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ABSTRACT

The scope of this research deals with the notion that military service yields higher
levels of earnings for individuals who successfully transition into the civilian labor force.
Through the Human Capital Theory (HCT) lens, this study assessed the séligtion
between military connection and civilian labor force economic outcomes for women. The
results of this study inform policy makers, military recruiters, civilian employers, and
college administrators, with insights into how to support military connectedne n 6 s
transition into the civilian workforce.

This study hypothesized that military service along with the attainment of at least
a bachel ordés degree would serve as a bridg
into the civilian labor force. Drging ondatafrom the 2017 National Survey of College
Graduates (NSCG), the focus of this quantitative study was to investigate how a college
education affects civilian earnings. This study compared labor market outcomes between
military connected women and namilitary connected individuals who have earned at
|l east a bachel orédés degree to determine if

This analysis determined that in genemdlitary connectedvomen do not experience
an earnings premium ovanilitary conrectedmenand nor military connected
individualswhen combining military service and education after transitioning into the
civilian labor force. Furthermore, this study revealed military does not act as a bridge to

higher civilian labor force earningerfwomen.



This suggess that a bridging environment from military service does not exist for
women.Ov er al | this study found that hinderi ndi vi
their abilityto successfully transition into the civilian labor force. Howeutelpes

suggest that military service does not act as a mechanism to move military connected job

candidates to the front of the line.
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CHAPTER 1

INTRODUCTION

In 2013 the laws restricting women from taking part in combat missions were
reversed. This reversal has |l ed to the ris
service. According to the Department of Veterans Aff@r3,million women have
served in the U. S. Military between 1976 and 2018 (National Center for Veterans
Analysis and Statistics, 2019). Women have participated in the U.S. Armed Forces since
the American Revolution. Currently, they make up roughly 20 peafenew recruits,
14.5 percent of active duty military personnel and 18 percent of the 850,000 reserve
personnel. Nearly 280,000 women have served Post 9/11 in Afghanistan and Iraq. While
the population of males serving in the military is expected tbrgedrastically by 202,
the number of women serving is expected to grow dramatically.

This growth supports the idea that the percentage of female veterans will continue
torise even further over the next 30 years (National Center for Veterans Amatlgsis
Statistics, 2019). This level of participation by women in the U.S. Military means that
the proportion of/eterans transitioning into the labor for# keep pace with the
growth. Indeed, while research predicts tiedeveteran population will deitie between
2013 and 2043, the percentage of female vetesgmojected to grow (PattenRarker,
2011).Despitet hese positive projecti omerecanbewo menod
known about the complex relationshiptween their military serviaand their civilian

labor market outcomes.

ThePos©®/ 11 Veteransod Educati o®&@lGIBIEsi st an

was enacted on June 30, 2q0®rtch 2018. Since 2009the yearthe bill went into



effect, American colleges and universities hawperienced substantial growth in the
enrollment of activeduty service members and veter@srtch, 2018). According to

the Department of Veterans Affairs, more than 750,000 vetbimhssed their earned
education benefits to enroll in postsecondahycationbetween 2009 and 2010.S.
Departnent of Veterans Affairs, 20)J0By 2017, the number dmericans who have
earned a college degrbi 61 million, with more than 48 million of thebaving been
employed fulltime (U.S. Department of Veteransfairs, 2017) Nearly, 3.7 million of
thosecollegegraduates had served on active duty in the U.S. Armed Forces in the past,
with more than 250,000 serving preserftlyS. Department of Veterans Affairs, 2019).
Until now, little was known about therelaticc hi p bet ween a womenaos
experience, educational attainment, and her civilian laisrket outcomes. Drawing on
datafrom the 2017 National Survey of College Graduates (NSCG), a survey sponsored
by the National Center for Science and Engineeriagjsics within the National Center

for Science and Engineering Statistics within the National Science Foundbagidocus

of thisstudy wasto investigatédhow a college education affeatsvilian earnings. This
studycomparel labor market outcomes betwesrilitary connected womeand nor

military connected individuals w0 have eamdab a ¢ h edegoeetd determinef

military connected women receia@ earnings premium over naomilitary connected

individuals

The scope ofhis research dealith the notion that military service yields higher
levels of earnings for individuals who successfully transition into the civilian labor force
and throughout their career (Pada&i®rokos, 2017). According to Browning, Lopreato,

andPoston (1973), the military provides an environment where an individual can acquire



new skills and abilities that could benefit the person iir teilian career. Thistudy
addressdwhether these benefiteuld be realized bynilitary connectedvomen as

compared taon military connected individuald his studyusel the 2017 National

Survey of Coll ege Graduates6 data to deter
betweemilitary connectedvomerd gostmilitary careerand nor military conneted

individuals

Hi storically, military service has been
for those who serve (Browning et al. 1973). Military service provides service men and
women the opportunity for upward mobility, particularly for those from relatively
disadvantaged communitieBreviousresearclsuggestshatmilitary serviceprovides
womena 0 b athatdyiges members diiis disadvantaged grougkills, knowledge,
experience, athcredentials that enhanopportunities for mobilityn the civilian labor
force(CohenSegal, &Warner 2015) Mor eover, veter pgrovidd® educ a
an additional layer of mobility for women loyfering themthe opportunity to attend
collegenearlyfree of charge Beyond thisy e s e a r ¢ h painbositthdtrilitaty h e r
service providesvomen withexposure t@areer advancements, education, skills and
training while at the same tinexposing them to #Bormal organizational structure

(Cohen, Segal, & Warner 2015)

Recent studies suggest that women veteranaiacg toughoarrierswhen they
join the civilian workforce. (Renn, et al, 2013; Segal, et al, 1983; Zeigler, et al,. 2008)
Depending on the nature of a woman's military work experience, she faces various

barriers(e.g, skills alignment, flexible work scheles, and low wages) whéenying to



find work that would allow aequitable skiltransfer from the military that leads to her

receiving fair compensatiofKleykamp, 2009)

According to the Department of Veterans Affgi2§19)21.4 million veterans
hold civilian jobs and 2.2 million of those jobs are held by woriiere is a growing
number of American families who rely on wo
to the Institute for Wime fedate fulPtine,yeaty Resear
round workers made only 80.5 cents for every dollar earned by ngendar wage gap
of 20 perced (| WP R, .2ZIhidfiiding Igadso & gtronger need to not only
understand but to also close the gender pay gap for women dggdecithe growing
number of women veteran8ecause womeand men earn equal pay while serving in
the military, it is even more important for the women who have served in the military to
receive pay equal to that of their male counterparts after thegition into the civilian
workforce This is especially true because women earn less than men in almost every

civilian occupation (IWPR, 2017, pg.1).

Significance of the Study

To provide information for policy makers, military recruiters, civilian ergpts,
and college administrators, withrespectto | i t ary connect,gid womeno
important to examine how the bridging hypothesis supports aammmansition into the
civilian laborforce. This studestimate the effects omilitary connectedvomerd s
earnings from the civilian labor force. The factors under investigatemilitary
connect ed civilladeamings angokt snifitary civilian earnings outcomes. At

a time when women are increasingly becoming solghedédent on their own earnings to



support their families, while simultaneous
rising, such research is much needdds study questionedf military service is the
bridge to higher wages fevomenwho combinednilitary service with higher education

attainment to transition into the civilian labor force?

Education benefits draw women to military service

A strategy U.S. military officiahaveused tgpreservehe quality of enlisted
personnel in théll -VolunteerForces (AVF)has been to recruit increasing numbers of
womenwhile at the same time increag the numbers of military jobavailable tahem.
(Cohen, Warnet& Segal, 2015) As the militargontinues to grow its female population
it has placd a considerablamountof attention orexploringthe overall benefits made
available to womenln its consideration militargfficials haveplacedw o me n 6 s
educatiorat the forefront of the discussioft.host of researchef€ooney& Falk, 2003;
Prokos &Padavic, 2000; Segal & Segal, 2003 bel i eve the military s
envi r ogemerlizedd® womein turn, theU.S. military serves as an avenue to
providewomenwith opportunities to train in netraditional environments and for
occupations that armale dominated in the civilian labor for@ertainly,if more women
are enlisting in the military to talavantage of these opportunities, they likely seek
additional education and training once they leave the miliRegearchthas long shown
that education is one of the most significant factors thasleadigher levels of income
(Card, 2001). Thus, this study analyzed in tandem the effects of military service on
educational attainment to explain the effects on civilian [&are outcomes for

women.



Rising Cost of College

The cost of higher educatiam Americacontinues to rise. The cost of a college
degrean this countryhas risen by more than 500% since 1980. In comparison, medical
costs have only risen by about 288%ice 1980 while the consumer price index traly
risen by 120%Jamrisko, 2018 Theundertonéhere is higher education is abdive
times more expensive today than it was 35 years@iyen the rising cost of college the
Gl Bill is extremely importanin that itprovides veterans the opportunityget the

money they need to cover all or mo$the costs otollege(seeAppendixB).

History of the Gl Bill

The original GI Bill then known as the World War Adjusted Act of 1924 was
enactedirMayl1 92 4, adelaayi¢danmecash bonus made avai
on time serve@VvA.gov). However, veterans were unable to gain access to the benefit
until some twenty years | ater in 1944 when

was passed. That | egislation is more commo

According to the Department Weterans Affairs, Harry W. Colmery, former
national commander of the American Legion and former Republican National Chairman,
drafted the first version of the GI Bill itanuaryl 9 4 4 6 (. \HA vegsionvoj the Gl
Bill of Rights was more lucrative fareterans in that it included loans for farms or
businesses as well as unemployment compensation for those veterans who were unable to
find work. Roughly $4 billion in GI Bill benefits were paid to more than nine million

veterans between 1944 and 1949. (yavV)



During the Korean War era, legislation extended Gl Bill benefits to every service
member of the military. The Bill was renamed The Readjustment Benefits Act of 1966.
(VA.gov) Then i n 19814, Mi ssissippi Congres
revanped the Bill agai n, renaming it AThe Mor
would become an oph program offered to new recruits in basic training. It required
interested recruits to pay a sum of $100 a month for one year, with the government
cortributing a larger portion toward the account of every recruit who enrolled in the
program. The parties who signed up for the program were required to serve a minimum
time in service to be eligible for the benefits. The time commitment varied based on when
the new service member had joined. An honorable discharge and a high school diploma

or GED were required under this version of the Bill (VA.gov)

The Gl Bill was further expanded in 2008, when the new Post 9/11 Gl Bill gave
veterans with active duty sece on, or after, Sepil, 2001, greater educational benefits
that covered additional educational expenses, such as, a housing allowance, $1000 a year
textbook allowance as well as the ability to transfer unused educational benefits to
spouses or childrerfVA.gov) ThePost 9/11 Gl Bill also allowed veterans who had
exhausted all of the funds allotted to them under the original Montgomery Gl Bill to
apply for benefits under the Post 9/11 Bill for a limited amount of time. Many veterans

were able to switcksl Bill programs and use the Post 9/11 benefits instead.

Currently, veterans are eligible for the Forever Gl Bill; this Bill was enacted in
August2017. The Forever Gl Bill has been extenttedll Purple Heart recipients

regardless of time served it adochore benefits for spouses atependents aneliminates



the 15year time limit for using the benefit. It also has an added layer of protections for
Gl Bill users who experience trouble with schools that close b#ferstudent can finish

a degre€VA.gov). The new Gl Bill does have a tirie-service requirement however, it
has more relaxed guidelines for veterans who have served shorter periods(sé&me
AppendixB). There is also improved benefits availability feservists providing them

with morerelaxed timen-service limits (VA.gov)



Definitions of Key Terms

All Volunteer Force (AVF) i A military forcecomposed solely ofolunteerswithout

resorting to a military draft.

Bridging Hypothesisi member of disadvantaged segments of the labor force gain skills,
knowledge, experience, and credentials that enhance their opportunities for mobility; by
exposing these individuals to the disciplined, bureaucratic military environment, military
service isexpected to provide social and cultural training aiding disadvantaged

individuals in successfully working in mainstream (majority) culture.

Civilian Labor Force - the sum otivilian employees who are at least 16 years of age or
older, and are not in pogs, a mental hospital, a nursing home or a member of the

military.

Earnings Premium - Describes how much more an individual can expect to earn in a
career than someone without a qualifying credentials or skills (i.e. college degree). (i.e.
higher levels okducation correspond with higher levels of employment and higher

wages.

First Generation College- aperson whose parent(s)/legal guardian(s) have not

completed a bachelor's degree.

Military Veteran - Any person who served fanylength of time iranymilitary service
branch (Army, Navy, Air Force, Marines, Coast Guard as well as personnel operating

under the War Department, Navy Department or Department of Defense.



Military Connected (MC) - Any person who served fanylength of time
in anymilitary service branch (Army, Navy, Air Force, Marines, Coast Guard as well as
personnel operating under the War Department, Navy Department or Department of

Defense.

Military Occupational Specialty (MOS) - A U.S. military occupatiorcode, a nine

character code used to identify a specific job.

Non-Military Connected (NC) - Any person who has never served dorylength of
time inanymilitary service branch (Army, Navy, Air Force, Marines, Coast Guard as
well as have never been emyridl as personnel operating under the War Department,

Navy Department or Department of Defense.

Post 9/11 GI Bill- A U.S. Act that providebenefitsto military veterans who have taken
part in active duty servicafter Sept. 10, 2001. An applicant mustvie served for at least
90 days and still be on active duty or have been honorably discharged or discharged for a

disability related to serving.

Posttraumatic stress disorder (PTSD) is a mental health condition that's triggered by
a terrifying even® either experiencing it or witnessing it. Symptoms may include
flashbacks, nightmares and severe anxiety, as well as uncontrollable thoughts about the

event.

Structural Functionalism Theory (SCT) is a theory that views society as a complex

system that works to promote harmony and permanence.

The Department of Defense (DoD)is responsible for supplying the military manpower

necessary to prevent war and protect the security aioinetry. The major military arms

10



are the Army, Navy, Marine Corps, and Air Force, consisting of about 1.7 million-active

duty women and men.

The Transition Assistance Program (TAP) delivers information, tools and training
specifically to assist militargonnected women, men and their families to get ready to
successfully transition from the military to civilian life. Providing them with information,
resources, and tools to support transition activities beginning one year prior to separation,

or two yeargrior to retiring.

