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~~?h1s study ow th.d the relationship b.tes.n a~

I Air Pores Inforsatlon Officer ’s p 1 :.p ’lor. of ti~. inf4r.i .

tin career field, his Job, his prior aUitsry and civilian

I Journalistic experience, his ~~osti~*1 bs~~grow~d. and

his rank. The respondent. were 200 randonly el ct d Air
I Poree Inforustion Offtc•rs . TM.. thdividue1s answered a

I thirty4t nail questi~~~~ir. desi~~~d to elicit their

responses on a variety of questions d.s111 4 with their psr

I c.p’tiens of the Inforast ton career field and the ir owi Jobs

as Infoination Officers • P’*ctor ai*lysi. ue.a used to oats-
1 gorise the respondents on the basis of their agreanent at

[ disagrseaent with stailar statanents.
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data analysts sP ~ ~ ther, were th r Met i~o.

I t ive groupings of tn4tvt1Mls within the gro~~ ~ .itjd.d.

~~ categorized htajtt y pos it iv e , the ~~c end bt~h1y
U 

~~~ ~ tptir~ group usa l1ct.~ U ~~4IOtded.

I these tPuee groupings It usa indi cat.~ that prior .sp.r cnoi

in ~ c~~~*adcat t ona related fl•ld ~id not have ~~~~~ ~c *rir4

I on job perception.. Ltksviai. there usa no eupport for

th. contention that prior Air Pore. .zp.rt.nt La I

I tins.l career area (e.g.. pilot , navigator. .t~~.) aoul.d

I ha,, a negative influence on how an Infomation Offi cer

would view hi. job. Ta. third ares in ~~i ct~ a relation-

I ship uss studi .1 involved the rank of ¶1* individuals re-

I spending. Although th P~ypcm..i. of th. t~dy w a e  rejected,

the data clearly Indicated that tigh. r~rat* tng offl csrs

I (Major through General) had a .gch sore positiv, vies of

the Info ruati n ~ar..r fie ld and their ow jobs than 414
- I Lieutenants and Captaine.
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I AIR PORCE Ifl?OPJtATION

PIRC!PTIONS 0? ?)~~IR JOBS

I
CHAPTER I

IW?RO~~CTIOtI

Although soot current discussion of worter’ s att i-

I tudee and p rcept ions focus specifically on j ob dissat is-.

faction and ire peppered with such t. ra. as the blue collar

I blues and the 4.hiaanisatlon of wort • far greater interest

~ 5 recently centere d on the less vogui sh concept of job
I satisfaction . R.s.arcpt concer ned explicitly wi th this subject

I dates back to 1935 wi th Robert Hoppock ’s book , lob ~atii~ae-

~~~~ That it centinti.s at a stsadj rate in evi denced by a

I recent lit•rsture Search conducted by the Aaerics n Psychologi-

I cal Association WLLCh revealed over 550 reporti’ concerning

thi s topic were publish.d between 1967 and 1972. According

to Zdwsrd Locke. 3.350 articles, books, and diss.rtationa

have been published on the topic to date.

I
1V. S. Depsrtaent of Labor . Job 3at~ sf a.ç~iQn. j .~I . Manpower R.ssarch $onograph .~ c .  30 (Was h~ngtor~,. .- .  . . ovenasnt Printing Offi ce , 197k), pp. 1-2.

1
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I The apparent absence of any marked trends in this

research may seem to indicate that job dissatisfaction is

I not a problem for any particular group of individuals.2

I 
On the contrary , it may be indicating a multiplicity of
trends, problems and possibilities, not presently being

I studied. One such possibility is the linking of various

demographic variables to the study of job satisfaction and

I not focusing on the larger, more elusive national trends.

I 
This may be done by analyzing an individual’s perception of

his job and his role in that particular job.

I Self perception, an individual’s ability to respond

differentially to his own behavior and its controlling

I variables , is a product of social interaction.3 Some re—

I 
searchers in social psychology are now presenting self per-

ception as a theoretical alternative approach to some of the

I data that previously had been explained by dissonance theory.

This alternative theory can be useful in helping to account

I for observed functional relations between current stimuli and

2The lack of national trends may be found in examina-
tion of seven national surveys of workers conducted since
1958 by three organizations i The National Opinion Research

I Center and the Survey Research Centers of the Universities
of Michigan and California. This survey data can be supple-
mented to a limited extent from eight national Gallup polls
from 1963 to 1973.

3I~ryl Bern, “Self Perception s An Alternative Inter-

I pretation of Cognitive Dissonance Phenomena,” The Study of
~~titude Chan&e, eds . Richard V. Wagner and John J. Sherwood
(Belmonts Brooks/Cole Publishing Company, 1969), pp. 88-89.

I
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I
I
I responses in terse of t~e past trsi!.~ng history of the

individual. This approach has most ott.n been called

I “radical behavioriem.”~ S.veral studies have sho~~ tha t ‘to

the extent that internal st imul i ire not cont rolling. an

I individual ’s attitude statements nay be v iewed as inference.

from observations of his o~~ overt behavior and its accom-

panying st imulus variables.

I A recurrent controve rsy within the United States

Air Force hae involved the question of wh ethe r or not the

I Inforsation Officer is an important member of the C~~~ands re

1 staff and to a greater extent . is the Information progrem

important to the Air Force? This problem s similar in

1 scope and issu e to the problem of whether or no’, j our nalists

are true professionals. Wilbur Schra sees the st~~bling

1 block in the latter case in the fact that the journalist Is

I only an empl oyee and the fina l authority rests not with the

journalist but their employer. 5 The Information Off ice- is

1 in a similar predicament in that they too an, only employs...

J. Edward Gerald sees the key problem as the fact that

I “journalists” lack an image of th emselves as persons of Ia-

i portance.6 This too . may be related directly to Information

4lbid.1 5wilbur Schra~~ , Res~ on~~b1litv in Mats C~~~unication
(New York i Harper Publishing Company, 195?,~~ p. 344.

I ~~ward Gerald , Tt le Soc iftl Easvonajbilitv q ~he
Prey (Minne apolisi Univer sity of Minnesota Press , 1964) ,

I p. 8.

i t i~ I
-~~~~~~~~~~~~~~~~~
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I
I Officers. Accordingly . the purpo . of this stud y to ex-

amin. how Information Officers v iew their camr fI.]~ s

I and their jobs.

I
I
I
1

I
I
1

- I
I
I
I
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I CHAFrU II

STATD1~~~ 0? THI PROBL~ I

i The Air Force Information program ems established

to inc rease the degre. of understanding and knowledge the

I American public possesses concerni ng the Air Force miss ion

and require ments.’7 This overall objective serves as a guide
II to Air Force Information Officers in the performance of their

i jobs. For many years however, the tendency has been to
U assign this job to lower ranking officers within the staff

I 
with little or no regard to previous experience or knowlsdge.6

Officers who are assigned to Information jobs usually

I find themselve s in a lowly regarded career field . Lieutenant

I General Floyd Parts, himself a former Information Officer ,
- and later the Chief of Army Information, testified before

I Congressional hearings in 1956 , “A public information career

I 7U.S. Depar~~ent of the Air Force , Infpr~atioz~Policiep and Procedures , Air Force Manual 190-4 (Washington ,

I D.C. s U.S. Government Printing Office , May 8, 1969), p.]..

8Barney Oldfteld , Nipyer A ~~~~~~~ An&er (New Tort s

I Duell Sloan and Pearce , 1956), p. 3.

1 5

I
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I in any of the services is a dead end st reet . ...  The (In..
formation Officer . ) feel tha t the ir serv ices reta rded thei r

I careers , prevented or delayed promotions and seldom gained

I recognition for a job well done .” '9

The Air Force needs to retai n high quality Infer-

I mation Officers in order’ to conduct an eff ect lv . and dynamic
information program. Ass~~ing that Air Forc e public re-

I lations (information ) progr ams and in particular, Infor -
mation Officers , are held in low esteem , then this research

1 should help deter mine if the perceptions help by Info rmation

I Officers as the validity and importance of their jobs can
be related to the background of the officer. More sped-

I 1ically , it shoul d indicate if there is a relations hip be-

I tween rank , prior military experience , age and educational
background and how an Air Force Info rm ation Officer views
his job .

