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Abstract

This study analyzes career intent ar.! job sa t is fact ion

of first term Air Force personnel, The data were obtained

from a Quality of Air Force Life (Q.OAFL ) aurve~ conducted

in May and June of 1977. The analysis techniques used were

the Automatic Interaction Detection (AID) algorithm, regres-

sion, factor analysis, and other selected subrout ines from

the Statistical Package for the Social Sciences (SPS&).

The survey was analy zed in terms of five first term

groups: all first term personnel, enlisted, officers, non—

rated officers, and rated officers. First term was defined

to be all personnel wi th  four years or less active duty and

rated officers (pilots and navigators) with six years or

less ac t ive duty,

The factors found to be most highly associated with

career int ent of first term Air Force personnel are:

• —Importance of the retirement benefit
—Desirability of living on an Air Force base
—Job satisfaction
—Personal growth satisfaction

The factors found to be most highly associated with

job satisfaction of first term Air Force personnel are:

-Job challenge
—Use of training and ability

It was found that the factors associated with career

intent were not the same as the factors associated with Job

sat isfact ion.
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• AN ANALYSIS 0? CAREER INTENT AND

JOB SATISFACTION OF FIRST TERN

AIR FORCE PERSONNEL

I. INTRODUCTION

The Purpose of the Report

Since the implementation of the All Volunteer Force

(AVF), the services have not experienced great difficulty

4 in securing recruits, The factors which made it possible

for the services to recruit the needed manpower include:

a’series of manpower reductions, annual increases in the

number of males reaching recruitment age, a sluggish

national economy accompanied by a high unemployment rate

among the enlistment—eligibles, and the services offering

competitive monetary compensation. The apparent reversal

of some of these factors has caused concern among personnel

planners about the ability of the services to continue to

secure an adequate number of recruits. The number of males

reaching recruitment age each year is declining. Manpower

reductions in the services have apparently come to an end.

Questions are being raised about the ability of the services

to maintain a competitive monetary compensation position

with private industry. A recent report by the Defense

Manpower Commission stated tha t “If rapid economic growth

is realized, the supply of recruits will probably not be

large enough to support needs of the services under current

1
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policies and programs” (Defense Manpower Commission, 1976:

• 20). As a result, there has been recent talk about rein-

stitut ing the draft to prevent the services from becoming

• 
undermanned.

The cost of military manpower is a major concern and

has been receiving increased attention by the President,
- the Congress, and DOD. “Manpower costs accounted for 56

percent of the 19714. budget” (Defense Manpower Commission,

1976:vii) .

A not insignificant part of thts coat is the cost of

personnel turnover. Typically, between 75 and 80 percent

of enlisted personnel leave the service at the completion

of their first term (Alley and Gould, 1975:5). This turn-

• 
over leads to large expenditures for acquiring and training

new recruits. In aaditiori, DOD spends nearly one billion

dollars annually on recruits that are involuntarily dis- I I
• charged before completing their initial enlistment term

(Defense Manpower Commission, 1976:20).

• It is hypothesized that personnel costs could be re—
-

• duced if the turnover rate could be reduced . A reduction

in the turnover rate would lead to reduction in the re-

cruiting and training costs associated with new recruits.

Unfortunately not much is known about how to reduce turriove~ ,

or about the factors associated with turnover.

It is the intention of this writer to explore the area

• of career intent of first term Air Force personnel. First

2
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term personnel were chosen as the subject group because

it has been shown that once a person extends beyond t he

initial service obligation , that person is very likely to

remain in the service for  a fu l l  career.  In other words ,

the largest turnover of personnel occurs at the completion

of the ini t ial  enlistment obligation.

It was the original intent of this writer to mainly

explore the area of career intent . However , in a search

of the literature it was found that job s a t i s f a c t i o n  was

• often used as a prectictor of career intent or turnover ,

hence , it was aecided to also explore the area of job sat-

isfaction in the hope that career intent could be more

fu l ly  explained .

In this paper , career intent and turnover will be used

interchangeably. Altriougn career intent is not the same

th ing as turnover , it has been shown (discussed later in

this  paper)  that expressed career intent is very highly

correlated wi th  the actual  turnover of personnel.

This s tudy  is not intended to prove or disprove any

general hypotheses concerning job s a t i s f a c t i o n  or career

intent . The study is only designed to describe the factors

found , in th is  analysis, to be associa ted  w i t h  career

intent  and job s a t i s f a c t i o n  of f i r s t  term Air Force

personnel.

Basis of the Studs

In the spring of 1975, the Chief of Staff of the Air

3
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• Force established the Air Force Management Improvement

Group ( AFMIG) . The purpose of this  temporary group was

~ •• ,  to make a good service bet ter :  by examining the

organ iza t ion  and management of the Air Force as they relate

to or impact on the human resource; and by developing

i n i t i a t ives  which enhance both  the q u a l i t y  of leadership

in the Air Force and the wel l -being of Air Force people ”

(Ellis , 1975). As part  of the group ’ s s tuay a c t i v i t i e s,

a 150 q u e s t i o n  Quality of Air Force Life ( QOAFL ) survey

instrument was administered i n i t i a l ly  to a re pres enta t ive

s~imple of active auty  Air Force personnel , and la ter  to

samples of c iv i l ian  employees , base commanders , and

spouses of active duty personnel. The survey was composed

of both general and specific questions pe r t a in ing to various

aspects of Air Force life. Included in the survey were

quest ions intended to determine the career intent and job

satisfaction of the respondents. Career intent was deter-

mined from one quest ion and job sa t i s fac t ion was measured

by combining four questions , which were mod i f ie d vers ions

of t he four  Hoppock (Ho ppock , 1935) job satisfaction

quest ions.

• The survey included quest ions referred to as Quality

of Air Force Life  Indicators ( QOAFLI) ,  The nine QOi.~FL1

areas are defined as follows:

Economic Stanoard: Satisfaction of basic human needs
such as foo~~ shelter, clothing ; the ability to main-tam an acceptable standard of living.

• 14.
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Economic Security: Guaranteed employment ; retirement
benefi ts, insurance; protection for self and family.

• Free Time: Amount , use, and scheduling of free time
• alone, or in voluntary associations with others ;
• variety of activities engaged in.

• Work: Doing work that is personally meaningful and
important ; pride in my work; job satisfaction; recog-

• nitiori for my efforts and my accomplishments on the
job.

Leadership/Supervision: My supervisor has my interests
and that of the Air Force at heart; keeps me informed;
approachable and helpful rather than critical; good• knowledge of the job.

Equity: Equal opportunity in the Air Force; a fair
chance at promotion ; an even break in my job/assign-
ment selections.

Personal Growth: To be able to develop individual
capacities , education/training; making full use of my
abilities ; the chance tc further my potential .

Personal Stand ing: To be treated with respect; pres-
t i ge; dignity; reputation ; status.

Health: Physical and mental well-being of self and
dependents; having illnesses and ailments de tec te d,
diagnose d, treated and cured; quality and quant it y of
health care and services provided.

Each QOAFLI was composed of a question relating to the

importance of the QOAFLI and a question relating to the sat-

isfaction of the QOAFTLI.

The survey used in this  repor t  was a fol low-on QOA~L

survey of active duty military personnel. This second

QOA-’L survey is essentially the same as the first one

with a few minor changes. The survey (see Appendix A) con-

sists of 165 questions , ind ucing career intent , job satis—

f a c t i o n , and various general and specific questicns.

S
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Asawnpt ions

The first assumption to be made is that the survey

data is representative of the Air Force population. This

is an important assumption since the author did not par-

t ic ipate  in the collection of data .

The second assumption is that those who express career

intent will act consistently with their stated intentions.

This assumption seems to be f a i r ly  valid in l ight of find-

ings (Kr aut , 1975; Waters, et.al., 1976; Alley and Gould,

1975; and Shenk and Wilbourn, 1971) regarding expressed

career intent and actual reenlistment.

Third, it is assumed that the responses are themselves

valid. Every attempt has been made to eliminate those indi-

vidual surveys that containea obviously erroneous data.

Limit at ions

.~ One l imitation is tha t , since the survey subjects  were

guaranteed anonymity, there will be no possibility of fol-

lowing up survey results,

A second limitation is the survey itself. The only

answers available are those to the questions that were

asked.

Most Recent Researc~i

The first QOAFL military survey was analyzed by Thomp-

son (1975) and Vrooman (1976).

Thompson looked mainly at the job satisfaction of all

b
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survey respondents. Vrooman looked at both job satisfaction

and career intent in his analysis.

This stud y d i f f e r s  from that performed by Vrooman in

that he studied all officers and enlisted personnel with

less than six years of service. It is suggested that by

including non-rated officers and enlisted personnel with

four to six years of service in his analysis, some of the

conclusions and correlat ions he found would not be applic-

able to first term personnel. The four to six year non-rated

officer and enlisted group contains largely those personnel

who have decided on making the service a career.

This study differs from those performed by both Thomp-

son and Vrooman in that the selection of the independent

variables used in the analysis was not done on some a priori

• basis. It was felt that by selectively choosing the inde—

pendent variables to be used in their analyses both Thompson

and Vrooman necessarily limited the results that they could

possibly obtain. The independent variables used in this

study were not selectively limited to a chosen few. Rather,

most questions in the survey were initially used as inde-

pendent variables. Exceptions were Air ~orce Specialty

Code (AF~C), base code , and the command of assignment ques—

tions.

Sunimarj

The research explores the two areas of career intent

and job satisfaction of first term Air Force personnel.

7
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First term personnel include rated officers with six years

or less act ive duty  a rid non—r ated off icers  and enlisted

personnel w i t h  four or less years of act ive du ty .

A 1b5 question QOAFL survey of ac t ive  duty Air Force

personnel supplied the necessary data for analysis. The

survey used is the second in a series of QOAFL surveys . The

survey was completed by more than 10,000 active duty Air

Force personnel.

This chapter presented a brief outline of the survey

and previous research on the f i rs t  QOAFL survey. Also

mentioned were the limitations and assumptions of the pre-

sent research effort.

• The intention of this research effort is to attemp t

to identify those factors which induce individuals to stay

in the Air Force and those factors which induce individuals

to leave. It is also intended to attempt to identify those

factors which are related to or can be used to describe

and predict job satisfaction or job dissatisfaction.

8
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II. CONCEPTUAL BACKGROUND

Introduction

This chapter is a brief review of what other research-

ers have found to be of importance when wri t ing on career

intent and job satisfaction. Of primary interest is the

subject of career intent because , as stated earlier, the

study of job satisfaction in this paper was only undertaken

• in the hope tha t career intent might be more fully under-

stood or explained.

When most researchers speak of turnover they have a

very definite measure with which to deal; either and in—

divi~ual is still with a firm or he has terminated his em-

ployment. Thus, most writings speak of turnover or job

tenure. This research effort is at a disadvantage in that

it is impossible to determine whether a particular survey

respondent either has or will leave the ktir  Force. For

purposes of this study, it necessarily has to be assumed

that an individual ’s actions will be consistent with kits

expressed career intent. Thus, it-is assumed that expressed

• - career intent is a valid measure of turnover or future job

tenure. This assumption is discussed later in this chapter.

Job satisfaction has been researched by many individ-

uals with the result that several and sometimes conflicting

• theories have been advanced, A few of these theories such

as Maslow ’s Hierarchy of Needs, Vroom ’s Valence/Expectation

9
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Theory, and Herzberg ’s Two Factor Theory are well  known.

Job sat is fac t i on has been found to be a fun ct ion of

many varia bles . Some of these variables associated witn

job satisfaction are pay, promotions , skill of the wcrker

and skills re qu ired of t he wor ker , job challenge , use of

• abilities , re la t ionships w ith  supervisors , subordinates ,

• and peers , place of work , fam ily re la t ionships, personal

• neeas and requirements , ana many other factors. It is the

writer ’s opinion that not all of these factors can be

eas i ly  con t ro lled nor shoul d con trol of some of t hem even

be attempted .

Previou s Hesearc h (Ai r  Force )

In a research work compar ing the personal value systems

of men and women of ficers in the USAF, Bartholomew (1973:

lL~3) came to the conclusion that officers with two—to—four

years of serv ice seemed to have d if fer ent value or ien ta t i ons

• t -ian o th er  off icers r e su l t i ng  in d i s s a t i s f a c t i o n  wit~i the

Air Force. This dissatisfaction was accompanied by neL—ative

career intentions .

Prior to the inst itu t ion of the AVF , a s tu dy of of ficer

at t i tu des as related to career de c isions was con du c te d on

i4,00~ officers (Shenk and wilbourn, 1971). it was note d

that  retent ion rates  were relat ed to suc h f acto r s  as source

of comm issi on, reserve or regular  commiss ion , and whether

the officer was rated or non-rated . The two factors of sat—

10
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isfaction with tbe job and educational opportunities were

considered by the subjects as having the most positive

influence on career intent. It was found that “the factors

considered most important revolve around job satisfactions

such as feelings of accomplishment and promotion on the

basis of ability. Less important values seem to be attached

to such factors as settling in a ce r ta in  area , early r e t i r e —

mont and travel ” (Shenk and Wilbourn , 1971:L). Also po in te d

out was that there was a aefinite correlation between career

intent and career decision.

