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CHAPTER 1
- INTRODUCTION

Problem Statement

'ffThé potential for conflicti between military per- -
sonnel and civil servants at the working level is a con-
stant threat to the Air Force manager. The probability and
magnituds of this conflict depenqs;to a substantial degree

on how these people perceive each other. -{24:112) When a

3y
menager lhas sdequate knowlecdge of how $he people working

for-nim perceive their interralationships, and what facters
. or I i . N
affect their perception, he-is in a better position to cope
with conflict should it arise.
Just as ressarch is essential to industrial
progreas and the advancement of science, so is
research indispensable to the field of industrisl
personnel relaticns. Along this line there is
urgent neced for the establishment of real facts on
whiech to base decisions. Tne only way to secure
sucl. data is through research. (043:1l)
However, tne Alr Force nanager nresently does not have
these facts available to him. The immediate problem is
that no systematic rescarch has been conducted to determine
how professjonal military and civil servsnts generally per-

ceive their interrcl:tioncships within t.e working environ-

ment, and what factors are related gencrally to their

perceptions.
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buckground
Management within the D:2partment of Defense, as in
most organizations, involves the coordination of human and
" material resources toward a common goal c-: objective. (11:6)
] The Department of Defense, however, faces many situations

which are not normally encountered in civilian organiza-

Y

tions. Por example, peculiar personnel problems arise from
the fact that the Department c{ Defense combines two dis-
tinct career services, the profersional military and c¢ivil
servants, as its human resource input. (13:22)

The "military-~civil service mix" is not new to the
Department of Defense. In fact, it was customary to use
civilisn scouts with tue CJontinental Army. (39:10) Low-
ever, the use of civilian emplcyees within the Department
of Defense has greatly expanded since the days of the
Continental Army. As of July 1972, the United States Air
Force alone employed over 245,000 civilian personnel, which
constituted approximately 27 percent of its total human re-
source input. (80) Likewise, the concept of the use of

civil servants has evolved over time to the present one of

s b bt ST A A A A O

the military-civil servant teen. Tnat is, "there are by

. and large no separate and disgtinct activities that are
wholly composed of military or wholly composed of civilian
personnel.” (39:14) Within this environment, military per-
sonnel and civil servants often work side by side where

. effective operations hinge upon close cooperation and

understanding between these two career services, Factors
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that may degrade this relationship also would tend to de-
grade the overall management function. (13:22)

Although the authors were unable to uncover any
literature directly snalyzing the relationship of military

and civil service personnel, various studies have suggested

-y

that this area may bte one of definite concern. For ex-
ample, in a 1970 research study, Captsin Thomas J. Markal

and Captain Daniel C. Viney found correspondence indicating

that many junior officers displayed disgust and concern
relative to the working environment within the Air Force
Logistics Command (AFLC) as expressed by the following:
"Although perhars more imagined than r=al, they (Jjunior
officers) were quite vociferous rclative to the dedication/
motivation of civil servants which they observed on a daily
basis." (37:53) Additionally, a 1968 survey conducted by
the San Antonio Air Materlel Area Junior Officer Council
Retention Cormittee found that "the opininn was freguently .
voiced (among junior officers) in the essay questions that

civilians were 'in the way of getting anything done.'" (Li1:6)

&5 et akian

Finally, e draft co)y of the results of a recently completed

study conducted by the Hq AFLC Inspector Genecral to evaluate
Junior c¢fficer utilization, career progression, career moti-
vation and training at four AFLC Air HMateriel Areas (AMAs)
found among other things that
« « « the relationship of AFLC civilian and
militery personnel is not clearly understood by
all AFLC Junior officers. Interviews with Junior

officers at the inspected Allis as well as analyces
of Junior officer cquestionnaires indicated a
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contimiing conflict betwesen junior cf{ficers and
their civilien supervisors asnd co-workers. {53:5)

e relationship of military and civil servants is
complicated by the fact that each group has a separste and
distinct personnel systen governed by separate rulses and
regulations. The perception by each group of the inherent
differences in these personnel systems provides a seed for
conflict which could manifest itself in the relationship
between military personnel and civil servants.

Conflict as used in this study is defined as
"tensions, hostile attitudes, and antagonistic interests
between groups, even if the phenomena have not resulted in
open struggle.” (1:67) Although some conflict is posi-
tive and results in a higher level of performance, there
is a point of diminishing returns, beyong which as the
degree of conflict increases the level of performance de=-
creases. (10:437) Fugene Litwak in an article in the
"fmerican Journal of Sociology" stated " . . . if conflict
arises in the traditional bureaucratic organization, it is
likely to impede the coordinated pursuit of objectives."
(14:391) Since the Department of Defense has been assumed
to te the " . . . prototype of the structured bureaucracy
e o o " (11:158) the point of diminishing returns rcsult-
ing from conflict would aepparently be very low indeed.

Perception whick is defined to be " . . . the at-
tachment of meaning to what is scnued . . . " (26:)17) is

related to the motivational origins of conflict since it

A SR e Sk S S S TN b - SRS 5 bty
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is "what is perceived" rather than "what is" that elicits
human behavior. (11:217) Thus, it would stand to reason
that if military personnel and civil servants perceive the
inherent differenzes in the two personnel systems unf'avor-
ably, when comparing these differences of their respactive
systerms to the otherts system, then this unfavorable per-
ception could result in tension or hostile attitudes (cou-
Tlict) which could have a degrading effect on their re-
lationships in the working environment.

In reviewing the literature, the authors found
reference to two government organizations where, in fact,
the above situation seemed to exist. One organization was
the United Stotes State Dspartment, which Las- been called
a2 "hydra-nzaded thing" because of its combining of two
perscnnel systems, the roreign Service and the Civil Serv-
ice. A 1969 article in the Wall Street Journal described
the friction within the State Department that was caused by
having the two separate personnel systems, (31:28) The
other orgenization was a U.S., Wavy research and develop-
ment orgonization at China Lake, California. A study con-
ducted in 1965 indicated " . . . conflicts which result
from the attempt to wnify a resecrch 'team! while keep-
ing military elements of the team visible and separate.”
(30:123) ™wo specific barriers to the unificavion of mili-
tary and civilian personnel cited in the study were:

(1) The custom of dressing military in uniform

when they are in essentially nonmilitary roles
e o « 5 and (2) the short tours of duty are another
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barrier to integration, since military personnel are
often reassigned scmewhere else before there is

any real payoff for the effort needed to make them
truly effective members of a team. (30:127-128)

Although some literature is available which de-
lineates differences in the military.civil service person-
nel systems of the Air Force, none of the literature at-
tempts to determine how the differences in the two persomnel
systems are perceived by military and civil service person-
nel. Nor does any of the available literature attempt to
relate the inherent differences in the two personnel systems
with the relationship of military personnel and civil
servants. Providing the initial step toward filling the

void in the available literature will be the basis of this

thesis.

Scope

Logistics manugement, like most areas of management,
ultimately involives "getting things done by wprking with
people and physical resources in order to accomplish ob-
jectives." (11:7) Problems involved in managing civil ser-
vants and military personnel are associated primarily with
the human resource input to the total management function.
Although numsrous difircre.t problem areas can eaist con-
cerning the managemcnt of human resources, the authors
limited this study to an agnalysis of the relstionship of
military and civil service personnel in the working en-
vironment. This gnalysis was further limited, because of

time constraints, to the Department of the Air Force. It

¥ i
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should be mentioned that the potential for problems associ-
ated with the management of military personnel and civil
servants exists throughout the Department of Defense. Howe
ever, because of the limitations outlined in this section,
the authors will only be able to state specific conclusions
about those military personnel included in the population
selected for study. These conclusions will be based on
sample data collected during this research effort. Specific
emphasis was placed on identifying inherent differences as-
sociated with the military-civil servire personnel systems
and determining if a relationship existed between these
differences and the relationship of military and civil
servants in the working onvironment as perceived by mili-
tary personnesl. A thorough analysis of the relationship of
military and civil service personnel would of necessity
also include the perceptions by civil servanis of their
relationship with military personnel in the working environ-
ment. However, because this was the initial study in this
area, the authors wished to insure the creditability of this
effort within the lmposed time constraints; therefore, this
thesis was limited to an analysis of the percepiions of

’ military personnel relative to their relationship with civil

servants in the working environment. Specifically this

study was limited to the perceptions c¢f Air Force officers
relative to their relationship with civil servants in the
working environment. Ne¢ attempt was made to collect this

information from civil servants or enlisted personnel.
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Further, Air Force officars were not restricted to any sps-
cific grade or categery of civil servunts when asked to
rate their perception of their relationship with civil ser-
vants,

The population selected for study was limited to

Air Force officers in logistics related specialties (Table 1)
ir. the grades of 0-1 (Seccnd Lieutenant) through 0-6 (Colonel)

who were assigrned to the Air Force Logistics Command. The
above limitations were imposed for two reasons. First, to
allow for a more in-depth and meaningful analysis of this
topic areas. Secondly, the authors were of the opinion that
since AFIC's mission is " ., . . to provide worldwide tech-
nical logisoics support to,the Alr Forco's aercspace weapon
syster:s" (BL.:3) and since epproximately 103,500 civil ser-
vants were assigned to AFLC as of June 30, 1972 (47), any
degrading of logistics ma;agement because of inherent dif.
ferences in the management of military and.civil servants
would be critical within AFIC. It should be emphasized
that the suthors, throughout the remainder of this thesis,
will use the terms military officer and Alr Force officer
to refer to the population described above.

Pinally, this thesis is not concerned with the
philosophy of the military-civilian manpower mix within
the Department of Defsense or the topic of civilian control

of the military at the policy making level.
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TABLE 1

logistics Related Specialties
Within The

Air Force logistic. Command

AFSC Utilization Fleld
31X Missile Maintenance

401IX/L02X /L 03X /LoLX /09X  Avionics & Aircraft Maintenance

W6xXX
60XX
62xX
63XX
6LXX
65XX
66XX
oo4xX

Munitions
Transportation

Supply Services

Fuels

Supply Management
Procurement Management
Logistics

Director of lLogistics

Source: Hq AFLC, Kilitary Personnel (DFPIAO)

vt i 8 SeCRERdenl

R




10

Ohjiectives

The overall objective of this thesis was to furnish
the Air PForce munager, whether military or civil servant,
with information that would be useful in avoiding or solving
management problems concerning military-civil servant re-

lationships. More specifically, this study was designed:

1. To delineate the inherent differences
between the military and civil service person-
nel systems.

2. To determine the Air Force officer's
prrception of his relationship with civil ser-
vancs within the working environment.

3. To determine how the Air Force officer
porceives specific areas of the military per-
sonnel system as compared to those of the
¢ivil service personnel systen.

iy To determine if the Alr rorce off'icer's
perception of his relationship with civil ser-
vants is related to his percertion of specific
areas of the military personnel system when
compared to those of the civil service rersonnel
system.

These objectives were accomplished by answering one

research question and testing three hypotheses,

Research Cuestion

The research cuestion posed to satisfy the first
objective of this thesis was:

What are the inherent differences between
the military and civil service personnel sys-
tems?

sanar
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szothesés

Testing of the following hypothesas, stated in nuil
rorm*, provided the information necessary tolfulfill the
second, third and fourth previously stated objectives:

1. The Air Force officer perceives his rela-
tionahip with civil servants within the working
environmeat in a favorable light.

2. The Alr Force officer's perception of each
of the inherent differences between the military
and civil service persomnel systems is indifferent.
(This hypothesis was tested for each of the de-
lineated inherent differences.)

3. Yhe Air Force officer's perception of his
reletionship with civil servants is not related to
his perception of the inherent differences in the
two personnel systems.

*An explanation of hypothesis testing procedures
is contained in Appendix A.
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CHAPTER 11

METHODOLOGY

Nature and Sources of Dats

Necessary to the progress of this thesis was the
collection of data concerning the inherent differences be-
tween the military and civil scrvice personnel systems. Of
primary importance to the authors in identifying these in-
herent differences in the two personnel systems were two
research papers, "Problems Associated With the Management
of the )Military and Civilian Working i'orce" by Paul H.
Nierstheimer and "A Study of Civil Service-liilitary Re-
lationships" by Williem D. Patzig, MajJor USAF, both of which
identified and discussed differsnces between the military
and civil service personnel systems. From these two papers, *
the authors extracted those differences in the two personnel
gsystems which the authors coansidered to be inherent (struc-
tural or involved in the constitution or essential character
of something (8:1163) ) to the personnel systems. Speciric
information concerning these differences was then extracted
from a review of the present literature including various
Air Force Manuals and Regulations governing these aspects
of the military and civil service personnel systems. 1In

addition to answering the research question, these data were

12

; o
MYL e S R o boge) Sl @ | s S PreT. o ORI PR L T Y R Y e —




e e o VR e ——————— e e e

13

esaential to the fulfillment of the remaining objectives.
The primary data needed to test the hypothesis were
the Air Force officer's perception of his rslationship with
civil servants asnd his psrception of the differences between
the two perscnnel systems. The instrument used for collect-
ing this data was a two-part mailéd questionnaire which is
dJescribed in a later section of this chapter. The question-
naire was sent to a representative sample of Air Force offi.
cers in lozistics-related fields assigned to the Air Force

Logistics Command.