If the histo rical precedence of low esteem is valid,

I the demographic factors of age and rank should bear thi s

I relationship out , i . e .,  the olde r and higher ranking personnel

should ten d to have a less positive view of their job as an

I Information Officer and its importance. Similarly , an

I 9U.S. Congress, House Co~~ittee on Government Opera-
tions , Aya 4lab4itv 2~ In orm ation from Gov~x~~ent -mints and A~enc~ea, 84th eongrese, 2nd Session , Jun e , 0I and 12, 195 . art 5C, Department of Defense (Wash in~tcn ,I D . C. s  U.S. Government Pri nting Office , 1956), p. 107

I
I

I
~~~~~~~

. ~~~~: ~~~~~~~~~~~~~~~~~~~ ____-
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~“~~onal jobs (jilot . operations

• .~ ~hou1d ~~~~ ~~~ . vs a s i  ~aosttivs view of his
job ~I’~ce the main mission of the Air Force Is flying.

• However, an officer with a b.ckgrowid in any cc unication
I are a (e.g. , journaliem, public relations , advertisi ng, or

I radio and television ) shoul d have a far greater understand-

ing of the job and therefore have a more positive attitude

1 toward that job.

For clarification purposes the following definitions
I ar. being useds

1 1. Information Officer - Any person holding Air

Force specialty code 7921, 7924 or 7916 and currently ser ving

I as an Infurmation Officer at any level.

2. Operat ional Air Force jobs - Pilot , and all job.I directl y relat ing to operations , logistics and intelligence.

1 3. Coimnunications backgroun d - One or more years
of college level j ournaliem courses to include advertising,

I cosimiunication, radio and television , or public relat ions or

one or more years of pra ctical experience in radio, televi..

I sian , print media to include magazines, newspapers or

I publi c relations .

4. Perception - the mental image or an awareness

I to an envirornent.1°

‘°Webiter’s ~f.w International Dictionarv, 3rd ed.
(1964) , s.v. percept ion.

I
~~~ ‘‘ .~~~~~~~~~~~ ‘‘ - ~~‘ ~~~~~~~~~ —. ~~~~ ~~~~~~~~~~~~~~

~~~~~~~~
~~~~ 
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I Self perception is most c~~~on1y com pris ed of verbal
statements that are self descript ive . The study of self

I perception is important when all these perceptions of an

I 
individual are put together into one organized conception
of self , then this achievement is accomp anied by feelings

I of comfort and freedom from tension , which are experienced
as “psychological adjustment .”11 The relationship between

I thi s adjustment and self perception could have some effect

i upon behavior in certain circumstances. Pros this point of
I view, it is then necessary to study self perception to

I deter mine if there are any corre lations between the feelings
toward a particular job and self perception, and if so, whatI relationship they have with each other, if any . In doing

1 so I hope to establish some foundat~.ons for thi s researc h
I project and others.

I Study in the area of self perception leads one to
several are as of related studies and research. These studi es ’

I are categori sed such headings as dissonance theory, credi-

I bility , cognitive dissonance , congruity, conformity and
others . These areas provide a wealth of information and

I background for further research into self perception.
A study conducted by Fest inger and Carl smith in 1959I
12John Brownfain , “ Stability of the Self Concept asDimension of Personality , ” Jou~~~1 of Abno rmal and SocialPey~cholorv, Vol 47 (1952), p. 597.

I I
I

-
- 

, , — 
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I on forced compliance deals with the problem of dissonance.32

In thi s experiment an indivi dual was induced to engage In

I some behav ior that would imply his endo rsements of a per-

I ticujar set of beliefs or values . Following this behavior ,
his actua l attitudes were assessed to see if it was a fwto-

I tion of the behavior in which he had ju st engaged or the
manipulated stimulu s conditions . For years , thi s particular

I study has been analyzed and studied from a dissonance point
of view. Now , the results of this study and othe rs lik e it,

I are being viewed in terms of intra-personal self perception

I 
rather than dissonance.

This re-analysis is not being done withou t some

I criticism. The goal of those using self perception analys is
is to account for the observed relations between current

I stimui f and responses in terms of an individual’ s past train--

I ing history and a small number of basic functional relations
discovered in the experimental analysis of simpler behavio rs .13

I In contrast, the dissonance theorists clearly prefer the
deductive nature of their theory and derogate the “weakness

I ~~L. Pestinger and 3. W . Carl amith , “Cognitive• C onsequences of Force d Compliance , ” Jou rr ~~ of Abnormal and

I 
S~cial Psychology, Vol. 58 (1959) , p. 205.

1
~
3Sherwood, Wagner, The Study of Attitude Chan~.,

i 
p. 90.

- - - - -
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of an empirical gsnersliiation as compared to the ir tnW
theo retical explanation . The cr itici sm also is that this

I analysis will not ventur, a specific prediction without

knowing the complete reinforcement history of the organi sm.
I D.spite this criticism of the self perception per-

I spective , thi s researc h can and will help formulate the
research questions in this study. Studies in the field of
credibility, congruity and conformity. as well as dissonance
will also help provide th e necessa ry b.ckgroumd in the1 the oretical aspects of th is topi c so that intelli gent and

I accurate observati one and synthesis can be made • For pur-
poses of this specific research , the self perception analysis

I will help mak e explicit the kinds of knowledge about the
past and present controlli ng variables that will enable more1 accurate predictions .

I The hypotheses formulated for this study ares

1. An Air Force Information Officer with a degree

I in journalis m or a related field or at least one year of
practical experience in radio, television, newspapers ,

I advertising or publ ic relations will have a more positive

• 
I 

attitude toward the Information career field and his job
as an Information Officer than will an Information Officer

I with no background in communication.

~ I 
lieD. H. Lawrence and L. Festinger, Qet~rrents 

~~~gR.i~forcemant (Stanford s Stanfo rd University Press, 1962J,

I p. 7.

- 

~~~ I
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I 2. An Air Force Information Officer wi th a back-
ground in operations wiU have a less positive attitude

I toward the Info rmation career field and Pits ,~ob than will
an Info rmation Off icer with no prior military experience .I 3. £ highe r ranking Information Offloer (Kaj or

I 
through Gene ral ) will ha ve a less positi ve att itud• toward
the Information career field and his job than a lower ra nk—

I ing (Lieutenant and Captain ) Info rmation Officer.
By using this self perception the ory” as a basis

I for my res•arch I believ, that the observ ed functional

1 relations between the current st imuli (the Information
Officer ’s present job ) and the responses in ter ms of the

I individual ’ a backgro und may be explained.

1
I
I
I
I
I

- I .
I

: 
—~~~~~~~ ~~~~~~~~~~~~~~~ -

— 
~~‘~~v



I
I
I
I
1 CHAPTER III

I METHODOLOGY

I Two requirements are fundamen tal for research in

the field of cc unicat ions. ~~e is knowing th. probl em

I that Is to be solved and the othe r is identify ing the ob-

jectives and methods of the research to be conducted.35

I The first chapter was designed to meet the fir st require-

I sent . The secon d requir ement is the focus of the present

chapter.

1 Research design normally falls into three broad

groupi ngs, accord ing to Claire Selltis, ct a l ,  in their

I book Research M thods in Social Relations. The groupings

I are form ulative (exploratory ) studies , descri ptive studies .

and experimental studies (those testin g causal hypotheses )

I Accordin gly , thi s study is a descri pt ive study or survey,

I which is defined as portrayi ng accurately the characteristi cs

of a particular indivi dual , situation , or group .~~ The

J. Robin son , Public Relations snd_Surve~Research (New York. Meredi th corp ., l96~ ), p. .~~~~~

I 16Claire Salitis, Marie Jahoda, Morton ~~utsoh, and
V Stuart W • Cook , Research ~hoga in Soci4 ~~~at ion (New

York . Molt, Rinehart and Winston, Inc. , 1966), p. 50.

~:, 3
~
7Ibid

I
_~~~~
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I sta tement of objectiv e . which is th. first half of the

second requiremant. was for this research study to *ss.se

I certain cha racteri stics (att itudes ) of a ,lacted j re-4 of

Air Porce Information Officers . The prtzsary inte rest of
I the research was to determine if the Air ?orce lnforms t I on

I Officers had a positive attitud e toward the Infor mation

career fields sri their o~~ jobs as Information Officer , .

I The establis heent of definitions is one of the most critical

needs in an explana tion of aetPiod olo~~. Definitions are
I needed in order for the researcher and others to know cx-

actly what has been done in collecting . analysing and inter-

preting the data . A definition of survey research would

I seem to be the first step in .sta~lishing the procedures t~

1 
be utilized. Professor ?red Ker lingar in hi. bock . ?ow% da-

I -t iona of Behavioral Research, defines it this way.