Alley and Gould (197S) analysed survey responses from

more than 50,000 Air Force enlisted personnel. They found

that t here was a hi gh correlat ion between intent aria the

actual career decision. Job interests and utilization of

talent and training were also related to career decisions

although to a lesser extent than was the career intent

statement. As time in service increased the average job

attitudes became negative. The percentage of fourth-year

airme n f inding their jobs dull arid their training and tal-

ents underutilized was higher than that of all first—term

airmen. This is suprising because as airme n become know—

• ledgea ble and experienced , the job they are utilized in

shoul d be becoming more demand ing wi t h increased tec hnical

and superv isory responsibil it ies ,

Thompson (1975) analysed data obtained in a 150 ques-

tion Quality of Air Force Life (QOAFL ) survey conducted in

11 
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1975. He note d tha t t here was a stea dy decline in job satis-

• fact ion for non—rated officers and enlisted personnel with

• less than four years of service. The same t rend ex iste d for

• rated officers at the five to six year point. He found tha t

job sa t i s fac t ion  was posi t ively correlat ed wit h career

int ent . Job satisfaction was in turn related to job chal-

lenge, autonomy, and job growth; the feeling of preparing

for greater responsibility. He f u r t her came to the con-

clusion that “the basic phys ical and social nee ds of most

people in the Air Forc e are e ith er largely sat i sfied or

are at least consicered , fo r some rea son , r ela t i v e l y  un im-

portant ” (Thompson, 1975:139).

Vrooman (197b) analysed data from the same QPAF’L

survey that Thompson did, only he looked at all members

with six or less years of active service. He s tat ed that

personal stand ing, satisfaction with personal growth, lead-

ers hip and su perv i s ion, arid work related factors were the

most impor tant  f ac to r s  related to job sat is fa ct ion and

career intent . The personal growt h fac to r  was the most

important factor in explaining career intent. He concluded

tha t car eer intent and job sat isfact ion coul d be ex plaine d

by the same factors (Vrooman , 1976).

Previous Research (Ot her )

Reviews of the l i t e ra tu re by Brayfield and Crockett

(19~5), herzberg, Mauser , Peterson and Capwell (1957),

Porter and Steers (1973), and Vroom (196L~) have ind ic ate d

12
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a consis tent  and inverse relat ionship between job s a t i s —

faction level and turnover. However , this relationship has

typ ically been a weak one whe n measur ed in terms of cor-

relation.

Pritchard and Peters (1971i ) gathered data on job

dut ies , job interests , and job satisf act ion from 629 enl ist-

ed naval personnel. They stated “that the types of job a

person fors ees for himself at the t ime he cons ider s hi s
• first reenlistment may be a signi f i can t  ae terminan t of his

decis ion to stay or to go” (t~ritc hard and peters, l97L~:328).

They maae t he interes t ing speculat icn that turnov er may be

more related to rewards such as pay, promotion , secur ity,

etc., rat her th an internal  sa t i s fac t ion rec e iv ed f rom the

job (p.329).

Tingey and Gordon (1~ 7L~) in a s t u dy of L~37 sci ent i sts

arid eng ineers who ha d lef t  a var iet y of orga n i z a t i o n s,

foun d tha t most left due to mot ivat ional f a c t o r s . These

mot iva t iona l  fac tors  inclu ded such items as d isliked

n ature  of work , better opportunities to use skills , and a

la ck of oppo r t u n i t y  for  advancement . This s tu dy point s to

the fact that higher—order needs tend to dominate the

outlook of professional and scientific personnel. This

type of person is likely to terminate employment with an

organization which does not provide adequate satisfaction

of those hi gher—order needs, unless he or she has be come

lock ed into the o rgan iza t ion  for one reason or ano t her

13



(Ti ngey and Gordon, l97L~).

Flowers and Hughes (1973 ) took a different approach

to the problem of turnover by trying to  de termine why em-

ployees stayed with an organization. They found that low-

skill manufacturing employees stayed primarily because of

• fringe benefits , job security, family responsibilities ,

tight job market , and several other f ac to r s out side the

company. It was further stated that “these emp loyees will

not remain on the payroll because of job satisfaction ”

(Flowers and Hughes,1973:5~ ). In sharp cont ras t , managers

and profe ss ionals s tayed pr imar ily for r easons relat ed to

their work anu the work environment. fhe y conclu dod that

“age , leng t h of service , type of work and skill level , race ,

and education described who stays , and for  what reason , the

underlying (individual) value system explains why” (p.58).

Turnover Pre d ict ions

One of the pro blems that  personnel planning agenc ies

must face is the problem of predicting future turnover.

It has been found that the best predictor of future tenure

• is the employee himself (Kraut , 1975; Waters , et.al.,197b;

Shenk and Wil bourn , 1971). Shenk ana Wil bourn in a study of

L~,O06 A ir For ce of ficers , found t hat 93 perc ent of those

stat ing that they definitely did not want to be career

of f i ce r s  ac tu ally l e f t  the service , while 89 percent of

• t hose who expressed a definite career intent actually re-

mained on active duty ( Shenk and Wilbourn , 1971:2).
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— Alley and Gould in a survey of 52 ,295 fi rs t  term

• enlisted personnel found that 1~.33 percent indicated de-

f in i te  career intent and li~.81 percent indicated probable

career intent. An analysis showed tha t of the 2266 airmen

who expressed strong intent to reenlist, 6O.L~ percent

• actually did reenlist. Of the 21,876 airmen who expressed
• - strong intentions of separating, 92.6 percent did separate

from the service (Alley and Gould, 1975: 10).

The above percentages were taken from a gr oup of air-

men who were in their first four years of service. As the

personnel surveyed became closer to their reenlistment time,

the correlation between actual separation or reenlistment

and expressed intent became higher. An analysis of personnel

in the ir fourth year of service revealed that those m dlvi-

duals who definitely planned to reenlist did so 75.9 percent

• of the t ime while those who planned to separate did so 95.9

percent of the time (Alley and Gould, 1975: 10).

Sununa~y

This chapter has mentioned several factors which have

• • been associated with career intent and job satisfaction.

Some results of recent research were presented . Also

included was an examination of the results of some studies

which investigated the relationship between expressed

• career intent and the actual decision of leaving or stay ing

, • in an organization. This correlation between expressed

• 15
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intent and the actual career decision was found to be quite

high. This high correlation forms the basis for the assump-

tion in this paper that expressed career intent can be used

as a reasonably good approximation of actual future turn-

over or tenure. Thus, the career intent question (question

114) can and was used in this study as a measure of turnover.
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III. METHODOLOGY

Introduct ion

• Thi s chapter presents not only the methodology used

but also that part of the analysis that was common to both

the career intent and job satisfaction analyses.

The Sury~y

The survey used in this study was a ~ua1ity of Air Force

Life (~ OAFL) survey. The entire text of the survey is re-

produced in Appendix A. This survey was an updated version

of the AFNIG survey conducted during Nay and June of 1975.

The survey was administered to a random sample of people

throughout the Air Force. A total  of 10,687 surveys were

returned.

The survey consisted of 165 questions. The first 19

questions provide demographic information. The remainder of

the survey consists of questions which solici t  opinions on

a variety of subjects  related to the quality of Air Force

lif e.

Surve~r Bias. To insure a large enough sample of females,

people in higher ranks, and racial minorities , these groups

were deliberately oversampled.

To correct the bias induced by this oversampling, a

weighting procedure is used in analyzing survey results.

In the case of the present study, the cases (individual

responses) were weighted according to rank. This procedure

17
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allows each individual case to be considered or weighted

more or less heavily than, other cases. For instance, if

a particular rank has a weighting factor of three, then the

responses of a person with that rank will be counted three

t imes as heavily as a person of a d i f ferent  rank whose

weight i~ one. If all of the survey cases are multiplied

by their respective weights, then the total number of cases

will equal the total number of Air Force personnel. The

we ight s used in this study (rounded to whole numbers) were:

• RANK WEIGHT RANK WEIGHT

Colonel 6 NSGT 141

Lt. Col 114. TSGT 82

Major 23 SSGT 1143

Captain I~1~ SGT 187

1 Lt. 17 SHA 187

2 Lt. 13 A1C 12].

• W. Off 1 ANN 182

CMSGT 5 AB 56

• SMSGT 12

• It should be noted that the race arid sex bias was not

corrected for. This lack of correction for bias is riot felt

to have been detrimental to the study because neither factor

was found to be significant in any of the analyses conducted.

Study Sample

The cases used in this study were extracted from

18
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the total sample by using the criteria of years of service,

rank, and aeronautical rating. The first study subpopulation

was extracted by selecting those personnel with four  or less

years active service and those rated personnel with six or

less years of service. Upon examination of this first sample

it w~s found that some personnel with less than four years

• of service claimed to have a higher rank than it is possible

to attain in four years (i.e. Warrant Officer, CMS, etc.),

these erroneous cases were then removed by using rank as a

criteria. The final study sample is composed of enlisted

personnel with four or less years of service and a rank of

staff sergeant or lower , non-rated officers wit h four or

less years of service and a rank of Captain or below, pilots

and navigators with six or less years of service and a rank

of Captain or below.

The study sample is c omposed of the following:

Enlisted 1908
Officer 12~~3161

With  the of f icer  populat ion broken down as follows:

Rated Officers 144].
Pilots 271
Navigators 170

Non-Hated Officers  812
1253

Analysis Groups

An analysis is presented for each of the follow—

• 19
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trig five groups of first term personnel:

Group 1 - All personnel
Group 2 - Enlisted personnel
Group 3 - Officer personnel
Group 14. - Non-rated officer personnel
Group 5 — Rated officer personnel

Analysis Techniques

The analysis was performed using AID (Automatic Inter-

action Detection algorithm), Regression analysis, Factor

analysis, and selected routines from the Statistical Package

for the Social Sciences (5P53) (Nie , et. al., 1975).

It is felt that regression analysis and factor analysis

routines are common methods of analysis and are not expounded

upon in this paper .

Regression. Stepwise regression was selected as the

regression method used in this study. Pairwise deletion

• of missing data was utilized. That is, a missing value for

a particular variable causes that case to be eliminated

from calculations involving that  variable only. Listwise

deletion of missing data implies that a case with a missing

value is eliminated from all calculations. It was fel t

that by using pairwise deletion insteaci of liatwise deletion

that there woulo not occur much distortion of results

because of the large number of cases involved .

Automatic Interaction Detection Algorithm . The AID

algorithm was first developed by Sonquist and Morgan

(Sonquist and Morgan, 19614).

20
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In this procedure , the variation of one specified
variable, the criterion is “explained” in terms of
other variables , the predictors . “Explanation” is
accomplished through a sequence of two way splits.
In each case, the split is done on that predictor
that maximizes the between sum of squares (BSS) in
terms of the c r i t e r ion  varia bles whe re BSS is equal
to the sum of all squared d iff erences between each
~ubgroup average and the overall average. Since t he
within group sum of squares (WdS ) for the criterion,
i.e., sum of squared differences from the mean for
the c r i te r ion  scores remains con stan t and H2 equa~s• BSS divided by WSS, this process also maximizes H
For each split in this process , a cumulative level
of significance is calculated using an “F” test. In
t his manner, the variation of the criterion is ex-
pla ined by those pred ic tors  that are st at i s t ically
signif icant (Scoville, l97b:28).

AID splits the population into two groups on the basis

of a predictor variable which explains the largest variation

of the criter ion variable. These resultant  grou ps are the n

further split into other subgroups , and the spl i t t ing contin-

ues until the selected stopping criteria is reached. The

resulting groups can then be printed out in the form of a

tree , t hus giving the researcher a pictorial display of the

• various groups, their relationship to each other, group

means arid standara deviations , and t he c umulat ive H2 value .

AID is unique in that a preaictor variable can be either

nominal or or d inal in natur e, and the algorithm is able to
• select those values of the predictor variable which explain

the variation of the criterion variable.

AID was used in this paper not only as a means of

stuciying job satisfaction and career intent but also as a

means of select ing t hose varia bles to be use d in the

regression analysis.
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Factor Analysis.  This ana ly t ica l  technique was used to

insure that the four job satisfaction questions (questions

57-60) could be validly comb ined to measure the one factor

of job satisfaction. The linear combination of these four

questions is known as the !loppock job satisfaction measure

( Hop pock , 1935).

Other Analytical Methods Used. Two other statistical

routine s, Croastabs and Breakdown, from SPSS (Ni e, et .al.,

1975) were used in the analysis.

Subprogram Croastabs computes and displays crosstabula-

tion tables. A crossta bula t ion is a joint fre quency distr i-

bution of cases according to two or more variables . Cross-

ta bs was use d to f i nd the d is tr ibu t i o n  of car eer intent

versus rank and years of service.

Subp rogr am Bre akdown calcul a tes and pr ints th e sums ,

means , s tandard deviat ions, and variances of a dependent

variable among subgroups of the cases In the f ile. This

operat ion is analogous to crossta bula t ion  where each mean

and standar d deviat ion summ arizes the d i s t r i b u t i o n  of a

complete row or column of a cont ingency table. Break down

was used to f ind the dis t r ibut ions  of jo b sa t i s f ac t ion

versus rank and years of service.

