe today's companies"

Ouar Robertson
Chatnnan and ( ( )

(

16

The Army recognizes that hiring Army alumni can never
bc considered a total solution to the problem. However,
It is one integral method companies should explore to help
forestall, in a cost-etlicient manner, the. effects of this
serious shortage.

Accessing Army Alumni

The easiest way employers can take advantage ofthe Army's
experienced manpower is to suggest to their hiring protk-
sionals that they give serious
consideration to all individu-
als who have received honor-
able discharge's from Army
service. As a matter of cor-
porate policy, these ,slumni
should have the opportunity
to explain their skills wher-
ever there is a potential job
match. Even in cases where no direct match seems
obvious, Army alumni should be interviewed to deter-
mine then- full capabilities and motivation.

'.4 rm y alumni are included in all of the Philip

Morris Companies' employment policies, not

because someone asked us to, but because they

deserve it and because have jeund them to

he highly-trained, skilled and productive"

11,111111.1, MEI ( I I

I ) 4



The Army has established a new program called, Army Career
and Alumni Program (ACAP). One of its goals is to assist
employers that desire to hire our
soldiers. The Army will ulti-
mately have over 50 job assis-
tance renters worldwide These
centers will provide the neces-
sary linkage between our sol-
diers and outside employment
opportunities.

"Army alumni have served our country and
deserve our consideration for employment.

They bring a unique dedication and work

ethic to the job that makes them an extremely

valuable human resource for any business!'
Or lame, Rom,-

11,111,11111 alit/ ( )

I !CM )1. 11

There are some tough choices to make in the years ahead
decisions that will affect generations of young Americans. The
Army Career and Alumni Program (ACAP) Office can give
you some very enlightening, useful advice on how to put
"Army Advantages" to work for your company today so you
can turn your workforce around and make it be all it can be
tomot row. Pick up the phone and dial (703) 325-3111 or
325-4745. Or, you may write them at the following address

U.S. Total Army Personnel
Command, Army Career and
Alumni Program Office,
ATTN: TAPC-PDC,
2461 Eisenhower Avenue,
Alexandria, VA 22331-0479

"Prudential has long recognized the breadth of

experience and maturity thatPrmer mcmhs rs

of the military bring to the workplace .. Jk

have found these individuals to he clearer

about their career choices, more realistis about

the short-ferni needsd to achieve long-

term goals and more likely to hays the self-

discipline that is one qf the fundamentals to

succeeding in business"

1,1,,a

I P11,1,

In addition, there att. a numb,. r
of other outlets around the coun-
try to help employers access
Army alumni. These are listed
as 'Additional Resources" at the
back of this book and should be

pursued as Nrt of any effort aimed at hiring experience

Forging Strategic Alliances

As a byproduct of satisfying its own manpower needs, the
Army is producing the most competent and flexible new
entrants to the American labor force - its Army alumni. They
have been the recipients of training in new technologies and on
state-of-the-art equipment, and have used their educational
benefits to pursue ever-increasing levels of achievement. In
addition, they carry with them the promise of trainability.

23
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Equally important is that, in making the commitment to
serving our country, Army alumni have demonstrated a
dedication and ethic that
compounds their value to the
workforce. For this reason
alone. they deserve the con-
sideration of the wider Amer-
ican public as they transition
back into the civilian world.

At the same time, the Amer-
ican public has an obligation
to itself to find appropriate
mechanisms that enable our
country to remain econom-
ically sound. We need to be

"Someone once observed that you cannot man-

age troops up a hill under fire, you must lead

them. Leadership is at thr core 4 everything

the Army teaches and, as the global struggles

facing American businesses intensify, men

and women trained to lead in the Army

become an increasingly attractive pool of

employees. They served all of us while in

the Army, and we owe them at least a chalice

to 'be all that they can be' in the private

sector as Ever
Plitt 1 liel,la It
( hartmart arid ( l ( )
( rr rrr pal I 1r trtr ( ,trrirrzrry

alert to the possibility of forging new strategic alliances that
can help keep our businesses competitive By hiring the
experience of Army alumni, we satisfy both of these gwls

18



ADDITIONAL
RESOURCES

Each year, Army ROTC commissions more than
4,000 young men :in," vomen who, in addition to serv-
ing part-time as (Akers in the Army Reserve or Army
National Guard, enter the workforce full-time. These
officers can be a valuable source of expenenced manpower
for American companies.