Traumatic Brain Injury (TBI) -is a wound that occurs under sudden trauma or head

injury creating a disruption the functioning of the brain.

Uniformed Services Employment and Reemployment Rights Act (USERRA)is a
federal statute that protects military con
mandates that civilian employers put military connected individuals back into the

position they held after returning from actigiaty service. It also ptects military

connected women and men from discrimination in the workplace based on their military

affiliation.

Veterans Administration (VA) i A U.S. government organization that provides

assistance to people who have served in the armed forces.

VeteransPreference- gives eligibleveterans preferenge employment over many
other applicants. Open to onhgteransvho were discharged or released from active duty

in the armed forces under honorable conditions.

Wage Gap- A statistical indicator used as adex of the status of earnings for

underappreciated groups. (i.e. women and racial and ethnic minorities)

11



War-Era i a period of time when there is actinglitary force engaged in armed

conflict.

Woman Veteran- Any person whose gender designatiofersale, served
for anylength of time inanymilitary service branch (Army, Navy, Air Force, Marines,
Coast Guard as well as personnel operating under the War Department, Navy Department

or Department of Defense.

12



CHAPTER 2
REVIEW OF LITERATURE

Prior research on the effects of military servicarmome hasended to exclude
women veterans from study. Research is emerging regarding issues faced by women
veterans with regard to disabilities and mental hgMidgmi, 1997). However, little has
been conducted regarding employment differences between women veterans and non
veterans.

I n 1944, Congress passed the Veteranso
transition into the civilian labor forggredland& Little, 1979;Kasarda & Villemez,
1976; Martindale & Poston, 1979The Veterans Preference Act grants preference to
veterans who were honorably discharged from U.S. Military service (Mani, 1997). The
purpose of the act was to help minimize the disadvantagesrace discriminationack
of secondary educatioandlack of civilian work experiengehatcould result from
military service that a veteran could face transitioning into civilian employment. It also
served as a means to eliminate discrimination against veterans becausesefyfosrin
the military.Then, in 1994, Congress revised the Veterans Preference Act of 1944 and
created the Uniformed Services Employment and Reemg@olyRights Act of 1994
careersThe new version of the Act encourages-taneer military service memiseto

pursue education and training oriented toward civijldmattainment

War-Era of Service

The value of military service to civilian employment has been heavily studied
over the past few decades. Most emaledd y stud
veterans of World Wall and the Korean War (Fredland & Little, 19%asarda &

13



Villemez, 1976;Martindale & Poston, 1979)These studies show thragaleveteransn
generaldo in fact receive higer earnings than nereteransn the civilian labor market.
These studies further show that the earnings premium that existalfereterans of
World War Il and th&korean War over nometerans ipresent regardless tife
v et er a haedstudiespeeifically studiesf the Vietham War era, show similar
results; it is clear that Vietnam Waara veterans enjoyed a similar earnings premium to
that of the World War Il and Korean War veterans (Be&eétirsch, 1983). However,
racial minority Vietham Waera veterans retved an even greater earnings benefits,
when compared t@/hite veterans (Martindal& Poston, 1979).
Studies of veteranods earnings after the
to focus on the effect that military service has on thedlinteer amed forces (AVF).
Specific focus was included on protected group veterans, i.e., women and minority group
membersKogut, Short& Wall, 2010. A study conducted by Bryant, Samaranayake,
and Wilhite,(1993f ound t hat the AVF meaarningsdifiergdd s i mp a
based on a vet er alhedesearclesedt-tests tb detedmine the i o n .
level of significance among the variables that impact training and tenure in specific
military services on civilian wage$he study results show thadnwhites with a high
school diploma received an earning premium based on their military connection while
college educated veteransfeuéd a great earnings penalty.
Studies of female veteransd earnings pr
various studies finding an earnings advantage for female veterans (Eiétiasch,
1996; Padavié& Prokos 2016), while others show an earnings advantage to older female

veterans ad a penalty to younger female veterans (Prékéadavic, 2000Cooney,

14



Falk, Segal & Segal, 2003Cooneyfalk, Segaland Segd ssearch on the effects of

mi | i tary s erinconeeveasthat miktdryesenacea i rmore beneficial to
minority (black andHispanic) veteranthanit is towhite veterans. Their study focused

on women veterans of AVfera, the first period since World War Il in which a large
percentage of women enlisted in the military. Prior to this study most of the studies on

the eonomic behavior of veterans hadly included men in their samples.

Earlier studies of the economic consequences of military service for veterans
primarily focused on the return of Vietnam veterans to civilian life (Butler, Po&ton,
Segal, 1984). Such research rsterthe significant earnings advantage for veterans of
World War 1l (Martindale& Poston, 1983) to support the presence of an earnings
premium for veterans. Many of the studies found that military service has a positive
ef f ect on amditargaaraingsSpecifically,World War Il (WWII) black and
Mexican Americaimmaleveterans sawa distinct earningadvantage ovewhite WWII
male veterans the rate at which they were able to convert thelitary training ino
dollars of earnings the civilian labor market For example, Browning, Lopreato, and
Poston (1973) found that black aigxican Americarveterans do receive a wage
premium in the civilian labor force. However, their analysss conducted in 1979 and
only included five southwestern states

Impacts on Racial and Ethnic Groups

The general explanation offered by researchers is that the military serves as an
equalizer for minorities and women. Martindale and Poston (1979) found that black and
MexicanAmerican veterans are better able to convert their compositional characteristics

into earnings than blackhd Mexican American nonveteradey also found that

15



veterans have a higher adjusted earnings advantage oveeteoans. These results

provide geeral support for the hypothesis that military service positively influences
civilian earnings for black and Mexican Anan men. Martindale and Postd879

study is lacking relevancy in that it only addresses a single aspect of military service that
couldnegatively impact minority veterans. The timeframe in which the authors focus is
thepost World War Il eraThereforethe findings of positive earnings effects is only
appliable to the sample investigat&lack, and Mexican Americamndwhite male

workers who served in the WWII efaue to the amount of racial and gender diversity in
the armed force study of a specific time period, selective groups, and single gender does
not provide an accurate picture of the population under review. Berger @ati Hir

(1983) found veteran status to be more beneficial formaites but illustrated that they
could not provide a detailed analysis on

race due to sample size restrictions in the Current Population Sureey dat

A study conducted by Tangen, (2015) analyzed military service to determine if it
yields veterans higher civilian earnings. Tangen explored several samples from the
Current Population Survey (CPS) to compare the earnings of female veterans to non
veterans, and male veterans to ReeteransT a n g e n Greludedi502dvpmen
veterans, 5,255 male veterans, 48,491 womerveterans, and 43,885 male ron
veterans using data from the August 2005, August 2007, August 2009, July 2010, August
2011, August 20123nd August 2013 monthly editions of the CPS. He found that
between 2005 and 2013, both men and women veterans experienced a wage premium.
These results suggest that military service does act as a bridge to higher earnings in the

civilian labor forceThe empirical evidence showsatveteransin generakarnedabout

16



$980 per week in July 200¢nd$1025in August 2010 These results reflect the
earnings premium that veterans in general receive ovevetenans in the civilian labor

market.

Postsecondary Education and th€ost 9/11 Gl Bill

Liang Zhang used data from tAenericanCommunity Survey (ACS) 2002015
to study the effects the Pegtl1 Gl Bill had ornv e t e poatsesoddary education
enrollmentHe selected the ACS data because & public dataset thabitacts over 3.5
million US households to participate in the surv@je samples used by Zhang were
representative of the U. S. populatioFhe data used in this study represented about
0.4% of the U.S. population. Zhang argieti at because the US veter
represents a small proportion in the overall US population, larger samples are typically

preferred (Zhang, 2018).

Zhangos goal wa%ll &l8il meimproved cotletgee P o st
enrollment for veterans. Theuantitative study used ordinary least squares regression to
assess the effects on enrollméte.had three main findings: First, that the New Gl Bill
did increase the overall numbarcollege enroliment by about thrpercentage points
(Zhang, 2018) Second, that the Pe€/11 Gl Bill has had a positive impact on college
enrollment among veterans ranging from 20 to 60 yeard a8li.there was a positive
effect on enroliments across veterans of all levels of existing educational attainment,
having tle greatest effe@dnma st er 6s degrees recipients. ZFh
civilian labor outcomes or transition from military to civilian labor foftkee current

study addressljust thatpoint

17



Student Ve t e r @Gollegegxperience

R e s e a rYoungKindbamd James Cole (2013) conducted a mixed methods
study using data from the 2012 National Survey of Student Engagement (NSSE), an
annual survey of students enrolled in fgear universities, to assess how student
veterans/service members percdiveir integration on campus. They used a sample of
2,505 student veterans/service members who were enrollddhfaliat 132 institutions.
To understand the characteristics of campus integration among student veterans/service
members and their nonveteran/ilian counterparts of the same age, Kim and Cole used
survey responses from student veterans age 25 and over and compared those results with

those of nonveteran/ civilian students in the same age range (Kim & Cole, 2013).

They found that student vetars/service members are more likely to be-first
generation students. Student veterans are often older than their nonveteran/civilian
student counterparts. Kim and Cole revealed that the average age of student
veterans/service members enrolled in fgearuniversities is 33, compared with
nonveteran/civilian students, whose average age (Kig2& Cole, 2013). Because
student veterans aoéder,they tend to be married with children and have more
constraints on their time due to their family obligationssale of school. They also
found that student veterans/service members place a large part of their academic focus on
activities that they find essential for academic progressdhamwllege- life activities
(eg.,joining student organizations, sporgsms, and clubs). They tend to commit less of
their time to relaxing and socializing than their nonveteran/ civilian counterparts. A key

finding was that student veterans/service members are less likely to participate in
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experiential learning opportunitiglike internships or practicums, study abroad, or

community serviceKim & Cole, 2013).

Military Skills Transferability

MacLean (2017) alsaddressethe impact military service has on civiliamcome
outcomes posilitary. He compared the earningsvaterans to noweterans to see if an
empl oyeebs veteran status would serve as a
derived from a sample drawn from the National Longitudinal Survey of Youth 1979
(Bureau of Labor Statistics, 2011) MacLean fotimat veterans earned less than-non
veterans with similar combined military and civilian work experience, regardless of
profession. These findings show that employers do not value time in the military as much
as time in the ci vi hdingsrtlearlysshow thehiak @ployerdia c L e a
have for civilian work experience over military seryvice Ma c L e a nlackeda nal ysi s
focus on the perceptions by employefsnilitary service as it relatds race and gender.
MaclLeands study did not delve into the i mp
veterands salary out c dheewrenstundy detvedo fikimthei | i an
gaps in the literature around the impact that race and gbade on females with

military service and a college degree and its impact on civilian job/salary outcomes.

A study conducted by Magnum and Ball (1989) observed the transferability of
military skills obtained by (AVFReraveterango the civilian labor rarket. They assessed
the impact military skills had on civilian earnings. The findings were that nearly 50
percent othewomen veterans the studywere able to transfer their militaprovided

training to the civilian labor market. In addition, 45 petoaef the men in the study were
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able to transfer their training to their employmenhese results show that veterans are

able to successful transfer their military skills/training into the civilian labor market.

Ghosh and Fouad (2016) examineddbdity of career transitioelements (e.qg.,
confidence, independence, support, control
career adaptability (e.g., control, concern, confidence, and curiosity) and occupational
engagement. They wanted to determirmat factors predicted a successfuleear
transition for veterans. Thestudy examined the variables of career transitions,
occupational engagement, and career adaptabilityy fiitesed on selecting upper
classmen and graduate studentsaatigdpants a they were closdp graduation and the
transition to career. Participants were r
student 6s | istserv. The toaeanalwahe cvbralcaseerused m
transition readineggrom theconcern, control, curiosity, and confidence aspects of career
adaptability of the sample of students they selected for the sitligy found thatareer
adaptabilities and occupational engagenaembng the sample positively reflected their
readinesgor the transition into the civilian workforc&he researchers were able to
discover that careedaptabilities andccupational engagement led to teadiness
aspect of career transitioftg veterans. tident veterasiwho were able to manage the
idea of tle occupational transition from military to college andlingly engagedn
specific occupational engageneasks wereable tosuccessfullyaccomplishithe tasks
needed to achiewbe military transition to care@lanning activities Although Ghosh
andFouad, were ablms how evi dence to support factors

successful career transition from college, they did not provide any information about
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veteranso skills transf er Thisstudyspedichlyt ar y

addressdthis topic.

Veterans Research

The prior research into the pasilitary economic outcomes of veterans has
focused on the outcomes for male veterans. The focus on male outcomes is due to the
small numbers of women military enlistmept$or to the inception of the ANolunteer
Force (AVF) in 1973. According to a study by Mehay and Hirsch, (1¢&@yans earn
more than notveterans in the civilian labor market, even after controlling for soctal an
demographic variablesThe study eemined males and females separately, since gender
is highly linked with veteran status. They focus specific attemticthe earnings
differential between employed veterans and nonveterans between the ages of 25 and 64
using data from the American CommiynSurvey. They used a human capital lens to
evaluate the earnings premium that accounts for transition into the civilian labor market.
Thest udy 6 s pfocpswaswWhite mafe vetefans and nonveteravd)ite female
veterans and neweterans, Black ale veterans and nonveterans, black female veterans
and nonveterans. The Mehay and Hirsch, study found that a variety of unmeasured
individual factors affect civiliaincomespecifically occupational skills and cumulative
labor market experience. Howev#re results for notdispanicwhites showed contrary
effects. The authors found that this group of veterans experiesigdificant value
added effect in postervice earnings. The study revealed thatiHmpanicwhite
veterans do typically receive aarning premium in the civilian workforce. These
contradictory findings serve as my motivation to uncover the realities for women who
have served our country.
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While military service is not a substitute for colleg@gut, Short and Wall
(2010)estimatedhat it can be to some extent a complement, as it tends to drive up wages
for veterans about 10 percent over nonveterans. They further found that women veterans
in particular see about a 12 perceatnings premiuras a result of themilitary service
Prior research on civilian earnings for veterans has edvath the volunteer era and
periods when draft/conscription was used to grow military forces. Many of these studies
analyzed veterans who served during conscription periods, using data coimamed
labor market surveys, the Census of Population (CPS), and the National Longitudinal
Survey of Young Men (see Andrasani, Gilr&Phillips, 1992;Bryant & Wilhite, 1990;

Bryant Samaranayaké&, Wilhite, 1993).Kogut, Short, and Wall, (201@)sed da from
the Current Population Survey (CR$pnducted by the Census Bureau and Bureau of
Labor Statistics (BLS). Tik survey is a monthly sample of approximately 60,000
householdsvhich isnationally representative of the civilian, nmstitutionalized
population age 16 and older in the United StafBisis data source provides the most up

to- date data on veteradb outcomes based on gender and earnings.