Analys is

Because of the f act that th is stu dy t r ea t s  two ma jor

topics , that part of the analysis common to both topics

is presented in this section. This pr esenta t ion  e l iminates
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the need to repeat these commo n fea tures  in b o th  the career

Intent and job satisfaction chapters.

Variable Transformations.  The responses to ques t ions

114 (career intent), 57, and bO were reversed. This reversal
was necessary to facilitate the statistical analysis. The

intent of the reorderings was to present these questions

wit h responses ranging from low to high. The alphabet ical

responses of all questions were transformed to numeric

responses. The transformations were of the form A=1, 3=2,

C=3, ~~14,. . .
QuestIons 166—1714 were derived from the nine Quality

of Air Force Life Indicators (QOAF’LI). These nine addit ional

questions were formed by dividing each QOAFLI question into

three segments . For Instance , the importance ques t ion  was

divid ed int o the three segments of moderate importance ,

high importance , arid very high importance. The segments

from each (~O~tFtLI were then combined in a manner analogous

to the responses for questions 914-116 (see Appendix A).

The responses the n had the form:

A. Moderate importance , hi ghly d i s sa t isf ie d
B. Moderate importance , neutral
C. Moderate importance , highly sat i s f i ed
D. High importance , hi ghly d issat isf ied
~~ . hi gh import ance , neutral
F. high importance , highly sa t isf ied
G. Very high importanc e, highly diss at isfied
H. Very high importanc e, neutral
I. Very high importance , highly s a t i s f i ed

It was fe l t  that by comb in ing the QOAFLI questions in

this  manner , one mi ght be able to more fully explain

• 23
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career intent or job sa t isfact ion.  For instance , if a

respondent considered the QOAFLI of ~conomic Security to

be of very high importance and yet was highly aissatisf ied,

the n this mi ght help to explain  low career in ten t  or low

job sa t i s fac t ion.

~uestion 175 is the Fioppock job satisfaction measure.

It is a linear combination of questions 57, 58, 59, and 60 .

The numerical range of this variable ranges from a possible

low of 14 and a possible high of 28 representing low and
high job s a t i s f a c t i o n  respect ively.

Question 176 is the computed weight variable for each

case .

In adaition to the above transformations a number of

nomina l type quest ions  were broken up into dummy variables

for use dur ing the regression analysis.

Selection of Variables. All of the questions in the

survey (excepting base code (questions 1 and 2), command

of assignment (quest ion 1 4 ) ,  and AFSC code (questions l~ -l7 ) )

plus the new QOAFLI (questions lb6—1714) and job satisfaction

variables were initially employed in the AID analysis using

both career intent (question 114) and job satisfaction

(question 175) as dependent variables.

Because the number of variables in the survey exceeded

the AID limitations , three AID analyses had to be made for

each group for bo th  career in tent  and job s a t i s fac t ion.

The first run employed one half of the variables as pr’e-
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dictors and the second run used the remaining variables as

predictors . The stopping criteria for these AID runs was

either a maximum of 30 groups or a minimum of 20 cases in

each group. The final AID run was made using all the vari-

ables that emerged in the first two runs plus any variables

not included in the first two runs.

This manner of selecting the independent variables to

be used in the final run was employed because the wri te r

did not feel that selecting independent variables on some

a priori basis was justified. Both Thompson (1975) arid

\Trooman (197b) in their analysis of the first QOAFL survey

selected their Independent variables on an a priori basis.

As a consequence , neither of them included some variables

that were found to have both predictive and explanatory

power .

• The variables used in the regression analysis portion

of the stucy were those obtained auring the AID analysis.

A predictor that snowed up in any of the AID runs, no matter

what group was being analysed, was used in the regression

analysis for each group. This manner of variable selection

enables the wr i t e r  to validly compare the resul ts  obtained

in each group , because the same variables were used for

each group.

dllmination of Variables. During the initial runs the

m a j o r i t y  of the new QOAFLI (ques t ions  166— 17 14) var iables

did not exhibit very high correlations with either career

• in tent  or job s a t i s f a c t i o n.  In a d ait i o n , the ones that did
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correlate in the AID analysis proved to be uninterpretable.

As a consequence, these variables were subsequently deleted

from fur ther  considerat ion.

In the course of the analysis a number of other ques-

tions in the survey proved to be unusable and were dropped

from fur t her cons ideration.

These questions were:

1. Questions 148 and 149 - Responses “ N” and “0” corre-

lated wi th  both career in tent  ano job sa t i s fac t ion.

However due to the na t ure of the responses , this

correlation added no knowledge to the analysis.

2. Questions 55 and 56 (Work QOAPLI) — These QOAFLI

quest ions had very high correlations with job sat—

faction. However , this  aut hor does not believe t hat

using work satisfaction as a predictor of job sat-

isfaction adds any knowledge to the analysis, con-

sequently they were dropped from the analysis.

3. Questions 57, 58, 59, and 60 - Replaced by question

175.

14. An examination of the responses given to questions

77—6b demonstrated the fact that this particular

block of questions was very difficult to answer,

resulting in erroneous responses. These questions

were used in the AID analysis and they proved to

be uninterpretable .

5. Questions 914—1114 - While some of these variables
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correlated with career intent and job satisfaction ,

the group ings obtained proved to be uninterpretable.

They were subseque ntly dropped dur ing the AID analy-

sis phase. These questions were each split into

two variables (one measuring standard and one meas-

uring enforcement ) for the regress ion analys is.

6. Questions 115 and 116 - This wri ter  coul d f ind no

relationship between the questions and the

required responses.

Select ion of Variables To Be Presented. Due to the

large number of cases employed in the analysis , many van -

ables were found to be significant at the .0001 level. Thus,

the number of variables included in the final regression

equat ions and AID trees , us ing significance cr i ter ia  alone ,

were many. In order to reduce the number of variables to be

pre sented and to make the results  more unders tandable and

meaningful the following selection criteria was used:

Regression:

- A maximum of five variables in an equation

• 
— A variable must increase the amount of explained

var iance by at least 1.9 percent

AID:

— No more than four split levels

- A variable must increase the amount of explained
variance by at least one percent
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Summary

This chapter has outlined the essence of the analytic

procedures used along with brief explanations of some of

the procedures. Regression analysis, the Automatic Inter—

action Detection algorithm (AID), Factor analysis, and the

SPSS subprograms of Crosatabs and Breakoown were used to

identify those factors associated with job satisfaction

and career intent .

Tha t part of the analysis common to both  career intent

and job satisfaction was also presented . These common faa—

tures included variable t ransformat ions, se lec t ion  of vari-

ables, elimination of variables, and the criteria used In

the selection of variables to be presented .

I
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IV. CAREER I}fl~~1iT ANALYSIS RESULTS

r

Introduction

— This chapter present s the results of the career Intent

analysts. A list of the questions used in the final AID

and regression analyses can be found in Tables XXI and

XXII, Appendix B.

The analysis results presented in this chapter are pre-

sented in a negative manner, that is, the attributes of the

subset of respondents with low career intent are described .

The results are presented in this way because the factors

associated with  low career intent are of primary interest .

Generally, the results can be reversed to describe those

per8onnel with high career intent. In other words, if l~o~i

career intent is described by low job sat isfact ion, the n

• high career intent would be described by high job satisfaction.

Table I , p.30, presents the  average career intent ~
- 

-

broken down by group , rank , and years of service. Table II ,

p.31, presents an analysts by rank and years of service

of th, percentage of personnel who indicated either definite

or probable intentions of making the Air Force a career.

Tables I and II reveal the fact that a graph of career

intent either by grade or years of service would exhibit

a “U” shape . In other words , career Intent , at f i r s t

declines and then it increases. It is interesting to note

tha t low rank ing and low years of service personnel have

29
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Table I

Average Career Intent
(First Term Groups)

• First Term Enlisted Officer Non-Rated Rated
Personnel Personne l Personnel Officers Officers

Group 2.76 2.69 3.314 3.27 3.143
CAPT 3.314 3.314• 3.15 3.145
1 LT 3.23 3.23 3.13 3.37

2 LT 3.51 3.51 3.5] . 3.50

SSGT 3.32 3.32

SGT 2 8 1 4  2.814.

SRA 2.52 2.52

A1C ; 2.53 2 .53

ANN 2.65 2.65

AB 3, 20 3.20

Years
Service

0 3.03 3.01 3.35 3.32 3.143

• 1 2.58 2.55 3.12 3.12 3.12

2 2.Z~7 2.39 3.22 3.20 3.29

3 2.67 2.60 3.18 3.00 3.51

• 14 2.99 2.85 3,62 3.b8 3.514.

5 3.28 3.28 3.28

6 3,50 3.51 3.51

1 = Definitely do not intend to make the Air Force a career
2 = Most l ikely will not make the Air Force a career
3 = Undictded
14. = Most likely will make the Air Force a career
5 = Definitily intend to make the Air Force a career

• 30
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Table II

% Indicating Definite or Probable Career Intent
(First Term Groups)

First Term Enlisted Officer Non-Rated Rated
Personnel Personne l Personnel Officer Officer

Group 26.2 23.8 146.1 145 .3 48.9

CAPT 148.0 48.0 144.9 49.7

1 LT 414.2 44.2 42.4 147.0

2 LT 49. 0 49.0 48,8 50.0

SSGT 58.8 58.8

SGT 31,5 31.5

SR~ 22 .6 22.6

A1C 18.7 
- 

18.7

ANN 17.9 179

37. 0 37.0

Years
Service

0 30.5 29.7 142 .1 39.9

1 18.0 17.0 36 0  38 .3 35.14

2 19. 8 17,4 142.2 42.6 14,8
3 30.]. 27,9 45.7 143.14 54.9

14 36.1 31.6 56.1 63, 0 149.9 —

5 48.5 14.8.5 48,5

6 14.9.1 49.1 14.9.1

3] .
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higher career intent than those personnel with slightly

more rank or years of service. This could indicate tha t

personnel are entering the Air Force with high expectations

which later prove to be unrealistic. Whether these unreal-

istic expectations are due to the recruiting methods or the

individual’s fantasy can only be conjecture.

Alley and Gould (1975) found that 19.114. percent of

first term enlisted personnel indicated either definite or

probable career intent. It was found in this study (see

Table II) that 23.8 percent of first term enlisted person-

nel indicated either definite or probable career intent,

which is almost a 5 percent increase. This apparent increase

in career intent a t t i tude could be due to the e f fec t s  of the

AVF (All Volunteer Force) policy, the absence of a war,

the tight job market, or a number of other things. The

• reader can draw his own conclusions as to why this positive

career intent attitude is increasing.

AID Resul~~
The AID trees for each group are presented in figures

• 1-5. Each box in the AID tree represents a subgroup of the

populat ion bei ng studied . Shown in the box for each sub-

group is the average career intent, the number of persons

in the subgroup, a brief description of the predictor

variable , the cumulative R squared value, and the group

number (lower right hand corner). The response codes for

the predictor variable are shown in parentheses below the

32
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predictor name. The response codes are interpreted as

follows: l=~ , 2=B, 3=C , etc. where A, B, C, .... are the

res ponses g iven by t hat subgroup to the survey quest ion

(predictor variable). A summary of the resu l t s  is presente d

in Ta ble III , P.L43.

Table III indicates that three questicns are signific—

ant p red ic to r s  in the career intent  AID analysis .  The f i r s t

of these is question 42, the importance of the retirement

benef i t. This pre d ictor was sign i f i can t  in every AID

analysis, with the exception of the rated officer group.

The res ponses for ques t ion  42 range from low importance tc

high importance using a seven point scale. In ev ery case ,

except for the rated officer group, this variable was used

in the first AiD split . The R2 values for this first split

on the importance of t he ret irement benef it  ranged from 11
• to 15 percent . Ihose persons who consider mi)itary retire-

ment to be of re la t ive ly  high importance also ha d relat ively

high career intent.

The secon d varia ble whic h emerge d as a pre d ic tor  in

every career Intent AID analysis was question 175, the

Hoppock job satisfaction measure. It is important to note

that in every group , except for the rated officer group ,

th is  pre d ic tor  does not appear unt i l  the t h i r d or fou r th

level in the AID tree. This seems to agree wi th  t he obser-

vations of Brayfield and Crockett (1955), Herzberg, N auser ,

Pete rson  and Capwell ( 1957) , forter and Steers (1973), and

33
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Vroom (1964) that the magnitude of the relationship between

job sa t i s f ac t ion  and turnover  has ty pical ly not been very

hi gh.

The third variable which emerged as a significant pre-

dictor of career intent was question 50. ~uesticn 50 is as

fo1lo,~s: An A ir Force base is a desirable place to live.

The res pons es to th is quest ion ranged from s t ron gly d isagree

to s t r ongly agre e using a f ive po int scale , Th is ques t ion

emerged as the second most powerful predictor for all the

gro ups w ith the exc ep t ion of the rate d of f i ce r  grou p where

it was the thi r d mo st powerful pre ai c tcr . Those persons

who felt that an Air Force base was not a desirable place

to live belonged to subgroups which had relatively low

career intent. It appears that 1ivir~- on base is a benefit

negatively viewed by a large number cf first term ~ir

Force personnel.

First Term AID Analysis. ihe ~t IA i tree for first term

personnel is shown in figure 1, p.3~ . As c~ n be seer. the

t ree is symmetr i ca l  for  the first two leveiF ~r~-ic 9tiri~

that the same factors describe bc~t~ the high and the low

career intent  groups.