Sempling Technique and Survev Procedures

A listing of the 977 officers in the population was
obtained from fhe Hezdgquarters AILT Military Personnel
Section (DPMAO). In order to allow for a possible poor
response rate, the authors arbitrarily selected & sample
size of J00 officers. However, because of printing errors,
only 385 usable questionnaires were available to the authors.
Thus, the sample size wss reduced to 385.

The authors felt that rank, being somewhat an indi-
cation of uage, would more meaningfully relate to perception
than other possible factors. Therefore, in order to achieve
a more valid estimate of the perceptions held by the popula-
tion in general, the authors stratified the population by
rank prior to samplin;. Weights (percentages) were then
assigned according to tae relative frequency of each rank

within the population. Then, within each stratification,
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a welgnted random sample was taken to select the individuals
to he included in the survey.

Tne procedures utilized by the authors to accomplish
the random selection of Individuals to be sampled was as
follows. The individuala in each stratificaticn were num-
bered from 1 to N (where N was the maximum number of indi-
viduals in that stratum). A computer program was constructed
to generate a series of pseudo-random numbers from 1 to
N ¢ X (where X wes an arbitrary quantity to allow for repeti-
tions in the sequence of pseudo-random numbers). The suthors
then matched the pseudo-random numbers with the numbers as-
signed to the individusls within each stratum of the popu-
1ation; The porulation cnd scample composition are depicted
in Table 2,

Using telephone directories and the military lo-
cator service of the 6 AFLC bases (Wright-Patterson AFB,
Ohio; Robins AFB, Georgia; XKelly AFB, Texas; Tinker AFB,
Oklahoma; Hill AFB, Utah, and McClellan AFB, California),
addresses were obtained for the 3385 officers selected for
the survey. Of the 385 cuestionnegires mailed, 323 were re-
turned to the authors. Table 3 shows the number of cues-
tionnaires mailed to eacnh stratum of the sample and the re-

spuonse rate for each group.

The Ouestionnaire

Tne technioue used to collect data for hypothes~s

testing was a mailed ouestionnaire. A copy of the

.

R e G




15

TABLE 2
Sample Composition of Officers in
Logistics Related Specialties Within

The Air Force Logistics Command

Number Percent Number
Rank Assigned of Totzl _ in Sanple
Assigned (% of total
assigned x 38%5)
Lieutenant 118 12 L6
Captain L1l Lye 163
1a jor 5 15 58
Lt. Colonel 168 17 66 .
Colonel 132 1y 52 ’
Total 977 100 365
*Source: Hq AFLC, Militery Fersonnel (DF.A0)
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TABLE 3
" . Survey Response
. By Ranx
e Number ) o
Surveyed Number of Wumber of Percent
Via Mailed Usable Non-usablg of Ussble
Rank Cuestionnaire Responses Responses” Responses
ILieutenant L5 L2 0 91.30
Captain 163 120 12 73.62
Vajor 58 L7 2 81.03
Lt. Colonel 66 3 12 56.0¢6
Colonel 52 L5 6 86.23
Total 385 291 32 75.58%

*a response was determined to be non-usable when the
guestionnaire was not fully completed by the individual
prior to being returned to the authors.
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questionnaira is included in Appendix B. Sirce no ques-
tiommaire was available which addressed the subject of this
research effort, the authors were forced to design a ques-
tionnaire spscifically suited to this study. The general
format for thie quesﬁionnaire, however, was adopted from
one used by Reginald W, Lyng and Arthwr D. Smith to test
the factors influencing decisions to enter tnhe AFIT Giraduate
Logistics Progrem. (36:69) Further, in an effort to reduce
any confusion on the part of the individuals in tne sample
relative to the wording or content of the questionnaire,
the authors had several officers in the Graduate legistics
Program critique the questionnaire to reduce or eliminate
any ambiguity prior to the final printing of the survey
fiyrms,

Section I of the questlionmnaire provided biograph-

ical data which enabled grouping of the respondents. The

specific biographical data requested from the individuals
sampled were those wnich the authors felt would most in-
fluence the respondent's perception of civil servants.
Data obtained from this section were also employed to test
the third hypothesis.
Section IIA of the questionraire furnished the data
necessary to test the first null hypothesis:
The Air Force officer perceives his relation-
ship with civil servants within the working en-
vironment in a favorable light.

Prior to the actual design of this section of the question-

naire, the suthors performed an extensive review of the
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literature to determine the appropriate technique to meas-
ure perception. From this review, the authors found that
the semantic differential technique was often used in re-
search effcrts to measure perception. Because it seemel to
be ideally suited for this research effort, the authgrs
chose this technique as the tool with which they would at-
tenpt to measure the perceptions of Air Force officers.
This technique is described lster in this chapter.

Section I1IB of the questionnaire was developed to
collect the data necessary to test the second null hypoth-
esis:

The Air Yorce officer's perception of the

inherent differences between the milictsry and

civil service personnel systems is indifferent,
Before developing Section IIB of the cusstionnaire, the
research question had to be answered. That is, the inherent
differences between the two systems had to be identified.
The method then employed to measure the Air Force officer's .
perception of these differences was a series of evaluative
questions much like the semantic differential technigue.,
The respondents were asked to evaluate each inherent dif-
ference on one rather than a series of bipolar adjectives.
Since only one bipolar adjective pair wass used, this pro-
cedure must be considered as markedly lesc rigorous than
the semantic differential; however, the authors felt that
this technioue éhould provide adequate data concerning the

officerts genoral feeling toward each delineated difr'erence.

Further, it should be mentioned that the delineated
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differences were listed on the questionnaire in very gen-
eral terms. For example, onliy the words "leave policies"
appear as one difference to be rated. This generality was
intended to elicit %the individusl's perceptions of the in-
herent differences of the two systems and to eliminate any
bias on .the part of the authors fegarding the differences
in the two systems.

. Additionally, Sections IIA and IIB provided data
necessary to test the third null hypothesis:

The Air Ferce officer's perception of his

relationship wich civil servants is not related
to his perception of the inherent dirferences
in the two personnel systems.

Finslly, the questionnaires were designed and ad-
ministered so that the authors would not te able to identify
any specific individual responding or not responding to the
survey. The authcrs felt that a completely snonymous re-
sponse would be more favorably received by the individuals
being surveyed. Thus, the authors did not assign control

nuribers to the cuestionnaires nor was any other attempt !

made to identify the responses of specific individuals.

The Semantic Differential

The semantic differential, developed by Charles k.
Osgood, is a method of observing arl measuring the meaning
of things, usually concepts. (12:56l4) As a method of
measurcment, "It has been shown to be sufficiently reliable 1

and valid for many research purposes, easily adupted to the

needs of the researcher, quick asnd economical to administer

PO LY R i W10 WG W 5




20

end simple to score." (36:7)

The actual semantic differential consists of a basic
concept to be rated by a number of scales. =ach ecale is a
bipoler adjective p2ir (e.g., good-bed) chosen for its
relevance to the concept bzsing tested and the judgment
" factor required. ZBach judgment factor adds a different -
dimension to the overall meening of the concept. Osgood
hes identified thres primary judgmnent factors: evaluative,
intsrpreted as "goodness"; potency, interpreted as "strength,"
and activity, interpreted as "motion or action." (12:567)
Thus, a respondent's meaning of the concept is represented
in a three-dimensional semantic sprnce. It should be noted
that the cvaluative factor is concidered the most important
in the measurement of attitude, and is often the only factor
included in studies of attitudes or values. (12:569) The

use of only one factor suggests thzt the meaning is repre-

P

senced in one, rather than three dimensions.
Spaces are provided bztween each bipolar adjective

pair for the respondent to rank the relationship of these

e s St e o A N 5 M

adjectives to the concept bazing tested. The rankings fol-
low a one to seven scalc. The number seven is associated
with the nost favorablie erd of the scale, the number four
is at the centroid or assumed point of neutrality, and the
number orne is associated with the unfavorable end of the
scale. Thus, a mean and variosnce cen be drawn for each

concept and its related scales., These calculations repre-

sent a relative measure of perception.
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Prior to the use of the semantic differential, the
authors made tae following assumptions about the interval
properties of the bipolar adjective scales:

l. Vhen an integer score is assigned as a

concept'!s scale position on a particular scale,
the property of equal intervals within that scale
is assumed.

2. When a measure is taken over sseveral
scales, equal intervals betwee. scales is assumed.

3. It is assumed that the point of neutrality
falls at the same place on each scale, namely at
the centroid. (23:161)

The two basic concepts to be rated in this study
were: (1) the Air Force officer's percsption of his rela-
tionships with civil servants within the working environ-
ment and (2) the Air Force officer's nerception of specific
aréas of the militery personnel system'as compared to the
_same areas of civil service personnel systen.

The bipolsr adjectives selected for inclusion in
this thesis were drawn primarily for their relevance to the
concepts being tested and to the evaluative factor. These
adjectives have been empirically tested and validated as
measuring the evaluative factor. (16:37) Based on this
enpirical evidence, the authors assumed their relevance to
the study at hend. 1In the actual questionnaire, a number of
adjective pairs were reversed at random (placing the favor-
able adjective on the left »ather than the right side of the
scale) to counteract response bias tendencies. (12:571)

The selection of only one factor snabled the authore

to run one-dimensional analysis, rather than rulti-dinensionai
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analysis, on the collected data. This and the fact that a
sample meen and variance were derived allowed the authors
to employ the Student's t-tests of the means, once they
determined that ihe distribution of rankings was demon-
strably normal. (16:99) The specific procedure employsd to

demonstrate this normality is included in Appendix C.

Dzta Collection and Tabulation

A self-addresssd retuwrn envelope was insluded wifh
each questionnaire to assist the respondents in returning
the survey to the authors. As the questionnaires were re-
turned, the authors reviewed them to determine if all ques-
tions or concepts had been zanswered or completed. If the
questionnaire was determined to be complete, an overliay was
used to code the responses prior to any analysis of the data.
An exemple of the overlay is shown in Appendix D. !
Using the overlay as described above, the usable i
responses to each question or concept wecre key punched onto 3
AF Forms 1500, ADP General Purpose Cards. One AF Form 1500 1
was key punched for each usable questionnaire. These cards }
served as the incut mediwn f-v ecach of the computer programs |

used as 1ools for analysis of the data., These programs will

be described in detail in Chapter IV of this thesis.




CHAPTER III

INHERERT DIFP=ZRENCES BATWZEN THE MILITARY

AND CIVIL $ERVICE PERSONKEL SYSTENS

Overview

The purpose of this chapter is to answer the re-
search question posed by the authors. To accomplish this
purpose the authors will present the ereas of the two per-
sonnel systems where inherent differences exist. These
arees for each of the respective personnel systems wiil ke
discusced aiid the major differencec between these arcus for
the personnel systems will be explored.

The specific areas and their differences will be
considersd in the same order as presented on the question-
naire described in the previous chopter. lLowever, since
entire manusls and regul stions have been written on each of
these areas for esch of the personnel systems, the authors
will present only what they perceive to be the major aspects
of a particular area in the respective personnel systems,
and then describe how this area differs in the other per-
sonnel system.

When discussing the military personnel system, un-
less otherwise indicated, the discussion will center around

the procedures applicable to military ofricers. Likewise,

23
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unless otherwise indiecated, the discussion of the eivil
service personnel will center around those rules and pro-

cedures applicable to personnel under the General Sched-

ule (GS).

Pay

The psy systems for militery personnel and civil
servants within the Air Force are extremely different. XNot
only are the rotes of pay different for the two personnel
systems, but the basic structure of the pay systems is dif-
ferent. That 1=, the military officer's pay is composed of
three principle different amounts of pay which are totaled
to form his monthly pay. The first amount is the officer's
base pay, which is based on his ranit and years of service.
Tre second area of pay is the Basic Allowance for Sub-
sistence (BAS) which with only minor exceptions is $47.88
per month. (69:3-3) The third area is the Basic Allcwance
for Quarters (BAGC) which is provided to military personnel
when government quarters are not available. The amount of
BAQ received by the military officer is dependent upon his
rank and his number of authorized dependehts. (69:3-15)
Further, some officers receive incentive pay (e.g., officers
on flying status receive monthly flight pay) in addition to
base pay_and allowances.