The Bridging Environment

Padavic and Prokos, (2017) st hadiored t he
her civilian labor market earnings. By means of survey data from the American
Community Survey from 2008 to 2010, they e
along with her occupation and race/ethnicity influenced her earnings. Padavic and
Prokosdsnfis validate the 606bridging hypoth
were fioverrepresented in higher paying occ
payi ng o n e fAddbondlly women3drgtetans of disadvantaged race/ethnic
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groups wee found to receive higher earnings themte veterans or nominorities. The

study was limited by its lack of specific descriptions of civilian occupational categories
against military categories especially as
reference to professional and managerial occupations but do not provide guideline for
specific categories as they relate to the Military Occupational Specialty (MOS)

descriptions. Tis makesit difficult to make the claim that military training is

resposible for civilian labor force outcomes via an earnings premium.

A study by Janice Laurence (1989) sought to discover if the training and
discipline of military service provided underprivileged and low aptitude youth
i mprovements i n etshoe nhesckeislslasr yantdo aotvteirtcuodme t
face in competing for civilian jobs. Laurence used a sample from the 1966 military
recruitment initiative titled AProject 100
aptitude individuals who never sed in the military drawn from the 1966 and 1979
National Longitudinal Surveys. The key variables used in the comparison were
employment, economic, education, and family status. Lautbeoapplied weights to
control for the demographic differences betwehe veterans and nonveterans. These
items were analyzed to determine if military service provided an advantage to veterans

that could not be realized by their nonveteran-agtitude counterparts.

For context, AProj ect retargqf Defefse RobeatsS. an i
McNamara. The program was implemented in response to the War on Poverty plan
devised in 1966 by President Lyndon B. Joh
mi | i t ar y §ademsndbpoaghtem by the Vietnam War. Pitd€©,000 led to
more than 320,000 loaptitude recruits enlisting in the military between 1966 and 1971.
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For additionalcontext the military admitted individuals who scored between the 10th and

30th percentiles on the Armed Forces Qualification Test (AFQ

Laurencefoundthat veterans did not have an advantage over their nonveteran
peers. She found tham fact, those who had never served were doing better off than their
peers who had served, in terms of employment status, educational achievement, and
income. Laurence discovered that veterans were more likely to be unemployed than
nonveterans. She alsound significant income differences between the groups with
salary differences ranging from $5,000 to $7,000, in favor of nonveterans. Finally,
Laurence found that nonveterans were more likely than veterdoe married, with
veterans experiencing higherat es of di vorce than nonveter:
not support the i1 dea that the military pro
and disadvantaged youth as they compete for civilian labor. The current study analyzed
employment, economieducation, and family status andsidkeeL aur ence 6s st ud:
However this studyanalyzelwo men veteranés civilian | abor
Nevertheless Laurenceds study does not specifica
vetera® point of view as thewrrent study doest also does not address the issue from

an educated woman veterandés perspective, a
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Literature Summary

In summary, research on the effects of military servicemmoomehas excluded
women veterans from study. Little research has been conducted regarding employment
differences between women veterans andveirrans. In 1944, Congress passed the
Vet eransdé Preference Act to heahlgbordoce e a ve
(Fredland & Little, 1979; Kasarda & Villemez, 1976; Martindale & Poston, 1979). The
Veterans Preference Act grants preference to veterans who were honorably discharged
from U.S. Military service (Mani, 1997). The purpose of the act waslfrhinimize
the disadvantages (e.g., race discrimination, lack of secondary education, and lack of
civilian work experience) that could result from military service that a veteran could face
transitioning into civilian employment. However, little reseagglsts to reflect how this
employment preference impact women veterResearclshows that thee exists an
earnings premium for male veterans of World War Il and the Korean War over non
veterans r egar ddcefMadgindald & Podtoe, 19)eCorwarsaly ktieé r
research exists that compar esv ewecmem swWet €lrha
study considered that very thirlgesearchersuggest that military servicervesas an
equalizer for minorities and women (Martindale & Poston, 197%ey also found that
veterans have a higher adjusted earnings advantage oveeteoans. However,
Martindal e and Protcdngsdernhesimpact mildaay servicdsas ore s

minority women veterans.

Zhangoés resear ch -9/4lud Biltimptoeced olege 1 f t he P
enrollment for veterans. Zhanigowever did findhat the New GI Bill increaskthe
overall number of college enroliment by about three percentage polratsg, 2018)

25



Additionally, Zhang foundhat the Post9/11 Gl Bill has had a positive impact on
college enrollment among veterans ranging from 20 to 60 years old. Surprisingly,
Zhangdés study did not address civilian | ab

civilian labor fore.

MacLean found that veterans earned less tharvatarans with similar combined
military and civilian work experience, regardless of profession. These findings show that
employers do not value time in the military as much as time in the civilian jdtetna
MaclLeands findings clearly show the bias e
over military serviceMacLeandés analysis |l acked a focus
employers of military service as it relates to race and gemberresearch on pest
military economic outcomes of veterans has focused on the outcomes for male veterans.
The focus on male outcomes is due to the small numbers of women military enlistments
prior to the inception of the ANolunteer Force (AVF)in1973Padavi ¢ &nd Pr ok
findings validate the O06bridging hypothesi
Aoverrepresented in higher paying occupat.
ones. o0 (pg. 371). Addi tionally, women vet
were found to receive higher earnings thdmte veterans or naminorities. Conversely,
the Laurence study found that veterans did not have an advantage over their nonveteran
peers.Her studyhowever,di d not address womkisstwdet er ansao
addressed the pesitilitary economic outcomes for women veterans with a specific focus

on how those who possess at ledsta c h edegoee faisin the civilian labor force.
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Theoretical Framework

Understanding thdeterminant® f an i ndi vi dual 6s earning
can be considered from a social structural perspective or from an individual perspective.
As exemplified by isms (racism, sexism, and ageism) Structural Functionalism would be
used to address it from the reanacrgperspectiveas exemplified by particular personal
attributes and achievements. This researasbased on the Human Capital Theory with

later research on structural functionalism.

Structural Functionalism is a theory that views society@mplex system that
works to promote harmony and permanence. This theory encourages one to view society
on a macrdevel, which takes a general view of society to make sense of things.
Functionalism is the work of Emile Durkheim and was popularized by British
philosopheHerbert SpencerSpencer wanted to simplify the theory by establishing it as
a way to interpret society as a structure with interrelated @éirigsbury& Scanzoni,
2009) In short, tinctionalism addresses society as a whole in terms of its functional
elementsspecifically,norms, customs, traditions and institutions. Society is in essence
viewed asa system oforgans” that work together in an effort to allow the body to

function asa whole.

According toKleykamp(2009)A Mi | i t ar vy, service increas:t
endowments among those who seér{g. 281). Moreover veterans increase their
human capital through their military training and the skills they acquire while serving.

Such skills acquisition can be directly transferable to the civilian workforce. Military
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service tends to aidwa e t e edacatidral attainent which leads to an increase in

employment probabilities and earninggpically, civilian employers rely on the human

capital attributes military veterans gain while enlisted to make hiring decisions.

According to Kleykamp (2009), éhhuman capital atbutes civilian employers use to

interpret the value of a veteran applicant are: occupational education, skills, experience,
stable work histories, communication skills, motivation, dependability, and the ability to

work in a tea. Toa civilian employerhis set of human capital attributes saras pre

qualifiers for making a successful hiring decisidocording to Padavic androkos

2017) AThe metaphor of a bridge suggests
experience that boost human capital batp veterans, especially those from

disadvantaged backgrounds, move into better occupations in the civilian labor market

than they otherwise would have liggg. 369).The preponderance of research
surrounding the Abri dgi acgon malepetdransendiiead f o c u
l ess i s known about its i Bgdwio, 1996 Bound,as&men v e

Turner, 2002; Kleykamp, 2009)

Within the Human Capital Theory falls i
which suggests that military service functions as a way for individuals frormtmme
backgrounds and undegpresented groups to acquire the attributes and attitudes that
enabk them to incorporate in mainstream society and to furtheritit®@imeattainment
(Kleykamp, 2009). The #Abri dging environment hypothes
veterans, racial and ethnic minorities avidtes from lowincomebackgrounds. The

thought behind the bridging environment is that by exposing these individuals to the
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disciplined military environment, it provides them the social and cultural training they

need to make an equitable transfer to the civilian workforce.

The bridging environntg hypothesis was first theorized by Browning, Lopreato,
and Poston, (1973). From their perspective the military serves as an environment where
those individuals deficient in Ahuman capi
improveincome coulddevote a few years of their lives to military service in exchange
for education, occupationakining and skills developmetttat could in turn be w=d to
successfully transition to a civilian care€his study assesdtheincomeby entering
race, gender, amdilitary connectionto controlfor individual effects, separately and in
the whole Military connection race/ethnicity controlling for age, occupation type, and

educational attainment.
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CHAPTER 3

METHODS

Quantitativeanalysiss a type of analysithat examines thelationship between
independent and dependent variables within a sarBplebje, 2011 Employing
secondary analysimeans the researcher wants to examine a research question or
hypothesis through the anaiy of an established data set that contains questions relating
to the variables in the study. AccordingBabbie secondary analysis is a fooh
research in which the data a@lected and wcessed by one researcher and are
reanalyzed by another researchdihe goal of secondary analysis is to establish an

association between the variables.

It is important to understariiat quantitative analysis concentrates on gathering
numerical data and takes a broad observation of grdygesople toexplain a particular
phenomenonHopkins, 2002 The overarching aim of a quantitative research study is to
analyze the data collected by the researchers to generalize concepts, predict future results,
or investigate contributing relationshif@abbie, 2010)To determineaf military
connectiorhelpsmilitary connected womegain an earnings premium for their military
service datavasdrawn from a sample of respondents ofXtational Survey of College
Graduates (NSCQGp test the hypotheses boed above. Specific attentiomas
dedicated to understanding civilian labor market outcomes for women veterans who have

earned at | east a bachelorés degree.
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Data

This study usedata collected from a nationally representative sample of U.S.
citizens, TheNational Survey of College Graduates (NSCB)e NSCG isponsored by
the National Center for Science and Engineering Statistics within the National Center for
Science and Engieeing Statistics within the National Science Foundation. Ette ith
this studywaspulled from the 2017 NSCG survey cycle. The data were collected via a
repeated crossectional survey that biennially collects information on employment,
education, and deographic characteristics of the U.S. collegkicated population.
NSCG collects data utilizing a rotating panel sample design. NSCG collects data from
survey participants during four survey cycles ovsixayear period. In the 2017 survey
cycle approximadly 124,000 collegeducated U.S. citizens completed the surveyo
thousand seventeemarks the first year in which, the NSCG collected information on
parti ci pant 0Tse NEBCG usad &rimgdal dataadllact®on approach: Web
survey, mail surey, and computeassisted telephone interview. The data collection
effort lased aboutsix months.Data werecollected fromFebruary2017 and continued

through August 2017.

For theoretical context, this studyos t
Capital Theory (HCT). Human capital is defined as, productive wealth embodied in
labor,skills, level of expertise, and experience possessed by an individual or population,
viewedin terms of their value or cost to an organization or courfagn( et.al, 2012)

Furthermore, it refers to the level of expertise, innate ability or acquired skills a person
can contribute to his or her own economic productivity. The line of causali¢yist a

person acquires a high level of expertise and skills (human capital); through education
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and training this level of expertise and skills in turn increases their productivity which

results in higher wages for the individuéef, et al., 2012). follows that military

service provides individuals the education, training, and skills that lead to higher levels of
human capital necessary to improve an indi
the civilian labor force. The assumption is theg skills acquired in the military serve as

a proxy for the quality of training desired by civilian employers. In addition, the number

of years on the job is a straightforward variable under the HCT as it serves as the proxy

for onthe-job training(Sen,et al., 2012).

Several studies found that such factorbaman capital, demographic measures,
and employer characteristiase key determinants of salary. For instaftenna and
Weinstein (2019jound that veterans earn higher salaries when they havecdeat least
a bachel or 6s de@addbeegeaand Warded (L987) ofouradlthiat weterans who
enter the civilian labor force with highly technical military training can trade such human
capital for higher wages. Last, MacLean (2017) found thgeireral the number of
years spent in the military is highly correlated with higher civilian salaries. These
studies serve as the basis for the selection of factors included in the regression model for

this study.

Through the lens of Human Capital The@HCT), this study looked at the
relationship between military connection and civilian labor force economic outcomes for
women. The general hypothesis was that military service along with the attainment of at
| east a bachel or 6 s hyeegpayfa wasnenrinvtree siviliandaba b r i d
force. The statistical analysis employed in this study used human capital measures such
as education, years of employment, skills and training, the demographic measures,
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gender, race/ethnicity, and age, and gaplgic (employer region) measures to predict

salary. These measures encompassed the full set of factors that are likely to affect salary.
Moreover, these controls served to properly assessed whether women, as compared to
men with similar characteristics,aeved equal or greater economic returns in the

civilian labor force. Thus, the model in this study allowed for the assessment of the

bridging environment hypothesis for military connected women.

Hypotheses

1. Military connection results in greater eaggrfor a woman in the civilian labor
market than a nemilitary connected. This is due to the "bridging environment" that

military service provides women who serve.

2. The earnings advantage predicted for military connected women in Hypothesis

1 will be stonger for women of color than farhite women.