The first split was made using t rte retirement benefit

question. This question alone explains 15 percent of the

variance in career intent of first term personnel . Subgroup s

( 3 ) ,  ( 5) ,  (7), (9), and (ii) contain those personne l who

have lower career intent. An analysis of these subgroups

• 314.
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AF Base
______________ 

(1,2) &=5l6
— r A~ e= 1,83

Retire Import I R~ =.27 (9)
(1-4 ) N=948 ...j _ _ _ _ _ _ _ _ _ _ _ _

AXe=2,l2 I AF BaseR~=.150 ~ - L ( 3 - s)  N=432
- - Aye=2.58

- - 
R’~=.27 (8)

Lotal Pop
N=3 148 

______________

Career Intent  Ldrshp ~ualAve=2.76 ( 1) 
_ _ _ _ _ _ _ _ _ _ _ _ _ _  ( 4 , 5)  N 21Li.

i r Aye~ 2.25AF Ease 
~~ 28 11

— (1,2) N=759 — .

R~=.207 (5) Lsrshp ~ual( 1-3) N=545
Age 2.85

- R~=.284 (10)

• Retire Import
(5-7) N=2200 —

Aye=3.lO -

R~=.l50 (2)

Job Sat
- ( l o w )  N=354F— 1 r A~e=2.82

]~ç~~s~1441 I] R ~.237 (7)
lAve=3.39 I
‘Re— 207 (14) Job SatI,__—. 

L (high)N=1087
Ave=3. 58

- R 2~~.237 ( 6 )

Figure 1. Career In ten t  AID Tree
(Al] . First  Term Personne l )
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shows that first term personnel with relatively low career

intent can be describea by the following :

—View the re t i r ement  benef i t  as r e l a t i v e l y  unimpor tan t
—View an Air Force base as an undesirable place to live
—View the quality of Air For ce lea ders hip to be below

average or poor
—Have relatively lower job satisfaction

These four var iables are able to account for 28.4 per-

cent of the variat ion in career intent of first term Air

Force personnel .

Enlisted AID Analysis , The AID tree for enlisted

personnel is presente d in f igure  2, p.37.

The f i rs t spl i t  was made using the ret irement bene fit

question which was able to explain 14.9 percent of the

career intent variance. Subgroups (3), (5), (7), (9), (11),

(13), (15), and (17) contain those personnel who have rela-

tively low career intent. An analysis  of t hese subgroups

shows that f i r s t  term enl is ted personn el wi th rel at ively

low career intent can be described oy trie followin’::

—View the retirement benefit as relatively unimportant
—V iew an Air Force base as an undesirable place to live
—Have lower job satisfaction
—Believe that they can get more of an even break in
civi l ian l i fe  than in the Air  Force

—Are relat ively dissatisfied with their personal growth

Officer AID Analysis. The AID tree for first terpi

officer personnel is shown in figure 3, p.38.

The f i r s t  spl it was made us ing the ret irement benefi t

question which was able to explain 11 percent of the

variance in career intent. Subgroups (3), (5), (7), (9),

36
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-
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______________  (1,2) N=380

_[ ~~~~ (7) ~1L~ 
p

Ave—2 08 I Ave 2.01
R2=.114.9 ( 3 )  L (3..5) N=263 

R2=.3l8 (16)

A~e2 . 55
R’ =.243 (b)

Total Pop Job Sat
N=1891 _______________  

(low) N=l08
Career Intent r A~e 1.98
Ave=2.b9 (1) Civil ian Life R~=.299 (13

f__I (3—5) N=337 .....1
A? Base I A~e=2.i1J4. I Job Sat

— (1,2) N=Ls46 ~j 
—.2 6 (11) L (high) N=229

A~e=2,59 ~1 A~e=2.b5
R’~=.207 ~~ L Ctvi l ian Life R’~=.299 (12

Ave 3. 11.
R2=.286 (10)

Ret i re  Import 1
(5-7) N=1248 L...
A~ e=3. 0I4. I
R =.149 (~J

Job Sat
r (low) N=233

AF Base I Ave 2.77 Persnl Growt h
— (3-5 ) N=802 j R2= .272 ~~~ ( 1-5) N=402

A~e 3.33 1 r A~e 3.4O
R = .207 ( 14) L (high) N=5b9 _J R = .307 (l5~

A~e 3.52 I Persnl Growth
R = .272 ~~ L (6 ,7) N= 1b7

Ay e 3 .  82
Rd=. 307 (14

Figure 2. Career Intent AID Tree (First Term
Enl is ted  Personnel)
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O f f i c e r  Personnel )
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(11), (13), and (19) con ta in  those personnel who have

relatively lower career intent. An analysis of these sub-

groups shows that first term officer personnel with relative—

ly low career intent can be aescribed by the following:

—View the re t i rement  bene f it  as relatively unimportant
—View an Air Force base as an undesirable place to live
—Believe that they can get more of an even break in
civilian life than in the Air Force

—Are relatively dissatisfied wi th  their  personal
growth

—Have lower job satisfaction
—Believe that it woul d not be very d i f f i c u l t  to get

a comparable job in pr iva te  industry

Enlisted vs Officer. There is very little differenc e

between the variables used to describe enlisted personnel

and officer personnel career intent. The only d iff erence is

that  one addi t ional  var iable , pr iva te  job ava ilabi l i ty

(question 30), is used to describe officers and this vari-

able is not very powerful.

Non-Hated Officer AID Analysis. The AID tree for non—

rated off icer  personnel is presented in f i gure 4, p.40.

As can be seen, the AID tree is f a i r l y  simple w i th

only four d i f f e r e n t  var iab les  being used . The f i r s t  sp l i t

was made using the retirement benefit question , which

explained 14.5 percent of the career intent variance. Sub-

group s (3), (5), (7), (9), and (13) contain those personnel

who have relatively low career intent. An analysis of these

subgroups shows that first term non—ra ted  officer personnel

with relatively low career intent can be described by the

— -  
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Figure 4. Career Intent  AID Tree ( First Term
Non-Hated Officers)
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following s tatements:

—View the retirement benefit as relatively unimportant
—View an Air Force base as an undesirable place to live
—Have lower job satisfaction

• —Gener ally have lower personal growth satisfaction

Hated Officer AID Analysis. The AID tree for rated

officers is shown in figure 5, p.42.

Unlike the AID analyses for all the other subgroups,

the f i r s t  spl i t  was made using t he Hoppock job sa t isfa ct ion

measure. This variable was able to explain 14.4 percent of

the career intent variation of first term rated officers.

An inspection of figures 1—5 and Table III shows that

ther e are three var iables use d in the rated AID analys is

wh ich were not use d in any of the ot her AID analyses. This

fact indicates that the rated officer group is quite dir-

ferent from the other groups. Two of these new var iables

• are importance of benefit questions (41 and 46). One of

these benefit variables (question 46—importance of recrea-

t ion fac i l it ies ) is unint erpre ta ble ev en t hough it incr eas es

t he R2 value by 4. 1.i percent and is statistically significant.

Inspec t ion  of subgroups (12) and (13) in figure 5, p.42,

reveals an interesting situation. Bot h su bgroups exhibit

re la t ively high career intent and high job satisfaction.

Subgroup (13) has higher job satisfaction than subgroup

(12) and yet has a lower career intent average. This phe-

nomenon coul d be due to t he fac t  that  those first  term

rated per sonnel who are ext remely  s a t i s f i ed wi th  t heir jobs

41
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Table III.

- - 

- Career Intent
AID Variables

(First Term Groups)

~ueation First Term Enlisted Officer Non-Rated Rated
Number Personnel Personnel Personnel Officers Off icer~

30 X

41 x
42 X X X X

X
— 

SO X X X X X

71~. X

90 X

138 x I

175 1 X I I

Note: “1” indicates which variable was in each AID tree.

Ques tion AID Tree
Number Abbreviation Subject

30 Private Jobs Private industry job opportunity
41 Dep Comp Dependents indemnity importance
42 Retire Import Retirement importance
46 Rec Fac Recreation facilities importance
50 A? Base Desirability of living on an A? base

• 714. Act Par Requirement to participate in too
many non—job related act ivi t ies

90 Ldrshp Qual Quality of ~F leadership
138 Civilian Life Individual can get bet ter  break in

civilian life
144 Persnl Growth Per sonal growth sat isfact ion
175 Job Sat Job Satisfaction

143
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see themselves as not being able to remain in those same

jobs the rest of their careers due to rated supplement

— - tours and the necessity to leave the cockpit in order to

remain competitive for promotion.

Subgroups (3), (5), (7), and (11) can be used to des—

- 
cribs those first term rated officers who have relatively

low career intent. These officers can be described by:

—Lower job satisfaction
—Believe that they are required to participate in too
many activities that are not job related

—View an Air Force base as an undesirable place to live
—View the dependents indemnity compensation benefit
as relatively less important

AID Conclusion. AID analysis indicates that career

intent is mainly a function of three factors. The strongest

predictor was the importance of tk~ retirement benefit

(question 14.2). The second most important predictor appeared

to be the desirability of living on an Air Force base. The

third predictor was the Hoppock job satisfaction measure .

First term Air Force personnel who have relatively

low career intent can be generally described by the fol-

lowing:

—They view the retirement benefit  as relatively un—
ImportanG ;

—They view an Air Force base as an undesirable place
to live

-They have relatively lower job sat isfact ion

In addition to the above three main factors such things

as personal growth sat isfaction , opinion of the quality of

144
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Air Force leadership, civilian job oppor tun i t i e s, better

break in civilian life, and various Air Force benef i t s  also

had predictive power. Of the above additional factors only

personal growth satisfaction and believing that an individual

can get more of an even break in civilian life were signif-

leant in more than one AID analysis.

It was also found that the predictors of rated officer

career intent appear to be quite different from all the

other groups. Whether this difference is due to idiosyncra-

sies of rated officers or is due to the survey sample can

only be speculated.

Regression Results

The regression results for each group are presented

in Tables IV—VIII. Each table presents the regression

coefficients, Beta weights , multiple H, Hsquare, R square

change, and significance of the variables in the regres-

sion equation. A summary of the results is presented in

Table IX, p.55.

Question 42, the importance of ret irement , is in every

equation. This variable was either the second or third

variable to be entered into the equations. Question 50, the

desirability of living on an Air Force base, is also in

every equation.

First Term Regression. The regression equation for

first term personnel contains four variables. The first

45
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variable to be entered into the equation is question 50, an

Air Force base is a desirable place to live. The other var-

iables are: question 42 (importance of retirement), question

175 (job satisfaction), and question 30 (the difficulty of

obtaining a comparable job in private inaustry). The f irst

term individual with relatively low career intent can be

characterized by:

-Views an Air Force base as an undesirable place to live
• -Views the ret irement benefit as relatively unimportant

—Has lower job satisfaction
—Believes that it would not be very difl’icult to get
a comparable job in private industry

Enlisted Regression. The regression equation for first

term en l i s ted personnel con tains the same var ia bles as the

equation for all first term personnel. This is not suprising

because the w eighted sample ccntains about 90 percent

enlisted personnel .

The regression equation for first term enlisted per—

sonnel is presented in Table V, p.48.

Officer Regression. The regression equation for first

term officer personnel ccntains four variables (see Table

• VI, p.49). The f i r s t  vari able to be entered in to  t he equa-

tion was question 50, the desirability of living on base.

The secon a var iable to be entere d into the equa t ion  wa s

question 11i4, the ~0AFLI of personal growth satisfaction.

The other two variables in the equatIon are questions 42

(importance of retirement ) and 90 (opinion of the quallt~’

of Air Force leadership). The f i r s t  term o f f i c e r  wi t h

47

A~H -~~~~~~~~ --w~~~~~~’ - ~- ~~~~~~~~~~~~~~~ - --~~~~ 
-
~~~~~ — - -  —



- . -. .

O L .
‘-I 0

.14

• 4’

CO
0 0 0 0 )-A N- Al IA0 0 0 0 0 —~~~~~~ 0 0 0 3 r-l 

~ ~ I I 0

~~~~~~H~~~~~~~~~~ H

Al C’ (“4 ‘0t 1(  C’— N- (‘4 ~~0 H (‘4 (~\ (~ (‘4o . . . .
4’ —’- 

0
4.)O C )  
—I0 4-) 
C +L a G )  .~~~~ a) CO a)

~~~~~~ C~i i—I Al .0 0) 4)
IA l.A l.A La Al. . . . 0rx~ Cl>43 431 0.UI 0 ‘0

•1 C) -~~~C) .0 H. 0 0 E~ .a’i .0 C 0Al 0’ H .0 C)Ei 4-’ ~~ ~~~~ N- H ‘0 4.3 +La C) 0 .14] (‘4 N (‘4 ,-4 L.a C :‘-.O L .. my ’ • . . . 
0 0 L.a• ‘-~ 51 
~~ -‘-‘ 4’ 0C) E 43 0)C ) —  C) H C) ~0

~~ c-4 C 0)
0 4 3  C) C 0) H0 0  ° C) (‘4

~.. E ~04’  0 U) C) 4’
a4 La +CO .0 (‘4 N- H

~~~~ -~~~ ~~‘ ~~~ 4’(‘4 r-i 0 ~~4 0 —4 C) 0 La
0•  • 

~ 
. S • •~~~ ~~ ~~ 0~ 0

0

I
43

0 1  4’ 0 1c 
0 S4  4’

4’IJ 0 N l.A 0 
~~~ - I  0 N l.A C)

• ~~l U\ ~~ 4”- (‘1-\ 

~ • ~ I l.S\ ~~ N- cfl.31 r-4 C •5J H 
La:
C)
0

L ~~ — ~~~~
. 

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~ 
• * 

.—- 

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

-
- 

~~~~~~~~~~~~~~~ 
— —

~~~~~~



_____ - 
-...~~~- -‘- 

~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~ 
‘ ‘ ‘

~~~~~~~~~~~~ —~~~~~~~~— — -

4’ 0
.14

.4’
U C )

C)
4’
‘4 0 0 0 0

0 0 0 0 0 LA C- N- IA
0 - m  0 0 0 0

• . . . . C) I I I I 0
C)
O~ H H H H C?