Excludirg overtime pay (wnich will be covered in a
later section of this chapter), the ariount of pay the civil

servant receives is one sum which is based on his grade and
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currant step rate. The step rate is dotermined by the indi-
vidual's length of service and performance records. (77:2)

Another basic dirfefence in the two pay systems is
the quantity upon which the military officer aad the civil
gservant must pay Federal income tax, The officer only pays
Federal income tax on hi3 base pay and incentive pay (e.g.,
flight ray), whereas the entire amount of the civil servant's
pay is subject to the Federal income tax. (64:2)

Any comparison between militury pay and civil ser-
vice pay is difficult to make since there is no regulation
or manual which lists an official standardized method for
equating civil service and military ranks and grades. How-
ever, in spite of this difficulty, it has been the authors'
experience that comparison between the military and civil
service pay systems is most often done c¢n an individual
basis by the members of the respective personnel systems.
This is especlially true when two individuals (one military
and one civil servant) wori side by side but receive
different amounts of pay for their work. Although, as
mantioned above, no official comparison of military and
civil service ranks and grades was available, the suthcrs
were able to obtain an unofficial comparison of military
officer ranks and GS grades from the 2750th AEW Civilien
Personnel Branch (DPCC) to aid the reader in making com-
parisons between the two pay systems. Table u'displays
the unofficial comparisons of military ranks for the offi-

cers in the population to the equivalent civil service GS
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grade, while Table 5 gives the various pay rates for the
two groups. It should be mentioned that Table 5(A),
Military Officer Compensation, shows Regular Military
Compensation (RiC) for officers, which is defined to be
the sum of base pay, BAS, BAQ, and the value of the tax
advantage on these two allowances. RIC is used to give an
epproximate civiilan salery equivalent for each military
grade. (27:18) The authors will leave it to the reader to

meke comparisons between the two pay systems.

TABLE L

Unof'ficial Comparison of Military Officer Ranks
And Equivalent Civil Service Grades

i —— T T e i
Military Civil Service
Colonel (0-6) ' GS15
Iieutenant Colonel (0-5) GS1h
fajor (0-4) GS13
Captain (0-3) GS12
rieutenant (0-2 & 0-1) Gsll

Source: 2750tn ABW Civilian Perscnnel
Branch/DPCC
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Leave Policies

The procedures fcv earning and using leave ere dif-
ferent for military and civil service personnel. The mili-
tary personnel system is designed to allow members to accrue
2k calendsr days for each month of active service. (65:1-1)
Thus, military personnel, regardless of rank, accrue 30 .
calendar days of leave per year if they havs been on active
duty for a full year. However, thas amount of annual leave
that can be accrued by a civil service employee depends di-
rectly on the length of service of that employee. Civil ser-
vants are assigned to leave earning categories as foilows:

Category 1 - Employees with less than 3 years
of service.

Category 2 - Employees with .3 but less than
15 years of service,

Category 3 - Employees with 15 or more years
of service. (538:3)

Further, a continucus employment period of 90 days in either
a pay or non-pay status is rcauired before any leave.can be
credited to or used by a civil service employee. (58:3)

After this 90-day period an employee is credited with annual

leave s shown in Table 6.
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TABLE 6

Hours Arnuual Leave Credit for Civil Servants
Per Pay Period

e = ———— e e e e ——rt
Leave Pirst 25 Pay Feriods Last Pay Period
Category in Calendar Year in Calendar Year

1 L L
2 0 10
3 8 8

Source: AF Regulation L0-630, page 3

Sick leave for military personnel is nonchargeable
leave; therefore, they earn no specilfic amount of sick
leave per month as it is granted to military personnel upon
the written recommendation of a vhysician because 6f sick-
ness. (65:3-1) However, all fulltine civil service em-
ployees, regardless of grade, receive a half day of sick

leave per pay period. PFurther, under the civil service per-

P

sonnel system, sick leave is chargeable leave. (58:L4)

A

Under the military personnel system, annual leave

is charged to personnel by the day with the day of departure

from duty being counted as a leave day and the day of return
f'rom leave being counted as 2 dubty day. Furtner, military
personnel are charged leave for all normal off-duty days

and holidays which occur during iheir authorized leave
pericd. (65:1~9) FHowever, under the civil service system

employees are only charged sick or annual leave for

gbsences on regular workdays, i.e., days on which they
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normally would work and receive pay. No leave is charged
to an employee's account for holidays and nonworkdays
established by Federal Standards or idministrative order.
A1so, leave 1s cherged to the civil servant by the hour

rather than by the day as with thr -dlitary system. (49:630-6)

Medical S8enefits

Medical care including inpatient, outpatient, dsntal
care and related professional services is often cited as one
of the many incentives and benefits of a military career.
Except for minimal subsistence charges, medical care is pro-
vided free of charge to active duty and retired members of
the Air Force and their authorized dependents. (66:5-6)

This nedical care is prov.ded at milicary facilities or
through funded programs at civiiian facilitiea, In sither
case, military personnel are required to spend little roney
for these medical éervices.

tHowever, this is not the case for the civilian en-
ployee. Civiiian employees may receive, at little or no

expense, crmergency care, care for on-the-job illnesses or

injuries, and soric outpatient care from military medical |
facilities. This outpatient care is limited to: 5
(a) Pre-cmployment physical examinations.
(b) Irmunizations (when authorized).

(c) Examinations following sickness absen-
teeism, when indicated.

(d) Examinations upon request of employee's 1
supervisor or conpetent medical authority.
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(e) Periscdic examinations to determine
effect of environment. (66:20)
Other than these few exceptions, the civil servant must ob-

tain medical care at hLis expense from civilian facilities.

However, the government, through the Federal imployees Health

Denefits Program, will pay part of the cost of enrollment
" . . . in a group health benefits plan with less expensive
premiums and becter protzction . . . " (51:l4) than the civil
servant could get as an individual. The Federal kmployees
Health Benefits Program is a voluntary program designed to
"protect" the civil servant and h;s family sgainst the costs
associated with illness or accident. (51:4) Complete de-

tails concerning this program can be found in Standard Form

No. 2809-%, The Federal Zrmplovees ilcclth Benefits Program,

dated September 1969.

Retirement Plsn

As with medical care, the restirement system for
military personnel is one major fasctor which is presumed to
make the Alr Force an attractive career for meny people. 1In
general, military officers riey retire voluntarily at sny age
if they have completed at least 20 years of active service,
It is important to note that there is no minimum age require-
ment imposed upon military retirement. Further, after re-
tirement, military personnzl are entitled to the same
privileges concerning medical care and the use of base
facilities as they were while on active duty.

Computaticn of military retirement pay is based

—
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upon a general formvla which is 2%7% of the officer's years

of service times the monthly base pay that he would receive

in his active duty grade cr the highest grade in which he
3 served satisfactorily, (78:7-3) One additional point con-
cerning nilitory retirement pay is worthy ol mention.
Specifically, wnile on active duty military personnel do
not contribute any of their pay to their retirement fund.
The government pays the entire amount of the military men-
ber's retirement pay.

The civil service retirement system presents quite

a contrast to the military retirement system. Although
the government contritutes toward civil service retirement,
the civil servent also must contribute 75 of his basie
salary toward nis retirement fund., Houyever, he is guar-

antecd a return from this fund which is at least equal to 1

this contribution. Further, this return may be in the form
of one lump-sum payment or annuity paymenits. (50:1) The {
enount of the civil servant's retirement annuity depends

primarily on the nurmber of years of employment and his

"high«3" averase salary, i.e., his highest average salary

il st g A

during any three consecutive ycars of civilian service.

The feormula for estimating the retirement annuity for civil

i A el 1 e i D i e R

service employees is:

(a) Take: 1% of the 'hisgh-3! averace salary ;
i and multiply tne result by 5 years of service. '

RS

(b) Add: 1 3/b5 of the 'high-3' averaze sale i
ary multiplied by years of service between 5 and 10. d

Rt ceen e

(c) Add: 25 of the 'high-3' average salary
multiplied by all service over 10 ycars. (50:1)
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For specific information concerning the civil service
retirement a~mulity, the reader is referred to Standard Fornm

105, "Obligations, Benefits, and Privileges of Membership

in the United States Civil Service Retirement System,"

dated January 1970. Further, the civil service retirement
system is designed so that an employee who has worked under
the retiremonﬁ system for 1 year out of a 2-year perlod
immediately preceding separation can apply for his retire-
ment at any time if he is:

(1) Age 62 and completing at least 5 years of
civilian service.

(2) Age 60 and completing 20 years of crecit-
able service, including 5 years of civilian secvice.

(3) ALme 55 and completing 30 years of credit-
able service. (57:1i-2)

Note that in sddition to a minimum service requirement,
there is slso a minimum age requirement for civil service

employees.

Promotions

Prorotions for military officers are a function of
the number of years of service for tne cfficer and his per-
sornel file including efficiency reports, decorations and
other personnel actions., I urther, the officer's promotion
is not depsndent upon his current job (that is, the grade
authorized for his current position). Fromotion of officers
to the ranks of 1lst Lieutenant and Captain arc almc:t auto-
matic depending almost entirely on the number of years of

cormisasioned service for the officer. After the rank of

st B i 7 o
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Captain, officer's records go before promotion boards
where the officer is in competition with other officers for

the available promotions.

The civil service promotion system is based pri-
marily on the increase in grade for an individual based upon
a change in position. That is, a‘promotion can be thought
of as an increase in grede to a new position rather than an
increase in grade in the current position. However, there
are certain programs in the civil service personnel system
where an individual can be increased in grade without
changing jobs. These programs are primarily training pro-
grams designed to attract qualified personnel to civil
service jobs. .

As with the military officer promotion system, the

Merit Promotion Progrem within the civil service personnel

AT e 1o

system is designed to promote civil servants to a higher

grade based on open competition tetween eligible em-

e —— s

ployees. (67:1)

Transfer Policies

Under the military personnel system all officers
are subject to reassignment to meet valid military manuning
i requirement# worldwide. Regulations specify criteria for
minimum tire periods between transfer of officers although,
sxcept for certain "conirolled" tour assignments, no defi-

nite length of time for an assignment may be establishad.

That is, officers may be selected for permanent change of
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station (PCS) orders eny time after satisfaction of minirum
time requirements at a duty assignment. (70:2-1)

Civil service reguletions stress the theme of

. mobility and state that " . . . commands should dsvelop

positive programs that encourage voluntary mobility on the
part of employees." (56:1) Although this theme is stressed
in rezulations, most civil servants do not transfer between
various organizations and locations as do military person-
nel. Generally, a civil servent applies for and accepts a
Job at a government installation with the same reasoning
that he would use in going to work for a commercial enter-
prise. In fact, hs may serve his entire career in the same

area, living within the same community. (39:4F)

Dress and Fersonszl Appearance

Air Force lanual 35-10, Dress and Personal Apnear-

gnce of Alr Porce Personrel, states that:

« « o €ach membor of the Air Force must main-
tain high standards of dress and personal appear-
ance. A8 representatives of tne Air Force, it is
imperative that all members preszent a neat and
well-groumed appearance to their fellow citizens
and citizons of foreirn natlions in countries vhere
they are serving. Further, the need for personal
cleanliness, safetyv, &and proper wear of thne uni-
form on the part of all members rcquires that
ceriain ninirmum gtandards be established tirough-
out the Air lForce. (60:1-4)

The manual establishes these minimum standards for uniforms,
hair, sideburns, mustaches, beards and goatees, and wigs.

The standards are applicabie to all officers ond airmen,

both male and female. (60:1-4)
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Alr Force Regulation 30-16, Standards of Civilion

Dress and Appearance, seems to allow rnuuch more freedom of

personal preference relative to dress and appearance than
does the 2pplicsble manual for nilitary perconnel. The
standards of dress and personal appearance for civil ser-
vants must be based on legal, moral, safety or sanitery
grounds and " . . . will not be based on the personsl pref-
erence of the ccrmander or his staff." (76:1) Specific
mention of long hair styles is made in the regulation indi-
cating that these styles may be banned only when they
", . . clearly interfere with the preservation of order
and discipline, or the health, welfare, or morale of the
assigned personnel." (75:1) The wording of this regulation
is such that most hair styles may be worn by the civil
servant.

In short, the officer must conform to striet stan-
dards of dress and personsl appearance wnile the civil
servant is allowed rmuch more latitude in his style of dress

end personal appearance.

Periodic Performonce Evalustions

Periodic effectivencss reporits for officers in the
Air Force provide a file of information on the officer's %
performance in various assignments and duties. These re-
ports are used as a basis for many personnel actions such

as promotion, schocl selection and appointment to the Repu-

lar Air Force. Officeor evaluation rcports sre incorporated




37

into an officer's official record and the information pro-
duced by a number of repo. .s writiten by different reporting
officials in vericus duty situations is used as an indica-
tion of the officer's progressive development. Hurther,
these repcrts provide a mesns of comparing an officer to his
contemporeries. Although iir Forcé FKanrual 36-10 lists many
various time periods and/or other criterion regarding the
frequency of evaluation for officers, it can be said in gen-
eral that an officer receives an effectiveness report eacp
year or he muy receive @& report if his reporting official
changes after ae has been supervised by this individusl for
a periond of at least 90 days.

The purpose of civilian zmmuel performence appraisals
seems to differ somewhat from that of the of{icer evaluation,
Air Force Regulation L0-l51 states "a supervisor who assizns,
reviews, and checks an employeec's work must use performonce
evaluation as a basis for improving the work efficiency of
his orzanization." (74:1) Civil servants must be informed
of the performance requirements of their pesitions, and
then evsasluated as to how well these requirements are met.
Additionally, evaluations must be digcussed with civil ser-
vants. This discussion must provide guidance and the means
necessary for the civil servant to progress. (74:1) Much
more emphasis is placed upon improving effectiveness than
under tne Air Force performance evaluation procedures.

Additionally, there is a one-year probationsry or trial

period associated with many civil service positions
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" ., . . to determine fitness for continued Federal employ-
ment.” (74:8) This type of tria: period does not exist in
the military personnel system.