Variables

The dependent variable under study in this project waésa labor market
earnings. To measure civilian labor market earnings, this study relied on data provided
from the National Survey @ollege Graduates (NSCG), a nationally representative
sample of U.S. citizens. Thedependent variables for this study were variables

found to be significant predictors for salary:

The respondentds age as of 2017
The respondent waghite or Asian

The number of years the respondent was in the military

The respondent has an undergraduate student loan balance

The respondent was the first in their family to attend college

= =4 4 A4 4
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The respondent earned an advanced degre
Doctorate, or Professional)

The respondent works for a nprofit organization

The number of employees in the company or institution where the respondent is
employed

The respondent was employed in the technology sector

The number of years the respondent hased for their employer as of 2017

The respondentds employer is in Califor
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Variable Selection Rationale

This study followed the pattern of previous research in selecting variables for the
regression models According to Oiand Idson (1999), the wage gap that exist between
men and women is in part due to the size of an organization. They found, that there
exi st swage iprnemi umo for men that varies ac
demand for a higher quality laborée by U.S. firms. Many of these firms use factors
like education and job tenure to determine who is the most qualified for open positions
(Idson, Oi, 1999). The variables selected in this study, the number of employees in the
company or institution whethe respondent is employed, the respondent earned an
advanced degree beyond a bachelordéds (Maste
number of years the respondent has worked for their employer as ofazfigihcluded
in the regression models basadthe IdsorandOi notion that firm size, education, and
job tenure are contributing factors to the wage gap.

Ban, Hansen, and Huggins (2003) found that government employees hold values
that are similar to employees who work for anofit organizations Additionally, they
found that government employees are less concerned with high starting salaries than
individuals who work in foiprofit firms. They also found that women were more prone
to select Acaringo occup a tlhiooknoscudatioks¢hat t eac h
typically fall into the norprofit sector (Ban, Hansen, and Huggins, 2008at is why
this studyincluded the variable, the respondent works for aprafit organization in the

regression models.
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There exists extensive research exploring the outcomes of military service and its
impact on subsequent socioeconomic attainment. Much of the research draws attention
to human capital factors that impact income and earnings. However, earlier research on
the topic focused oage and race to predict theonomic benefits of those who serve in
the military Blau, & Duncan, 1967Sobek, 1996)iThe Basic Modél used by Blau and
Duncan (1967) included,he r espondentdés educational att
a tainment of the r espondBan& Buscanpl6iZ)éhet s a mon
current study used the variabteshhe r espondent 6s age as of 20
the first in their family to attend college, basedtlo® modelsed by Blau and Dican
(1967) . Bl au and Duncan6s research sugges
regressiommodel is useful in predicting salary outcomes. This study used the variable,
the respondent wa&'hiteor Asi an and the respondentds ac
civilian salary outcomes for the sampldore recently research has found tedtication
attainmentand length omilitary serviceimpact postmilitary career outcomes and
income, largely due to the increased competition for highly selective civilian job

(Teachman, 20071t is for that reason thatighstudyincluded thenumber of years the

respondent was in the military as a variable in the regression models.
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Data Analysis

Data screening and preliminary analysessconducted with IBM SPSS. Because
the NSCG datasetasso large, dataverescreened to examine for any potential outliers
in the sample. This study empkg/Ordinary Least Squares (OL&gression analysis to
predict relationships among the variablEise purpose of the studyes to investigate the
differences in civilian earnirgpetweemilitary connectedvomen anchon-military
connectedvomen. The goal wae determine if thenilitary connectedvomen who have
earned tleast & a ¢ h e | o rgéiredameargingeremium in the civilian labdiorce
over non military connectedndividuals The expectation wabkat findings from the
OLSregression analysegould provide evidence thatilitary servicesservel as a
bridging environment for womenho @uld combine their militaryexperience with
educationahttainmento gainhigher civilian earningghan normilitary connected
counterpartsThe National Survey of College Graduates datasstsufficient to support

these analyses.
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CHAPTER 4

RESULTS

This study employed the use of descriptive and inferential statistics to analyze
economic outcomes for military connect@dmenby means of demographic
characteristics examined from the National Survey of College Graduates [NBHG%
research agldthe Pbllowing question: does military service yield higher levels of
earnings for individuals who successfully transition into the civilian labor force? This
guestorwasbased on the assumption that individu
degree are able to realize an earsimgmium awarded to them by civilian employers
who view their military connection and education as an asset to the organization. This
hypothesissiewedthe military as an environment where an individual acquires technical
skills and abilities that could benefit the civilian organization. The specific focus of this
researclwaswhether these benefits can be realizedniiitary connectedvomenin

general.

A sample of 83,672 United States citize
degree as of February 2017 responded to the National Survey of College Graduates
(NSCG) conducted by United States Census Bureau for the National Science Foundation
during the week of February 1, 20Trhis studyanalyzed six specific characteristics
gender, race/ethnicity, birth region, marital status, children living at home, military
connection (veteran status) to gain a full picture of the safepéd able 4.1) In addition
to these an an atugatanaattainient, ihcemasdageographic 0

regionwas also conductedeeTables 4.24.3,& 4.5)
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Descriptive Statistics

Thi s sadtianalyrépsesentativample consisted &3,672 individuals wh
hadearned at | east a bachelordés degree.
those individuals who served in the United States Armed Forces (Military Connected
(MC)) (n=5,762) either through reserves, active duty, or retired veteran and (byvtimse
have never served in the Armed Forces {moititary connected) (n= 77,910). All of the
descriptive data arepresented as comparisons i two groups. Some data on the

general demographic characteristics of the two samples are presented ih.Table
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Table 4.1General Demographic®r the sample

Military Connected (N = 5,762) Non-Military Connected
(N=77.910)
Percent of Percent of
Frequency Sample Frequency Sample
Gender:
Male 5,024 ] 40,446 483
Female 738 .9 37,464 44.8
Race:
Native
American 47 8 321 4
Pacific Islander 23 4 272 3
Asian 235 41 14,105 18.1
Black 645 112 5.504 7.1
White 4306 748 50,115 64.4
Hispanic 503 87 7.557 9.7
Age Group:
20 or Younger 0 0 1 0
21-29 199 2 11535 138
30-39 730 9 23296 278
40 -49 815 1 13687 16.4
50 -64 1769 21 20827 249
65 or Older 2249 2.7 8564 10.2
Marital Status:
Married
Married-Like 4.505 78.2 53,200 68.3
Relationship 168 29 3,941 51
Widowed 110 19 1,056 1.4
Separated 50 9 609 8
Divorced 459 50 4. 685 6.0
Never Married 470 82 14,419 18.5
Children
Living at
Home
Yes 3,749 65.1 34,130 43 8
No 2.013 349 43,780 56.2
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There are several aspects of the data in Table 4.1 that are worth noting:

1 While most of the total sampleas male (54.3%), the preponderance of males in
themilitary connecteddamplewas much greathan in the nommilitary connected
sample (87.2% versus 51.9%).

1 Therewasalso some difference in the racial makeof the two samples. As
shown in Table 4.1, thesgasa higher percentage wfites in themilitary
connectedsample as compared to the nateran sample (64.4% in nomilitary
connected74.8% inmilitary connectejl

1 A somewhat higher percentage of thiitary connectedvere married (78.2%
versus 68.3%) although themas a smaller percentage with children living at

home (34.9% versu&3.8%).

As shown in Table 4.1, the demographic makeof the sample was quite diverse,
with nearly 40% of the sample considereddrite. Forty-five percent of the sample
werewomen The mean age of the sample was 45 years old. Close to 70% of the sample
were married and 38% of the sample had children living in the home. More than half
(47,529) of the sample had no children living at home. Additionally, if a participant did
have children a large portion of them (10,113) only had one child. Tdavtgn
thousand five hundred and five individuals had a spouse who workeahfealbutside of

the home and 7,391 had a spouse who workedipstoutside of the home.

This sample was wekducated with everyone in the sample holding at least a
bachel oe Nearly than half é41,792) of the sample barned an advanced

degree. Of the militaryconnected portion of the sample 2,744 held at least one advanced
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degree beyond the BA degree. Additionally, more than a third (34,915) of the sample
attended commuty college at some point along their higher education journey, 5,762
(14.30%) of which are military connected. Many of the respondents in the sample
attended community college with women outnumbering men by 10% in community

college attendance.

The samplavas quite racial/ethnically diverse wiffsian participants in &
sampleconsising of 14,393 (17.2%) individuals 23¥eremilitary connected (see table
4.1). The Black sample in this study consists of 6,336 (7.6%) individuals 667 of which
are military comected. The American Indian sample in this study consists of 507
individuals 51 of which are military connected. TwWéhites male up the largest racial

group at 62.7% of the sample (52,452) 4,139 of whiete military connected.

Paci f i csmasup the smallesd portion of the sample with only 354 (.4%)
individuals who patrticipated in the study, 27 of whieére military connected. The
Hispanic sample in this study considbf 6,912 (8.3%) individuals 427 of whiehere
military connected. The geer makeup of the samplas close to even wittvomenat
(45.7%) or 38,202, 738 of which are military connected aad #(54.3%) or 45,470,

5,024 of whichwere military connected.

Many of the survey participants were bamrthe United States. About 250f the
sample was born outside of the United States. However, the largest portion (22.6%) of
the sample born in the United States was born in the Midwest, followed by 21.3% of the
sample having been born on the West Coast. Northeastern United State&s) @&l the

South (12.6%) round o utThetdatashousthat the lavgest t h e
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portion of Military conneadindividuals were born in the West and Migst. The

largest portion of the sample was born outside of the U.S.

Fifty-seven thousand seven hundred and five individuals in the sample are
married or living in a marriagkke situation, about 4,500 of those individuals are
military connected. Thirtysix thousand one hundred fotttyree (36,143) of the sample

had childen living in the home, of that number 2,013 were military connected.

A large portion of the sample had a spouse who worked outside of the home either full or
part time. Thirtyseven thousand five hundred and five (37,505) of the survey
respondents hadspouse who worked futime outside of the home and 1,767 were

military connected. In addition, 7,391 thle samplénad a spouse who worked pditne

outside of the homand 650 were military connected little over 3,900 of the military
connectedndividualsin the sample workdin civilian jobs. The largest portion of the

military connected individuals woeklin highly technicalcareergseeAppendix A)

This study wutilized t heasstieatosacareflyur eauods
analyze the sam@lé6 s i n c 0 mé&able Ad). Resultg fom e income range
analysis found that are than half of the sampleas middleclassadditionally, more than
17%of the sample wasonsidered Togvage earners with an annual salary at or above
$200,000.This isopposed to more than 21% of the sample considered low income or
below poverty, earning less than $45,000 a year. The sample of the military connected
men and wo men 0 s weenfamosnimpodance m thisgusly. Surprisingly

therewas alarge portion of the military connected sample at the top of the earnings chart
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with 1,676individualsconsidered Top Wage Earnésge table 4.6)The mean salary for

the samplavas $73,933.

This studybés sampl e i s pr etsampleswrethel of f
upper end of the income categories. (Eable 46) Men represent 29% and women
represent 14% of theigherincome categories for this sample. Many of the top earners in
the sample (17%) held executive level positions in 2017. Thirteeemtesf the top

earners in the sample had a military connection.

The geographic breakdown of the top earners is very diverse. The largest portion
of thehigher incomeespondents (36%) live in the South (Florida, Texas, Georgia, the
Car ol i na 0 a),falawedbwheMayntamniWestegion (California, Nevada,

New Mexico)at 25%), Next, is the New England Atlanti(Connecticut New York, Bw
Jersey Pennsylvaniaregion with 23.3% of thhigher incomeaespondents. The region
with thefewesthigherincomerespondent ithe Midwest (lllinois, Indiana, Kansas) with

(16%) of thehigher incomeaespondentsséeTable 4.9

Due to the scope of this research it was necessary to move beyond basic
frequency analysis into crosstabulation analysanayze tle relationship between
relevant variables for the sample. Crosstabulation analysis served a crucial role in
identifying the underlying TrRiIatstomdhd $ ss avi
consists of 83,672 respondents. Men represented 54 pef¢bhatsample (n=40,446) and
women represented 46 percent of the sample (n= 37,464). The military connected portion

of the sample represented approximaselyenpercent of the sample (n= 5,768t
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surprisingly men military connected (n=5,024) outnurmdstthe women military

connected (n=738) by 85 percent (Sadble 4.1).

While this studyds subgroup was racial/l
were more likely to be white male. Less than 30 percent of the military connected
individuals in thesample were newhite males.White men make up the largest portion
of the sample at 50,11Bsian men make up the second largest group at 14fdl@fwed
by Hispanic men at 7,557. Black, Pacific Islanders, and Native American men represent
the smallest portion of the sample representing 7.1, .4 and .3 percent of the sample. The
medi an age of the sample was bdetween@@5 s ol d.
years old. The largest age group in the sample was betwe\a€ars oldvith about
28 percent of the sampldling into this age rang&.his was bllowed closely by age
range 5664 making up about 25 percent of the sample. The youngest #ge sample
was 20 years old only one person fell into the lowest age range categorglis=d.1).
Thi s st utabylaien resultsossBog that military connectegtemore
likely than their noamilitary connected counterparts to be married witbre than 75
percent of the military connected being married compared to theimiidary
connected counterparts at 65 percent being married. Furthermore, about 20 percent of
the non military connected sample daever been married compared to oBlgercent
of military connected. The results further show that military connected individuals were
more likely than their nommilitary connected counterparts to have children. Site
percent of the military connected respondents had children compatédercent of

their normilitary connected counterparts (Seble 4.1).
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This studyob6s crosstabul ation shows that
likely than their noamilitary connected counterparts to work in jobs that require highly
techncal skills. The largest portion of the sample works in the Engineering sector with
more than 10 percent of the sample working in Engineering Jotis.is tllowed closely
by IT jobs with more tharightpercent of the sample working in an IT jdlhis is
followed by IT and Health Profession with more tisamenpercent of the sample
working in a healthcare job. Engineering serves as the largest job type for military
connected individuals followedurprisingly by the financial services industry with over
sevenpercent of the military connected individuals working in the financial sector. Food
Services careers have the lowest number of individuals with less than half a percent of
the sample working in the Food Services Industry Tsdde 4.2). The chi s@re K?)
statistic was calculated to investigate whether the distributions of the variables differed
from one another ¥(130,N = 83672) =2063.063p=.000Cr amer 0 s,sinde = . 157
the pvalue (.000) is less than the significance level (0.05)ntilehypothesis can be
rejected. As a result, it stands that there is a relationship between job category and

military connection.
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Table4.2 Frequencies of Occupation and Educational Attainment for the sample

Degree Type N Percent Ci:i::;};n Percent
Bachelor's Degree (only) 41880 50.1 3018 52.4
Master's Degree 31666 37.8 2159 6.8
Professional Degree 3358 4.0 311 54
Doctorate Degree 6768 8.1 274 4.8
Job Type N Percent Ci:i::;}c;n Percent

IT Jobs 7032 84 324 45
College Professors 3715 6.8 255 43
STEM Careers 4507 54 157 34
Engineering Careers 8676 10.4 329 5.9
=ocial Sciences 2638 3.2 135 4.9
Teachers 4415 53 191 4.1
social Services Careers 2330 2.8 111 4.6
Technician and Technologist

Careers 986 1.2 08 0.7
Financial Services 3684 6.8 415 7
Law Enforcement 2350 2.8 226 0.1
Clenical Careers 2322 2.8 128 5.2
Trades and Technical Careers 1477 1.8 226 148
Sales Careers 3259 39 160 4.7
Food Services Careers 292 3 7 2.2
Middle Managers 3740 4.5 308 7.9
Top Level Manager 5021 6.0 357 6.9
Health Professions 6232 7.4 301 4.7
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The crosstabulation analysis results shows that military connected individuals
were more likely than their nemilitary connected counterparts to be born on the
Western part of the United States and go on to reside in the Southiptasy. Most of
themilitary connected portion of the sample was born in the MidwesManohtain West
26 and 27 percent respectively. While 25 percent of thembtary connected portion of
the sample was born outside of the United States. A large majority of theniibary
connected portion of the sample currently liveBlortheasMid- Atlantic region(34.9
percent). Followed closely by MtnWest (26.8 percent) (See Table 4.3). The chi square
(X?) statistic was calculated to investigate whether the distributions of the variables
differed from one anotheX? (4,N = 83672) =479.376p=.000Cr amer 6 s V =
Thus,indicatingthat there is a relationship between geographic location and military
connection.