N-
0

. / (‘4
S

H N- 0
H N- -A Al I
H 0 0 0
• . . . Al

H 0 -
ii 

~ H a) -~~~ .0

O H H Al (‘4
. . • . i—I

4 0 )  • S

+
• 0

N- C’ ‘.4 0 —

b c-4 zi (‘~l Al 0’ H 0

(‘1 ~~~~
- 

~~~~
- lJ\ -

• S ~ • .4.) i—I
P4 C) 0. C?

4)1 C)

- 
C)I c-~ .C 0)•, C) .1 ~~ C) ~~ LA

a La H
.0 0  4) .0 4’ C C)

+
L a L a  (‘4 H (‘4 ‘.4 L.a U)

• a . • . . C 0 s—~ —
I I U) 4’ 0. 0.1,

’-.- o~ ~C) 0 H ~~
~ 2 La —

cb 4’ 4
.4 U) C o Al

1-I C) H U) N
L.a C) E ~0 C C) 4’04’  

0 La -.4 +
~ ..zf 0) -~~~ N- C”— 0) -‘—I

(‘4 LA -~~~ 0 N- La L.a 4’ C) C’-
1* ~~i Al H i—I Al . ~-I U) C) N—

S S ~ S H ~~I H
0 

I

43
4-) a

0 C 0 C

H s—I La
C-)

49

~~~~ ~~~~~~-
. 

~~~~~~~~~~~~~~~~~~~ 
- - -

~~~~~~~~~~~~ -~~~~~ -- - —~~~~ 
-.

~~~~ 
.
~~~~~~~~ 

. 
~~~~~~~~~~~~~~~~~~~~~~ 

•
~~~~~

-
~
-: 

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



~~~~~~~
— 

_ _  -
~~~~

-‘--
~~

~~~~~~~~~
— 

~~~~~~
—

relatively low career intent can be characterized by:

• -Views an Air Force base as an undesirable place to live
—Has relatively low personal growth satisfaction
-Views tbe retirement benefit as relatively unimportant
—Views the quality of Air Force leadership to be below
aver age

i~ri1isted vs Officer. A~ can be seen in Table IX, p.55,

there is a difference between the enlisted and o f f i ce r  re-

gression equations. The two equations have only two vari-

ables in common, questions 42 and 50.

question 30 is in the enlisted equation but not in the

officer equation, indicating that officers are not as con-

cerned about their ability to obtain a comparable job in

private industry as are enlisted personnel. Perhaps this

is because all first tsrm officers have at least an under-

graduate degree and their employment opportunities are much

greater than those of the enlisted person wilo is usually

competent in one or two specialized areas for waich there

may not be an equivalent  c iv i l ian  job .

The o f f i ce r  equat ion aoes not contain question 175,
job satisfaction, whereas the enlisted equation does. This

could be due to the fact that the mean job satisfaction

of tbe officer group is higher than that for the enlisted

group and the variability of officer job satisfaction is

~ot as great as that for enlisteda, The job satisfaction

variable in the enlisted equation appears to be replaced

by question 144, personal growth satisfaction, in the officer

50
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equation. This substitution seems to be plausable in tha t

one internal factor, job satisfaction, is replacea by the

internal factor of personal growth satisfaction.

Non-Rated Off icer  Regression,  hS can be seen in Table

LX, p.55, the regression equation for the non-rated group

contains three of the four variables contained in the officer

regression equation. The non—rated equation, Table VII , p.52,

contains question 30, the difficulty of obtaini ng a compar-

able job in private industry, in place of question 90,

op inion of the qua l i ty  of Air  Force leadership, in the

of f i ce r  equat ion.

i-’he first term non-rated officer with low career intent

can be described as a person who:

—Views the retirement benefit as relatively unimportant
—Views an Air Force base as an undesirable place to live
—Has relatively low personal growth satisfaction
—Believes that it would not be very difficult to get
a comparable job in private industry

Rated Officer Regression.  Inspect ion  of Table VIII ,

p .53, shows that  the rated o f f i c e r  equat ion  contains f ive

variables:  ques t ion  42, importance of retireme nt benefit ,

quest ion 50 , d e s i r a b i l i t y  of living on base, question 144,

personal growth satisfaction, and question 175, job sat-

isfaction, The first term rated officer with low career

intent can be described as a person who:

—Has relatively low job satisfaction
-Views an Air Force base as an undesirable place to live
—Has relatively low personal growth satisfaction
—Views the retirement benefit as relatively unimportant
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— Relieves that he is required to participate in too
many a c t i v i t i e s  t ha t are not job r elated

Rate d_ vs Non—Hated. Inspection of Table IX , p.55,
reveals that there is little difference between the rated

and non-rated equations . There are three variables that

are common to each equation . The b iggest d i f ference bet ween

the two equat ions is that the ra te d eq uat io n cont ains the

job satisfaction variable , whereas the non—rated equation

ace s not .

~~ gr ess ion  C o n c l u s i o n .  The var iables  tha t entered

into the five regression equations can be roughly divided

into two cat egor ies . One cate gory con sists of e x t r i nsic

fac tors or benef its and the o th er con s i s ts  of i n t r i nsic

factors. The intrinsic factors include job satisfaction ,

personal growth, and the perceived quality of Air ?orce

leadership. The extrinsic factors or benefits include

perceived out side job opport un t ies , r e t i r ement b en e~’it ,

and th e desi ra bi l i t y  of l iv ing on base. By dividing the

var ia ble s into these two cat egories , one can hypothesize

t ha t career intent  is a func t ion  of bot h intern al and

external factors.

The main f inding of thi s regress ion an aly s is is t hat

career intent for first term Air Force personnel is ma inly

re la ted to two factors . These two f actors ar e t he ret ireme nt

benefit and the desirability of living on base. These f i n d-

ings are significant in that , as far as this writer is

• 514 
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Table IX.

Career Intent Regression Equation
Var iables for Each Group

(First  Term)

Question First Term Enlisted Officers Non—Rated Rated
Number Personnel Personnel Personnel Officers Officers

• 30 X X X

142 X X X X X

50 x x x X x

714 x
90 X

11414 X X X

175 X X X

Note: “X” indicates watch variable  was in each
regression equation

Question
Number subject

30 Private Industry Job Opportunit y
i~2 Ret ireme nt Import ance
50 Desi rabi l i ty  o1 l iving on an AF base
714 Required Activities Participaticn
90 Qual i ty  of AF lea ders hip

11414 Personal Growth Satisfaction
175 Job Satisfaction

55
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concerned, the career intent of first term personnel has

not been previously linked with these two factors.

Other factors, though to a lesser extent, found to be

related to career intent were the factors concerning the

perceived difficulty of obtaining a comparable civilian job,

job satisfaction, and personal growth satisfaction.

AID and Regression Summary

The career intent AID and regression analyses presented

in this chapter have produced markedly similar results. ‘The

two analysis techniques have indicated that there are four

main factors associated with the career intent of first

term Air Force personnel. These four main factors were:

—Importance of the retirement benefit
—The desirability of living on an Air Force base
—Job satisfaction
—Persona] . growth sa t i s fac t ion

There were several other factors found to be associated

with first term personnel career intent , though to a lesser

extent.

For the interested reader, a correlation matrix, for

each group, containing the criterion and predictor variables

I - 
discussed in this chapter can be found in Tables XXV-XXIX,

Append ix C. A breakdown of the responses for questions 142

a~d 50 can be found in Tables XXXV and XXXV 1, App end ix D.

A more complete and comprehensive discussion of the

find ings in this chapter is presented in chapter VI.

56 
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V. JOB SATISFACTION ANALYSIS RESULTS

Introduct ion

This chapter presents the results of the job sat—

istaction analysis. Tables XXIII and XXIV, Append ix B, show

which questions were used in the final AID and regression

analyses. The AID results are presented in the first part

of the chapter and the regression results are presented in

the latter half.

Table XI, p.59, presents the average job satisfaction

broken down by group, rank, and years of service.

The analysis results presented in this chapter are

presented in a manner such that low job satisfaction

is described~ Generally, the results can be reversed to

describe first term personnel with high job satisfaction.

For instance, if low job satisfaction is described by low

job challenge, then high job satisfaction would be described

by high job challenge.

The Job Satisfaction Measure

The job satisfaction measure used in this report was

obtained by linearly combining the responses to questions

57, 58, 59, and 60. These four quest ions are a modification

of Hoppock ’ s four part job sat isfact ion blank ( Hoppook ,

1935). The job satisfaction score has a possible low of 14
and a possible high of 28.

57
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Table X.

Factor Analysis Results
(First Term Groups)

Eigenvalues

First Term Enlisted Officer Non-Rated Rated
Factor Personnel Personnel Personnel Officers Officers

1 2.831 2.772 2.899 2.930 2.792
2 .1488 .149b .1498 .1493 .513
3 .14.13 .1445 .357 .31414 .1420
14. .2b8 .287 .2145 .2314. .275

Factor Matrix Using Princ ipal Factor

Question First Term Enlisted Officer Non-Rated Rated
Number Personnel Personnel Personnel Officera Officers

57 .835 .817 .862 .869 .826
58 .898 .890 .907 .911 .893
59 .805 .807 .797 .796 .810
60 .825 .8114. .836 .81414 .811

Factor Score Coefficients: First Factor -:

Question First Term Enlisted Officer Non-Rated Rated
Number Personnel Personnel Personnel Officers Officers

57 .295 .295 .297 .296 .296
56 .317 .321 .313 .311 .320
59 .2814. .291 .275 .272 .2906
0 .291 .294 .288 .288 .290

58
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Table XI.

Average Job Satisfaction
(First Term )

First Term Enlisted Officer  No n-Rated Rated
Personnel Personnel Personnel Officers Officers

Group 17.05 lb.91 18.42 l8.3b 18.57

CAPT 18,49 18.49 18.81 18.30

1 LT 17.97 17.97 17.51 18.63

2 LT 19.13 19.14 18.88 20.77

SSGT 16.41 16.41

SGT 16.76 16.76

SRA 
— 

15.59 15.59

A1C 17.42 17.42 
_____________________

AM~ 17,42 17,42
* 

AB 16.06 ib.06

Years
Service

0 17.014. 16.87 l9.bl 19.50 20.b5 j
• 1 17.b7 l7.b4 18.49 18.09 21.05

2 16.60 16.43 18.18 i8.0o 16.51

3 16.73 16.56 17.90 17.50 18.76

14 16,82 16.34 18.88 18.45 19.28

5 18.4]. 18.41 18.41

6 16.85 16. 85 16. 85

59
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Factor analysis using these four questions was per—

• formed for each group in order to confirm that they were

indeed measuring one factor. An exam inat ion of the fa ctor

score coeff icient s conf i rme d the val idi ty  of t he assump t ion

tna t these four quest ions coul d be l inearly comb in ed to

mea sure on e fac tor . The resul t s of the f a c t o r  analy si s are

presented in Table X, p.58.

AID Results

The AID trees for each group are presented in figures

b-b . Each box in the AID tree represent s a subgroup of —

trie population being studied . Shown in the box for each

subgroup is the average job satisfaction , the num ber of

persons in the subgroup , a brief description of the pre-

di ctor  var iable , the cumulat ive R square d value , and the

group number (lower right hand corner). The response codes

for the predictor variable are shown in parentheses below

* 
the predictor variable name. The re spons e co des are int er-

preted as follows: 1=A , 2=B, 3=0, etc. wnere A , B, C, ....
are t he r esponses given by t aa t subgroup to t he survey

question (predictor variable). A summary of the AID resu l t s

is presented in Table XLI , p . b9.

Inspec t ion  of Ta ble XII rev eals the f act that the re

were two ques ti ons whic h emerge d as sign i f i cant prec ic to r s

in every job satisfaction AID analysis. The f i r s t  of th ese

is question b8, job challenge. The second is question 69,

the degree to which the present job makes use of the

• 60
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indivi dual ’s tr aining and ability.

First Term AID Analysis. The AID tree for first term

personnel is shown in f i gure b , p.62. Inspection of the

tree shows that job challenge was used as the predictor

variable in three group splits and the use of training and

ability variable was u~.ed in two splits.