I Survey research isthat branch of social
I scientific investigation that studies large

and email populations (or universes) by
• selecting and studying samples chosen frc the
I population to discover relative incidence ,

distribution and interre lations of sociological

I 
and psychological variables.

Kerl inger further explains sample surveys as a “focus on

I people , the vital facts of people and their beliefs, opin-

ions , attitudes , motivation and beha vior. ” This particular

I - 

l8~~we.,. J. Robinson , wiic tion Public la-
tions (Col* bias, Ohio. Mer ril~~~~oks !nc., !~~6) . p.

1 ~~~~~ N. Kerlinger, Poundationa of Behavioral
~~ua~~h (New York. Molt, Rinehart and Winston, Inc., 1966),

I T~9~~394.

~ 
, 1
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I sample ~ ‘~ r Iv y  was h atted to the psychological varIabl

of opinion.. and attitudes. The term “opinion” is used as

I $ mire verb alization of an attitudi.2° Att itud e will be

din ned as an organized predisposition to thit*. feel.
I perceive and behave toward a cognitive ob3.ct .11

I Prcm the qu.stiaiv~air. portion ~~~
‘ this ~‘urv.y re-

search , opinions wore obtained and frem thc~~~~~c opiMons.

I attit udes of the sub jects survey.d. including fsvorsblsnsss

and intensity, were inferred. Three bisic s.maptlons wsr-a

1 held as true for purposes of this research. These ssstmp-

J tions wires

1. Attitudes ar e aessureable and vary along a

I linear continut .~~

1 
2. The attitudes of a selected group of Air Pore .

I Information Officers could be measured by a

I 
questionnaire properly designed for that

purpose.

1 3. The opinions expressed by the respondents were
truly reflective of their attitudes.2)

~~L. L. Thurstone, Tfl~ Ma~ aaemaIi%~~of Va lues (Chicago .

I Univers ity of Chicago Press , 1959) .  p .  126.
21Kerlin ger , B havioral Resear ch, p. ~95.

I 22j~~ itunnally, T.~-tp ~r4Nsa~iarip.~t~ (New Tort s
McGraw-Hill , 1959) • p. 301.

I 23?hurstone , Manat.men~t of Yslual, p.

L ~~~~~~~
_______
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I The population of thi s ~~~dy consisted of 650 Air
?orc e Officer. . who were currently serving .~ I~(ormation

I Officers. A 2 a 3 factorial design was used to gra phical ly

port ray the breakdo~~ of ‘hi various groupings within the
I sample.

I Prior c~~~w%icat1on No prior c~~~untcstIon
I experience experience

rnsjor through Colonel
I Rank _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

I Lieutenant and Captain

I 36-Above

I Age 28 — 35

I 21 — 27

I Prior Operational Career Area

military

I experience Ot her Career Areas

No Other Career Area

I This allowed for the proper classification of responses once

they were returned and also allowed for the testing of

I correlations between specifi c groups .

The next step in the procedure involved the deter-
I mination of a sample population to be surveyed . S plIng

—
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I is one of the preferred methods of learn ing opinions and

attitudes of a large universe. In Research Methods in

I Zoctal Relation.~~ the authors state.

I tt is rarely necessary to study all the
people of a community in order to provide
an accurate and reliat~1e description of the

I 
attitudes . . .  of its mer~ters . Kore of ten
than not a sample of me population to be
studied is sufficient .

I They do stipulate however that the sample must be designed

in such a way that it will  represent the population which

1 is the objec t of the study .2
~’

Backstrcs and Hurech report that unless a survey

fulfills two requirem ents, i’ should not even be conducted.

I One requ ire~ient is that the sample “must include people who

together are represanta~ive of the community (population).”

I The second requirement states” ... the sample must be ade-
quat. in size so estimates about the characteristics of the

I (population) ... can be made with reasonable precision .25

I The requirements for aeeting the size and repreeentativenesB

are interrelated. Sample site will vary with the desired

I degree of accuracy and precision will depend upon sample

size.

I In studying this particular group of individuals

(All Air Force Information Officers), it was asstm~ed that

2k
~.iiti~ et al., Research Methods in SocialI Relations. p. 51.