Companies interested in obtaining information about
Army ROTC graduates can write:

Commander
U.S. Army IUTC Cadet Conunand
ATTN: ATCC-MP
Fort Monroe, VA 23651

For more information on Veterans' Employment
Opportunities, you can write:

U.S. Department of Labor
Veterans' Employment and Training Service
2110 Constitution Avenue, N. W
Washington, D.C. 20210

Employers can also check thor Yellow Pages under "U S
Government" tbr the' telephone iminber oldie nearest U.S.
Army Reserve or Army NAtion d ;_ .11Ard unit rn dvtvrmitu
the types of specialties serving Reservists !night cfler the
area's workforce'.

In addition, companies can call the' office of Employer
Support for the Guard and Reserve (ESGR) toll-free
1-800-336-4590 to obtain information regarding Arms
alumni in their local communities.

For information on job fairs, business-related activities
and other programs designed to facilitate placement of
Army alumni in civilian jobs, call 1-800-USA-ARMY,
ext 430. The operator will put you in touch with an
Army Recruiting 3attalion or Recruiting Company
Commander.
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CABINET-LEVEL
ENDORSEMENTS

"In addition to an increasing shortage of labor, American businesses

are also finding that today new entrants into the workforce lack
many If the skills necessary to ensure effective job perfirmance. This
is not the case with A nosy alunsni. When you hire a veteran, you're

employing en individual who has had to uphold the highest standards.

therms hew demonstrated integrits a commitment to excellence and
a determination to do the best job possible that really offir. !,:;sist

en edge on the competition. With the shortage of skills that exist in

the labor market today, the ability to hire experience is a definite plus
fir any corporation!"

Elizabeth Dole
Secretary ty. Labor
II S Dept o f Labor

"By law, veterans receive hiring prefirence fir many government jobs

based on a collective national appreciation firr the firct that some were

injured in service and all were disadvantaged by being absent from the

labor market during their service years. Experience for Hire makes
the point that veterans should receive hiring preference on a much

wider basis simply because they make good employees. The case is

stated clearly: military training and education, tempered by disci-

pline and teamwork learned in important national defense assign-

ments, spell maturity, productivity and reliability on any job!'

Edward.' Derwmski
Secretary of I Heraris A 'jam
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AFTERWORD

As I stated in my book, The Roaring '80s, fit the 1910s, there will be

more jobs in the United States than people to fill them. Thatlthe good

news. The bad news is that the young people out there won't fill many

4 the jobs. They simply won't have the skills.

Currentlyy. American public high schools are graduating 700,000func-

do:wily illiterate students every year. Nearly 0 million drop Out. FOIII

out 4five young adults cannot summarise the main point of a news-

paper article, and many of them never see newspapers anywayy.

The problem would appear to be particularly seven with respect to the

sciences. According to the National Science Foundation, we are moving

steadily toward "virtual scientific and technological illiteracy" Taken

as whole, says Frank Price, president of the National Academy of

Sciences, it's a disaster.

In order for American companies to be competitive internationally,
they hasv to be capital intensive. They must ;1400 the newest and most

innorative machinery. But pu can't operate numerically-controlled

machine tools i f you don't understand fractions and scales.

Obviously our educational system needs to be refirmed to address these

issues. That will take time, however. In the interim, therefore, we need

to identify resources within our own society that can help American

companies remain competitive. Army alumni are one solution.

Army alumni, during their training, have been exposed to some of

the most technologically-advanced equipment used by businesses today.

They hart learned tangild. skills that have application across a broad

cross-section of industries. They have learned how to learn.

* all know the Army experience is rigorous. And it would appear
that the same standard.: that are adhetrd to during Basic liaining are also

applied to learning a skill ante developing a work ethic that can only

help contribute to a company's success.
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Therefiwe, so long as this country is committed to paying fir their

training, it makes sound economic sense for companies to me Army
ennui as a resource to fill their workforce needs. The contribution
moll be combierabk, especially if we am to meintaits our competitive
position he today increasingly technology-driven am I globalized
nuorketplace.

Adam Smith
Adam Smith's Money World
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