The first split was made using job challenge which was

able to explain 31 percent of the variation in job satis-

faction. Subgroups (2), (4) , (6), (8), (10), (12), (14),
and (ib) contain those personne l who have relatively low

job satisfaction. An analysis of these subgroup s shows

that first term personnel with relatively lower job satis-

faction can be described by the following:

—Low job challenge
—Relatively low present use of training and ability
—Lower career intent
—Feel that the ir present job is not preparing them

to assume f u t u r e  posi t i o n s of grea t er respon sib i l i t y
—Relatively low Leadership/Supervision satisfaction

It sho ul d be note d that  the job c hal lenge and the use

of t ra in ing  and ab i l i ty  var iables alone are able to expla in

45 percent of the variation in job satisfaction of first

term personnel.

Enlisted AID Analysis. The AID tree for first term

enlisted personnel is present eo in fi gure 7, p.63. The

enlisted AI D tree is very sim ilar to the tre e for  fir st

term personnel. The first five splits in each tree utilize

the same variables.

Subgroups (2), (4), (6), (8), (10), (12), and (14)
61
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contain those personnel who have relatively lower job sat-

isfaction. These f i r s t  term enlisted per sonnel can be des-

cr ibed by the fol lowing:

—Low job challenge
—Relatively low pres ent use of t r a in ing and ability
—Strong belief that mission accomplishment should not
be given more interest trian personal concerns

—Feel that their present job is not preparing them to
assume fu tu re  posit ions of greater  respons ib i l i ty

Officer AID Analysis. The AID tree for officer per-

sonriel is presented in figure 8, p.65. The f i r st spl i t  was

made using the use of training and ability variable.

Subgroups (2), (4 ) ,  (6), (10), and ( 12) cont ain thos e

personnel who have relatively low job satisfaction. An

analysis of these su bgrou ps indi cat es t hat t hese f i r s t  term

officer personnel can be described by the following:

—Relatively low present use of training and ability
-Low job challenge
—Relatively less job freedom
—Highly dissatisfied with their personal growt h

Enlisted vs Officer. A comparison of figures 7 and 8

shows t hat the pr imary descr ip tors  of job sa t isf ac t ion  for

bot h off icers and enlis ted personnel are the same f actors

of job challenge and use of t ra ini ng and ability . The ma in

di f fe rence  between t he enl iste d and o f f i c er personnel AID

trees is that the enl is ted AID tree only use d two d iff er ent

var iables  for  the f irst f ive  spl its , wher eas f ive d i f f e r ent

variables were used for officers. This observa t ion  seems

to say that off icer job sat i sf a c t ion is mor e compl ica te d

64

IL ~~~~~~~~~~~~~ ~~~~~~~



Job Chlng
¶ 

_ _ _ _ _ _ _ _ _ _ _ _ _  
(5) N=19~— r Ave=22.34

Ldsp/Sup Sat I R2 .504 (13)
i.— (3— 7 ) N=537 —1I Job Ching I Age 2l. 23 I Job Chirig

1 (4,5) N=595 I R~=.457 ~ L ~ N=.339
7 Ave=20.9L 1. 1 Ave=20.614.

1 R2=.388 (5) I Ldsp/Sup Sat R2=.5014. (12)
I— — L.. (1,2) N=58 _ _ _ _ _ _ _ _ _ _ _ _ _

Ave=18.b3
_ _ _ _ _ _ _ _ _ _ _ _ _  

R2 .457 (8)

Trig & Abi Use -

(3,4 ,5) N=833 —

Ave=20 .ll 1
R2= .325 (3) Job Ching I

— — — (1—3 ) N=238
Ave= 18.l5 I
R2=.388 (14) ]

Total Pop
N=12L4.1
Job Sat
Ave=l8.l4b (1)

Persnl Growth
_ _ _ _ _ _ _ _ _ _ _ _ _  

(5-7 ) N=12b
I~

•
~ A~e=l7.73Job Freedom I ~~~~~ (11)

_ _ _ _ _  _ _ _ _ _ _  — (3- 5)  N=321 I _ _ _ _ _ _ _ _ _ _ _ _

Trig & Abi Use ~~~ ]~5~8o ( ) Persnl Growt h
(1,2) N=408 —

. 7_ (1—14) N=195
Ave=l5. o~ Age=l4. 72
ft2 .325 ft~=.14t38 (10)

Job Freedom
— 

(1 ,2) N=87
Ave=ll. 76
R2=.439 (6)

Figure 8 . Job Satisfaction AID Tree (First Term
Officer Personnel)

_ _  
- . 

~~5 ~~~

- - - - - -- - .

~~~~~~~ 

.
-

I ~~~~~~~~~~~~~~~~~~~~~~~~ ~ 
___________________ __________________ __________________ ____



and harder to define than enlisted job satisfaction.

Non-Rated Officer AID Analysis. The AID tree for

non—rated officer personnel is shown in figure 9, p.o7.

The same variables used to describe the officer population

are used to describe non-rated officers. hence , the de-

scriptior i used for first term officers also applies to

first term non—rated officers.

Rated Officer AID Analysis. The AID tree for rated

officers is shown in figure 10, p.b8. The f irst spl i t  was

made using job challenge as the predictor.

Subgroups (2), ( 4) ,  (6), ( 8) ,  (10), and (12) contain

those personnel who have relatively lower job satisfaction .

An analy sis of the se subgroups indicates that first term

ra te d of ficer personnel w i t h  r elat ively low job sa t isf ac t ion

can be descri bed by t he fo l lowing:

-Low job challenge
—Relativ ely low present use of training and ability
—Low personal stand ing sa t i s f a c t i on
-Highly d issat isf ied with  their personal growth
-A feeling that individuals in the group ao not
encourage each other to work as a team

Non—Rated vs Rated. An analysis of Table XII, p.69,

shows that three variables emerged in both the rated and

non—rated A1D analyses. This seems to say that the deter—

minants of job satisfaction for non-rated and rated officers

are close to being the same.

AID Conclusion. AID analysis inaicates that job satis—

f ac t ion for f i r s t term personn el is p rimar i ly  a func t i on
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Table XII.

Job satisfaction
AID Variables

(First Term Groups)

~L’estion First Term Enlisted Officer Non-Rated Rated
Number Personnel Personne l Personnel Officers Officers

14 X

68 x x x x X

• 69 X X X X X

F 70 X X

75 X

88 x X X

119 X

135 x x
144 X X X

153 X

N ote:  “X” indicates which variable was in each AID tree.

~ue st Lon AID Tree
Number Abbreviation Subject

• 114. Career Intent Career Intent
68 Job Ching Job Challenge
69 Tng & Abl Use Use of Trai ning and Abil ity
70 Future Respori Preparation for future responsibilities
75 Mission Acnipl Mission accomplishment concern
88 Ldsp/Sup Sat Leadership/supervision satisfaction
119 Team Work Work group encourager~~nt
135 Job Freedom Job Freedom
144 Persnl Growth Personal growth satisfaction
153 Per Stand Sat Personal standing satisfaction
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of job challenge and the present use of an individual ’s

training and ability. Such other factors as preparation

for increased future responsibility, personal growth sat—

isfact ion, Leadership/Supervision satisfaction, personal

stan d ing sat isfa ct ion , and job freedom are also determin-

ants of job satisfaction thoug h to a lesser extent . The

determinants of job satisfaction seem to be either job

related factors or’ intrinsic factors.

Cne not&ble observation of this AID analysis is that

none of the demographic variables or traditional factors

such as pay and fringe benefits emerged as predictors of

job satisfaction for first term personnel .

Regression Results

The regression results for each group are presented

in Tables XIII — XVII. ~ach table present s the regression

coefficient s, Beta wei~-hts , multiple R, H square , H square

ch ang e , and statistical significance of the variables in

the regression equation. A summary of the results is pre—

serited in ~~~~~ XVII I , p.BO.

An inspection of Table XVIII reveals the fact that

there ar e two var iab les w~xich are comm on to each of the

regression equations . The first of these common var iables

is question b8, which is the job challenge question . In

the regression of each group , except the non—rated group ,

this variable was the first one to be brought into the

equation. The lowest H squared for this variable was .401.
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This says that at least 40 percent of the variance in job

satisfaction is explained by the single variable of job

challenge.

The second variable that is common to all the regres-

s ion equat ions  is ques t ion  69, which is the use of training

and ability question. In all groups, except for the rated

group, this variable was either the first or second one

to be entered into the regression equation. In those cases

where questions 68 and 69 were the first two variables in

the regression equation , the R squared values ranged from

.1470 to .504. This means that the two questions together

are able to explain better than 47 percent of t he v a r i a t i o n

in job satisfaction.

First Term ~~gression. The regression equation for

all first term personnel contains four variables. In

addition to questions 68 and 69 which were discussed above ,

F the first term equation contains questions 70, preparat ion

for future responsibility, and 153, personal standing sat—

isfac t ion .  These four  variables togethe r explain 52 .5

percent ol’ the job s a t i s f a c t i o n  v a r i a t i o n  of first term

Air Force personnel . The regression equation indicates

that first term personnel with low job satisfact !on can

be described by the following:

—Low job challenge
—Relatively low present use of training and ability
—Feel that their present job is not preparing them to
assume future positions of greater responsibility

—Low personal standing satisfaction
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Enlisted Regression. The regression equation for first

term enlisted personnel is shown in Table XIV, p.74. The

enlisted equation is nearly identical with the first term

equation. Thus , the results for first term personnel ex-

plained above also apply to first term enlisted personnel.

This was to be expected because of the fact that approxi-

matoly 60 percent of the sample population is composed of

enlisted personnel and the weighted percentage is approxi—

mately 90 percent .

Off ice r  Hegression,  The regression equation for first

term officers contains four variables which are questions

68, job challenge, 9, use of training and ability, 88,

the Q~OAFLI of Leadership/Supervision satisfaction, and 14,

career intent. The regression equation is presented in

Table XV, p.75. First term officers with low job satis-

faction can be described as individuals who:

—Have low job challenge
-Have relatively low present use of training and

ab i l i ty
—Feel less satisfied wita the Leadership/Supervision
aspects
-Have low career intent

Enlisted V8 Officer, Inspection of Table XVIII, p.80,

reveals the fact that the enlisted and officer regression

equat ions have only two variables in common which are

questions 68, job challenge, and 69, use of training and

ability. It is interesting to note that job satisfaction

for officers is dependent on career intent , whereas, job

• 
• 
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s a t i s f a c t i o n  for enl is ted personne l is not dep enden t on

career intent.

Non—Rated Officer Regression. The regression equation

for non-rated officer personnel is shown in Table XVI , p.77.

As can be seen the equation contains four variables . Only

two of t hese var iables are also conta ined in t he off icer

equation. An inspection of Table XVIII, p.80, rev eals the

fact that the non—rated equation contains two variables tha t

are not in any of the o th er re gress ion equat ions. Whet her

this fac t  sugge sts tha t  job sat isfa ct ic n for f i r s t  t erm

non—rated officers is signif ic a n t l y  d if ferent  than the job
— 

s a t i s f a c t i o n  of all other  f irst  term Air  For ce pe rsonne l

cSn only be conjecture at this point .

Acc or d ing to the regr ession equat ion, first term

non—rated officers with low job satisfaction can be des-

cribed by the following:

-Low job challenge
• —Relatively low present use of training and ability

—Dissatisfaction with their personal growth
—Relatively less job freeaom

Rated Officer Regression, The regression equation for

f irs t term rated off icers is shown in Ta ble XVII , p.78.

The equat ion for ra te d off icer- s is s i m i l a r  to the of fice r

equation with the only exception being that. tne ~CA~ ’L 1 c-f

Leadership/Supervision (question 88) in the officer equa-

tion is replaced by the Q.OAFLI of pe rsonal  sta nd ’.r.~ satis-

faction (question 153). It is interesting to note  that th is
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QOAFLI of personal stand ing sat isf act ion  was contained in

the enlisted regression equation . In fac t , the regres sion

equation for rated officers and enlisted personnel are very

similar. Essentially the only difference between the two

equa ti ons is that  question 70, preparation for future res-

pons ibi l i ty ,  in the enl is ted equat ion is re p lace d by ques-

tion 114, career intent , in the rated officer equation. The

ra te d off icer  equat ion seems to more res emble t he enlisted

equation than the non—rate d officer equation. Whether this

fact suggests that, in so far  as job sa t i sfact io n is con-

cerned , rate d of f i ce r s  ar e mor e like enlisted personnel

rather than their non-rated counterparts is not clear to

th is wr i t e r.

First t erm r ate d of f i c e r  personne l w it h low job sat-

isfaction can be described by the following:

—Low job challenge
—Low personal standing satisfaction
-Low career intent
—Rel a t ive ly  low present use of training an d ab il i t y

I
Regression Conclusion. The regression equations for

the five study groups have pointed to the fact that there

are two main factors which predict or can be used to describe

job satisfaction of first term Air Force personnel (see

Table XVIII, p.8O). The first factor is the amount of per-

ceived challenge found by the person in his present job.

The second f ac to r  is whether  the presently held job makes

good use of the training and ability of the person.
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Table XVIII .

Job Sa t i s f ac t ion  Regression Equa t ion
Variables

(First Term Groups)

Question First Term Enlisted Officer Non-Rated Rated
Number Personnel Personne l Personne l Off icers  Off icers

114 X x
68 x X X X x

69 X X X X X

70 X

88 x
135 X

11414 X

153 X X x

Note: “X” indicates which variable was in each
regression equa t ion

Question
Number Subject

114 Career intent
68 Job Challenge
69 Use of Training and Ability
70 Preparation for future responsibility
88 Leadership/supervision satisfaction
135 Job Freedom
11414 Personal growth satisfaction
153 Personal standing satisfaction
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The f i nd ing that job challenge is a pre dictor  of job

sa t i s fac t ion  is similar to the f indings of both Thompson

(1975) and Vrooman (1976). Both Thompson and Vrcoman found

that the fac to r  of be ing pre pare d to assum e pos i t i ons of

future responsibility was a strong predictor of job satis—

faction. This future responsibility factor proved not to

be a pre di ctor of job sat isfact ion for of f icer  personnel

in the present regression study , but was a predi ctor  for

enlisted personnel. The quest ion concern ing the present

use of training and ability was not in the first QOAFL

survey, thus it was not ava ilable for analys is by eit her

Thompson or Vrooman .

Thompson foun d tha t jo b fr eedom was a s t rong pre d ictor

of job sat is fac t ion (T hompson , 1975:100—101). This was not

the case in this present study. In fact , the job freedom

predictor only showed up in the non-rated officer regres-

sion equation.

The differences between the results of triis stud y

and t hose of Thompson and Vrooman may be due to the fac t

that ne ither of t hem used all the su rvey  quest ions as

possi ble pre d ic tors , the study group s were different , and

the t r a i n i ng and ab i l i ty qu est ion was no t inclu ded in the

first survey.

AID and Regre ssion Summar y

The job satisfaction AID and regression analyses pre—

setited in this chapter have produced markedly similar
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results. The two analytical techniques have indicated that

there are two main factors associated with the job satis-

fac t ion  of f i rst  term Air Force personnel. These two main

factors are job challenge and present use of training and

ability.

There were several other factors found to be associated

with  the job s a t i s f a c t i o n  of first term Air Force personnel,

though to a lesser extent.

For the interested reader, a correlation matrix , for

each group, containing the criterion and predictor variables

discussed in this chapter can be found in Tables XXX-XXXIV,

Appendix C. A breakdown of the responses for questions 68

and 69 can be found in Tables XXXVII and XXXVIII, Append ix

D.

A more complete and comprehensive discussion of the

findings in this chapter is presented in chapter VI.
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VI. SU~4NARY AND CONCLUSIONS

Introduction

The results of the career intent and job satisfaction

analyses were presented in chapters IV and V, respectively.

In these chapters no serious attempt was made to combine

the results of the AID analysis and the regression analysis,

rather each analysis was presented separately. This chapter

integrates these results and gives an overview of each sub-

ject analysis.

Career Intent

The combined results of the career intent analyses are

presented in Table XIX , p.814. Inspection of this table

reveals the fact tba t there are five variables (questions)

which appeared in the separate analyses four or more times.

The rank order of these five variables according to the

frequency with which they emerged as predictors is as follows:

Ques
No~ Freg. Subject

50 10 Desirability of living on an
Air Force base

142 9 Importanc e of the retirement benefit

175 8 Job satisfaction

11414 6 Personal growth satisfaction

30 Ii. The perceived difficulty of obtain-
ing a comparable job in private
industry
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It appears that career intent for first term Air Force

personnel is mainly a function of tb.ree of these variables;

desirability of living on an Air Force base, importance

of the retirement benefit, and job satisfaction. The person

with low career intent could be described as a person who

does not think that living on base is desirable, who views

the military retirement benefit as relatively unimportant,

and who has relatively low job satisfaction. There are

several other factors, though not as strong as the three

main factors mentioned above, which appear to be associated

with career intent. Among these other factors are personal

growth satisfaction and the perceived difficulty of obtain-

ing a comparable job in private industry.

The fact that the desirability of living on an Air Force

base and the importance of the retirement benefit showed up

in this analysis is interesting, in that, to this writer ’s

knowledge, these two factors have never been found to be

strongly associated with. the career intent of first term

Air Force personnel.

For the purpose of the following discussion, only

those variables that emerged, for each group, in both the

regression and AID analyses are discussed. It is believed

that these paired or dual variables should be the strongest

predictors for a particular group. These dual variables are

circled in Table XIX, p.6L4..

As can be seen in Table XIX, the desirability of living

as

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _



on an Air Foros base is present in every group analysis

(question 50). Ph. importance of the retirement benefit

(question 11.2) is present in every analysis with the except-

ion of the rated officer group. Job satisfaction (question

175) is present in the first term personnel, the enlisted

personnel, and the rated officer groups. Personal growt h

sat isfact ion (quest ion iL~4) is present in the officer and

non-rated officer groups. The only other variable to show

up in both analyses occured in the rated officer group. This

variable represents the belief that the Air Force requires

the person to participate in too many non—job related ac-

tivities (question 7L1~) .  The fact that this variable showed

up in both analyses for rated officers is interesting be-

cause of the fact that it did not show up in any of the other

single analyses for any other group.

Discussion. It is felt that career intent of first

term personnel can be influenced by several Air l~’orce

initiated actions.

Inspec tion of Table XXXVI, Appendix D, reveals the

fact that there appears to be a large number of individuals

who do not view an Air Force base as a desirable place to

live. As was shown earlier in this study, career intent for

first term personnel is strongly associated with the desir—

ability of living on base factor. The more a person views

an Air Force base as a desirable place to live , the higher

86

A ~~~~L . - . 
-~~~~ .. - — ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~ ~~~~~~~~ ~~~~~~~~~~~~~ 

.
~~~~~