As with military performance evaluations, civil
service annual performance ratings are one aspect unon
whicl civil service personnel are considered for promotion
to a higher grade¢ under the Merit Promotion Program. FKow-
ever, a basic difference betwesn the two personnsl systems
is that performance appraisals for civil servants aro re-
placed each year by a new appraisal and past performance
appraisals are no longer part of the employee's official
records for merit prorotion purpcses. (82) Under the mili-
tary personnel svstems, past performance evaluations remsin
in the officer's records as Air Force Manual 36-10, Officer

Evalusticn Reports, states that " . . . no single report

should be used as the sole criterion for any persounnel
action." (72:2-3) The manual then cites promotions as one

type of personnel action.

Eligibility for Training

For the Air Force officer, training is a continuous
process throughout his career. ducational cpportunities
provided to Air Force officers are desipgned to meet Air
Force needs and enhance the officer's career progression,
(68:3) AF Manual 53-1 describes "The Eighlights of an .

Officer's Career Educational Opportunities," snd establishes

the rank and other criteria used to select of'ficers for the




39

various programs. For example, officers in the grades of
Captain or 1lst Lieutenant with not less than 2 yecars of
service or not more than 7 years of service are encouraged,
and expected, to attend Squadron Officer School (SOS) or
complete it via correspondence courses. The purpcze of SCS

is:

« « » to prepare selected Cspt2ins and Lieuten-
ants to execute those ccmmand and staff tasks re-
quired of junior officers of the United States Air
Force, to strengthen those professicnal values
necessary for a rull career of dedication-and ser-
vice to their country, and to provide those offi-
cers with a founaation for future professional
development. (60:13)

The educaticnal opportunities availasble to officers may be
categorized into two types: professional ecducation and
professional military education. PYrofessional education is
designed to provide training necessary to ensure the ef-
fectiveness of officers in accomplishing their assigned
duties; while professional mllitary education is dssigned
to develop and build the "whole man" zoncept of officers.
That is, it develops a man who is well versed not only in
his epecialty, but also in the entire milifary system so
that ss he progresses up the hierarchy in rank he will have
the background necessary to accept increased responsibility
in several areas which may or may not be related to his
primary duty specialty. (68:3)

The civil service personnel system also provides

educational opportunities for its personnel., In fact, cur-

rent Air PForce policy 1s to provide the training neccessary
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to ensure the maximum efficiency of civil servants in the
performance of their official duties. (55:1) Further,

« « o many programs exist or may be established

to aid supervisore in solving employee and employee-
skill problens. These jnclude: Orientation, Ap-
prentice, Self-Development, On-the-Job, Cooperative
Work Study at the graduate or undergraduate level,
and other specific training progrems for meeting
specific skill shortages. (55:2)

The esuthors consider the last four words of the
above quotation to be of prime importance in illustrating
the basic differences in the two systems relative to eligi-
bility for training. While both officers and civil servants
are eligible for training throughout their careers, officers
are eiigible for a great deal of training which may or may
not be related direccly to their primary duty specialty.
Howevor, the civil servant (with few exceptions) is re-
stricted in his eligibility for training programs in that
they must be related to his primary duty or career field.

Eligibility for Duties Mot Connected Vith
The Primary Jobdb Assisruent

Inherent in the Department of the Air Force is the
requirement thsat certain designated jobs or tasks be per-
formed at all levels of the organizational structure regard-
less of the size of the organization. =zxamples of such
tasks or jobs would be such things as seecurity officer,
safety officer, building or area fire marshals, etc. Many
timos, because of limited manning within Air Force organiza-

tions, these jobs and tasks must be performed uss additional

duties to a person's primary job assignment. Further,
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certain tasks, usually associated with larger organizations,
require accomplishment after normal duty hours or on holi-
days. Examples of such tasks would be duty officers and
officer of the day.

While both officers and civil servants are eligible
for such duties, consideration must be ziven to the fact
that if the "additional" duty requires action or the pres-
ence of an individual at a specific location on the Air
Force installation after normal duty hours, then the civil
servant would be eligible for overtime compensation. Con-
sideraticn of the overtime provisions of the civil service
personnoel system often dictates that additional dut.es which
might involve work alter normal duty hoitrs be given to mili-
tary personnel,

Further, in considering the topic of this section,
the reader also should kxeep in mind that both officers and
civil servants can be detailed to entirely different jobs
or positions from their primary job for short periods of
time. In these circumstances, because of the structure of
position descriptions and "position entitlements," the
regulations governing the temporary sssignment of civil
servants are much more restrictive than the regulations
governing this for officers. For example, if the detail
involves civil service employees,

« « o & record of the detail must be placed

in the employee's official personnel folder be-
cause the experience and treining gcined is im-

portant for additional placement benefits for pro-
motion or assignment during reduction-in-force. (59:1)
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Procedur=es for Resolvinz Grievances

All members of the Air Force, rdlitary or
civilian, have the right to present complaints or
grievances to higher authority without retaliatory
action being taken against them. (63:1)

The procedure for both military aﬁd civilian person-
nel is to submit the complaint through supervisory channels
for resolution at the lowest practiceal echelon of com-
mand. (63:1) If not resolved at this level, the complaint
or grievance is presented to the next higher commander or !
supervisor or to the Inspector Genersl (IG) for resolutioa.
Air Force Regulations 40-771 ~nd 123-11 give detailed In-
structions for submisslion of complaints or grievances by
Air Porce persoinel and no discussion of these detail: will
be included in this thesis.

One major difference in the grievance procedures

available to military and civil service personnel is that

- s e

civil servants who are members of an guthorized labor union
may seek the assicstence of the union in resolving griev- :

ances. No such union is available to military personnel.

The unions have gpecialists skilled and knowledgeable in
the proccdures for resolving grievances, thus much guidance
end assistance is available to the civil servant who is a
member of the union. This assistence is not available to

the Air Force officer.

Overtire

Air Porcc oificers' duty hours are generally estab.

lished by leccal base cormmanders to satisfy the particular
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requirements of the positions occupied by the officers. Re-
gardless of what is usually considered tc be a normal 8-hour
workday, the Air Force officer is theoretically on duty
twenty-four hoﬁrs a day. (39:35) However, if required to
work more than a normal 8-hour workday or more than 40 hours
per week, no monetary compensation is provided to the officer
for this "overtime" work. Compensatory time off is given
sometimes for "overtime" work, but is not a recognized pro-
cedure of the military personnel system.

The specific duty hours for civil service personnel,
although estaeblished by the local base commander, are f
limited by executive order and with minor exceptions may |
not exceed eight hours per day or forty hours per week. (39:36)

Any authorized work in excess of this is censidered to be
overtime work for civil service personnel. Further, any
civil service employees paid under the General Schedule may
be compensated by pay or compensatory time off for irregular
or nccasional overtime duty. (73:1)
The important and basic difference in the two sys- ]

tems is that the civil service personnel system provides

for compensation of pcrsonnel i'or overtime work while the ]

military persornel system provides for no such compensation.

Use of Base FMacilities

The military personnel system provides, in addition
to pay and other tenefits, the secrvice of base facilities }

such as the base exchanre and cormissary for use by military
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personnel. For purposes of this thesis, the authors have
defined base facilities as any separate unit of real prop-
erty at which exchange selling and administrative or support
functions such as retall sales, food services and conces-
sions are perfo:med. (62:1-1)

The use cf base facilities is limited to active
duty military, retired military and their dependents,
Civilian employees do have some limited privileges at ex-
change facilities when, because of the convenience of the
goverrment, they reside within the limits of a base and are
under competent orders. {(62:3-3) However, with some minor
exceptions such as BX cafeterias or snack bars, civil ser-
vants are not u....crized to use exchange facilities at air
Force bases. These privileges are rcserved solely for

military personnel and their dependents.

Paysical Fitness

Ai» Force personnel on active duty are required to
take a physical fitness test once each calendar year., 1If
& person fails to maintain & certain level of fitness then
he or she is " . . . counscled by commanders and placed in

a remedial conditioning program.” (79:3) Additionally, Air

Force personnel are expected to maintain their weights with-

in maximum allowable standards at all times. If a person
exceeds the meximum weight rcuuirements, then he or she Js
entered into a mandatory weight reduction progrem. The

person is weighed again in 60 days, and if not within the
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maximum 2llowaeble weight standards, he or she can face ad-

ministrative sction such as (1) a comment on an effectiveness

report; (2) administrative separation from the Air Force, cor
" (3) denial of reenlistment. (79:4)
- S . The civil service personnel system places no such
requirements on its persomnel. Zach job has a certain re.

quirement, as far as physical restrictions are concerned,

associated with it., Once this initial requirement has been

satisfied, there is no established program of physical fit-
ness or weight control comparable to that of the military
personnel system except for firemen and policemen where

there is a weight control program.

Sumnar

In this chapter tlie various inherent areas of dif-

ference between the military and civil service personnel
systems have been discussed. Some areas are radic:lly dif-
ferent, while others appear to be very similar at first
glance but also are different .nen analyzed in detail.

The authors, by necessity, have been very brief in

the discussion of the various rcreas of difference. Entire

manuals and regulntions have been written to describe the

detailed aspects of the areas discussed in tnis chapter.

The authors have attempted to present a general overview

» of the selected areas and some specifics to highlight major
~differences between the two personnel systems.

One portion of the next chapter will attempt to




determine what effect, if any, the areas of difference dis-
cussed in this chapter have on the relationship of military

and civil service porsonnel in the working environment.
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CHAPTER 1V

ANALYSIS AND INTERPRETATION OF DATA
FOR HYPOTHZSIS ONE THROUGE THREE

Overview

The purpose of this chapter is to test the three
null hypothgses presented in Chapter I. Additionally, the
results of these tests for each hypothesis will be analyzed
and the authors' interpretation of these results presented.
As previously discussed in Chapter 1I, the data necessary
to test the three hypotheses were obtained from a question-
naire mailed to a random sample of officers in logistics
related specialties assigned to the Air Force Logistics
Command.

Since the populetion variance was unknown, the
authors chose the Student's t-test as the approprisate

statigtical tool with which to test the first two hypoth-

eses. (9:31:1) Appendix E displays the mathema’.ical and |
computational procedures for the Student's t-test used in

this thesis. Additionally, the authors wished to assume a

risk of no more than 5 percent of errocneously rejecting a

null hypothesis., Therefore, they decided to test the null

hypothesis at the 5 percent level of significance. Sym-

bolically, this may be exprcssed as O = .65. This sig-

nificance level along with the appropriate degree of

L7
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freedom was used to obtain theoretical t-critical valuez
againat which calculated t-statistics for these two hypoth-
eses were compered.

The authors chose multiple linear regression and
correlation analysis as the tools with whick they would at-
tempt to establish the relationship, if any, between the
Alr Force officer's perception of his relationship with
civil servants in the working environment and his percep-
tion of the irherent differences in the military and civil
service personnel systems. In this analysis, the officer's
rating of his perception of civil servants was considered
to be the dependent varisble. The independent variables
included the officcr's rating of his perceptions of the
differences in the two personnel systems; his rank; his
Air Force Specialty Code (AFSC); his age, and his years of
experience within AFLC. The pre-prepared BlD Biomedical
Ccmputer progran BlMDO2R was used to perform the actual
linear regression (5:237), and is thoroughly discussed in
a later section of this chapter along with the concepts,
assumptions and techniques used to test the third null

hypothesis.

Hypothesis One

Stated in the null form this hypothesis is th=at:

The Air Force officer perceives his relation-
ship with civil servants within the working en-
vironment in a faverable light.

This null hypothesis is an a priori assertion, by the
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authors, about the pppulation mean for the question of how
Air Force officers perceive their relationships with civil
servants in the working environment. By the use of sample

statistics, the authors wished tc determine whether the

“population mean (AL ) was significantly léss than the

assumed indifferent score of L.0. Symbolically, this may
be expressed as:

Ho: A 2 4.0
Section IIA of the questionnaire provided the dats neces-
sary to test and analyze this hypothesis. However, befcre
any analysis could be performed, the data had to be ar-
rangea in usable form so that a mean, variance and
t-statistic could be compubted. This task was accomplished
via the computer program displayed.in Appendix F. The
mean, variance and calculatea t-values for the data rela-
tive to this hypothesis are displayed in Teble 7 for the
total officer response as well as for each stratification
within the sample. The d-cision rule for rejection of the
first null hypothesis was: If the computed calculated
t-values were less than a negative theoretical t-value for
a oneltail test with appropriate degrees of freedom (DF),
then the null hypothesis would be rejected., Table 7 shows
the appropriate theoretical t-values and their associated
degrees of freedom for the total officer response and the

respor.ses for each stratification of the sample.
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Analysis and Interpretation of Data

Application of the decision rule, as previously
described, revealed that the null hypothesis could not be
rejected for the total officer response; nor could this
hypnthesis be re jected for sny stratum of the sample. Sig-
nificantly, even by changing OC= .05 to O4= ,uo (increas-
irg the risk of erroneously rejecting the null hypothesis)
the null hypothesis still could not be rejected for the
total officer response or for any stratum of the sampile.