Table4.3 Birth and Current Residential Region for the sample

Region of birth N Percent CMl]“ar.}- Percent
onnection
Northeast and Mid-Al 15357 18 988 20
Midwest 18892 23 1272 26
South 10579 13 907 19
MtnWest 17849 21 1283 27
International 20995 25 392 8
. g - Military
Region currently residing N Percent Connection Percent
NE Mid-Atl 29221 349 1399 1.7
Midwest 13525 16.2 1040 1.2
South 18403 22 1820 22
MtnWest 22455 26.8 1494 1.8
International 68 1 9 1
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Income Results

The statistics below were generated from datan The National Survey of
College Graduates (NSCG) Thatd were pulled from the 2017 NSCG survey cycle.
Overall, the total population of the U.S. was 325.3 million in 2017 with approximately
38.1 million of who live in poverty Consequently, the overall poverty rate in 2017 was

11.8%.

This study focused on the extent that military service provides amgar
premium for women who served, thus reducing the gender wage gap that presently exists
in the United StatesTo answer the question crosstabulation analysis was conducted to
compare men and wo e ofinferedial $tatistiasuppsrts making2 0 1 7 .
generalization and predictions about a population based on a sample of data taken from
the population in question by running statistical tests to make those inferences and

predictions. The results of the crosstabulation are as follows.

In 2016the median earnings of men and women who workedifo#, year
roundwere$51,640 and $41,554, respectively (US Census Bureau). This study found the
femaleto-male earings ratio to be 0.787 in 2017. The median salary of men and women

who worked fulitime yeafround in 2017 was $78,731.50 and $50,000 respectively.

According to the U.S. Census, the 2017 official poverty rate was 1@J%%
Census Bureaupome 39.7 million Americans lived in poverty in 2017 and more than
half or 56% were womefUS CensusBreau) Thi s studyo6s findings
align with the Census findings due to the

educated. Researchery gue t hat individuals with a bac
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maintain higher levels ofmeployment and a higher probability of career attainment, than
those who do not have a college education. People who start but do not finishawllege
not experience those same favorable outcomes (Vuolo, Mortimer, & Staff, 2016).
Moreover, previous resedr shows that there is a strong economic advantage to having a
college degree, with college graduates earning an average 24% more than high school

graduates (Pew Research Center, 2014).

Military connected individuals also seem to be more likely to fall into the middle
income ranges. Surprisingly, close to 10 percent of themditary connected sample
fall into the higher income categories. Furthermore, about 37 percent of the sdmple fe
into the below or near poverty income range. Additionally. on the opposite end of the
income range ifour percent of the noemilitary connected sampighofell in the Top
Earners range. This result shows that men were more likely than women ritoftie
middle-class income range with more men (55 percent) than women (45 percent) in the
middle-class income range. Surprising 17.8 percent of the overall sample which included
military connected and nemilitary connected were considered the top wageers
with an annual salary at or above $200,000 (see table 4.5). Conversely, more than 21
percent of the sampieereconsidered low income or belgeoverty, earnindess than
$45,000 a year. The chi squaké)(statistic was calculated to investigatlether the
distributions of the variables differed from one anotkér(5, N = 83672)
=663,p=.000Cr a me r 0 s, dn¢e thre pvaldeq00000) is less than the

significance level (0.05), the null hypothesis cannot be accepted.
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Thus, it stands thahére is a relationship between the income range variable and military
connectionFor context, the variable used to calculate income levels was transformed to

reflect the U.S. CensusTaBa4d4pauds income | e

Table 4.4U.S. CensuBureau Income scale

Less than $20,000 Below or near poverty level
$20,001- $44,999 Low income
$45,000- $139,999 Middle class
$140,000- $149,999 Upper middle class
$150,000- $199,999 High income
$200,000+ Top wageearners
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Table4.5 Income Range by region for the sample

IE;‘:;]: Region of residence N Percent Ci:ﬂ;:;};n Percent

Below or Near Poverty 6.691 21 360 2.0

Low 3.099 106 92 3

NE MidAd [nddle it e L =
Upper Middle 522 18 34 1

High 1.451 5.0 56 2

Top Earners 1.135 39 50 2

Below or Near Poverty 4.370 237 3 3.1

Low 2,195 119 141 8

Middle 9,962 18 885 18

South -

Upper Middle 364 2.0 43 2

High 941 5.1 110 6

Top Earners 571 31 70 4

Below or Near Poverty 3,232 239 414 3.1

Low 1,683 124 88 T

_ Middle 7.429 549 445 33

Midwest : 5

Upper Middle 213 16 16 1

High 555 41 46 3

Top Earners 413 3.1 31 2

Below or Near Poverty 5,496 245 606 2.7

Low 23123 103 114 4.

Mia West Middle . 1 ]_j 74 515 646 2-_‘
Upper Middle 531 24 11 T

High 1.624 72 69 3

Top Earners 907 4.0 48 2

Below or Near Poverty 16 235 2 29

Low 9 132 1 1.5
. Naddle 32 471 3 74

International - =

Upper Middle 1 L5 0 0

High 6 88 1 1.5

Top Earners 4 59 0 0
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This study used Toutkoushian, Mayifiletti, andC|1 ayt onds definitio
generation (first gen) to attend college. Toutkoushian,-W#itetti, andClayton (2019)
defined first gen as person whose parent(s)/legal guardian(s) have not earned a
bachelor's degree. To further define the term, it means an individual is the first person in
their family to attend a fowyear college or universitytoattai a bachel or 6 s deog
(Toutkoushian, Mayfrifiletti, & Clayton, 2019). According to previous research the
United States population of Afirst genodo in
since this term is often classified in varying ways basetheinstitution making the
classification. This studydés findings do a
individuals who fit into this studyods defi
77% of the sample. Addi tfathem ant 41% pfthdic % of t h
mothers did not attend college (Sestble 4.8). Of the military connected women and men

in the sample 38.5 % were the first in their family to attend college.

Thi s st utabylaien resultsosskbow that educatioahinment was a
priority for this sample. More than half of the sample 447792) had earned an
advanced degree. In line with theimamilitary counterparts more thdralf (n=2,744)of
the military connected sample had an advanced degree (Masters;aDsct
Professional). Furthermore, about 12 percent of the sample has earned a Doctorate or
professional degree (s@able 4.2).

Table 4.6 shows that military connected individuals were less likely than their
non military connected counterparts to take suwdent loans to fund their college
education at the undergraduate and graduate levels. Surprisingly, only 10 percent of

military connected individuals and 15 percent of naititary connected individuals took
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out student loans to pay for college. Howevkis result seems to show that only 13
military connected individuals have more than $100,000 in student loans borrowed as
opposed to 233 nemilitary connected individuals (s@able 4.6). The chi square X
statistic was calculated to investigatkether the distributions of the variables differed
from one anotheiX? (5, N = 83672) =144.3,p = .000. Thus, it stands that there is a
relationship between undergraduate loan amount and military connédiditionally,

close to 10 percent of the emrgtisample did not took out student loans to pay for graduate
schoo] while only 16 military connected individuals took out student loans to pay for
graduate school (s@@ble 4.7). The chi square {statistic was calculated to investigate
whether the disibutions of the variables differed from one anotb&r(5, N = 83672)
=106.5p=.000Cr a me r 6 sThu¢, it concuded that there is a relationship
between graduate loan and military connectidrese results support the notion that
military connected individuals make proper use of their lucrative Gl Bill Education

Benefits (sedppendix A).
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Table4.6 Undergraduate Student Loan Amount Borrowed for the sample

Undergraduate Loan Amount .P:D Military
Borrowed }h]ltar.}' Connection Total
Connection
% N 64317 5111 69428
Percent 76.90 6.10 83.00
- N 9170 446 9616
33000-23000 17 ot 11.00 0.50 11.50
- N 2232 103 2335
32500150000 2.70 0.10 2.80
o N 1400 66 1466
330001-75000 - et 1.70 0.10 1.80
] N 558 23 581
STS001-100000 7 ot 0.70 0.00 0.70
N 233 13 246
3100001-above 75200 0.30 0.00 030
N 77910 5762 83672
TOTAL Percent 93.10 6.90 100.00
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Table4.7 Graduate Student Loan Amount Borrowed for the sample

Graduate Loan Amount Borrowed NDH_MIIIEH‘Y Mllltm'.‘v Total
Connection Connection Percent
N 69502 5383 74885
50
Percent 83.10 6.40 89.50
N 4118 189 4307
$5000-25000 -
Percent 4.90 0.20 5.10
N 1494 66 1560
$25001-50000
Percent 1.80 0.10 1.90
N 1196 38 1234
$50001-75000
Percent 1.40 0.00 1.50
N 1359 70 1429
$75001-100000 N
Percent 1.60 0.10 1.70
N 241 16 257
$100001- above
Percent 0.30 0.00 0.30
Percent
TOTAL of 93.10 6.90 100.00
Sample
Table4.8Par ent 6s Educational Attainment
Parent’s Gender Degree Type N Percent
Less than High School Completed 10120 121
High School Diploma 23422 28.0
= Some College 18196 21.7
o = A
:!-' Bachelor’s Degree 18725 224
N Master’s Degree 9503 11.5
Professional Degree 1415 1.7
Doctorate Degree 1288 15
Less than High School Completed 9895 118
High School Diploma 18750 224
- Some College 15104 18.1
] " 4
= Bachelor's Degree 19542 234
[1:]
B Master’s Degree 10533 126
Professional Degree 4474 53
Doctorate Degree 3958 47
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Changes Made to the Data File

The NSCG survey does not specifically ask whether the respondent has children.
In order to find out whether a respondent had children, the questions that asked the
number of children a responttehad in each category were combined. The combination
was used to determine how many responderdshiidren; thus, a dichotomous variable

was formed.

The race/ethnicity variable was disaggregaméa a dichotomous variabte
distinguish the subcategories. TWite and Asian respondents were combirteeause
thecharacteristics of thegeo sulgroupswere so similar.TheBlack and Hispanic
respondents were combined, as these groups make up the second largest poetion of th
sample. The Native American, Native Hawaiian, and Pacific Islander respondents were
eliminated from the race/ethnicity variable as these groupe nqaa small percentage of
the sample.

To determine the number of years a respondeshbban in the militey, the
veteran date variables were transformed into interval variables and then added together to
find the total time a respondent spent in the military. The military years variahtes w
then transformed into several interval variables to refieettimeframes of military
service making the time spent in the militarpenabldo use in a regression model.

These variables were convertatb numerical dichotomous variables. The
number of years on the job variable was converted into an interval vanadge tf the
number of years a respondentli@en on a jolaffects their salary. The job type
variable was transformed into ec&tegoy numeric variable. Then the fie®@mponents
were broken into five separate job type variables to see if the typle afrgsponderitad
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influenced salary. The region the respondent wettin was converted into six separate
dichotomougariables based on the region the employer is located in.
The community college attendance variable was a nominal variable that was

converted into a dichotomous variable to malapjtropriatdor regression analysis

The original salary variable was recoded to reflect the six income categoriesl tgfine
the Cesus Bureau (s€Eable 4.3). It was later recoded to reflect a thoategory
variable to reflect three distinctcomecategories low, middle, aridgher income

respectively for use in the gender wage gap discussion in chapter 5 of this study.
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This study made use @frdinary Least Squares (OLS) regression to uncover the
effects of independent variables on a dependent varRblgessioranalysis was used
because it is the most effective statistical method to use to examine the relationship
between variables that impact incom@egression analysis was employed to create
predictive models that analyzed the relationship between depedintependent
variables This technique was used to findusal effect relationsisfpetween the
variables.