25Charles Backstrom and Gerald D. Mursch• SurveyI Re~eq~rch (Evanston, Ill.. Northwestern University Press,
1963), p. 25.

~~~~ 

_ _  
_ _ _ _ _ _ _  _ _ _ _  
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I they were a relatively homogeneous group. Their 4ob posi-

tions and military backgrounds allowed this conclusion.

I This, too, related to sample size. It takes fewer people

to produce a good sample derived from a fairly homogeneous

population than it does to get a good sample of a hetero-.

geneous sample .26 Also , since a random sample was used, a

smaller group or sample could be used without sacrificing

I accuracy.

Accuracy and precision were the most importan t itsus

considere d when drawing the sample. According to Backst rom

I and Hurs ch, any researcher must stipulate in advance what

degree of precision (confidence) is needed and the amount of

I error that can be tolerated in a survey . Both precision a~ d

I tolerated error depend upon the intended use of the obtained

data. Rather, precision can be termed adequate if an in-

ference can be made to the population from the results of

the survey. This is due to the fact that any sampling of a

I population allows only an estimate, not a true determination

I 
of the object being studied. The difference between the

sample estimate and the tru e characteristic that would have

I been found if the entire population ~~s surveyed is called

sampling error. Professor H. H. Remnmere in his book,

I Introduction to Ooinjon and Attitude Measurement, describes

sampling error as a statistical method for evaluating errors

26I~~d., p. 26.

I 
_ _ _ _ _ _  _ _ _ _ _ _ _
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I due to sampling or chance f]uctuationo. He goes on to

state that an investigator first must set up a hypothetical

I percentage value he feels is a true percentage of the popu—

I 
lation character.27

For this study , it will be assumed that if all the

I Information Officers had been surveyed. 85 per cent of them

world posses a favorable attitude toward their job and the

I information career field while 15 per cent would have un-

I favorable attitudes. Having established this hypothetical

percentage value it was then possible to compute the required

I sample site.

The formula used for the computation of the sample

I size wass

N = (p) (q) (~~~ )2

• where N represents the required sample size, p and q are

I the hypothetical percentage values; k is the n~~ber of

standard errors in the sampling distribution (also known as

I standard deviation), and % is the tolerated error.

If the tolerated error selected is + 5% at a .95
I degree of confidence (1.96 standard deviation), the sample

I size would be calculated as follows.

1.96 2
N = (.85) (.15) C .O 5) = (.1275) (1536.6) = 195

which was within the size of the population. This n~~ber

was then rounded up to 216 , which is one third of the

i 27H H, Remmers, Introduction to Ovin~on ~nd Attitude
Measurement (New York. Harper and Brothers, 1954), p. 38.

I 
_________________________ _ _ _ _ _ _ _ _ _ _ _
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I population. Therefore, within the parameters of this

formula, it can be assured with 95 per cent of confidence

I that the results from the sample of 216 Information Officers

would not deviate, as a result of sampling error and varia—

I tion, more than +5 percentage points from the true percent-

I age of the population ’s attitude. This degree of confidence

arid tolerated error were considered sufficiently adequate

1 for the purpos es of this study.

By computing the sample size by this mathematical
1 form ula , it was determined that within specified limits, the

1 responses of the 216 individuals surveyed were distributed

so as to automatically reflect the aggregate att itudes of the

I specified population and would allow inferences to made to

I 

that characteristic.

After the tolerated error, degree of confidence and

I sample size had been determined , the next procedure was the

actual selection of the sample subjects. One of the most

I reliable and accepted methods of assuring chance selection

I is random sampling. Robinson defines a random sample as

selecting “in such a fashion that each element , or observa—

I tiori has either an equal or specifiable opportunity to be

selected.” He says that if a sample is drawn by a random

I method then generalizations can be made about the population

in total.28 Professor Kerlinger supports this position by

28Robineon , Communication and Public Relations, p. 159.

I
~i~

_ 
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1 stating.

When a sample of a population has been drawn
• at random, it is possible to make statements
I about the characteristics or other relations

between characteristics in the population.

I But he warns that such statements are never certain. State—

ments of this kind are of a probablistic nature.29 It was
I decided to use this random method of selecting samples since

I random samples are valid representations of the population

and are also unbiased.

I A stratified random selection of the population by

rank was accomplished by using an alphabetical roster of

I all Information Officers arranged by rank. This list was

I then broken down into cells, with three individuals in each

cell. Then by random selection of a number from one to

1 three , I was able to determine which individual I would d

I chose from each cell. By taking one individual from each

cell I was able to sample one third of the population. A

I new starting point was chosen for each rank grouping.

After the subjects were selected the next procedure

I was the developnent of an instrument that could be used to

obtain opinions and later measure attitudes of the subjects

I toward their jobs and the Information program. A mail

I questionnaire was used for a number of reasons. Jahoda, et

al., list several advantages to t~e questionnaire. They cite

i l l  
_ _ _ _ _ _

29Kerlinger, Behavioral Research, p. 60.
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I it is less expensive; the skills required to administer it

are rather neglibible; it can be administered simultaneously;

1 because of its standardized wording, order of questions and

method of recording responses, uniformity is insured; and

it places less pressure on the subject for immediate

I response.3° Other considerations given to the mail ques-

tionnaire included its ease of distribution , its practicality

I and the time that would have been involved using any other

I method.

The questionnaires were all mailed together. The

I first mailing included a cover letter personally signed by

me , explaining the purpose of the survey and a statement

I that it nad been approved by all the proper authorities

I 
within the Air Force. It also assured the respondents that

their replies would be held in complete confidence and

I solicited their prompt response. This first mailing also

included the questionnaire and an addressed return envelopee

I The questionnaire was coded so as to allow for determination

I of who had and had not responded, for purposes of follow up

mailings. A follow up letter was sent after a three-week

I interval to all those who had not responded.

By the use of direct questions in the questionnaire

I it was possible to classify sample subjects into three groups;

those with favorable attitudes, those with unfavorable

30Marie Jahoda, Korton Deutsch and Stuart W. Cook,

1 Research Meth pdaL in Social Belation. - ~‘art O;~~ Basic~ PrQ-cedure s (New ?ork: Dryden Press , 1952 ), p. 156.
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I attitudes, arid those who were doubtful or undecided about

their attitudes toward the subject of the Information career

I field and their own jobs in Information. It was also possible

that the consensus of the sample subjects could be classified

into one of the three groups thereby indicating an overall

I attitude toward the Information career field and the job as

an Information Officer.

I The questionnaire created for this survey consisted

I of two parts (see Appendix A). The first was designed to

obtain demographic facts. Ten demographic questions were

I used to determine the respondents age , rank, educational

background. prior military experience, commission source and

I current level of assignment.

I 
The second part of the questionnaire consisted of 31~

questions. The first 30 opinion-type questions were of a

I structured nature. That is, the respondent was permitted to

respond with only fixed alternatives. The last question of

I the second part was an open-ended type which allowed the

I 
respondent to provide a free response or additional comment

about the Air Force Information program or career field, as

I well as their own jobs.

It was the first 30 questions of the second part.

I however, that dealt directly with the respondent ’ s attitudes

relative to the area being studied. The major problem en-

LI countered was insuring that the questions developed would

‘ - I
I 

—~~~~— 
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I elicit appropriate attitudinal inclinations and allow measure-

ment of the direction and intensity of those attitudes. One

I variation of the structured type question which would allow

I this is the rating scale. In a rating scale, the subject

is presented a statement and is asked to indicate to what

I extent the word, phrase or statement is descriptive of his

beliefs. This study incorporated a Likert-type rating ‘scale

I which allowed for attitudes to be scaled as to the degree

I of agreement or disagreement.31 A five-point rating scale

was used because such scales allow for intensity of attitude

I expressi9n, resulting in greater variance, and it also allowed

for the consideration of the findings in view of the pro—

I posed hypotheses.32 Although the variance of Likert-type

I rating scales seems to contain some response-set variance,

summated rating scales are convenient to use, and they can

I provide significantly varied responses which are amenable to

scoring and analysis. As Kerliriger points out, “Of the three

I types of scales, this scale seems to be the most useful in

‘ 
behavioral research. It is easier to develop and yields

about the same results as the more laboriously constructed,

1 equal appearing interval scale . ”33 Some researchers have

i 31Phili p F~nmert ar id Willia m D. Brooks, Metho ds of
I Rç~earch in C2u~ unication (Boston . Houghton Mifflin Company,

1970), pp. 199-zoO.

I 32Kerlinger, Behavioral Research, p. 1196.
33Ibid., p. 1e99.

— 
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I noted the problem of vagueness and clarity when using this

Likert-type rating scale. I believe that these problems

I were overcome by the commonality of the respondents. An

I 

open-ended question was included, however, to enable better

estimates of the respondents true opinions and also to help

I detect any relationship not hypothesized in this study.

By adding an open-ended question, one of the disadvantages

1 of this type of questionnaire--that of a lack of depth and

i probing--was at least partially overco me . A combinat ion of
I the summated rating scale and the open-ended item seemed best

I suited for this study.

Overall, the variables cited in the study can be

1 tested with the methodology stated. The major concerns were

I in the construction and administration of the questionnaire

to insure its validity and reliability. A trial questionnaire

I was used with a small group of Information Officers prior to

the actual survey to help insure that the questionna ire was

I a valid and reliable one. This was followed by an interview

I with each ‘of the three sample respondents to ascertain their

perception of the questions and the wording of the statements.

I The analysis of the data gathered is an important

factor in any research. It is necessary to break down the

I technical jargon and statistical languages of the raw form

I into understandable and interpretable form f or study and

testing. The term analysis is then defined as the categorizing

I
I 

—-~~~-~~~~~~ —~~~-- --~~~.-~~~~~
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I ordering, manipulating and summarizing of data to obtain

answers to research questions.

I Kerlinger points out tha t the first step in any

I analysis is categorization.35 This, in effect , means we

must assign the set objects to partitions and subpartitions.

I This was done by breaking down the universe into Information

Officers with a communication background and those without

I this background. They were further divided into subparti-

I tions of age, military rank, and prior military experience

in career fields other than information. Use of these

I partitions helped in meeting the demands of the research

questions and therefore yielded adequate and workable data

I for analysis.

I 
The next step was the selection of the type of statisti-

cal analysis to be used. To analyze the information obtained,

I a procedure was needed that not only measured the correlation

between groupings, but also would help determine if there

I were certain basic factors to distinguish the subjects.

I 
Factor analysis is one way to array the data in a form which,

compared to the majority of other methods, makes the groupings

I readily and easily determinable.

Thus, the data gathered contained several indicators

I of how each respondent viewed his job. None gave a perfect

I 
indication, of course, and th~t can be attributed to many

~
4rbid., p. 134. 35Ibid. , p. 137.

ii ,, 
I
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I factors, such as questionnaire design, respondent bias and

others. However, a combination of these items correlat.d

I highly -with certain others and it was this combination and

the value assigned to it that provided a basis for jud~nent

I based on the responses given to the questions. Other factors

I that entered in included the demographic factors of age.

rank and prior backgrounds of the individuals responding.

I With the factor analysis and the other factors mentioned it

was possible to determine the meaning of the factor loadings

I that were assigned to the output, this gave a predominant

1 pattern of the variables I was attempting to measure, with a

minimum of further testing.

I This method was the best for this particular research

for three reasonss (1) It combined many tests int o one over-

I all test • Rather than having to manually compare correlations

I for relationships or run further computer analysis of this

data, factor analysis carried out this step. (2) It is -a

method whereby the data received could be interpreted. With

a minimum of effort, clusters of variables were found and

I it could also be determined whether or not a given variable

i was or was not loaded on a particular factor. (3)  The

factors can be broken down into as many groups as necessary

I to cover all possibilities; rather than leaving some variables

as questionable, it will factor them into separate groups for

I analysis purposes.

I
, ,
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I Thus , the “Quanal” program of the University of

Oklahoma Computer Center was selected for the above stated

I reasons. With a minimum of adjustment to the operating

i procedure to accomodate the data a complete analysis or the

information was received.

I
I
I
I
1
I
I
I
I
I
I

i
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I CHAPTER IV

FINDINGS

‘ 
Following the return of the quutionnaire. the raw

data gathered was subjected to analysis. Information was

I gathered on how each tndividual answered the questions and

how the answers compared to the answers of the other re-

I spondents. In all 200 individuals were used in the f’nal data

I analysis. Table 1 shows how the 216 individuals in the

universe responded to the survey.

TABLE 1

FINAL RETURN AIIALYSIS

I fjQ~ Per cent

Questionnaires returned byI deadline 200 92.6

Questionnaires returned too

I late to be included in
analyais 3 1.3

I Respondents refusing to answer 3 1.3

Questionnaires returned by Post

I Office for unknown address or
addressee 4 2.0
Questionnaires not returnsd 2.8

Total a16 100.0

28 

- 

-

~ 
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I Th, complete demographic analysis of the 200 indIviduals

respondi ng can be found in Appendiz B.

I To b interpretable , a test must be reliable . To

I test the reliability of the •tatssen’~~iaed in this study the

responses to all statements were factor analyzed across all

I 200 respondents. This provided a clustering of statements

on the basis of similarities and diffe renc e in the way the

I subjects responded to them . Th. results of this ana lysis

are shown in Table 2. As can be seen by the results of th is
I test 8L~% of th. total variance was accounted for by a single

I factor, indicating that sub jects had interpreted the questions

in a very similar manner with little confusion of meaning

I between respondents.

I TABLE 2

FACTOR ANALYSIS 0? QUESTIOIINAIRI

I
I Factor Percentage of Varianc. C*mulativ. Percentage

I l 84.0 84.0
2 1.? 85.9
:3 1.1, 87.

1 1.3 88.
1.2 89.8
1.1 91.0

7 1.0 91.9

I 8 .8 92.8
9 .7

10 .7 y~.1

I ll .6 94.7
12 .6 95.
13 .5 95.

I
I.’ 

I

1~ ~~~~~~~~~~~~~ -j. — . .-..- .——~-—~~ — — -~~ — —

I A.. - 