Table 8 shows the mean, varisnce and calculated
t-value for the totsl »fficer response to each of the bi-
polar adjective pairs contained in Section IIA of the ques-
tionnaire. Using a one tail Studsnt's t-test, as previously
described, the authors tested the null hypothesis also shown
in Table 8 to detsrmine if the population mean (/{) for each
bipolar adjective pair was significently different than an
assumed indifferent score of L.0. This hypothesis was re-

jected for all bipolar adjective pairs allowings the authors

" to use the favorable bipolar adjcctives to describe the per-

ception of Air Force officers for their relationship with
civil servants in the working envirconent. Although no dis-
cussion of statistical tests for each stratification of the
sample is included, the responsecs and computed t-value for
each stratum per bipolar adjective can be seen in Appen-
dix G.

Interpretation c¢f responses to the bipolar adjec-

tives indicates that Air Force offlicers perceived their
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TABLE 8

Total Officer Recponse Fer Bipolar Adjective Pair
For Section IIA of the iutz/Apple Questionnaire

Adjective Pair Mean Variance | t-Statistic
Good - Bad . 6.213 0.989 37.963
Harmonious - Dissonant 5.900 1.131 30.477
Worthless - Valuable S.777 1.236 27.259
Kind - Cruel 5.460 1.304 21.81h
Unpleasant - Pleasant 5.893 1.337 27.936
Happy - Sad 5.457 1.428 20,797
Ferocious - Peaceful 5.h464L 1.215 22.655
Tense - helaxed 5.333 2.113 15.649
Nice - Awful 5.529 1.188 23.934
Honest - Dishonest 5.715 1.860 21.332
Unfair - FPair 5.866 1.662 24,696
Wiliing - Unwilling 5.351 2.208 15.505
Heslthy - Sick 5.619 1.678 21.314
Loud - Soft 1.509 1.678 6.697
Agitated - Calm 4.979 2.200 11.265

The null hyrothesis for all birolar adjective pairs

shown above was:

Hot ML € 4.0

Significance Level

.05
.01
.005

t-Critical®

1.645
2.326
2.576

*
Source: CRC Standard lMothematical Tables, p. 610,

Percentage Points, Student's t-Distribution
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relationships with civil servants in a favorable light.
Although not statistically tested, the perception of the
officer's relationshiys with civil servants in the working
environment seemed to become more favorable as the officer's
rank increased. This trend was indicated by the increase

in mean scores for the stratum as shown in Table 7. Based
on the results of the statistical tests shown in Tahle 8,

it cen be said that Air Force officers perceive their re-
latioaship with civil servants in the working environment

as being good, harmonious, honest, valuable, relaxed and
willing. In fact, each of the favorable bipolar adjectives
could be used, based on the results of the stat.stical tests,
as a descriptor of hou Alr Force officers perceive their

relastionships with civil servants.

Hypothesis Two

Stated in the null form, this hypothesis is that:
The Air Force officer's perception of each of
the inherent differences between the military and
civil service personnel systems is indifferent.
The data necessary to test and analyze thia hypothesis
were gathered via Section IIB of the mailed questionnaire.
Before perfcrming any analysis, a mean, variance and
t-statistic had to be computed and the results arranged in
usable format. Appendix H includes a listing of the com-
puter program used to accomplish this task.

Before testing the hypothesis for cach difference,

the authors reviewed the data comparing the mean score for
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each difference with an assumed indifferent score of i.0.
From this comparison, three cases evolved:
Case 1: If the observed mean was greater than 4.0,
2 one tailed Student's t-test was used to test the follow-
ing null hypothesis:
The Air Force officer's percepticn of the
stated difference betwesn the military and civil
service personnel systems is either indifferent
or unfavorable.
Symbolically, this may be expressed as: .
HO:MS 4.0
Case 2: If the observed mean was less than 4.0, =
one-taiied Student's t-test was used to test the following
null hypothesis:
The Air Force officer's perception of the
stated difference between the military and civil
service personnel systems is eithier indifferent
or favorable.
Symbolically, this may be expressed as:
Ho: M 2 4.0
92&2_2’ If the observed mean was exactly 4.0, no
statistical test was accomplished. Since there was a com-
puted v-value of 0, the Air Force officer's perception of
the stated difference was considered to be indifferent.
As stated esrlier, all tests were made at the
X = .05 level of significance. The decision rule employed
in this analysis was simple and straightferward. That is,

if the calculated t-value equaled or exceeded the theo-

retical t-value, the null hypothesis was rejected. Rejec-

tion of the null hypothesis inflers that the authors were
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not willing to attribute the difference between the ob-
served mean and the as3umed indifferent score of 4.0 to
chance. Any failure to reject the null hypothesis was

viewed as acceptance of this hypothesis by the authors.
Further, any acceptance of the null hypothesis inferred

indifference on the part of the population.

Analysis and Inte?pretation cf Data

Since a total of fourteen differences were identi-
fied for testing, indicating the need for fowrteen sep- .
arate tests of the null hypothesis, the authors felt it
would be extremely repetitious to restate and test each
hypothesis within this chapter. Instead, Appendix I, cone
taining Tables a through n, is included to eliminate this
repetition. Zach table contains the computations necessary
to test the appropriste hypothesis for each inherent dif-
ference. In addition, each table is annotated as to whether
the hypothesis was accepted or rejected for the total offi-
cer response group and each of the various rank stratifica-
tions. For the reader's convenience, a surmary table
(Table 9) indicating the results of each hypothesis test,
based on the data collected from the random sample, is pre-
sentea in the text cf this chapter.

For the total officer response group, the null hy-
pothesis tested was rejected for eleven of the fourteen
differences in the personnel systems. From the information

presented in Table 9, it is readily epparent that, in
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general, Air Force officers favorably perceive pay, medical -
benefits, retirement plan, dress and personal appearance,
periodic performance evaluations, eligibility for training,
use of base facilities and physical fitness. They are
indifferent to leave policies, eligibility for duties not
connected with their primary job assignment and procedures
for resolving grievances. Finally, their perception of
transfer policies and overtime js unfavorable.

The authors found two aspects of the data displayed
in Table 9 to be especially interesting and worthy of men-
tion. PFirst, there was total agreement through all strati-
ficagtions of the sample on nine of the fourteen differences
in the two persommel systems. This acreerient cmong the
stratification was ecspecially surprising to the autlhiors cone
sidering the large size of the sample and the varying back-
grounds and ages of the individuals in the sample. Second,
in only one of the five recmaining differences (leave pelicies,
vhere there was not complete agreement among all‘stratifica-
tiong did the perceptions of the officers range from signifi-
cantly favorable, to indiffsrent, to significantly unfavor-
able. Further analysia of the differcnces in perception by‘
rank stratification, although presented in Table 9 for in-

formation, is left for the reader's interpretaticn.
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Hypothesis Three

Stated in the null form, the third hypothesis is

that: !

The Air Force officc''s perception of his re-
lationship with civil servants is not related to
his percsption of the inherent differences in the
two personnel systems. :

Extensive literature review and personal interviews
led the authors to the a pricri sssumption that this rela-
tionship was actually of the dependent/independent form,
with the Air Force officer's perception of his relationship
with civil servants being dependent uvpon his perception of
the differences in the two personnel systems. This a prinri
assumption of dependency greatly influenced the authors!
selection of multiple regression and correlation enalysis

as the approrriate anaiytiec £ool.

Multiple regression analysis is nothing more than a
logical extension of the single independent variable regres-

sion analysis. Instead of merely one independent variabls,

T ST T NN 0 -t 57 A1 A 7.5, e bt et A A G, i o . S e e 0 M S i e = 0 B

multiple regression involves the use of two or more inde-
pendent variables to estimate the vaslue of ths stated de-

pendent variasble., There are three general purposes for

multiple r:gression and correlation analysis:

T e TR T

: 1. To derive an equation which provides esti-
mates of the dependent variable from vaolues of
the independent variables. o b

| 2. To obt in a measure of the error involved
) in using this equation az a basis fer estimation.

3. To obtain a measurc of the proportion of ‘
d varisnce in the depondent variable sceounted for or |
"explained by" thc independent variasbles. (9:507) {
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To accomplish these purposes, the authors employed
a pre-prepared EMD Bioredicel computer progrem entitled
BMDO2R. Specifically, this program performs a stepwise
multiple linesr regression. Briefly, "stepwise" analysis
is:

. « + 2 search technicue whereby the most
highly correlated independent variable, i.e., most
highly correisted with the dependent variable, is .
regressed with the dependent variable. ilext, a
three-way variable regression ecuation is calcu-
lated, wnere another of the indeprendent variables
is included: the one which, in tandem with the
first, reduces the error varisnce by the lasrgest
margin of eny of the remaining sets of indepenient
variables. This procedure continues until at the
final step the full regression ecuation is esti-
mated and all independent variables which will
further explain the variance are included. (35:23)

It chould be noted ithat the suvthors did not propose

A BATOAL

that the ~Air Force officerts perceptions of the differenccs

in the two personnel systems are the sole determinates of
the perception that he forms of his relationship with civil
servants. In an effort to derive a realistic regression,
the authors selected as additional independent variatbles
certain aspects which they believed might have a significant
impact on perception. These aspects included: age, rank,
Air Force Spwecialty Codes, and years of experionce within
the Air Force Logictics Command. A licting of the specific
variables used is included in Appendix J, Table a.

Although the EMDOZR program is pre-prepared, certain
input cards are neceasary to adapt the program to any given
situation. The input cards necexsary for this study are

shovn in Appendix J, Table t. Specific instructions fer
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the preparation of these cards were obtained from the i

BMD Biomedical Computer Programs source book. (5:235-238)

The Bi¥DO2R program computes velues for the regres-
sion coefficients of a linear equation in the form of:
Y = by+ b1Xyp +boXs . o . bpXpy

- where Y is the dependent variable; X3, Xp, ... . X, are

independent variasbles; by, by, . . . by are the regression
coefficients and by is a constant. Each computed b value
represents the marginal increase in the dependent variable
attributed to a unitary increase in the independent variable

with which the specified b 1s associated. In addition, a

standurd error of the estirste, which represents a neasure

of the scatter or dispersion around the regression plane,

is computed for each variable included in the regression.

(9:515) For each regression equation a coefficient of
rnultiple determination, symbolically represented by RZ, is

elso calculated. This coefficient (Ra) is a measure of the -

T

proportion of varisnce in the dependent veriable which is

o

explained by the regression eguation relating ¥ to Xy,

i =1, n. (9:517) The computed valuves for bj, the standard

errors of the estimate, and the final RZ

L BT S

for this regression
5 are included in Appendix J, Table ¢. When combined, these i

values provide the basis for testing the third hypothesis.

. Analysis and Interpretation of Data 1_
Prior to hypnotheses tcsting, the authors were

obliged to rmske cthe followin: assumpticns which are standard |
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to linear multiple regression analysis:
1. A linear model is sappropriate.

2. All error terms have a constant and
equal variance.

3. The error terms are independent. (46:2)

The authors employed two.methods for analyzing this
third hypothesis. First, they performed a test on the
overall regression to determine if a significant correla.
tion existed tetween the dependent variable and the inde-
pendent variables taken collectively. Secondly, they tested
each relevant incependent variable separately to determine
if a useful linear relationship existed between it and the
dependent variable.

A test of the overall regression involved examining
the sample coefficient of multiple determination (RZ) 2s an
estimate of the population coefficient of multiple deter- '
mination (RHOZ). The object of this eoxamination was to con-

clude whether RHO® was significantly different than zero.

ettt AR

Symbolically, the null hypothesis for this test was:

Hyt RHOZ = 0 3
Appendix K contains an explanation of the equation neces-

sery to convert the sample 82 valuoe to an F-statistic for

hypothesis testing. The cesults of the actual test ¢f the

null hypothesis is alco included in Appendix K. Based on

this test, the authors rejected the null hypothesis that

RHO2 was equal to zero. Although statisticelly a relation-

ship does exist between the independent variasvles incliuded
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in the regression and the dependent. variable, the authors
seriously cuestion its usefulness. By explaining only
194 (R% = .19) of the total variation in the dependent
variable, the regression equation is a drasticsally ineffi-
cient model for predicting the Air Force officer's percep-
tion of his relationship with c¢ivil servants in the working
environment. Therefore, the regression equation would be
of little value to the Air Force manager.

Since the regression equation included a total of
31 varisbles, many of which were not relevant to the study
at hand, the authors chose to test each variable associated
with a delineated difference in the personnel systems sepa-
rately to determine I there was eny useful relationship
between it and the depondent varicble. This test involved
examiningz the sample coefficient (bi) as an estimate ol the
population coefficient (Bi). The purpose of this examina-
tion was tn determine if Bi was significantly different
than zero. Symbolically, the null hypothesis tested was:

Hy: By = d

where Bi is the coefficient of the particular variasble
being tested. To test this hypothesis, & t-statistic was
computed by dividing the particular coefficient (bi) by its
standard error. This quotient was then compared to a se-
lected thsoretical t-valuve. If the computed t-value was
greater than the thecretical t-value, the null hypothesis
was re jected and it was assumed that a useful relationship

existed between the particular independent variable and
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the dependent variable. Table 10 summarizes the results of
this test on each of the relevant independent variables (Xj).