Ordinary Least Squares (OLS)

This study employed the Ordinary Least Squares (OLS) method to analyze the
data. OLS was selected because of its abilitgtiect the unbiased effects of veteran
status on civilian labor market economic outcomes for women. OLS was originally
developed by AdrierMarie Legendre and later extended by Carl Friedrich Gauss.
Legendreds goal with OLt®nomaa orbitsolFreedmarg t e

2009, p.30). Legendre recommends selecting the values of the independent variables

(i.e., a and b) to minimize the sum of the squared prediction errors (Freedman, 2009). The

OLS statistical method estimatine relationship ieveen one or more independent

variables and a dependent variable (National Research Council, 2011). The standard OLS

a

regression produces statistically unbiased estimates of the relationships among variables

m

(regression coef fi ci e).nrhesonceqoDdE D esyrationi&to Par k e

find the values of a and b to determine if a relationship exists by minimizing the sum of

the squares in the difference between the observed and predicted values of the dependent

variable configured as a straight liational Research Council, 2011).
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The Regression Model

This study emplogda regression model in the form of the model used by
Barbezat anéHughes, (20050 understand the relationships for salary determinants.
Barbezat and Hughes (2005) utilizedragie-equation model to predict gaps in salaries
of men and women. For proper context, multiple regression analysis attempts to predict
values for a variable (the dependent variable) by combining the values of multiple
variables (the independent variableehe model is then expressed in the form of a
regression equation. Hence, a multiple regression equation has several independent
variables and a single dependent variable. The coefficients that yield from the equation
are then interpreted to show theeets of change in the corresponding variables. For this
study, a regression model was used to predict salanesial salary before deductions)
in the sampleEight independent variablegere usedtheyatbt e r espondent 6s a
2017the respondent vgavhite or Asian,the number of years the respondent was in the
military, theamount of theiundergraduate student loawed a disaggregated variable
was created to determiffetherespondent was the first in their family to attend college,
ther espondent earned an adyv,dhe esmpaondedtovgdd ee beyo
for a nonprofit organizationthe number of employees in the company or institution
where the respondent is employdte respondent was employed in the technology
sectorthenumber of years the respondent has worked for their employer as afh2017,

respondentds employer is in California, Or
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The Regression Variables

The determinants for salary can be stated in the following general forms: Salary
equals the following predictaariables: Thalependent variable (x) used in this analysis
is based on the respondents-sefforted basic annual salary, prior to deductidanke
time the survey was administered. The salary measure of the basic annual salary ranges
from $0 t0o$1,027,653. This measure was an ordinal variable with a scale that ranges
from $0 for unemployed respondents to $1,027,653. Intended for analytim@moes
the original salary variable was recoded into acsitegory scale variable for use in

crosstabulation analysis to evaluateitteomeof the sample.

The independent variables (y) used in the model are grouped into the following
categories: demogphics, human capital, and employer characteristics. Given the
emphasis on Human Capital Theory, education, number of years on the job and the
respondent s profession (technology job) w
respondent has were inded as measures in the mo@&decific attention was given to
the variablegthe respondent was the first in their family to attend college, and the
respondent earned an advanced degree beyon
Professional) TheseHCT variables were dichotomous and interval variables used to
determine if these measures had a greater effect on salary for women than men. Several
vari ables were included to account for the
These variables ingtled: location of the employer (region, domestic or international), the
size of the employer (number of employees), type of organizatiorpl(rudit,

government, etc.)
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Empirical Results

I n the following regression models the
variable. The first regression includes gender as an independent variable. The sample
was then divided by gender and the regressions were then again estimated with the
gender vaable being excluded.

In model one, an R Square of .214 means that 21 percent of the variation in the
dependent variable, salary, is explained by the independent variables taken together. The
F statistic (1894.793) was significant at the .001 level. Athe independent variables
were statistically significant as shown by
respondent 6 s s al aThevariabled that rhise@ salary vwagefore d it .
every one year older a person was, their salargased by $613. All other things equal,
beingWhiteor Asianadded%, 56 1. 13. Further, perhaps as
salary, for every one dollar more in an outstanding undergraduate student loan, an
individual 68s s al ar advanced dé&greé tad arsmmifieant eflfeet imn i n g
that it added $10,166 over what would have been the case if the respondent had only a

bachel ords degree.

Model oneds results also reflect the f a
in California, Orega, or Washington will i ncrease an
addition, an individual working in the technology sector would experience an increase in
salaryby $9,16F ur t her mor e, being a man increases
over $18,000This result reflects that there still exists a gender wage gap between men

and women with all other things being equal.
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In model one, there are three variables that have a negative impact on salary
outcomes. The number of years the respondent was militeery, the respondent was
the first in their family to attend college, the respondent works for gt
organizationfy -.159). All other things equal, being the first to graduate with a
bachel or 6s degr e e790uWndrtusadly, and ot usexdectedly by $
being employedinanepr of it organization | owered a re
Lastly and most importantly given the focus of this research, being in the military
| owered the respondent 0s eax af miitaryservicasalarii at f o
was lowered by $293. One possible explanation might be military service delays entry
into the civilian sector with t hseTabesponde

4.9)
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Table 4.9 Coefficients for the entire sample

Model 1 Regression Coefficients i] t-value p-value

The respondent’s 614.53 102 28.450 000
age as of 2017

The respondent

was White or Asian 3361.13 028 5.260 000

The number of

years the ) 763764 -021 -5.509 -000
respondent was in

the military

The respondent has

an undergraduate 04 026 8274 000
ztudent loan

bhalance

The respondent
was the first in
their family to
attend college

-7043.57 -.048 -14.389 2000

The respondent
earned an advanced
degree beyond a
bachelor’s 1014273 083 26484 2000
{Master's,
Doctorate, or
Professional)

The respondent is a

1270848 108 33.325 000
male

The respondent
works for a non- -28910.79 -.139 -435.560 000
profit organization

The number of
employess in the
company or
institution where
the respondent is
emploved

66 098 28117 2000

The respondent
was employed in
the technology
zector

9168.20 030 9.450 000

The number of
years the
respondent has
worked for their

employer as of
2017

11.73 Ads 110,176 000

The respondent’s

employer is in -
California. Oregon, 6093.64 029 0268 000

or Washington

(Constant) 3516437 28.772 000
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Model 2

The last two models were formed to predict salary for women and men
separately. Model two resultedam R Square of .22&hich means that 22 percent of
the variation in the dependent variable, salar explained by the independent variables
taken together. The F statistié84.423 womenwas significant at the .001 level. The
regression model is a good fit of the data. In summation the model statically significantly
predicted salary. All but ond the independent variables were statistically significant as
shown by t heablgd4l®).al ues (see

Model two represents the regression results for women with men excluded, ten
variables proved to be significant for women at the .001 level or bEkteariables that
were significant i n prTehdei crteisnpgo nad ewot ndasn déasg es
the respondent washite or Asian, the number of years the respondent was in the
military, the respondent has an undergraduate student loan balance, the respondent was
the first in their family to attend college, the respondent earned an advanced degree
beyond a b a ctheréspondérs wokefgra epeofit organization, the
number of employees in the company or institution where the respondent is employed,
the respondent was employed in the technology sector, the number of years the
respondent has worked for therdmpyer as of 2017, the respor

California, Oregon, or WashingtdeeeTable 411).

In model two, the results show that military service has no relationship with
womandés salary (P=. 0570 >.05) .havkae ot her
relationship with salarylThe respondent wasghite or Asian, the respondent has an
undergraduate student | oan balance, the re
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or Washingtonthese werassociated with an increase in saldr®83). Beinga woman

and the respondent was the first in their family to attend college has a negative effect on
salary p-.040).,Fur t her, perhaps as an incentive to
dollar more in an outstanding undergraduate student loan,iarvindd ual 6 s sal ary
more. Additionally, for every one employee that works in their company the respondent

can add $.71 to their salary (Sesble 411).

All other things being equal beinghite or Asian added about $4000 a year to a
wo man 6 s dditohallyr bging employed by an employer that is based in
California, Oregon, or Washington increase
per year. All other things being equal foreverygnear i ncr ease i n age
salary increases by $308urthermore, a woman who has earned an advanced degree
beyond her bachel ords degree experiences a
year. This result indicates that a woman does receive an advantage in salary for her
educational attainment efforfBhis suppors the HCT notion that higher education efforts
serve as a bridge to higher earnings. Moreover, working in the technology sector adds

over $19, 000 to a(sewtmbtedbos annual sal ary

All other things equal, being first in the familyattend college decreases a
womandéds salary by $5,450 a year. Unf ortuna
womands sal ary. I n padiftitomyr gamn kian g omord oa
salary. A woman who works for a ngmofit organization culd experience a decrease of

about $18,000 in annual salary.
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Table 4.10Coefficients for the sample wbmen

Model 2

Eegression Coefficients

B

t-value

p-value

The respondent’s
age as of 2017

308.20

063

12.957

000

The respondent was
white or Asian

4061.75

025

5.527

000

The number of
years the
respondent was in
the military

63.04

003

568

The respondent has
an undergraduate
student loan
balance

02

022

4.868

000

The respondent was
the first in their
family to attend
college

-3440.83

-040

000

The respondent
earned an advanced
degree beyond a
bachelor’s
{Master’s,
Doctorate, or
Professional)

9275.01

096

20,377

000

The respondent
wiorks for a non-
profit organization

-18080.01

-132

-25.139

000

The number of
employees in the
COMPany of
institution where
the respondent is
employed

1

A30

23758

000

The respondent was
employed in the
technology sector

19191.01

D61

13.207

000

The number of
years the
respondent has
worked for their
employer as of
2017

3.21

417

000

The respondent’s
employer is in
California, Oregon,
or Washington

543787

033

7.039

000

(Constant)

40383.89

28.344

000
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Model 3
The final model was formed to predict salary for men excluding women. Model
three resulted ian R Square of .190 All of the independent variables were statistically

significant.

Model three revealed that eleven variables proved to be significant at the .001
level or betterThe significant predictorsare:th e r espondent 6s age as
regpondent wadVhite or Asian, the number of years the respondent was in the military,
the respondent has an undergraduate student loan balance, the respondent was the first in
their family to attend college, the respondent earned an advanced degree beyond a
bachel ordéds, the respondent was employed 1in
employees in the company or institution where the respondent is employed, the number

of years the respondent has worked for their employer as @f 201

Working in the technology sector adds o
manbés age has a positive impact on his ann
his salary increase by $914. BeMthiteor Asi an i ncreases a manaos
$7492. A man who has earned an advanced deg

salary increase of a little over $11,000. Additionally, being employed by an employer

that i1 s based in California, Oregon, or Wa
approxmately $6,761 peryedf.ur t her , perhaps as an incent.
for every one doll ar more in an outstandin

salary is $.2 more. Additionally, for every one employee working within the company t

respondent can add $.54 to their salary Tsdse 411).
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The number of years in the milibtary has
.021). All other things being equal, for e
decrease by $301. For menilitary connection served as a predictor for sglhoyvever,
for each year of military service a man serves his salary decreases by $301. All other
things being equal, being first in the fam
more than $1@00. However, a man who works for a qanofit organization can expect

to see a decrease in salary of over $36(866Table 411).
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Table 4.11 Coefficients for the sample of men

Model 3 Regression B

Coefficients t-value p-value

The respondent’s age

as of 2017 214.06 136 27.699 000

The respondent was

7497 7
white or Asian 7492 96 029 6.791 000

The number of years
the rezpondent was -301.24 -021 4831 000
in the military

The respondent has
an undergraduate 054 032 7427 000
student loan balance

The respondent was
the first in their
family to attend
college

-10186.80 -032 -11.835 000

The respondent
earned an advanced
degree beyond a
bachelor’s (Master's,
Doctorate, or
Professional)

11103.04 084 19.092 000

The respondent
works for a non- -36020.71 -.169 -36.627 000
profit organization

The number of
employees in the
company of
institution where the
respondent is
emploved

61 079 17.022 000

The respondent was
employed in the S085.87 017 jon 000
technology sector

The number of years

the rezpondent has .
worked for their 14.50 420 53.69 000

employer as of 2017

The respondent’s
employer i in
California, Oregon,
or Washington

6761.30 029 6.736 000

(Constant) 43714.14 22.691 000
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Comparing Men and Women

The results of Model two and three represent the differences for men and women
in the sample separately. The sample was divided by gender and the regressions were
then again estimated with the gender variable being excluitiedoredictors include
eleven ariables that were thought to predict sal&#hen compared military connection
outcomes differed for women and men based on gender alone. For men military
connection served as a predictor for salary however, for each year of military service a
man servesis salary decreases by $301. For women military service has no relationship
with salary. Additionally, working in the
annual salary while women can add over $19,000 to their annual salary if they work in
thatect or. A mand6és age has a positive i mpact
increase in age a man will see his salary increase by $914 as opposed to women who
only see $308 added to their salary for every year increase (seg&able 4.12Being
Whiteor Asi an increases a mandés annual sal ar\
an additional $4000 increase in salary. A man who has earned an advanced degree
beyond a bachel ords degree will see a sal a
women onlyhad an increase of $9200 in salary for an advanced degree. Additionally,
being employed by an employer that is based in California, Oregon, or Washington
increases a manotés salary by approxi mately

year.
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Neverthelss, a man who works for a nqnofit organization can expect to see a
decrease in salary of over $36,900 a woman will experience a decrease of about half the
amount of men at about $18,000. All other things equal, being first in the family to attend
colee decreases a womanés salary by $5, 450 a

$10,000(see Table 4.12)
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Table 4.12 Men and Women Coefficients Comparison

Variable Effect on Men's Salary Effect on Women's Salary
The respondent’s age as of 2017 + 3914 + $308
The respondent was white or Asian + $7.492 +%4.061
The pumber of vears the respondent _$301 No effect
was i1 the military

The respondent has an -

undergraduate student loan balance +3$.054 +3.021
The respondent was the first in their

farmily to attend college - 510,186 -$5.449
The respondent earned an advanced

degree beyond a bachelor’s -
(Master's, Doctorate, or +$11.103 +$9.275
Professional)

The respondent works for a non- -$36.929 $18.060

profit organization

The number of emplovees in the
company or institution where the + 861 +3.71
respondent is employed

The respondent was emploved in the

technologv sector +55.085 +519.191
The number of years the respondent

has worked for their emplover as of + 814 50 + %9
2017

The respondent’s emplover 1s 1n +$6.761 +$5.457

California, Oregon, or Washington
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CHAPTER 5

DISCUSSION

This studydealt with thedeathat military service yields higher levels of earnings
for individuals who successfully transition into the civilian labor force and throughout
their career (Padavic & Prokos, 2017)isTresearctaddressed whether the benefiitam
military servicecouldbe achievedoy military connected women as compared to-non
military connected individuald his studyexamined data frorthe 2017 National Survey
of Col | eg e adgGartairheidiferensesd in ¢ivdian earnings between military
connect e dostnditarg carées ang nermilitary connected individuald his
st udy 6 sindfcatethdtwomgnsoften face discriminationh&n they transition into
the civilian labor forceThe U.S government has enacsederalpolicies, laws, and
practicesto hdp remove tle discriminationwomen faceénence,increasng the changes of
economic equality for women. ®study addressed the notion that military service
yields higher levels of earnings for individuals who successfully transition into the
civilian laborforce and throughout their career. Moreover, this study addressed whether
these benefitsauld be realized bynilitary connected womeas compared tmen and
nortmilitary connected womerth e 2017 Nati onal Survey of Cc
wereused to determine the differences in ciyv
military career and nonveteran wom@ihis study found thavhen compared civilian
labor force earning outcomes differed for men and women based on several factors that

are outlined in the following paragraphs.