-= ~~~~~~ . .~~~: ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~ 
- _. - 

—~~~~~~ —....

was his career intent. This close association between career

intent and the desirability of living on base plus the fact

that there appears to be quite a bit of dissatisfaction with

on base living might indicate tha t the rules , regul ations ,

and policies associated wi th  on base living should be close-

ly scrutinized by the Air Force leadership.

This writer believes that one such policy tha t might

be looked at closely is barracks inspection. It seems

inconsistent that enlisted personne l are subject  to room

inspection as if they were children, and yet are expected

to behave as responsible adults, both on and of f the job,

often charged with the safe keeping of expensive equipment

arid sensitive documents.

Another possible cause of dissatisfaction with. living

on base is that many personnel are not given a free choice,

but are forced to live in quarters. If personnel are allow—

ed to exercise their own judgement on where they will live,

the living on base factor will no longer be an irritant to

many, leading to possible increases in retention rates.

Perhaps the Air Force policy of budgeting funds for

the purpose of building and upgrad ing base living quarters

should be looked at. It may be that these funds are being

expended on quarters that many first term Air Force personnel

do not want.

As pointed out earlier, the career intent of first term

Air Force personnel is closely associated with the retirement
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benefit factor. It would seem that changes to the present

retirement benefit could greatly influence retention rates.

If the present retirement system was to be greatly changed,

the effects on the All Volunteer Force concept and the re-

tention rates could prove to be disastrous.

Job satisfaction was also found to be a predictor of

career intent. However, this factor proved not to be as

strong a predictor as were the living on base and the re-

tirement benefit factors. Currently, there are several

Air Force programs in effect with the stated purpose of

improving or increasing job sat isfaction.  As indicated by

this study, these job satisfaction programs may produce a

positive influence on career intent, thus improving reten-

tion rates. However , according to the present analysis,

these job satisfaction programs are not attacking the most

powerful career intent factor. It would seem, to this

author , that the living on base factor would be easier to

influence and have a larger effect on career intent than

these job satisfaction programs.

It was found that the requirement to participate in

too many non-job related activities was a predictor of

career intent for first term rated officers. This factor

was present in both the AID arid regression analysis results.

A reduction In the required non-job related activities might,

therefore , have a positive influence on f i r s t  term rated

officer  career intent .
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It would appear that the factors found to be associat-

ed with the career intent of first term Air Force personnel

can be roughly divided into two catagories . One category

consists of extrinsic factors or benefits and the other

conaists of intrinsic factors. The intrinsic factors would

incl ude job sat isfact ion, personal growth , and the perceived

quality of Air Force leadership . The extrinsic factors or

benefits include perceived outside job opportunities ,

retirement benefit , required activit ies part icipat ion , the

desirability of living on base, and the view that a person

can get more of an even break in civilian life. By so

dividing the variables into these two catagories, one can

then hypothesize that career intent for first term Air Force

personnel Is a function of both internal and external

factors.

Job Satisfaction

• The combined results for the job satisfaction analyses

are presented in Table XX, p. 90. Inspection of this table

points to the fact that there are two main factors associat—

ed with the job satisfaction of first term Air Force person-

nel. ‘ihee. two factors were present in both the AID and

regression analyses for each individual group. The first

factor, and apparently the strongest factor, is job challenge.

The second factor is the present use of training and ability.

Both of these primary factors seem to be job related.
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There were four other factors which showed up at least

four t imes in the AID and regression analyses. These other

factors were preparation for increased future  respons ibi l i ty,

Leadership/supervision satisfaction, personal rcwth satis-

faction, and personal standing aatisfaction. It is Interes-

ting to note that three of these factors are the previously

defined ~0AFLI’s.

There were two other factors which showed up in three

of the individual analyses. T* ‘se were the factors of

career intent and job freedom.

Those factors that were present in both the AID and

regression analyses for a particular group are circled in

Table XX, p.90. These circled variables point to the fact

that there appears to be a difference between the additional

factors which describe or predict job satisfaction for the

various study groups. A short discussion of these addition-

al factors is given in the next three paragraphs.

Job satisfaction for first term enlisted personnel

seems to be influenced by the future responsibility factor,

whereas, first term officer job satisfaction is influenced

by the Leadership/Supervision satisfaction factor.

Job satisfaction for first term non—rated officer

personnel seems to be influenced by job freedom and personal

growth satisfaction, whereas, first term rated officer job

satisfaction seems to be influenced by personal standing

91

~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~ 
—



—- —

satisfaction.

Whether there is an actual difference between the job

satisfaction of these groups is riot clear, because there is

some overlapping of these factors in the d ifferent groups.

It would appear that the factors found to be associ-

ated with first term personnel job satisfaction can be

divided into the two categories of intrinsic and job related

factors. The job related factors consist of job challenge,

use of training and ability, job freedom, and preparation

for future responsibility. The Intrinsic category consists

of personal standing, Leadership/Supervision, and personal

growth. By so dividing these factors, one can hypothesize

that job satisfaction for first term Air Force personnel is

a function of both job related and internal factors.

Career Intent and Job Satisfaction

A comparison of Tables XIX and XX points to the fact

that there is only one variable (excepting the career in-

tent and job satisfaction variables) which was a predictor

for both career intent and job satisfaction . This variable

was the personal growth factor.

The job satisfaction factor was used as a predictor a

total of eight times in the career intent analysis, whereas

career intent was only used three times in the job satis—

faction analysis and was not very strong in these cases.

It was stated at the beginning of this paper that job
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sat is fact ion was only studied in the hope that career intent

might be better and more fully understood. The following

discussion Is an at tempt to integrate these two analyses

from a career intent 3tandpoint .

It was found that career intent was mainly associated

with three variables; the importance of the retirement benerit ,

the desirability of living on an Air Force base, and job

satisfaction. A fourth factor was personal growth satisfac-

tion. Job satisfaction was, in turn, mainly associated

with the two variables of job challenge and present use of

training and ability. It is proposed that the two main

descriptors of job satisfaction can be used to more fully

describe career intent.

It would then seem that career intent of first term

Air Force personnel is described by the retirement benefit,

the desirability of living on an Air Force base, job chal-

lenge, and present use of training and ability. If it is

accepted that  these main descriptors  of job sa t i s fac t ion

are descriptors of career intent, then it can be said

that the main factors, found in this study, associated with

first term career intent are extrinsic or job related

factors.

The most significant find ing of this study is that

career intent for first term Air Force personnel is strong-

ly associated wi th  two previously unidentified factors .

These two. factors  were the desirab il i ty of living on an Air
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Force base and the retirement benefit .

Recomme ndations for Futher ktesearc .~~
Continuing research based on surveys , such as the one

used in th is  study , can provide Air Force leaders with a

basis for bet ter  and more knowledgeable management of

limited Air Force resources . The following areas for fur-

ther research are suggested by this author as being of high

potent ia l  value in explaining career intent of f i r s t  term

Air Force personnel,

1. A study of why the des i rabi l i ty  of l ivi ng on base

is such a strong predictor of career intent . If the reasons

for the dissat isfact ion wi th  on base liv ing are fo und , the

possibility of implementing new policies exists , whi ch in

turn could improve retention rates.

A further and more concentrated study in this area

would involve the addition of several questions to be in-

cluded in future surveys. Such questions should address

various aspects of on base living. These questions could

address such features as the rules, regulations, policies,

and economics of on base living.

2. A study of why the importance of the retirement

benefit is such a strong predictor of first term personnel

career intent should be attempted. If it is found t ha t  the

re t irement benefit  is indeed a major and cont inuing factor

in the career decision, then the services might be able to
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anticipate the possible adverse effects of a major change

• in, the existing retirement benefit.
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This survey asks what you think about the Quality of Air Force Life. By

completing it, you will provide Headquarters USAF with your attitudes and

opinions about a number of areas of interest to the Air Force. Your responses

are anonymous. They will be combined with the answers of all others taking

the survey and compiled for use in forming future personnel plans and policies.