As indicated in Table 19, only variable number 30,
associated with Grievance Procedures, 1s significantly re-
lated to the devendent variasble. The authors, however, did
not feel that this one meager relationship was enough to
elicit any further analysis of the data. |

In conclusion, the statistics derived from this
.sample would not sllow rejection of the third and final
null hypothesis. In other words, no significent relation-
ship appears to exist between the Air Force officer's per-
ception of his relationship wiﬁh civil servants and nis
perception of the differeonces in the two personnel systems.
It appeared that each of these pérceptions was a randen

variable formed separately within each individual surveyed.

&
|
!
i




6l

TABLE 10

Summarization of the Hypothesis Test to
Determine Whether X3 Is Significantly
Related to the Dependent Variable

Variable t t
Number Associated With Statistic Critical®®
(e = .05)
20 Pay «929 1.960
21 Leave - 846 -1.960
22 Medical Benefits .252 1.960
23 Retirement 1.062 1.960
2L Promotion .565 1.960
25 Transfers 403 1.960
26 rersanal Appesrance 1.053 1.960
27 Performance HEveluations - .312 «1.960
28 Training .605 1.960
29 Additional Duties - .962 -1.960
3C Grievances 2.061 1.960%
32 Base Facilities .9G¢3 1.960
33 Physical Fitness 131 1.960

R Dt 0) e
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*Statistics indicate rejection of the null hypothesis.

The nuli hypothesis r'or each veriable was:

Ho: By =0

Py vy . [ m
Source: CRJ St-nderd Mathematical Tables, p. 610,
-* Percentage PFoints. Studenti's t-vlstribution




CEAFTER V
SUMMARY, CONCLUSIOUS AND RECOMENDATIONS

Surtnary

. The overall objective of this thesis was to furnish
the Air Force mansger, whether military or civil servant,
with information that would be useful in avoiding or solving

management problems concerning military-civil servant rela-

tionships. More spccificeliy, this study wes designed:

1. To delineate the inherent differences be-
tveen tho militery and civil service personnecl
systems,

2. To deternine the Air Force officer's per-
ception of his relationship with civil servants
within the working environment.

3. To determine how the Air Force officer
perceives specific areas of the militery per-
scnnel system as compared to those of the civil
service personnel system.

4. To determine if the Air Force officer's
percertion of his relationshin with civil ser-
vantg is related to hig porception of specific
areas of the military personnel system when com-
prered to those of the civil service personnel
systen.

The authors accomplished these specific obje'tives by

snuswering one resecrch cuestion and statistically testing

: three nhypotheses.
Chapter 111 of this thesis provides the results of

the avthors' investigation into the military and civil

6%
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service personnel systems. The authors feel that the dis-
cussion contained in Chapter III provides an adequate bssis

for understanding what they have identified as the inherent

differences in the two personnel systems. These differ-
ences often dictate that Air Force managers, whether mili-
tary or civil service, must use different techniques in the
management of militery and civil service personnel. How-
ever, the primary purpose for answering this research ques-
tion was to obtain a listing of the inherent differences
between the two perscnnel systems for inclusion in Section
IIB of the questionnaire used in this thesis.

The three hypotheses posed by the authors in this
research effort and their associated stutistical tests are

discussed in Chapter IV, 3ased on the 1~i. obtained frcn

st it ek

the mailed questionnaire, these statistical tests yielded

the following results: (1) The first null hvpothesis could

not be rejected at the & = .05 or X = .10 significance '

levels for the total officer reswonse grouv or for any

o Al A T ML S A A A i 38 < e

atratification of the samvle., This indicated that Air

Force officers in the population generally rerceive their
relationships with ¢ivil servants in the working environ-

ment in a favorable 1light. (2) The second null hypothesis

was rejected at the OX = .05 sirnificance level four eleven

of the fourteen inherent differences in the military and

civil service persommel systems for the totnl officer

resoponse groun. That is, the Air Force officers consider




67

as significantly favorable nine of the inhercnt differences
between the two personnel systems; and they consider two
of the differences to be significantly unfavorabls.

(3) The third null hvyoothesis could not be rejected on the

basis of the analysis conducted by the authors. Although

~there was a statistically sigrnificant relationship between
the independent variables taken collectively and the de-
pendent variable, the authors found this relationship to be
very questionable since only 19% of the total vgriation in
the dependent variai e was explained by the regression
equation. Therofore, the authors tested each variable (of
the regression equation) associated with the inherent 3if-
ferences in ths two percomcl coyntems to determine if they
were significantly related te the dependent varisble. These
statistical tests revealed that only one variable associated
with Grievance Procedures was indeed significantly related
to the dependent variable, i.e., the relationship of mili-
tary and civil servants in the working enviromment. Since
only one of the fourteen delineated differences showed any
signs of being related to the dependent variable, the
authors concluded that in fact therc wasg no significant re-
lationship between the Air Force officer's perception of

his relationship with civil servants and his perception of

the inherent differences in the two personnel systems.
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Conclusions

The primary problem addressed by the authors was
the lack of systematic reseerch to determine how profes-
sional militsry and civil service personnel per~seive their
interrelationships within the working environment, and what
factors are related generally to their perceptions. Spe-
cificelly, the authors hoped to determine if the inherent
differences in the military and civil service personnel
systems as perceived by Air Force officers caused conflict
between these ofricers and civil saervants which would mani-
fest itself in the relationship of the two groups.

The authors believe that they have made, through
this research effort, « small yob vital initial step to-
ward solving the primary proble:x. outlined above.

Although limited to the study of Air Force officers
as discussed in Chapter II, this research effort has not
found any indication of conflict between these Air Force
officers and civil servants in the working environment.
After reviewing the results of the hypotheses testing, the
authors found thét Air Force officers in the population
generally perceived their relationship with civil servants
in a favorable light. It also was readily apparent that
the population, based upon the cample response to the ques-
tionnaire, genecrally perceived the inherent differences
between the military and civil scrvice personnel systems

in a favorable light, i.e., Alr Force officers prefer the

nilitary system to the civil service systvem. Additiorally,

e
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this study revealed that the perceptions of Air Force offi-
cers for these inherent differences in the two personnel
systems were not significantly related to their perceptions
of civil servants in the working environment. In short,
the authors could {ind no indication of conflict, &s mani-
fested by unfavorable relationships, between Air Force
officers in the population and civil servicz employees.

The conclusions reached by the authors have been
based on the results of statistical testing of the data
which were collected in their sampls survey. Somewhat
puzzled by these sample statistics, which indicated a per-
ception of milivary-civil servant relationships so dras-
tically different than baciiground information suggested,
the authors conducted a review of avaiiable information to
determine if any environmental factors had been present

during the past few months which might have influenced tre

s e N v 0 i

way the officers surveyed ranked the concerts on the gues-
tiornaire. During this review, the authors discover~d two
environmental factors which addressed the subject of the
relationship of military and civil service personnel. The
first factor was an article titled "Everybody Wears Blue

To YNew Base Commander," which summarized the views of

Colonel Irby B. Jarvis, who had recently assumed the

position of Base Commander of Wright-Patterson AFB, Ohio.

In the article, Col. Jarvis (referring to the military-

civil service “team") states,
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‘We're all in this ball game together, working
for the United States, the Defense Department and
the U.S. Air Fores . . + o' 'I call everybody a
blue suiter,' he says, using the term usually
applied to wearers of the Air force uniform.

'I'm a believer in people and there-s only one
color at Wricht-Patterson - that's Air Force
blue.' (28:15D)

The second factor was a talk given by Gen. Jack J.
Catton, Cormander of the Alr Force Logistics Command, to
500 civilian and military supervisors at AFIC headquarters.
Referring to the teamwork required of AFLC psrsonrel, Gen.
Catton remerked, " . . . I didn't say you officers, or you
sergeants or you civil service personnel. I didn't break
it out because it can't be broken out . . ." (29:4) of
couwrse, the authors had no neans of determining what effect,
if any, this article and speech had cn the way the respond-
ents rated their perceptions of their rclationship with
civil servants in the working enviromment. Lowever, factors
such as these over a period of time might very well nsve
created an atmosphere which could have influenced some re-
spondents and thus were worthy of mention.

In addition to considering the envirormental fac-
tors, the authors looked at their questionnsire in an even
more critical light in an attempt to isolate possible de-
sign factors that may have attributed to the sample results.

These design considerations are presentcd for the reader's

information and to assist future research eiforts in the

problem area addressed by this thesis.

i e e it .
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Possitle Ressarch Design Difficulties

Perccption, like mzny other allusive processes of
the human mi .4, is an extremely difficult concept to de-
scribe, let alone measure witn eny degrce cof accuracy.
Although the nuthors conducted extensive rezearch into the
area of perception and perception messurement prior to the
selection of a rieasurement device {the semantic differential
techniqgue) It is pessiyle thut they may have chosen and/or
designed a tool_which was invalid for the study at hand.
Time constrzints did not permit validstion of this tool;
however, future studies n°y confirm or deny the validity
of the <evices and vrocedures used.

Additionally, tre authiors! criticue of the research
design used in this thesis produced the following results:

1. The essumption of equzl intervals associated
with the ratings of each set of bipolzr sdjectives may not
heve held. Time constraints did not permit s retest to
validate these invervals,

2. The gelection f bipolar adjectives for thzir
applicability to the evaluative factor (although they had
all been enpiricolly tested for oiher studies) may not have
been entirely =zppliceble to this study. fgain, time con-
straints did not permit retects for validaetion.

3. The limited numver of bipolar adjectives in-
cluded for ench concept in Section IIB ef the questionnzire

may have not resualted in s meanincful measurcrent of per-

ception.
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li. The concept to be rated may have been worded
in such a way as to influence responsecs. For example, the
word "your" in the concept "Eow would jou rate your rela-

tionships with civil seorvents within the working environ-

i 2% st atdin il i

ment" may have affected recsults. It i3 possible that re- g
. spondents rated "their" personal relationship with civil
servants higher than they would have rated mililary-civil

servant relationships in general, since it is only natural

WP TG DR A AR

to perceive in a manner suprortive to one's own cause or i

position. (11:2iH)

Bl sh i

5. The concepts to be rated in Section IIB may é
have b. en too vague in some cases. Consequently, respond- f
crbs may not have sll rated the sarec concept per se.

6. Althouzh the authors designed the questionnuire
so that respondents would »zmain ccmpletely anonymous, it

is possible that some officers may not have considered this ;

to be the case, and as g result did not rate the concepts '

on the questionnaire in accordance with their "true" per-
ceptions.
7. One or more of the assurptions made in Chap-
ter IV relative to the uce of multipls regression and
’ correlation analysis may not have been valid, Again, how.
evr  very real time coustraints prohibited any validation

of these assumptions by tne authors.
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Recormendations

Based upon the results of tris thesis the authors
meke the following recommendations for continued research
to follow this initial effort in the area of militery-
s1v" . servant relationships: .

1. A study should be made of civil servantst' per-
captions of their relatlionships with Air Force officers in
the working environment and their perceptions of the in-
herent differences in the two personnel systems whan com-
paring the civil service persrnnel s;,stem to the military
personnal syvsten,

2. The findings of this research effort sliould bs
reviewed reclative to the posgible design difficulties
agsocinted with this effort. Appehdix L 1lists the data
base used in this thesis.

3. Other populations should be selected for study
so that if conflict exists in the relationship of military
and civil service employees in the Department of Defense
this conflict can be identified and rcduced to an accept-

able level.
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HYPOTHESIS TZSTING FROCEDURES

A statistical hypothesis may be considered as a
statement about a pcpulation., The hypothesis is based on
either assumptions or evidence abcut this population.
Using data obtained from a sample and employing a stated
decision rule, an appropriate statistical test is employed
to determine whether the hypothesis should be "accepted"
or "rejected." The object of this procedure is:

« » « to make a decision about the population

based on the information obtained from the sampile.
If the sample datn, in fact, do act to discredit
the hypotnesis, tne hypothesis is "rejected,”" and
we behave as il it is false. On tne other hand,

if the sample datza do noet discredit the hypotnesis,
the hypothesis is "accepted,” and we benave as if
it is true. (18:166)

The statistical typothesis which is tested to deterniase

whether it should be "accepted" or "rejected" is called the

null hypothesis. Under hypothesis testing procedures, usn

alternate hypcthesis also is established to state the oppo-

site ascumption avout the population from that stated in
the null hypothesis. (9:306) 1his alternate hypothesis,
often refesrred to as the "research" hypothesis, is the
researcher's actual a pricri assumption about tne popula-
tion parameter in question. Therefore, rejection of the
null hyrpothesis substintiates the researcher's initicl
agsumption or belief,

Throughout this thesis refcronce i3 made only to
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the null hypothesis, inferring that the authors' a priori

assumption about the population is considered as the

P A F R SA WY o R S O g T T u

unstated alternate hypothesis.
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APPENDIX B

COVER LETTER
AND
QUESTIONNAIRE
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AIR FORCE INSTITUTE OF TECHNOLOGY (AU)
WRIGHT.PATTERSON AIR FORCE BASE. ORIO 45433

v o SLGR (SLSR-i4-73a/Capt Apple/Capt Lutz)

AUTOVON 787-7769 4 December 1972

o

. weneY greficer Opinion Survey . ;
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1. The attached questionnaire was prepared by a re-
search team at the Air Force Institute of Technology, .
Wright-Patterson AFB, Ohio. The purpose of this ques-
tionnaire is to obtain your perception of Military/
Civil Servant relationships within the working envi-
rcnment and to determine your attitude toward selected
differences in the Military and Civil Service personnel
systems.

el i e ekl

2. You are requested to provide an answer or comment
for each question. Beadguarters USAF Survey Control -
Number 73-54 has been assigned to this ques-
tionnaire. E

3. Your responses to the following gquestions will be -
held confidential. Please remove the cover sheet be-’
fore returning the completed questionnaire. Your co=-
operation in providing this data will be appreciated
and will be very beneficial in providing Air Force
Managers with information concerning this important
aspect of our working environment. Please retutn the
completed questionnaire to Captain Robert C. Apple
within two weeks after receipt.