The opportunity cost of serving in the military in terms of foregone civilian labor

force training and experience does negatively affect civilian earnings for men and has no
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relationship with earnings for womefRor men military connection served as a predictor

for salary however, for each year of military service a man serves his salary is decreased
by $301. For women military connectiondy@ connection to salaryAccording to

previous research, (Ren&aWeinsten,2018),discrimination and an employer perceived

skills mismatch are key factors that contribute to this finding.

This study found thdteingwhite or Asianhas a significant effeethen
comparing women and mgwith all other things being equal, there is a clear difference
of $3431 per year in salary with men earn#@93and women earnin$4062. Previous
research addresses the issue of discrimination veterans face when they transition into the
civilian laborforce. Specifically, Lindsay Barnes (2014) found that discriminatory
employment practices based on misperceptions of veterans has contributed to the high
level of inequality they face when transitioning into the civilian labor force. General
misperception, associated stereotypes, and readjustment concerns contribute to the
discrimination that those who have served face when seeking employment in the civilian
labor force. To combat the issue of discrimination veterans, face the Uniformed Services
Employmen and Redeployment Rights Act (USERRA) was enacted in 1994 by President
Bill Clinton. USERRA is federal law, it serves as protection for veterans against
employment discrimination. Its enactment serves to reduce the disadvantages faced by
veterans transdning into the civilian labor force (Barnes, 201#fihe goal of the Act is
to ensure that those who serve in the United States military will be able to retain their
civilian employment and benefiisseeAppendixC). It also seeks to ensure an

employmengenvironment free from discrimination due to military service
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There presently exists a cultural disparity between the military and the civilian
labor force. This disparity is due to the lack of military service among the current
generation of employers. iMary service is often assumed to be fmoductive to
civilian organizations, with a large portion of civilian employers unable to translate
military skills into civilian occupations. Previous research shows that civilian employers
have expressed coneosrthat military members are unable to assimilate into the civilian
labor force successfully (Barnéf)14).This is die to the assumption that the structured
environment of military and the years of service in the military have caused them to be
out of touch with reality.

Another misconception many civilian employers have is there is an increased
amount of militaryrela ed i njuries that could negati vel
functions making it harder for them to assimilate into the civilian labor force. Of specific
concern are podtaumatic stress disorder (PTSD) and traumatic brain injury (TBI).
PTSD and TBI azate a stigma that combat veterans are emotionally unstable and could
potentially create a hostile work environment. Civilian employers often fear
uncontrollable behavior from veterans will create an unpredictable workplace.

To i mpr ove v afroenmditargto civilian ampkyers the United
States government enacted the Hiring Heroes Act of 2011. The act mandates that all
members of the military transitioning into the civilian labor force participate in the
Transition Assistance Program (TAR)der the Department of Labor. TAP works to
assist transitioning veterans by translating the occupational skills acquired in service into
civilian occupations. Additionally, in 2006 a change was madi#iéd of the United

States Code, Section 2108 (5@3108)to give hiring preference to veterans in federal
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and state employment. The Work Opportunity Tax Credit (WOTC) which provides for up
to $4,800 for each qualified veteran provides employers a tax credit for hiring veterans.
Moreover, civilian employes that hire veterans also receive tax credit of $9,600 for

hiring a veteran who is disabled due to a seremenected injury (Little, 2011). As a

note, onlyeterans who were honorably discharged or released from active duty in the
armed forces are eligle for veterans' preference.

According to the U.S. Census Bureau, a little over one third of American working
adults have a fouyear college degreghile ninety percent of American over the age of
25 have a high school diploma. Additionally, 9.3 peraéradults over the age of 25
have a mast er 0tsvopareegtofeAmerieanschave adaatolalydegree or
professional degree. Previous research sup
combined with military has no effect on salary feales or femaleg\ccording to
previous researctBerger& Hirsch 1983 the primary recipients of a salary premium
were highly skilled veterans with a high school education. Civilian employers award
higher wages to veterans who possess higher levels of traits important to success in the
civilian labor force.

This study foundhatbeing a woman who is the first in her family to graduate from
college has a negative effect on salaby-.Q40 = P <.05). All other things being equal,
being first in the family to attend college decreases an individual's salary by $5,450.
Although t he entire sample in this study poss:¢
than onehalf (seeTable 410) of the sample possessed an advance degree beyond their
four-year degree, education did not provide veterans an earnings présnwoemen

This could be due to several factors that affect salary. One such factor could be
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geographic location of employment. Wages are generally higher in more populated areas
of the country. Geographic locationdgdssachusetts and Marylgnalith higher levels of
educational attainment typically have higher wage earners. Previous research supports
this result

Kasarda, Villemez, and Wayne (1976) found that as larger segments of a population
attain higher levels of education, the relativeauat of attainment declines. For example,
if 25% of applicanthave only completed a high school diploma then earning a
bachel ords degr ee s er yHoweveg whe0%ofdlmap et i t i v e
candi date pool ear ni ng agrde at@aihneht becainesad egr e e
necessity to compete on the same level. Since a large portion of veterans choose to live
in geographic locations with smaller populations that possess a lower levels of education
attainment, their choice to forego a college ation does not necessarily negatively
impact their earning power.

Additionally, thiss t u d y 0 eing enmpldyedn Galifornia, Oregon, or
Washingtoradvantages men as compared to women (+$1,36i5supports the notion
that geographic locationdoesmp act an i n.dcécordind to thé @essuss al ar y
Bureau, the state of California has the largest military connected popyh&én
million) in the United State$pllowed closely by Texagl.46 million), and Florida (1.44
million). T hi s s taueflegt&lghtlyd#férent geographic location data than the
Census Bureauds mil it ar.ynthisstodgmihctiiesaipl@fop ul at
military connected geographic regions the largest portion (n= 1128) of the sample of
military connected wrk for employers in the Southern part of the United States signaling

Florida, followed by the West (n=982) California and last the Southwest (n=672) Texas.
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Overall women do not experience an earning premium over men when combining

military service and agtation when transitioning into the civilian labor fofbemen-
.021 = P <.05, women P = .570 = P <.0B)is assumed that there existm&conception
related to gender roles when civilian employers consider hiring military connected
women with civiliam e mpl oyer s seei ng t WPevioosirdseartcha r y
(Dunivin, 1994) supports &suspicionthatcivilian employers view the militargs a
unique culture that promotes masculine identities, attitudes and beh®worsig,
1994).1n addition, military service acts as an unwelcomed attribute to civilian employers
who view those who participate in military service less productive or lacking the skills
that would directly apply to the civilian labor ford@gnna &Weinstein, 2018).
Furthemore, military connected individuals are often paid less due to the civilian
empl oyer6s | ack of RppmadWeinsein2018peverfal t h e i
researchers (Kleykamp, 2009; Kleyka&mMaclean, 2014) have demonstrated that
civilian labor orce employers are likely to discriminate against veterans. Civilian
employers tend to perceitieatmilitary connected individuals lack the skills necessary to
succeed in civilian occupations. Furthermore, this study revéda¢themilitary does
not ac¢ as a bridge to higher civilian labor force earnings for woriars siggess that a
bridging environment from military service does not exist for women.

While the various branches thfe military have made tremendous progress
toward gender equality, Wi women gradually transitioning into more md@minated
military occupations than in the past, there remains a strong gender bias among civilian
employers toward women who have served. This study founavtteat the respondent

was employed in the techmogly sector, all other things being equal, for every year
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increase in the experience menodés salary wi

impact on salary.

Although roughly half of the civilian labor force is made up of women, they only
comprise about5 percentof the military (Department of Defense). Furthermore, a
somewhat greater percentage of women than men serve as commissioned officers (17%
vs. 15%, respectively) in the military (Parker & Patten, 2011). Even though women and
men experience sifair patterns of advancement in the military, they experience
differences in the roles they move into. Most notably, women veterans are much less
likely than men to serve in a combatated occupation. According to Patten and Parker,
activeduty women a heavily concentrated in administrative and medical roles. Women
in the military make up thirty percent of the administrative personnel as compared with
men who make up 12ercentof those roles. Additionally, men make up os@x percent
of medical rols, while women hold 1percentof these jobs. The occupational roles in
electrical and infantry areas are overwhelmingly dominated by men. Taveatyercent
of men versus twelve percent of women hold jobs in the electrical field (Parker & Patten,
2011). Civilian employers prefer to hire veterans who have served in highly technical
military occupational specialties that have civilian equivalents, such as electrical and
information technology fields. Consequently, these are fields that women are much less

prone to work in while in the military.
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Interesting Findings

This sample contains 83,672 respondents 38,202 (45.7%) women and 45,470
(54.3%) men. The median age of the sampl&igeérs old. Twentyhree percent of the
sample live below or near poverty women make upérBenwof that number while men
make up 1@ercent Thirty-four percent of the sample are middle class. Women make up
15 percentof that number and men make upg&cent Thi s studyds sampl
well off with 43 percentof the sample in the uppetass income category. (s€able4.4)
Men represent 2percentand women represent pérceniof the upperclass income
category for this sample. Many of the tag®ers in the sample (17%) held executive
level positions in 2017. Thirteen percent of the top earners in the sample had a military
connection. This finding supports the notion that leadership skills from military service

have a strong connection to thealdership skills necessary to lead an organization.

One potential explanation for this finding is that military connected women and
men have mastered the skills neétb make decisions under intense circumstances in
the course of combaRrevious researgfBenmelech& Frydman,2015)found that,
military connected individuals providervicemen and women leadership skills that have
been shown to affect their decisioraking when they become executives in the civilian
labor force. The military does a greabjof preparing service men and women for
leadership by giving them access to progressive training programs that combine
education with orthe-job training. Furthermore, military service provided individuals
handson leadership experience that is difficitiearn otherwise. Military service as a
result helps them make better decisions in pressure or crisis situations. Additionally,

military service yields individuals who have a strong commitment to ethics, duty, and
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selfsacrifice. Previous research afsond that corporate executives who have a military
connection are 70 percent less likely to be involved in fraudulent activities when

compared to executives who do not have a military conne(®ioce, 2011).According

to the US Ar mytOast eonhefnitc,i adlt hvei saroitmy sdevel ops
innovative leaders of character who are comfortable with complexity and capable of
operating from the tactical t.dohemnohoath&#t r at eg
service in the military is lingd to a value system that promotes integrity and ethical
behavior illustrates the militaryobés propen

mental fithess.

According to Benmelech and Frydman (2015), fifipe percent of corporate
executives in 198, had a military connection compared to only 6.2% in 201&igh
CEOs with military backgrounds have begun to disappear from corporate executive
ranks. Based on this studyodés finding of 13
leadership programs like WMar t and Gener al El ectrjcds mi
developed to recruit former military officers for leadership roles to address the leadership

talent shortage are workifgO6 Keef e, 2010) .
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Summary of Findings

Three regression models were created to predict salary outcomes for the sample.
The first nodel included gender as an independent variable. The second and third models
were created by dividing the sample by gender. The models were run separately for men
and then for women. This was done to predict salary outcomes for men and women
separately. T&n f act ors that raised a respondentds
older a person was, their salary increased by $613. Earning an advanced degree added
$10, 166 over what would have been the case

degree.

When @mparing men to women this study found that b&lftgte or Asian
increases a manés annual salary by $7, 492
$4000 increase in salary. Additionally, it found that a man who has earned an advanced
degree beyondabadch@r 6 s degree will see a salary in
women only had an increase of $9200 in salary for an advanced degree. Furthermore,
being employed by an employer that is based in California, Oregon, or Washington
i ncr eas e $ary by appeoxinagely 8661 per year and women by $5,400 per

year.

Nevertheless, a man who works for a fpwofit organization can expect to see a
decrease in salary of over $36,900 a woman will experience a decrease of about half the
amount of men at alut $18,000. All other things equal, being first in the family to attend
college decreases a womandés salary by $5, 4

$10,000 (see Table 4.12).
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Conclusions

This study used descriptive and inferential statistics to anablaeyoutcomes
for military connected women by means of demographic characteristics examined from
the National Survey of College Graduates (NSC)s study questioned, if military
serviceis the bridge to higher wages for women who combine military service with
higher education attainment to transition into the civilian labor foftiei® question is
based on the assumption that individuals w
realize an earning premium awarded to them by civilian employers who view their
military connection and education as an asset to the organizaiierall women do not
experience an earnisgremium over men when combining military service and
education #er transitioning into the civilian labor for¢e men-.021 =p <.05, womerp
= .570 =p <.05).Furthermore, this study revealed military does not act as a bridge to
higher civilian labor force earnings for women. Suggesting that a bridging environment

from military service does not exist for women.

This study concluded that there existmigconception related to gender roles
when civilian employers consider hiring military connected warnitemas hypothesized
thatmilitary connectiorresults in greater earnings for a woman in the civilian labor
market than a nemilitary connected and women of caldiis is due to the "bridging
environment" that military service provides women who séertes hypothesis views the
military as an envonment where an individual acquires technical skills and abilities that
could benefit the civilian organization. The specific focus of this research is whether
these benefits can be realizedrbyitary connectedvomen The results of the multiple
regresmn suggesthis hypothesisvas nottrue. For women military connection has no
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connection to salaryOverall women do not experience an earsipgemium over men

and nor military connected women when combining military service and education after
transitioning into the civilian labor forg® men-.021 =p <.05, womerp = .570 =p
<.05).Furthermore, this study revealed military does not actbaiglge to higher civilian

labor force earnings for womenhis siggess that a bridging environment from military

service does not exist forwomen.n addi ti on, military servic
salaryalthough negativelyfor each year of militarservice a man serves his salary is

decreased by $301. This finding suggests that military connection does not serve as a

bridge to higher civilian earnings for men.