- ~~~~~~~~~



I
1 30

Factor Percentage of Variance Cumulative Percentage

14 .4 96.3
1,5 .4 96.7

1 16 .4 97.1
U 17 .3 97.4

18 .3 97.7
19 .3  98.0

1 20 .3 98.
21 .3 98.
22 .3 98.8

I 23 .2 99.1
U 24 .2 99.3

2 .2 99.5

I 
20 .2 99.6
27 .1 99.7
28 .1 99.9
29 .1 100.0

I 30 .0 100.0

1 In order to determine now subjects clustered on the basis

of the attitudes revealed by their responses to the statements

a Q-analysis was run. Here subjects are clustered across

statements on the basis of their similarities and differences

of attitudes held.

I Briefly the 200 respondents split into three factors

I or groups . The di fferences between the first and the third

groups are quite distinct while the second group seems to be

the hardest to define as it shares some of the dominant

characteristics of both groups.

I The first group was the largest with 136 individuals.

These individuals show the moat positive attitude toward

their job and the Information career field. The third group ,

I .

~
j ,. 

I 
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I in contrast. (N = 42) were not as satisfied or happy with

their own particular jobs and did not feel the Ir~format ion

I career field was as important. The individuals in the

I 
second group (N = 22) were mixed in their reactions. Al-

though they felt the job was interesting and challenging

I they were not happy or satisfied with their jobs.

The following discussion will attempt to show and

1 clarify the evidence supporting this brief summary and hope-

I 
fully will provide further insights into the responses of

the individuals participating in the study.

I &&.vsis of Values

The first group is characterized by a predominant

positive response to statements indicating a high regard for

the Information career field and the job of Information

Officer. Table 3 shows the descending array of Z-scores

I and item descriptions for these individuals.

I
I
I
I
I

. 1
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I TABLE 3

I DESCENDING ARRAY OF Z-SCORES AND

ITB)1 DESCRIPTIONS FOR GROUP 1

I
IT~4 DESCRIPTION Z-SCORE

I 
_ _ _
AGREE MOST

I 17. INFO CAREER FIELD IS INTERESTING 1.60

19. INFO FIELD IS CHALLENGING 1.55

I 30. I AM THE MOST IMPORTANT M~~BER OF THE
COMMANDER ’ S STAFF 1.32

23. MY PRESENT JOB IS SATISFYING ANDI REWARDING 1.29

27. I AM HAPPY WITH MY PRESENT JOB 1.19

‘ 
21. TAILENTS AND ~(ILL S ARE UTILIZED

EFFECTIVELY 1 • 12

I AG REE LEAST

4. MOST AIR FORCE PERSONNEL UNDERSTAND

I THE INFO PROGRAM -1.17

11. INFO FIELD IS GOOD FOR PROMOTIONS -1.17
14. INFO OFFICER HAS EQUAL CHANCE FOR

I PROMOTION WITH B-52 PILOT -1.59
18. IF GIVEN CHOICE WOULD LEAVE INFO FIELD -1.86

9. INFO PROGRAM SHOULD BE CUT BACK -1.87

I The second grouping shows high positive response to

those questions dealing with the career field as a whole,

I but rather low responses to those questions relating to

I personal job satisfaction. Table 4 given the descending

array of Z-scores and item descriptions for this type.

I

_ _ _
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TABLE 4

DESCENDING ARRAY OF Z-SCORES AND

IT~~I DESCRIPT IONS FOR GROUP 2 

~~~~~~~~~— - - —

ITE~I DESCRIPTION Z-SCORE

AGREE MOST

17. INFO CAREER FIELD IS INTERESTING 1.58
19. INFO FIELD IS CHALLENGING 1.52

30. I AM THE MOST IMPORTANT MEMBER OF THE
COMMANDER’S STAFF 1.114

28. INFO CAREER FIELD SHOULD NOT BE CUT
BUT STRENGTHENED 1.32

7. INFO PROGRAM IS IMPORT ANT IN DEVELOPMENT
OF NEW WEAPONS 1.16

29. EFFECT IVENESS AS AN 10 DEPENDS UPON
GENERAL EXPERIENCES 1.09

AGREE LEAST

3. AF PLAGES TOO MUCH ~VIPHASIS ON FAVORABLE
PUBLIC OPINION -1.00

25. I NEED MORE FO}~4AL TRAINING TO DO A
L GOOD JOB -1.03

11. INFO FIELD IS GOOD FOR PROMOTIONS -1.04
40. MOST AIR FORCE PERSONNEL UNDERSTAND

THE TNFO PROGRAM -1.08
18. IF GIVEN CHOICE ~ )ULD LEAVE INFO FIELD -1.48
14. INFO OFFICER HAS EQUAL PROMOT ION

CHANCE WITH B-52 PILOT -1.60
9. INFO PROG RAM SHOULD BE CUT BACK -1.69

- ——- — —
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i The third and final group (N = 42) was the most

negative of the three groupings. These individuals are

I characterized by highly negative responses to those questions

relating the Information Officer ’s skill utilization and the

I promotion potential within the career field , as well as the

I command support given to the Information Officer. Table 5
indicates the descending array of Z-scores and item des—

I TABLE 5

I DESCENDING ARRAY OF Z-SCORES AND

ITFZ~I DESCRIPTIONS FOR GRO UP 3I 
_ _ _ _ _ _ _ _ _ _ _ _ _ _

I ITEM DESCRIPTION Z-SCORE

AGREE MOST

I 22. INFO OFFICER IS TOO OFPEN USED IN
UN RELATED TASKS 1.75

17. INFO CAREER FIELD IS INTERE STING 1.481 15. INFO CAREER FIELD IS A DEAD ONE FOR
PROMOTIONS 1.113

I 30. I AM THE MOST IMPORTANT MEMBER OF THE
COMMANDER ’S STAFF 1.33

19. INFO FIELD IS CHALLENGING 1.30

I 3. AF PLACES TOO MUCH EMPHASIS ON FAVORABLE
PUBLIC OPINION 1.24

I 29. EFFECTIVENESS AS AN 10 DEPENDS UPON
GENERAL EXPERIENCES 1.19

AGREE LEAST

1 5. AF INFO PROGRAM EN JOYS STRONG SUPPORT
FROM ALL COMMANDERS -1.08

t Li. MOST AIR FORCE PERSONNEL UNDERSTAND
THE INFO PROGRAM -1.15

I
. i
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ITEM DESCRIPTION Z-SCORE

I 20. ADVICE TO NEW IT WOULD BE INFO
CAREER FIELD IS BEST -1.30

14. INFO OFFICER HAS EQUAL PROMOTIONI CHANCE WITH B-52 PILOT -1.65
11. INFO FIELD IS GOOD FOR PROMOTIONS -1.68

I
The first hypothesis proposed for this study stated,

“An Air Force Information Officer with a degree in journalism

I or a related field or at least one year of practical experi-

ence in radio, television, newspapers, advertising or public

I relations will have a more positive attitude toward the

I Information career field and his own job , than will the

Information Officer with no background in communications.

I The data doss not indicate any support for the first portion

of this hypothesis. Table 6 shows t~~ breakdown for Group

I 1 on those who dod or do not have a degree in journalism or

I a related field, Table 7 shows the data for Grov ,. 2, and

Table 8 shows the same data for Group 3.

I
EDUCATIONAL BACKGROUND OF GROUP 1

Frequency Per centr I Those with Degree 9.5 69.9

, Those without Degree 43. 10.1

Total 136 100.0

I —

• 
— -- I ~~~ ___________________________

I ~~~~~~~ — 
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I TABLE 7
EDUCAT IONAL BACKGR OUND OF GROUP 2

I -
~

Frequency Percent

Those with Degree 18 81.8

I Those Without Degree 4 18.2

Total 22 100.0

I -•- -

~

--- -

I TABLE 8

- 
EDUCATIONAL BACKGROUND OF GROUP 3

t .- .

~ I - -

Frequency 
— 

Per cent

Those with Degree 22 52.11

I Those without Degree 20 47.6

Total 112 100.0

I • 
— —U--— — — —~___ ----k___ —

I The chi-square test between Groups 1 and 3 yields a coeffici-

ent of 4.19, which is not significant to the .05 level , so

1 the first portion of the hypothesis must be rejected.

The second portion of the hypothesis deals with prior

I civilian work experience and Tables 9 10 arid 11 show the

breakdowns in this category for the three groups.

I

_ _ _ _  
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1
PRIOR CIVILIAN EXPERIENCE OF GROUP 1

Frequency 
— 

Per cent

Those having prior experience 511. 39.7

I Those without prior experience 82 60.3

Total 136 100.0

TABLE 10

PRIOR CIVILIAN EXPERIENCE OF GROUP 2
—

— —~~~~~~~~~~~~~~~ — — —

• Frequency Per cent

Those having prior experience 7 31.8

[ Those without prior experience 15 68.2

Total 22 100.0

I TABLE 11

PRIOR CIVILIAN EXPERIENCE OF GROUP 3

1 — —  -