FOR THE COMMANDANT

Doves &

b FRANCIS E. hlu

*h., Colonel, USAF 2 Atch

Chief, Graduite Education Division l. Questionrnaire
School of Systems and Logistics 2. Return Envelope
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CFFICER OFINION SURVEY

. SECTION I

b i atbitcadon S iR i il W 0 3 o

Blographical Iaformation

Please write or check the appropriete response in the

space provided,

el MO L L i i

1. Present Grade: ( ) Lieutenant 3
( ) Captain .
( ) Major 3
( ) Lt. Colonel ;
( ) Colonel 3

2. Current Duty AFSC: %

|

3. Age: ( ) 25 or under | %
( ) 26 - 30 ’,
( ) 31-35
( ) 36 or over é

. Years' experience
vithin APLC:
(Include ypresent
and forrier assign-
> ments)

Less than 1 year ‘
1 to 3 years §
L to 8 years

P T e T e )
— et et s

More than 8 years
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SECTION 11

Officer Opinion

The remaining pages of this questionnaire contain
separate concepts =sbout which you ere asked to make judgnent
ratings.

Before rating any of the areac, read the concept
printed at the top of the psge carefully to insure trat it is
firmly fized in your mind. Once it is firmly established, be-
gin the rating process and evaluate each set of adjectives as
follows:

1. If you feel that the concept is very closely
related to the adjective at either end of tne scale,
place an X in the appropriate space as illustrated in
line 1 of the sample below.

2. If you feel that the concept is moderately
related, place an X in the second space Irom eitner
end ol the scale as illustrated in line 2 of the
sample below.

3. If you feel that the concept is only slightly
related, place an X 'in the third space fronm eitner end
ol the scale as illustrated in line 3 of the sample
below.

It If you feel neutral or if you have no knowledge
of the concebt, placé an Z in tre niddle space of the
scale as illustrated in line 4 of the sample below.

(SAHMPLE)

" Your Wing Commander
(Conzept to be rated)

1. Good X : : : : S S Bad

2. Wenk $ : t s ¢ X Strong
3. Fast $ : X ¢ : : : Slow
4. Dark 2 2 s Xk 3 ] Bright

IT TS, TRFORTANT QHET TRESE INORRUCITIVES BE ROLLCOHED
AA.IID TH' JU-A';LL ;.rls U!l 43y \.) Pl AS l\JCU e L’l‘r;l.ly l‘ks) I)O SIBL;;.

1., MAKS OULY GizZ RATING ON 2ZACH SCALEL,

2. NMALE HACH JUDGrEUT SaPARATELY. DO HOT CiHpCX
BACK TO Sz HOW YOU HAfhid 4 SINMILAR 19%9.L.
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A. How would you rank your relaticnohips with civil

servants within the working environment?

] Geod : : : : : : Bad
Harmoniocus 4 : : : : : Dissonent
Worthless : : : : : : Valuable
: ) Kind s & : 3 : 3 Cruel ;
: Unpléasant : 3 $ : : : Pleasant £
| Happy : : : : : : sad %
f Ferocious : : : s : s Peaceful :
% Tense : : : : : : Relaxed g
% Nice s : : : : : Awful ]
Honest . : : : : Dishonest
Unfair : : : : : : Fair ;
Willing 3 2 - : J 2 Unwilling 5
fealthy : : : : : : Sick \;
Loud : : : : : : Soft ; ?
Agitated 8 : : : : : Calm f;
1]
L i
; N
1
E
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B. How would you rank each of the following areas of

82

the military personnel system as compared to the same areas

provided by the civil service rersonnel system?

FPavorable

Favorable

Favoreble

Favorable

Favorable

Favorable

Favorable

ne

Pay

oo
oo
< e
L1

Leave Policies

Medical Benefits

Retirenent Plan

Promotions

Transfer Policies
(Froqgucrnicy of PCS HMoves)

o9
.o
e
.o

Dress and Personal Aprearance

Unfavorable

Unfavorable

Unfavorable

Unfavorable

Unfavorsble

Unfavorable

Unlavorable

el
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Periodie Performance Evaluations

Pavorable s o

Eligibility for Training

Favorable :

Eligibility for Duties Not Connected
With Your Primary Job Assignment

Pavoreble .

Procedures for Resolving Grievances

Pavorable s : 2 ¢ 5 g
Overtime
Favorable ] st A 3 5
Use of Base Facilities
Favorable g ¢ . s e e
Phyaicul Fitneoss
Favorable 3 : H . s g

ik ALl kel i s

Unfavorable

b Wi

Unfavorable 3

Unfavorable

Unfavorable

Unfavorable

Unfavorable

Unfavorable




- 84

APPENDIX C

DEMONSTRATION OF NORMALITY




DEMONSTRATION OF NORMALITY

Since the semple size employed in this survey was
rolatively large (291 to be exact), many schools of thought
would allow invocation of the Central Limit Theorem. This
theorem states that no matter what the population distribu-
tion really is, tﬁe nnderlying sampling distribution ap-
pfoaches normality as the sample size becomas increasingly
larger. (9:288) Once invoked, this assumptior: would allow
the authors to treat the collected data as if it were nor-
mally distributed and to proceed with analyses that require
normality.

In an effort to substantiate the ideux of normality
and add power to the analyses, the authors wished to deter-
mine whether the sampyle data were in fact normally dis-
tributed. Basic to this determination was a pre-prepared
computer program entitled SIMFIT which was developed by
Lt. Colonel Carl L. Gordon. This program employs a curve
fitting tvchnique to provide the user with an indication of
the underlying distribution associazted with input data. (32:2)

The specific tool used in SINFIT is the Kolmogorov-
Smirnov One-sample test which is based on a "goodness of fit."
That is, input data are compared to some specified theoretical
distribution, in this case the normal distribution. The re-
sults of this comparison are used to test the hypothesis .hat

the data follows a normal distribution. Any failure to
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reject this hypothesis is viewed as acceptance and the input
data are considered to have passed the test of normality.

Application of the SIMFIT program revealed the fol-

s lowing:
| INPUT VARIABLES THAT PASSED THE T&£0T OF NORMALITY

Relationship of Militery and Civil Service
» Personnel :

Pay

Leave Policles

Retirement Flan

Promotions

Dress and Personal Appesrance

Periodic Performance Evaluations

Eligibility for Training

Eligibility for Duties Not Connected With

Your Primary Job Assignment

Procedures for Resolving Grievances

Use of Base Facilities-

Physical Fitness

INPUT VARIABLES-THAT DID NOT PASS THE TEST OF NORMALITY
Medical Benefits
Transfer Policies
Overtine
Since twelve of the fifteen variables tested were
demonstrably normal, the authors chose to empléy the Student's
t-test in all cases ratner than confuse the reader with dif-
ferent forms of analysis (i.e., the Student's t-test for
those varizbles which were demonstrably normal and some non-
parametric test for the three variables which were not nor-
. mally distributed). The authors assumed that this decision

would not appreciably affect the overall outcome of this

ressarch effort.
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APPENDIX D
QUESTIONNAIRE OVERLAY
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Please write or check the appropriate response in the

OFFICER OPINION SURVEY

SECTION 1

Biograpnical Information

space provided.

1.

* 1 . 31x

3 = Lh6xX
4 - 60XX
5 - 62XX

Present Grade:

o)
&
3]

Surrent Duty A

Age:

Years'! experience
within AFLC:
(Include present
and former assign-
ments )

2 = 101x/L02X /403X /LoUX/L09K

88
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S~ o o o
MmME W W

Te® Ve’ Ny’ Ve Nt

Lieutenant
Captain

Ma jor

Lt. Colonel
Colonel

¥
2ee Bolow

C o T o T S P T o T T
F w o

W N o

Lo B o - B

10

N N Vel N

L R N A .

LR R iRy S e

25 or unier
26 - 30
31 - 35

36 or over

Less than 1 year
1l to 3 years
4 to 8 years
More than 8 years

63XX
6UXX
65XX
66XX
00LX

e o e o

T -

RO
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A. How would you rank your relationships with civil

servants within the working environment?

- GooAd P: 63 St Loy Drive ] Bad
Harmonious _7 ¢ 6 : 5 : U4 ¢ 3 : _2: 1 Dissorant
Worthless 1: 2: 3 : h: 5: 6: .7 Valuable
Kind 1.: .6 : 5 2 J2 3. ¢ 2.2 -3  Croel
Unpleasant 1 : 2 : 3 : L4 : 5: 6: 7 Pleasant
Happy 7: 6: 5: h: 3: 2: 1 Sad
Feroclous 1 ¢ 2: 3 : L4 : 5: 6: 7 Peaceful
Tense 1 2: 3: bt 5: 6: 7 Relaxed
Nice 7: 6: S5: b 3¢ 2: 1 Awful
Honest 7: 6: 5: L s 3: 2: 1 Dishonest
Unfair 1: 2: 32 b 5: 6: 7 Fair
¥illing 7¢ 6: 53 b 3: 2: 1 Unwilling
Healthy 7¢: 6: 5 Ls 3: 2: 1 Sick

Loud l: 2: 3: b 5 6: 7 Soft
Agitated 1: 2: 3: 4 53 6: 7 Calm
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B. How would you rank each of the following areas of

the military personmnel system as compared to the same areas

provided by the civil service personnel system?

Pay
Favorable 7 : 6: 5 : h: 3: 2: 1 Unfavorabie
Leave Policies
Favorable 7 : 6 : 5 : L : 3 : 2: 1 Unfavorable
Medical Benefits
Favorable 7 : 6 : S5 L : 3 : 2: 1 TUnfavorable
Retirement Plan
Favorable 7 : 6: 5 : L ¢ 3¢ 23 1 Unfavorable
Promotions
Favorable 7 : 6 ¢ 5 ¢ L s 3: 2: 1 TUnfavorable
Transfer Policies
(Frequency of PSC MNoves)
Favorable 7 : 6 : 5 ¢ L4 ¢ 3¢ 2: 1 TUnfavorable

Favorable 7 : 6 ¢ S5 : lLbs 3 : 23 1 TUnfavorable

S BT PO P e

e
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Periodic Performence Evaluatrons

Favorable 7 : 6: 5 : W s 3: 2: 1

Eligibility for Training

Favorable 7 ¢ 6 ¢ S5 : L ¢ 3 ¢ 22 1

Eligibility for Duties Not Connected
with Your Frimary Job Assignment

Favorable 7 : 6 : 6 ¢ b s 3¢ 23 1

Procedures for Resolving Grievances

"Favorable 7 : 63 5¢ h: 3 2: 1
Overtime
Favorable 7 ¢ 6 : &5 L ¢ 3: 2 1
Use of Base Facilities
Favorable 7 : 6 : 6 : h: 3: 23 1
Physical Fitness
Favorable 7 ¢ 6 : 5 : L4+ 3: 2: 1

B

Unfavorable

Unfavorable

Unfavorable

Unfavorable

Unfavorable

'Unfavorable

Unfavorable
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APPENDIX E

STUDENT'S t-TEST
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Student's t-Test

§Igpology
n - the total number of observations in the sample

X4 - the score for each individual respondent. (izl,n)

1) For Eypothesis One, x; is tho mean score
of the semantic diiferential for each
respondent.

2) For Hypothesis Three, xj is each re-
spondent's rating of the specific differ-
ence in question.