The study also hypothesized that the earnings advantage predicted for women
veterans irthe aforementionedypothesis would be stronger for women of color than for
white women.When comparing women and men based on the respondenteiagr
Asian, with all other things being equal, there is a clear difference of $3431 per year in
salary with men earning more. Rage kinpact salary however, for women being a
woman of color @l not improve civilian earnings. Woman where white or Asian
earned 8062more than women of colpsgnaling that military service combined with

education attainment does not yield higher earnings for women of color.
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Theoretical Connection Results

Through the Human Capital Theory (HCT) lens, this study assessed the
relationship between military connection and civilian labor force economic outcomes for
women. The general hypothesis was that military service along with the attainment of at
leastabdtel or 6s degree would serve as a bridge
transitioning into the civilian labor force. Howevemmenin general did not experience
an earning premium over men or Romilitary connected women when combining
military service anaducation when transitioning into the civilian labor force.
Consequently, the human capital gained from educataitainmentdoes not act as a
bridge to higher civilian labor force earnings for women who add their military service

into the equation.

Human Capital Theorists sayiman capital is the attainment of knowledge and skills
by means of education, for the expansion of productivity and o(Afirtyemi &
Abiddin, 2013) Previous researdBerger& Hirsch 1983 s upports thi s stud
that acollege degree combined with military service has no effect on salary for military
connected women. Existing research suggeststhe primary recipients of an earnings
premium for military service are those who are highly skilled and possess only a hig
school diploma. For additional context this study found eatg a woman who is the
first in her family to graduate from college has a negative effect on salary. Hence, being a
woman who is first in the family to attend college decreases an indigiciaddry by

$5,450. This finding does align wiltevious research
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Overallt hi s study found that an individual 6s
their abilityto successfully transition into the civilian labor force. Howevelpes
suggest that military service does not act as a mechanism to move military connected job

candidates to the front of the line.
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Implications for Policy and Practice
Policy
Military Connected womebring to the civilian workforce their extensive
training, leadership skills, and a hitgvel of commitment and focus. College career
counselors can serwailitary connected womewell if they would become familiar with
military culture, along with the rifary branch specific skills that provide veterans
equitable skills transfer that would assist them in their career transition. In doing so,
career counselors would have a strong consciousness of the various military experiences
that a female veteran walibring to a civilian career. Career counselors would in turn be
able to assist female veterans in translating those valuable skills into practicedrieal
applications that serve to facilitate a smooth transition to a civilian q@eXppendix
D & E).
According to the Department of Veterans Affairs, thedral and state
governments along with many private industry employers give veterans a hiring
preferenc€VA.gov). The federal governmenn particular adds five points to the score
used in hinng decisions for those who have served on active duty for more than 180
consecutive days and ten points for those who have a mititamyected disability
(VA.gov). Many of the organizations that do business with the federal government via
governmentconskct s are required to give military
hiring decisions. On the contrary, employers are required to use caution when giving
veteran preference as they cannot violate anydisitrimination laws to the detriment of
a proteced group(VA.gov). This study addressed whether

realized by military connected women.
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The results of this study led to several recommendations for policy regarding
military connected womenféree. Thafisnsi ti on to
recommendation for policy is to combat discrimination against military connected job
candidatesThe federal government should move to impose harsher punishments on firms
that do not honor the regulationdSERRA)t hat s up p oeferencdsee er an 6 s
Appendix C) The second recommendation for policy is for the VA to provide civilian
employers educational information around mental disorders (PTSD) that military
connected individuals are perceived to have, to dispel the myth that mibtamgated
employees are not fit for the civilian labor force. The third recommendation for policy is
for theDepartmentf Defense (DoDjo facilitate recruitment events on the military base
to give military connected candidates full access to prsatdr employers in an
environment that is more comfortable for the candidate. The last recommendation for
policy is the DoD should encourage individuals interested in transitioning into the
civilian labor force to begin the transition process early whicludes engaging with

potential civilian employers and take advantage of the many resources available.
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Practice

The results of this study led several recommendatiof® practice regarding
military connected womeno6s Therfiratnsi ti on to
recommendation for practicetisatcivilian employersshouldtakeadvantage of federal
resource§USERRA, TAP)that allow firms to connect with and train veterans earlier in
the transitioprocesgseeAppendix C) The second recommendation for practice is for
civilian employers to partner with ti2oD to facilitatea pay structure that would level
the pay rate system for men and women similar to the military rank and pay system. (see
Appendix D). This change woultklp reduce the wage gap that this study found exists

between men and women.
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Future Research

From the foundation laid by this study, future research should evaluate the
effectiveness of veteranso e mptefergneceemt tr an
civilian employersod hiring practices. By |
active duty in the Armed Forces are generally entitled to preference over nonveterans in
hiring practices and workforce retention. There is little re$edetermining how
successful government programs are at safeguarding military connected individuals.
Besides reviewing economic outcomes, future research should address the specific
challenges military connected women face transitioning to the civiliakferoe, by
identifying gaps that exist in veteran preference programs offered by civilian employers.
Studying this issue would contribute subst
effectiveness for military connected women. In addition,atild contribute to improving
the quality of employment transitions for military connected women as a whole.

Future research should evaluate hiveng practicesof civilian managerso help
improve theirunderstanihg of Military Occupational Specialty (MS) alignmentto job
openings with the proper military occupatiom$is is in an effort teeduce the amount
of discrimination qualified military connected women face when transitioning into the
civilian labor force. Military connected individuals entlee tivilian labor force with a
high level of skills and expertise, understanding military terminology and occupational
codes wil |l help civilian employers proper|

(see appendix D & E).
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Study Limitations
This study was not concezd withcollegiate experiences of militagonnected
males or femaledt its core this study addressed demographic and human capital factors
that contribute to economic outcomes. At a general level it focused on such factors as
occupational industry and employer size as well as individual characteristics such as

overall degre attainment, age of the respondent, and familial characteristics.

In addition, this study was limited by a lack of data for individuals who only
earned a high school diploma. Despite the role of the military as a potential bridge to
attainmenbf greate civilian labor force earning outcomes, this study placed limited
research attention on understanding the circumstances in which miibaryected
individuals with only a high school diploma and thereby gaining access to higher paying
civilian jobs.

Furthermore, the use of personal interviews of milf@gnected individuals
could have provided a narrative account of their individual experiences transitioning from
military into the civilian labor force. A mixed methods approach to this study woutl ha
provided that informatior-lowever, during the preliminary stages of this study a number
of military connectedndividualswho werecontacted for this study expressed an
unwillingnessto shae their personal storieDespite these limitations, this siy
contributes to the current body of literature on transitions into the civilian labor force for

military connected men and women.
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Moreover this studybuilds upon the current literature which did not address the issues

and needs of military connected women who
This study also sheds light on the unique challenges faced by thissamded group

given the lack of liteature on civilian labor force transitions for military connected

women.
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APPENDICES
APPENDIX A SAMPLE OCCUPATIONS LIST

Table 42 lists the occupation numbers for the entire sample. The following provides a

more detailed description of the various occupations held by the NSCG 2017

respondents:

T

IT Jobs: Computer &nformation scientists, research, network architect, support
specialists, system analysts, and Database administrators

College ProfessorsPostsecondary Teachers

STEM Careers: Mathematical scientists, Chemists, Atmospheric and space
scientists, Oceanogrhaers, Biological scientists

Engineering Careers:Marine engineers and naval architects, Materials and
metallurgical engineers, engineering technologists and technicians, Petroleum
engineers, nuclear engineers

Social SciencesEconomists, Political scientists, Psychologists, Sociologists,
Librarians, archivists, curators

Teachers:Secondary Teachers (Pe 12" grade)

Social Services CareersSocial Workers, Counselors (educational, vocational,
mental health, and substanceisd) Clergy and other religious workers
Technician and Technologist CareersTechnologists and technicians in the
mathematical sciences, Surveyors, cartographers, photogrammetrists,
Technologists and technicians in the physical sciences

Financial Services:Insurance, securities, real estate and business services, Sales

Commodities except retail (industrial/med/dental machine, equipment, supplies)
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Law Enforcement: Protective services (e.g., fire fighters, police, guards,
wardens, park rangers), Lawyers, ges,

Clerical Careers: Accounting clerks and bookkeepers, Secretaries, receptionists,
typists, record clerks, telephone operators

Trades and Technical CareersConstruction and extraction occupations,
Farmers, Foresters and Fishermen, Precision/produmtimmpations
(metal/woodwork, butchers, baker, assembler, tailor)

Sales Careersmarketing and sales occupations, Saleil

Food Services Careerskood preparation and service (cooks, waitresses,
bartenders)

Middle Managers: Computer and InformationyStems Managers, Engineering
Managers, Medical and Health Services Managers

Top Level Manager: Executives, Administrators (CEO/COQO/CFO, president,
district or general manager, provost) Education Administrators (e.g. registrar,
dean, principal)

Health Professions:Medical scientists, Health technologists and technicians,
RNs, pharmacists, dieticians, therapists, physician assistant, nurse practitioners,
Diagnosing/treating practitioners (dentist, optometrist, physicians, psychiatrist,

podiatrist, surgeon, verinarian)
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APPENDIX B EXPLANATION OF MILITARY EDUCATION BENEFITS

The Post- 811 GI Bill is an education benefil
program fon individuals who 2erved on aclive duly

after September 10, 2001.
Am | Eligible?

You may be eligible if you served al least 50
aggregale days on aclive duly® after Seplember
10, 2001, or were honorably discharged from
aclive duly for a service-connecled disability after
samving 30 continuows days following Seplember
10, 2001.

Note: Children of 2 member of the Armed Forces
who died in the fine of duly on or after Saptember
11, 2001, may be eligible for Post-8/11 GI Bi
banefits under the Marine Gunnery John David
Fry Scholarship Program.

What will | receiva?

You may receive a parcentage of the following
payments [sea charl).

« A Tuition and Fee payment thal is paid lo
your school on your behalf

* A Monthly Housing Allowance (MHAJ™ that is
equal to:

# the basic allowance for housing (BAH)
payable for the zip code of your school 1o &
military E-5 with dependents for studanis
pursuing resident training

# one-half the BAH national average for
students fraining solely by distance leeming

& the national average BAH for studants
pursuing training &t foreign schools

‘inchides aclive service a% a National Guard member under
Wlle 12 UE.C. for the purpose of organizing, administenng.
recriting, instructing, o raining and aclive service under
section S02{f) af itk X2 for the purpose ol responding lo a
nalional emengency.

*“The: MHA i nol payable o individuals on active duty or
those enrolled al half ime o kess.

Retrieved from:

+ A Books and Supplies Stipend of up to 51000

e yea

At least 38 months EIEI%
At least 30 continuous days and
discharged due to senvice-
connected disability 100%
At least 30 months < 36 months 0%
At least 24 months < 30 months 8%
At least 18 months < 24 months T4
At least 12 months < 18 months 0%
At least & months < 12 months 50%
At least 00 days < & months 40%

How many months of assistance can | receive
and how long am | eligible?

Generally, you may receive up to 38 months of
enlilemant under the Post-8/11 Gl Bill. You wil
be eligible for benefits for 15 years from your last
period of active duty of at least 90 consecutive
days.

What Kind of training can | take?

You can use the Post-8111 Gl Bill al colleges,
universities, trade schoals, and for on-the-job
fraining, apprenticeships, and flight schools. To
sea whal programs are currently approved for VA
benefits, go to our wabsite,

bt/ fwww. banafits. va.qowigibill.

You can use the Post-311 Gl Bill for tutorial
assistance, licensing (atlomey license,
cosmatology license, elc.) and cerlification lests
[SAT, LSAT, elc.)

Note. If the program you are infeveshed i isnt on
our websits, contact your Stals Approving
Agancy (kist available on

hitp:Fwww. banefits. va. gowiibill) to see if it can
be approved.

Can | transfer my entitiement to my
dependents?

You must ba a member of the uniformed services
fo transfer your unused benefits to your spouse or
dependent(s). Generally, you must agres lo

serve four more years when transferring benefits.

What is the Yellow Ribbon Program?

The Post-8/11 Gl Bill can cover all in-state tuition
and fees at public degree granting schoals, but
may nat cover all privale degree granting schools
and out-of-state wition. The Yellow Ribbon
Program provides additional support in those
situations.

Inslitutions voluntarily enter into an agreement
with VA to fund uncovered charges. VA malches
each dollar of unmel charges the institution
agrees io contribute, up lo the total cost of the
luition and fees.

5 POST-9/11 Gl BILL

It Your Future

https://www.benefits.va.gov/qgibill/docs/pamphlets/ch33 pamphlet.pdf
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APPENDIX C SAMPLE USERRA POLICY
A USERRA Policy for a state in the U.S. Stat€ h e ®Bamehasbéen redacted

y State of
/ Department of Human Resources

MILITARY LEAVE POLICY & PROCEDURE

Authority: Uniformed Services Employment
S it 2 and Reemployment Rights Act of 1994
FPoliey #: Ta be ssslined, (USERRA); 28 C. Chapter 5105; M.R.
5.5.1.1,5.5.1.6, 5.6

Effective Date: November 20, 2019 Supersedes: N/A

Application: Executive Branch Agencies Signature:

1 POLICY PURPOSE STATEMENT

This policy sets forth the State of (State) policy and procedures to comply with the
Uniformed Services Employment and Reemployment Rights Act (USERRA) to address the
employment and reemployment rights of employees who serve in the military and prohibit
employer discrimination based on military service or obligation.

2. SCOPE

This policy applies to all Executive Branch Agency employees' who perform active military
service under the provisions of any national military service or training act, or who voluntarily
serve in the Armed Forces of the United States in time of war, or in such types of service as
regulation may prescribe.

3. DEFINITIONS AND ACRONYMS

e Application for Employee Salary Continuation — a form an eligible employee must
file to request continuation of his/her State base salary less any military compensation
when called to active military service for any operational mission to augment active
forces.

e Application for Military Leave — a verbal or written statement for reemployment
provided to the Agency Human Resources office after periods of State of
service of more than 180 calendar days.

e Appropriate Officer —a commissioned, warrant or non-commissioned officer.

1 USERRA rights are not diminished because an empl, holds a temporary, part-time, probationary or scasonal employ position. However,
an employer is not required to reemploy an employee if the employment he or she left to serve in the uniformed services was for a brief, non-
recurrent period, and there is no reasonable expectation that the empl would have inued ind or for a significant period. (20
C.FR. § 1002.41)
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