~~~ 

-
--

~~~~~~

— 
----- 

—
~~~

--—--.-
~

-- —
—

— 

Frequency Per cent

Those having prior experience 15 35.7

I Those without prior experience 27 64. 3

Total 42 100.0

‘ I
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I The chi-square analysis between Groups 1 and 3 shows a

coeffecient of .21 which is not significant to the .05 level.

I so it too must be rejected.

I The second hypothesis states, “An Air Force Infor—

mation Officer with a background in operations will have a

I less positive attitude toward the Information career field

arid his own job than will an Information Officer with no

I prior military experience. Tables 12, 13, and 14 show the

I breakdown of the Groups as to the amount of time indicated

in operational Air Force jobs.

I TABLE 12

OPERATIONAL BACKGR OUND OF GRO UP 1 RESPONDENT S

I _ i _ ~~~ 
—

—

No. of Individuals with Length of Time Spent

I Operational Background in Operations

6 O - 4 y e ars

1 12 5-8years
18 9 -20 years

TABLE 13

OPERATIONAL BACKGROUN D OF GROUP 2 RESPONDENTS

I No. of Individuals with Length of Time Spent
• Operational Background 

— 

in Operations 
—

I 0 O-4years

1 5-8yeara

I 1

~~~~

V — —•—
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I TABLE 14

OPERATIONAL BACKGROUND OF GROUP 3 RESPONDENTS

I ~~~~~~~~~~~~~~ 
— — 

~~~~~~ —~~~~~~
—

~~~~~~— 
—

No. of Individuals with Length of Time Spent
j Operational Background in Operations

1 O-4years

9 5 - 8 years
6 9 -20 years

I
None of the three groupings in Group 1 or Group 3 are

1 significant, to the .05 level so therefore the second

- I hypothesis must also be rejected. (Chi-square coefficients —

.35, 5.09, .009.)

I The final hypothesis proposed states, “A higher rank-

ing Information Officer will have a less positive attitude

I toward the Information career field and his own job than

I will a lower ranking Information Officer. Tables 15, 16

and 17, show the rank breakdown for all Groups.

TABLE 15

I RANK BREAKDOWN OF GROUP 1

I Rank No. of Individuals 
— — 

Per cent

Lieutenant - Captain 67 49.3
Ma jor - General 69 50.?

I Total 136 100.0

I
I

-1 
_ _ _ _ _  _ _ _  _ _ _ _ _ _ _ _ _ _ _  

— - 
- 

—

~
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I TABLE 16

RANK BREAKDOWN FOR GROUP 2

I -

•

I 
Rank 

- 

No. of Individuals Per cent

Lieutenant - Captain 18 81.8

I Major - General 11 18,2

Total 22 100.0

I - -

~~~~~~~~~~~~

-

TABLE ].?

RANK BREAKDOWN FOR GROUP 3

1 —
- —

— 
—

-

Rank 
— 

No. of Individuals Per cent

Lieutenant - Captain 25 59.5

I Ma jor - General 17 LlO.5_

Total 42 100.0

1 -k-

-

The data in these tables indicates that the hypothesis must

1 be rejected and that the opposite is true, that is, a higher

I 
ranking officer will have a more positive attitude toward

the Information career field and their own jobs. The chi-

I square coefficient between Groups 1 and 3, is 16.56 which is

significant to the .005 level, thus the third hypothesis

I must be reje cted as started.

In s~~~ ary , none of the three hypothesis proposed

I were accepted and in the third , the data indicates the

I opposite is true.

_- ~~~~-~~~~~- -- —
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I CHAPTER V

SUMMARY AND CONCLUSION S

I This study attempted to gather empirical evidence

concerning the relationship between an Air Force Information

I Officers ’ percept ion of their career field and job, their

prior military and civilian experience, and their educational

I background and rank. The respondents were 200 randomly

I 
selected active duty, Air Force Officers. The respondents

answered a 30-item questionnaire designed to elicit their

I responses on a variety of questions dealing with their per-

cept ions of the Information career field and their own jobs

I as Information Officers. By use of factor analysis the

I respondents were categorized into one of three factors on

the basis of their agreement or disagreement with similar

I statements. In this manner , those individuals with similar

perceptions were grouped together for analysis purposes.

Obiectives and Findinka

I One of the initial objectives of this study was to

I 
see if there certain individuals who could be grouped to—

gethir on th. basis ~f their job perceptions. The findings

I - 

41
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I showed that there were three distinctive groupings of in-

dividuals within the Information Officers sampled. From

I this, was an attempt to determine if there groupings could

I be explained by certain characteristics. i.e., rank, prior

civilian experience in the communications industry, ex-

I perience in an Air Force operations related job or by edu-

cat i onal background.

I Specially , the findings indicated that prior civilian

I experience and/or a degree in a communication related field

did not have a significant bearing on the way the respondents

1 answered the questionnaire . Although nearly 68 per cent of

the Information Officers sampled had degrees in journalism

I or a related area, there was not a significant difference

I in how these individuals split into various groupings.

Likewise,- there was no support for the contention

I that prior Air Force experience in an operational career

area would have a negative influence on how Information

I Officers view their jobs. There seems to some indications

I however, that there is a trend toward the support of this

contention in the group of individuals with five to eight

I pears of operational backgr ound. This trend may or may not

have any significance arid I believe further analysis is

I warranted.

i The third area in which a relationship was studied

involved the rank of the individuals responding. Although

I

j  -ii. I
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1
I the hypothesis of the study was rej ected . th. data clearly

indicated that rank did have some effect on the way in which

I the respondents answered the questions. The data showed

i higher ranking officers (Majors through General) as having

a much more positive view of the Information career f iel d

I and their own jobs than did the Lieutenants and Captains.