Computstional Procedures

Mean '5i
X = i=1 x4 . '
—

Variance fi:
(xg-X)°2
2= 57 3
n-1

Computed t-value (t)

i -b-co

t;l‘l-l . g
“{;1 /'*n

Use »f the Comoubted t-valuse

The size of T (computed t-value), or the {
significence ratio necesssry to determine whether i
or not an obtained difference in means is larger

than could be expected by chance in terms of the

number of cases in the sample, is obtained from a

table of (theoretical) t values for various

degrees of frecdom. Degrees of frecdom are de-

termined by tho size of the sample involved and

indicate the value of t that should be used in 1
determining the significance of differences in
means. (19:299)

In this thesis, the term t-statistic will be used

93 |




synonymiously with the term computed i{-value to indicate the g
significance ratio calculated by the formula shown above. %
Also, the term "t-critical" will “e used synonymously with L
the term “theoretical t-value" to indicate the significance l .

ratio obtained from & table of values as outliined above.
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APPENDIX F
COMFUTER PROGRAM TO CALCULATE MFAN, VARIANCE
AND t-STATISTIC FOR HYPCTHESIS ONE




100
200
201
202
203
204
205

MILITARY AND CIVIL SERVANT REIATIONSHIP RESPONSE
e MATY PROGRAMs %399

coMMON 0BS,M,N

DIMENSION OBS(300,19)

Mx]l

N=291

DO 1 1=1,N

AEAD 100,(0BS(I,II).II=1,19)

CONTINUE

PRINT 200

CALL REIAT

CALL ADJECT

M=1

N=L2

FRINT 201

CALL RELAT

CALL ADJECT

M=}3

N=162

PRINT 202

CALL REILAT

CALL ADJECT

M=163

N=209

PRINT 203

CALL REILAT

CALL ADJECT

M=210

N=2L,6

PRINT 204

CALL RELAT

CALL ADJECT

1=2L 7

N=291

PRINT 205

CALL REILAT

CALL ADJZCT

FORMAT(F1.0,F2.0,17F1.0)

FORUAT(1H1,51K, 20E##+TOTAL OFFICER RESIONSE:s* )
FORMAT( 1H1,49%, 31t TOTAL LIEUTEIANT RESPONSE#&%)
FORMAT(1H1,51¢, 28H:=%TCTAL CAPTAIN RESPONSHssex )
FORMAT( 1E1,52¢, 26Ku#TOTAL KAJOR RESPONSEw#¢)
FORMAT(1E1,S51L, 27H:+%TOTLL LT COL RESPOINS D )
FOMMAT(1H1,51K, 2cii#*+*TOTAL COLONEL RES PONSEw#+ )
STOP

END

96

‘

ety e e




P e i S s o

301
302
303

97 .

*%%%CALCULATION OF THE MEAN,VARIANCE;AND T-STATISTICww
SURROUTINE RELAT ‘
COMMCN CES,lM,H
DIXZUWSICN OBS (300,19), 03:23iN(300)
*¥¥&THZ. MEAN CQLVUI.ATIO\:\—“'
RELSUI.=0.
DO 3] I’u,:\
0BSUM=0.
DO 2 1I=5,19
CBSUM=CRESUM+0BS(I,II)
OBMEAN(I)=0BSUi/15.
CONTINGE
CO {TILTE
DO 3 K=li,N
RELSUM=REISUN40BMEAN(K)
CONTINUZ
NSTRAT=N-1{41
REMEAN=RAL3UM/NSTRAT
PRINT 301,RENMEAL
##%%THE VARIANCE CALCULATIONx
VARSUI=0.
DO U L=,
VARS U =VARSUN+( (OBMEAN(L)-RENEAN )#3:2)
CONTIXUZ
VA? =VARSUM/(NSTRAT-1)
T"T 30? VAR
#%5THE T~STATISTIC CALCUILATICH#4%
TSTAT=(REMEAN-L.0)/(SCRT(VAR/NSTRAT))
FRINT 303,TS! '\T

FORM! T(le 5qx EAN=,F6.3)
TORMAT( 1H ,59f 5 VﬁR: ,F6.3)
¥ORMAT(1H 59,,IMT STAT=,F7.4////)
RETURN

END
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c *###BIPOJAR ADJECTIVE RESPONSES--MEAN, VARIANCE,
T-STATIS TIC--#¥¥%
SUBROUTINZE ADJECT
* 3 COMION OBS,M,N
DIMEXNSION 0BS(300,19)
PRINT LO1
: PRINT 402
NSTRAT=N-M}1
» DO 1 ISS, 19
c - ###THE MEAN CAICULATION®x
ADSUM=0,
DO 2 II=M,N
ADSUM=ADSUM$0BS(II,I)
2 CONTINUE -
ADMEAN=ADSUM/NSTRAT
c #%%THE VARIANCE CALCULATION®%#
VARSUM=0.,
D 3 K=M,V¥
VARSUM=VARSUM¢$( (OBS(K, I )-ADMEAN )%+2)
3 CONTINUE
VAR=VARSUM/(NSTRAT-.)
c #%#THE T-STATISTIC CALCULATION:*x
TSTAT=( ADMEAN-l.G)/(SORT(VAR/ESTRAT) )
NU¥=I-l
PRINT L 63,NUM, ADVMEAN, VAR, TSTAT
1 CONTINUE
401 FORMAT{1EO,49X,31HRESPONSES PER BIPOLAR ADJECTIVE///)
402 FORMAT(1H ,37X,1LHADIECTIVE PAIR,6X,LiMZAN,6X,
BHVARIANCE,6X,11HT-STATISTIC)
403 PFORMAT(L4UX,12,112X,F6,.3,6K,75.3,9X,F7.1t//)
RETURN
END

e
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APPENDIX G
RESPONSES FOR EACH 'STRATUM
PER BIPOLAR ADJECTIVE




TABLE

2 2e LA

&

Total Iieutenant Response Per Bipolar Adjective
Pair For Scction IIA of the Lutz/Apple Questionnaire

Adjsctive Pair Mean Variance { t-Statistic
Good - Bad 5.881 1.278 10.782
Harmonious - Dissonant 5.667 1.203 9.847
VWorthless - Veluable 5.4,05 1.613 7.170
Kind - Cruel 5.238 0.966 8.162
Unpleasant - Pleasant 5.7 1.233 10.003
Happy - Sad 5.262 1.418 6.869
Ferocious - Peaceful 5.286 0.990 8.376
Pense - Relaxed 4.976 1.877 lh.617
Nice - Awful 5.286 0.990 8.376
Honest - Dishonest S.1u3 2.223 L .968
Unfair - Fair 5.262 2.003 5.779
Willing - Unwilling 5.119 2.010 £.116
Healthy - Sick S.143 1.589 5.876
Loud - Soft L.21L 1.294 1.221
Agitated - Calm b.21h 2.319 0.912

The null hypothesis for all bipolar adjective pairs

shown above was:

-GD
.01
. 005

Hot U € 4.0
Significgnce Level

t-Critical*

1,68l
2.h2
2. 704

¥Source: CRC Standard Mathematical Tubles, p. 610,

Percentage Points, Student's t-Distrioution
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TABLE b

ke A s . A v

Total Captain Responrnse Per Bipolar Adjective Pair
Por Section IIA of the Tutz/Apple Questionnaire

e —

Adjective Pair Mean Variance t-Statistic
Good -~ Bad 6.150 0.918 24..575
Harmonious - Dissonant 5.858 1.165 18.863
Worthless - Valuable 5.642 1.307 15.727
Kind - Cruel 5.433 1.542 12,645
Unpleasant - Pleasant 5.775 1.537 15.683
Happy - Sad 5.358 1.677 11.490
Ferocious - Peaceful 5.325 1.549 11.662
Tense - Relaxed 5.275 2 536 9.139
Nice - Awful 5.517 1.23 14.900
Honest - Dishonest 5.517 2.286 10.755
Unfair - Fair 5.675 2.1z0 12.601
Willing -~ Unwilling 5.058 2.812 6.91
Healthy - Sick 5.475 1.798 12.051
Ioud - Soft 4.508 1.529 k.5u3
Agitated - Calm h.767 2.h32 .5.385

The null hypothesis for all bipolsr adjective pairs

shown avove was:

Ho:t U € L0

Significance Level

t-Critical*

1.658

2.358
2.617

¥source: CRC Standard Mathematical Tables, p. 610,

Percentage Points, Student's t-ulstribution

2 Sl et Bt R S ST bt Ziadel i L Ml B e

2o

okl

o M A B

e ey e g iy ey

—

. s
A g £



102

TABLE ¢

Total Major Response Per Bipolar Adjective Pair
For Section i7A of the ILutz/Apple Questionnaire

AdjJective Pair Kean | Variance | t-Statistic
Good - Bad 6.213 0.867 16.294
Harmonious - Dissonant 5.894 1.141 12.156
Worthless - Valuable 5.766 1.140 11.341
Kind - Cruel £.298 0.953 9.115
Unpleasant - Pleasant 5.723 1.552 9.483
Happy - Sad 5.362 1.062 9.059
Ferocious - Peaceful 5.340 0.838 10.038
Tenss - Relaxed S.uhLh7 1.687 7.636
Nice - Awful 5.532 1.080 10.104
Honest - Dishonest 6.170 0.170 17.663
Unfair - Fair 6.085 | 0.949 1.673
Willing - Unwilling 5.383 1.285 6.364
Healthy - Sick 5.702 1.388 9.906
Loud - Soft .26 1.728 2.219
Agitated - Calm 5.106 1.4ls 6.310

The null hypothesis for all bipclar adjective pairs
shown above was:

Hot M £ 4.0

Significance Level t-Critical”
' .05 1.684
.01 2.423
. 005 2.704

¥Source: CRC Standard Mathematical Tables, p. 610
Percentage Peints, Student's t-Dlstrioution
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TABLE d

Total Lt. Colonel Respornise Per Bipclar Adjective Pair
Fcr Section IIA of the Lutz/Apple Guestionnaire

Ad jective Pair Mean Variance | t-Statistic
Good - Bad 6.297 1.604 11.035
Harmonious - Dissonant | 5.892 1.600 9.100
Worthless - Valuable 6.027 0.660 13.293
Kind - Cruel 5.757 1.467 8.823
Unpleasant - Pleasant 6.162 0.973 13.333
Happy - Sad 5.676 1.725 7.760
Ferocious - Peaceful 5.973 0.860 12.938
Tense - Relaxed 5.459 2.64L 5.460
Nice - Awful 5.405 1.914 6.179
Honest - Diashonest © 5,703 2.048 7.237
Unfair - Pair ©6.243 1.023 13.494
Willing - Unwilling 5.622 1.906 7.140
Healthy - Sick S.784 2.174 7.359
Loud - Soft lt.703 2.326 2.803
Agitated - Calm 5.622 1.908 7.140

The null hypothesis for all bipolar adjective pairs

shown above was:

Significance
Level
.05
.01
. 005

Ho: L& L0
t-Critical®

1.697
2.457
2.750

*Source: CRC Standard Mathematical Tnbles, p. ©l0,

Percentage Points, Student's t-Distritution
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TABLE e

AR o Sy A T o

Total Colonel Response Per Bipolar Adjective Pair
For Section IIA of' the Lutz/Apple Questionnaire

=

zajective Pair Mean Variance | t-Statistic
Good - Bad 6.622 0.331 30.560
Harmonious - Dissonant 6.2u44 0.507 21. .4
Worthless - Valuable 6.289 0.710 18.221
Kind - Cruel S.667 1.136 10.488&
Unpleasant - Pleasant 6.333 G.727 18.354
Happy - Sad 5.822 0.786 13.789
Ferocious - Peaceful - 5.711 0.937 11.856
Tense - Relaxed 5.600 1.700 8.232
Nice - Awful £.889 0.6L6 15.759
Hoinlest - Pishonest 6.311 0.446 23.202
Unfair - Pair 6.4,00 0.609 20,629
Willing - Unwilling 6.089 1,265 12.461
Healthy - Sick 6.222 0.6813 16.532
Loud - Soft h.711 1.846 3.511
Agitated - Calm 5.600 1l.245 9.618

The null hypothesis for all bipolur adjective peirs

shown above was:

Hot ) € 4.0

Significancz Level

.05
.01
. 005

t-Critical*

1 68k
2.h23
2.704

¥Source: CRC Standard Mathematical Tables, p. 610,

Percentage Pcante, Student's t-Distribution
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APPENDIX H

COMPUTER PROGRAM TO CALCULATE MEAN, VARIANCE
AND t-STATISTICS FOR HYPOTHESIS TWO
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C RESPONSES TO THE DIFFERENCES IN THE TWO PERSONNEL SYSTEMS !
X ¥ MATN PROGRANM®S®% : |
COMMON OBS,M,YN,XK,DIFMHAN,DIFVAR, TSTAT !
E DINMNENSICY 08S(300,1k) d
Mel
N=291
DO 1 I=1,N
© READ 1C0,(0BS(I,II),II=1,1l)
% 1 COUTINUE
10 2 £=1,1L
rRINT 200,k
PRINT 201
=]
N=291
CALL STATS
PRINT 202,DIFMEAN,DIFVAR, TSTAT
M=l
N=h2
CALL STATS
PRINT 203,DIFIMEAN,DIFVAR,TSTAT
M=43
N=162
CALL STATS .
FRINE 204, DIFMEAYT,DIFVAR,T TAT
M=163
N=209
CALL 3S7TATS
PRINT ZOE,DIFEEAN,DIFVAR,TSTAT
M=210
N=2i46
CALL STATS
PRINT 206,DIFMEAN,DIFVAR,TSTAT
M=2L7
N=291
CALL STATS
FRINT 207,DIFMEAN,DIFVP”¢TSTAT
2 GONTIWUE
100 FORFAT(20X,14F1.0)

o < P kb e i

g 200 TOMAT{1E1,50K, 23Hxwr+DIFFERLICE WUMBER ,12, BF st )
201 FORMAT(37X,lLHRESPONSE GIOUP, 6, LHMEAN, 64, 8HVARTIANCE,
» 6)(,llf'iT-STATISTIC_//,/)

202 PORMAT<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>