I Suggested Further Research

This study has hopefully served as a focal point

for further research into the vast area of Information Officsr

job satisfaction. Although the data presented in the pr.—
I vious chapter seem to answer some of the basic questions

I ra!eed regrtrdlng this area of cor.~ern, it has aleo raised

many more. If nothing else , this study has shown that

I Information Officers do have some strong feelings about their

I jobs (both positive and negative ). However, I do believe

that some refinements are needed in the questionnaire for

greater precision and clarity. With some modifications, the

questionnaire could focus on the more specific area of job

I satisfaction--thereby eliminating the areas of career satie-

faction and attitudes toward the Information program. By

1 doing so , there may be certain portions of the questionnaire

I they may be elim inated because they are not relevant or im-

portant to the type of information desired. Thus,. one

¶ possibility would be an investigation of which variables

- - . . - . —~~---—~~~~~~~~~~~- ~~~—~~~
-

~~~~~~
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-
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(or combination of them ) affect job satisfaction.

Anot~~r- possible study would be the relationship of

I job satisfaction to job perforinaiice. This study made no

reference to this relationuhip but if such a study could be

I conducted it .~ight yield valuable data about the importance

I of job satisfaction.

Another area that should be studied as an outgrowth

I of this survey , would be an i- ..vestigation of th  at t i tudes of

officers in other non-rated Air Force career fields to see

1 if similar relationships exist. This might help determine

I whether the results of this survey are unique to the popula-

tion surveyed or whether they represent the attitudes of

I all officers i~ support jobs.

One of the most overwhelming issues ra5sed in the

I data gathered from both the fixed al~~rnative and open ended

1 questions, concerned promotions and the Information career

field as a detriment to promotions. All three groupings of

I individuals strongly disagreed with the statement, “The

Information career field is good for promotions.” Likewise,

I there was s~miiar unanimity in disagreement with the state-

I ment that “An Air Force Information Officer has an equal

promotion chance with a B-52 pilot.” Even though all groups

I differed significantly in how they viewed the career field

and their own jobs , they were almost unanimous ~n their in-I dications of concern over promotions. Their comments on the

I

_______ --~~~~~~~~~~~~~~~~~~- 
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I open-ended port ion of the questionnaire bears this out.

Nearly 20 per cent of the 200 respondents took time to

I write comments on this topic. A number of them elaborated

I that they did not feel they stood a chance for promotion

when competing against pilots, even though many of them felt

I they fit the “whole man” concept much better than a pilot.

Some individuals even went one step further and commented

I on the new Officer Efficiency Report (OER) system . All agreed

I 
it would hurt the Information Officer and one individual

went as far as calling it an “unmitigated disaster.”

I Another comxnentedg

Although the Information Officer works for the

I Commander. he (the Commander) can no longer
give him an outstanding (Th~R wit l~out justifying
it to all the other Colonels at the review board —

something most Commanders would not take theI time to do.

I 
Another comment saids

I enjoy the Information career field and the
Air Force but I am currently considering getting
out because of what I feel is a declining chance

I in Information for promotion , and I am not that
interested in changing career fields.

A number of comments also ref erred to the recent

promotion and regular Air Force selection boards for an

answer to the question on equal promotion ability. The one

that seemed to sum it up for the majority of these respondees

said simply, “Glum - Glum - Grim~” Other comments on pro-

motions ranged from “I don’t dislike the Informat ion career

1~~ 
_ _ _ _ _ _ _   
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I field--but career is the “key word” to “promot ions are the

field’ s only drawback--but what a big one it is. ” From this

I group of comments it seems only appropriate that further

studies be done in the area of job satisfaction as it relates
I to specific feelings on the promotion system arid perceived

I promotion chances.

Although there is no solid evidence from this  tudy

I to support it , I believe that promotions and career poten-

tial are the main issues that separate the 22 individuals
I in group 2 from Group 1. This feeling is based on the grade

I data for the group--All ma j ors or below with Captains

accounting for nearly 70 per cent of the individuals repre—

1 sen-ted; and the length of service data--nearly 75 per cent

I in the critical 5 to 14 year group. Since this group is

characterized by an indecisive attitude on how they view the

I career field and their own jobs , it seem s that part of this

hesitancy may be resulting from a growing anxiety toward

promotion from Captain to Major (or from Major to Lt. Colonel),

the threat of the reduction in force (RIF ) and the regular

selection boards. It is only speculation since there is no

I data to support these ideas, however I do feel this is one

definite area warranting additional study.

I In the same view, the individuals feelings toward the

promotion system as a whole may also play some role in he lp-

I ing the shaping of attitudes and feelings about the Air Force

I
I

— 
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I in general and further studies may be warranted in this

area.

I The second most frequent comment found in the ques—

I tionnaires dealt with what the respondents felt was a lack

of career progression possibilities. Most who commented

I on this subject cited the movement of senior rated officials

into key positions as demoralizing and having a very negative

I effect on career plans. More than twenty respondents also

I cited the lack of high level command support and a general

lack of knowledge by commanders in how to effectively use

1 the Information program as factors in low morale . Perhaps

some studies could be conducted as to what extent Information

I Officers feel blocked by a lack of future career progression

I 
and how that relates to curren~ job satisfaction and per-

formance. Also , some studies may be warranted that would

I show how a Commander views the Information program and his

Information Officer.

I Thus , I feel the following areas of study are impor-

I tant follow-on studies that can yield new insights and areas

of study into this concept of Information Officer job satis—

I faction .

(1) What specific variables (or combination of them)

I will af fect job satisfaction?
(2) What relationship exists between job satisfac—

I tion (or lack of it) and job performance?

I
I •,
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I (3) Are the attitudes of officers in other support

areas similar to those of Information Officers?

I (4) How does perceived promotion abilities affect

job satisfaction?

‘ 
Concluding Comments

A close observat ion of the data indicates that

1 almost all the individuals responding to this survey felt

their jobs were challenging and interesting , regardless of

1 how they may have otherwise felt about the career field or

‘ 
their own particular job . This seems to indicate that most

of’ the criticism and restlessness within the career field

1 is of a constructive nature , i . e . ,  the respondents are not

letting down on the job as a result of the problems cited

but rather are attempting to resolve them in a constructive

I 
manner. Over sixty per cent of the respondents expressed

an interest in obtaining the results of this survey and over

1 f i f ty per cent of those responding had comments , which in-

dicates to me a strong sense of concern and a willingness

I to work within the system for the necessary changes. The

response rate of 93 per cent can be attributed in part to

I this concern for the career field and it is indicative of

the sincere interest most Information Officers have to pro-

vide any help or information that may improve their own

I career field. This spirit of cooperat ion was very encour—

I
I

- 
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aging arid should provide the incentive for continued

research into this vital area.

I
I

I
I

I .
I
I
I

I i
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USAF SURVEY CONTROL NO. 76-90

I
QUESTI ONNAI RE

I
I 1. WHAT IS YOUR PRESENT GRADE?

2nd Lt. _ _ _ _ _  
Lt. Col . ____

I 1st Lt. _____  
Colonel ____

Capt . _ _ _ _ _  
General ____

Ma j  or _____

1 2. WHAT IS YOUR PRESENT AGE?

21-28 ____1 29- 35 ____

36-Above ____

I 3. WHAT IS YOUR HIGHEST LEVEL OF COMPLETED EDUCATION?

High School Graduate 
—

I Bachelors Degree
Master Degree
Doctorate _____

I Other (Please Specify )

Li.. DO YOU HAVE A COLLEGE MAJOR IN ANY OF THE FOLLOWING
AREAS?

1 Yes ____  
No ____

I (If yes, please check the appropriate block)

Journalism ____ 
Radio-Television ____

Advertising ____ 
Communications ____

I Public Relations ____

5, HAVE YOU EVER WORKED FOR MORE THAN ONE YEAR IN ANY OF

I THE FOLLOWING P’IEY is ( OTHER THAN IN THE MILITARY)?

Yea — No ____

I (If yes , please check the appropriate blocks)

Radi o or television ____ 
Advertising

I Newspaper ____  
Public Relations ____

Magazines

1 55
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I 6. HAVE YOU EVER WORKED IN AN OTHER AIR FORCE CAREER
FIELD (EXCLUDING INFORMAT ION)?

I Yes 
____  

No 
_____

(If yes, please answer question #7, if no please go

I to question #8).

7. WHAT WAS THE LENGTH OF YOUR ASSIGNMENT TO THE FOLLOWING
GENERAL CAREER AREAS?

I 1-3 4-7 8-12 Above 12
years years years years

I Administration ____  ____  ____  ____

Civil Engineer ____ ____ ____ ____

Commander ____ ____ ____ ____I Communications ____ ____ ____ ____

C ompt roller ____ ____ ____ ____

Intelligence ____ ____ ____ ____

I Logistics (-Supply) 
____ ____ ____ ____

Maintenance ____ ____ ____ ____

Operations ____ ____

I Personnel ____ ____ ____ ____

Safety ____ ____ ____ ____

Social Actions ____ ____ ____ ____

Transportation
I Other (Please Specify )

I **PLEASE GO TO QUESTION #8”

8. HOW LONG HAVE YOU BEEN IN THE AIR FORCE?

1 0-4 years ____  
-

5-10 years

I 1014 years ____

15-20 years ____

Over 20 years

I 9. AT WHAT LEVEL ARE YOU PRESENTLY ASSIGNED?

Department of Defense 
____  -

I Headquarters USAF -

Major Air Command 
____

Numbered Air Force 
____

Air Division 
____I Wing 
___

Base -

Other (Please Specify ) 
____________________

tl~
4 

~
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1 10. WHAT IS THE SOURCE OF YOUR COMMISSION?

OTS (OR o c s )  ____

I ROTC _ _ _ _

Aviation Cadet ____

Service Academy

I Other (Please Specify)

11. WHAT ARE YOUR CAREER PLAN S?

I Make the Air Force my career ______

Get out as soon as my current obligat ion ends _____

Undecided ______

I Other (Please Specify)

I
I

I
I

I
I
I
I
I

H i

_ _ ___  

_ _ _  

_ _ _ _ _ _ _ _ _

__

_ _ _
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I PART II

I THE FOLLOWIN G QUESTIONS ARE DESIGNED TO HELP GAIN SOME
INSIGHT INTO THE INFCPJ ATION CAREER FIELD AND THOSE IN-
DIVIDUALS WHO ARE CURRENTLY SERVING AS INFO~~AT ION OFFICERS.
PLEASE AN SWER T}~~4 BASED UPON YOUR Q~~~ 

OPINIONS AND

I EXPERIENCES.

F~~TA LE READ THE FOLLOWING STATE)IENT S CAREF:LLY, AND THEN

I INtICAT E THE DEGREE TO WHICH YOU AGREE OR DISAGREE BY
CHECKI NG THE APPROPRIAT E SPACE .
1 STRONGLY AG REE 5 STRCNGLf DI S;C~ EE

AGREE DISAGREEI 1 2 3 4 5

1 1. The success of any
new Air Force personnel
policy will depend

I largely upon the Infor-
ination program

I 2. The Information pro-
gram keeps Air Force
personnel well in-
formed on Air Force

I matters _ _ _ _  _ _ _ _  _ _ _ _  _ _ _ _  _ _ _ _

3. The Air Force places

I too much emphasis on
obtaining favorable
public opini on

I 4. Most Air Force per-
sonnel understand the
Air Force informat ion

I program and what it
does . . . . . . . .. . . s. . .  _____ _____ _____

I 5. The Air Force Infor-
mation program enjoys
strong support from

I 
all levels of command ____ ____ ____ ____ ____

6. The Information pro-
gram keeps the American

I public well informed
on Air Force issues.. ____  ____  ____  ____

I

_ _ _ _

__
_ _ _  

_ _ _
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$ AGREE DI SAGREE

1 2 3 4 5
I

7. The Information pro-

I grain has an important

• ro1e~ in the develop-
ment of new weapon

I systems . _ _ _ _  _ _ _ _  _ _ _ _  _ _ _ _  _ _ _ _

8. The Air Force does not
place enough -~~ç hasisI on obtaining favorable
public opinion

I 9. The Infonnation Pro-
gram should be cut

- back , especially
in these times ofI austere funding

10. Most commanders make
I good use of the
I Information program

I ll. The Information career
field is a good one for
promotions

I 12. The Information Officer
s~ldorn gains recogni-tion for a good job

I 13. A rated officer should
consider it a “plus”

I to his career to be
assigned to the Infor -
mation career field for
his rated supplement ____ ____ ____ ____ ____I

I j
~i. An Information Officer

has the same chances for

I promotion as a B-52
aircraft commander - - -

I 15. The Information career
field is a “dead end”
prom otion wise ____  ____  ____  ____  ____

I
I 
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I AGREE DI SAG REE
1 2 4 5

1 16. Information Officers
enjoy “command
visibility” which is
good for promotion

17. The Information career

I field is an interesting
one for me _ _ _  _ _ _  _ _ _  _ _ _  _ _ _

I 18. If I had a choice I
would leave the
Information career
field for anotherI Air Force job

p 19. The Information career

I field is a challenging
one . .. . .. . . . .. . .. • •  _____

1 20. I would advise a new
I second lieutenant that

the Information career
field is the best inI the Air Force ____ ____ ____ ____ ____

21. I believe that my

I talents and skills
are being utilized
effectively in my
present job ——

22. The Information Officer

I 
is too often used in
accomplishing tasks
that are not related
to Information ____  ____  ____  ____  ____

1 23. I believe that my
present job is a
satisfying and
rewarding one. _____ _____ _____ _____ _____

24. The effectiveness of
& I an Information Officer

depends largely upon
formal training and

I education ____  ____  ____  ____  ____

-__ _ _ ______________________________

_
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I AG REE DISAG REE
1 2 3 4 5

25. I feel I need more
formal training in

I order to properly
do my job

I 26. As an Information
Officer I sin re-
spected by a majority

I 
of my contemporaries
and co-workers ____  ____  ____  ____  ____

27. I am happy with my

I current job

28. The Information career

I field should not be
cut in times of
austere funding ,
but rather should1 be ~-trengthened ____ ____ ____ ——

29. My effectiveness as

I an Information Officer
depends primarily
upon my general

I experiences and
personal attitudes ____ ____ ____ ____ ____

30. I personally feel

I that the Information
Off icer is one of
the most important
members of the
C ommander ’s staff ____  ____  ____  ____  ____

‘ 
31. WRITE BELOW ANY COMMENTS YOU MAY HAVE CONCERNING THE

AIR FORCE INFORMATION PROGRAM OR THE INFORMAT ION CAREER
FIELD.

I 
—

~/4!
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I DEIVIOGRAPHIC AN ALYSIS OF RESPONDENTS

I 
_ _  _ _FREQUEN~I PERCENTA~~

I 2 Lt . 8 4.0

1 Lt. 20 10.0

I Captain 82

Major 53 26.5

1 Lt. Colonel 24 12.0

Colonel 12 6.0

I General 1 0.5

Total 200 100.0

I AGE

21—28 32 16.0

I 29-35 82 141.0

36-above 86_ 43.0

Total 200 100.0

EDUCATION

I High School 5 2.5

B.S. 107 53.5

M.S. 86 43.0

I Ph.D. 2 1.0

Total 20G 100.0

I
I

- 
- - 

I 
_ _ _ _ _ _ _ _  
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DEGREE IN JOURNALI~~ OR_RELATED AREA

1 FREQUENCY PERCENTAGE

Yes 135 67.5

I No 65 32.5

Total 200 100.0

DEGREE AREA

U Journalism 62 31.0

i Advertising 9 4.5

I Public Relations 19 9.5
Radio/Television 17 8.5

I C ommunications 26 13.0

None of the Above 67 33.5

I Total 200 100.0

I PRIOR CIVILIAN EXPERIENCE

I Yes 76 38.0
I No 124 62.0

I Total 200 100.0

CIVILIAN EXPERIENCE_AREA

1 Radio/Television 32 
- 

16.0
Newspapers 34 - 17.0

1 Magazines 6 3.0

Advertising 16 8.0

I Public Relations -16- 8.0

* Will not total 76 since
more than one answer

I co!lld be chosen.

1 * ~
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I EXPERIENCE ~~~~~ AIR FORCE CAREER AREAS

$ FREQUENCX PERCENTAGE

Yes 119 59.5

I No 81 40.5

I 
Total 200 100.0

0— 14. YEARS IN OTH~R CAREER AREAS

Administration 22 11.0

C ommander 3.0

I Communication 3 1.5

Operations 7 3.5

U Other 30 15.0

I None 132 66.0

Total 200 100.0

I 
5 - 9 YEARS IN OTHER CAREER AREAS

Administration 7 3.5
Operations 22 11.0

I Communications 2 1.0

Intelligence 2 1.0

I Other 19 9.5
None lZi8 7 4 0

I Total 200 100.0

I 
10 ORJ4ORE YEARS IN OTHER CAREER AREAS

Administration 1 .5

I 
Intelligence 2 1.0

Operations 25 12.5
Other 8 4.0

N one 1614. 62.0

i 
Total 200 - 

100.0

Li  
_ _ _

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _
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I LENGTH OF SERVICE

I FREQUEN~X PERCENTAGE

0_LI. years 26 13.0

1 5-10 years 57 28.5

1l~11l. years 50 25.0

15-20 years 32 16.0

I 20 or more years 35 17.5

Total 200 100.0

I 
JOB LEVEL

DOD 9 4.5

1 HQ USA? 3] . 15.5
Major Air Command 39 19.5

I Number Air Force 22 - 11.0

Air Division 4 2.0

Wing 52 26.0

1 Base 1]. 5.5
Other 32 16.0

I Total 200 100.0

I - SOURCE OF COMMISSION

OPS (ocS) 69 34.5

I ROTC 111 55.5
Aviation Cadet 8 4.0

I Service Academy 7- 3.5

Other 5 - 2.5

I Total 200 100.0

~
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