Although the survey uses a special answer sheet for machine recording , a comments

page is included at the end of the survey. You are encouraged to provide your

comments on any subject of importance which you would consider helpful to

Headquarters USAP in its efforts to insure the highest possible quality of

Air Force life.
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• IIqSTRUCTIONS FOR COMPLETING SURVEY

Please do not fold , staple, or otherwise damage the answer sheet.

Select only one answer to each question.

Mark your answers on the answer sheet. It is not necessary to write on the
survey itself. Please use a No. 2 pencil.

Be sure to mark your answers carefully so that you enter them opposite the same
answer sheet number as survey question number .

Be sure that your answer marks are heavy and tha t you blacken the oval-shaped
space. Erase all changes completely and carefully so as not to tear the answer
sheet.

• A B C  D
Right Way

- to Mark ~ 0

Answer Sheet 0 0 0 0

A D  C D

• o~~~~~~e e

Wrong Way 0 0 0

to Mark 0 0

Answer Sheet 0 0 0 0

0 0 ~~ 0

Since this survey is strictly anonymous , please do not write your name or your
SSAN on either your answer sheet or survey booklet.

PRIVACY ACT STATEMENT

In accordance with paragraph 30, APR 12-35 , Air Force Privacy Act Program , the
following information about this survey is provided as required by the Privacy
Act of 1974:

a. Authority. This survey information is authorized for solicitation by
Federal Statute Title 10, United States Code , Section 8012 , Executive Order 9397 ,
22 Nov 1943, D0DI 1100.13 , 17 Apr 1968 , and AFR 30—23 , 22 Sep 1976.

b. Principal Purpose. This survey is being conducted to gain the attitudes
and opinions of Air Force members on a variety of subjects of interest to
Headquarters USAF .

c. Routine Use. The survey data will be converted to statistical
information for use by decision makers in development of future personnel p lans
and policies.

d. Participation in this survey is entirely voluntary .

e. No adverse action of any kind may be taken against any individual who
elects not to participate in any or all of this survey .
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1—2. Your sur~rey administrator will provide you with a 2-letter code for your
base. Mark the first letter of this code in item 1 and the second letter
in item 2 of your answer sheet.

3. What is your present active duty grade?

A. Colonel I. Senior Master Sergeant
B. Lieutenant Colonel J. Master Sergeant
C. Major K. Technical Sergeant
D. Captain L. Staff Sergeant
E. First Lieutenant ii. Sergeant
F. Second Lieutenant N. Senior Airman
G. Warrant Officer 0. Airman First Class
H. Chief Master Sergeant P. Airman

0. Airman Basic

4. What is your command of ass ignment (the command that maintains your personnel
records)?

A. Alaskan Air Command N. Air Force Data Automation Agency
B. U.S. Air Force Academy 0. Headquarters Command
C. Aerospace Defense Command P. Military Airlift Command
D. U.S. Air Forces in Europe Q. Pacific Air Forces
5. Air Force Accounting and H. Strategic Air Command

Finance Center S. Tactical Air Command• F. Air Force Logistics Command T. USAF Security Service
G. Air Force Systems Command U. Air Force Military Personnel Center
H. Air Reserve Personnel Center V. Air Force Inspection and Safety
I. Air Training Command Center
3. Air University W. Air Force Audit Agency
K. Headquarters Air Force Reserve X. Air Force Office of Special
I.. Headquarters USAF Investigations
M. Air Force Communications Service Y. Other

5. How much total active federal military service have you completed?

A. Less than 1 year Q. 16 years but less than 17
B. 1 year but less than 2 R. 17 years but less than 18
C. 2 years but less than 3 S. 18 years but less than 19
D. 3 years but less than 4 T. 19 years but less than 20
5. 4 years but less than 5 U. 20 years but less than 21
F. 5 years but less than 6 V. 21 years but less than 22
G. 6 years but less than 7 W. 22 years but less than 23
0. 7 years but less than 8 X. 23 years but less than 24
I. 8 years but less than 9 Y. 24 years but less than 25
J. 9 years but less than 10 Z. 25 years b~it less than 26K. 10 years but less than 11 1. 26 years but less than 27
L. 11 years but less than 12 2. 27 years or more
M. 12 years but less than 13
N. 13 years but less than 14
0. 14 years but less than 15

• P. 15 years but less than 16

6. What is your highest level of education now (include accepted GED credits)?

A. Some high school (did not graduate)
B. High school graduate (no college)
C. Trade or technical school (no college)
D. Some college , but less than one year

• E. One year college, but less than two
F. Two years college , but less than three (including two—year associate degree)
G. Three years or more college, no degree
H. Registered nurse diploma program
I. College degree (BS, BA , or equivalent , except LL.B)
3. Graduate work beyond bachelor degree (no master ’s degree)
K. Master’s degree
L. Postgraduate work beyond master ’s degree
M. Doctorate degree (includes LL.B, 3.0., D.O.S., M.D., and D.V.M.
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7. What is your marital status?

A. Married and spouse is not a member of a military service
• B. Married and spouse is a member of a military service

C. Never been married
D. Divorced and not remarried
5. Legally separated
F. Widower/widow

• 8. Was (or is) your father a career military member?
A. No
B. Yes

9. Are you a regular or reserve officer?

A. Not applicable, I am enlisted
B. Reserve
C. Regular

10. What was the source of your commission?

A. Not applicable, I am enlisted
B. OTS
C. OCS
D. ROTC
E. AECP
F. Aviation Cadet
G. Navigation Cadet
H. USAFA
I. USMA
3. USNA
K. Other

11. How many dependents do you have? Do not include yourself.

A. None
B. One
C. Two
D. Three
E. Four
F. Five
G. Six
H. Seven
I. Eight or more

12. Which one of the following do you consider yourself?

A. Black
B. Spanish Speaking Origin (Cuban , Puerto Rican , Mexican American , Spanish

Descent)
C. American Indian
D. Asian Origin (Chinese , Japanese , Korean , Filipino or Asian American)
E. White (Other than Spanish Speaking Origin)
F. Other

13. What is your sex?

A. Male
B. Female

- 

_ 

103

__________  - ,, .-
~~~~ ~i~’~• ~~~~~ - ____ 

~~~
• -



_ _ _  

- _ _-~_ _ _ _ _ _ _ _ _ _ _ _ _ _

14. Which one of the following best describes your attitude toward making the
Air Force a career?

A. Definitely intend to make the Air Force a career
B. Most likely will make the Air Force a career
C. Undecided
D. Most likely will not make the Air Force a career
E. Definitely do not intend to make the Air Force a career

15. Enter the code for the first digit of your duty Air Force Specialty Code
(AFSC) opposite item 15 on your answer sheet.

A. 0 F. 5
B. 1 G. 6
C. 2 H. 7
D. 3 I. 8
E. 4 3. 9

16. Enter the code for the second digit of your duty AFSC opposite item 16 on
your answer sheet.

A. 0 F. 5
B. 1 G. 6
C. 2 H. 7
0. 3 I. 8
E. 4 3. 9

17. Enter the code for the third digit of your duty AFSC opposite item 17 on
your answer sheet.

A. 0 F. 5
B. ]. C .  6

C. 2 H. 7
0. 3 I. 8
5. 4 J. 9

18. What is your current primary aeronautical rating?

A. Pilot
• B. Navigator

C. Flight Surgeon
D. Other aeronautical rating
5. Nonrated

19. What shift do you normally work?

A. Day shift
B. Swing shift
C. Graveyard shift
D. Rotate shifts

1011.
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The following four questions address the subjects of economic standard and
security. Please rate the degree of importance of these concepts to you and your
degree of satisfaction with them based on the descriptions shown below:

ECONOMIC STANDARD: Satisfaction of basic human needs such as food, shelter ,
cI~thing; the ability to maintain an acceptable standard of living.

20. What degree of importance do you attach to the above? (Select one of the
seven points on the importance scale)

A B C D E F G
Moderate High Very High
Importance Importance Importance

21. To what degree are you satisfied with the ECONOMIC STANDARD aspects of your
life? (Select one of the seven points on the satisfaction scale)

A B C D E F C
Highly Highly

Dissatisfied Neutral Satisfied

ECONOMIC SECURITY: Guaranteed employment; retirement benefits; insurance;
protection for self and family.

22. What degree of importance do ~‘ou attach to the above?

A B C D E F G
Moderate High Very High
Importance Importance Importance

23. To what degree are you satisfied with the ECONOMIC SECURITY aspects of your
life?

A..... .B C D E F G
Highly Highly

Dissatisfied Neutral Satisfied

24. Do you hold a second job?

A. No

Yes , I work

B. 1-5 hours per week
C. 6—10 hours per week
0. 11—20 hours per week
5. 21-30 hours per week
F. over 30 hours per week

25. Does your spouse work?

A. Not applicable, I am not married or I am legally separated

I am married and my spouse

B. Resides with me, and has a paying job II
C. Resides with me , and does not work
D. Does not reside with me, and has a paying- job
5. Does not reside with me, and does not work
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26. The main reason that I have a second job, and/or that my spouse works is that
we have to in order to make ends meet.

A. Not applicable
B. Strongly disagree
C. Disagree
0. Undecided
E. Agree
F. Strongly agree

27. Do you or your dependents, if any, currently receive Federal, state, county,
civic , or community (public) assistance?

A. No
B. Yes, food stamps only
C. Yes, monetary payments only
D. Yes, food only
E. Yes, combination of the above
F. Yes, other

28. Are you now eligible for and do you receive food stamps?

A. I am not eligible for food stamps
B. I am eligible for food stamps but do not use them
C. I am now receiving and using food stamps
0. I do not know if I am eligible for food stamps; but, I would not use them

if I were eligible
5. I do not know if I am eligible for food stamps; but I would use them if

I were eligible

29. How do you think your military pay (including all allowances and fringe
benefits) compares with pay in civilian employment for similar work?

A. Military pay is far higher than civilian
B. Military pay is somewhat higher than civilian
C. Both about equal
D. Military pay is somewhat less than civilian
E. Military pay is far less than civilian

30. If I left the Air Force tomorrow, I think it would be very difficult to get
a job in private industry with pay , benefits, duties, and responsibilities
comparable with those of my present job.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
5. Strongly agree
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31. The Air Force is providing enough information to its members to permit them
to determine the current status of actions which may impact on their fringe
benefits (commissary, retirement, medical care , etc.)

A. Strongly disagree
B. Disagree
C. Undecided
0. Agree
5. Strongly agree

The following is a list of some Air Force benefits. Using the scale shown below,
please indicate the importance of each benefit to you and your family now. Be
sure the item number on your answer sheet is the same as the item number you are
answering on the survey booklet.

Low Medium High Undecided,
Importance Importance Importance Don’t know

32. 30—days annual leave A B C D E F C H

33. Base exchange A B C D E F C H

34. Base housing A B C D S F G H

35. Military hospitals A B C 0 E F G H

36. Commissary A B C D E F G H

37. CHAMPUS A B C D S F G H

38. Legal assistance A B C D E F C H

39. Education and training A B C D E F C H

40. Survivor benefits A B C D S F G H

41. Dependents indemnity
compensation A B C D E F G H

42. Retirement A B C D E F G H

43. Travel and transportation
entitlements A B C D E F G H

44. Income tax advantage A B C D E F C H

45. Insurance discounted A B C D S F G H

46. Recreation facilities A B C D E F C H

47.  Veterans benefits (GI Bill ,
etc.) A B C D E F G H
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Listed below are a number of factors which have been associated with favorable
attitudes toward an Air Force career.

FAVORABLE FACTORS

A. Opportunity for training and education in the Air Force
B. My Air Force job (challenging, provides sense of accomplishment, etc.)
C. Pay and allowances
D. Housing
E. Promotion system and opportunity
F. Fringe benefits (medical and dental care, BX, commissary , etc.)
G. Leadership and supervision in the Air Force
H. Travel and new experiences
I. Have “say” in future assignments
J. Security of Air Force life
K. Air Force policies and procedures
L. The retirement system
M. Opportunity to serve my country
N. Some other factor

• 0. I do not intend to make the Air Force a career

48. Select the one factor which TODAY would influence you the most to make the
Air Force a career.

Listed below are a number of factors which have been associated with unfavorable
attitudes toward an Air Force career.

UNFAVORABLE FACTORS

A. Family separation
B. My Air Force job (little challenge, little sense of accomplishment , etc.)
C. Pay and allowances
D. Housing
E. Promotion selection system
F. Promotion opportunity
C. Fringe benefits (medical and dental care, BX , commissary, etc.)
H. Leadership and supervision in the Air Force
I. Frequent PCS moves
J. Little “say” in future assignments
K. Insecurity of Air Force life
L. The people
M. Air Force policies and procedures
N. Some other factor
0. Nothing unfavorable

49. Select the one factor which TODAY would influence you the most NOT to make
the Air Force a career .

50. An Air Force base is a desirable place to live.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
E. Strongly agree
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Please rate the degree of importance of free time to you and your degree of
satisfaction with it based on the following description :

FREE TIME: Amount, use, and scheduling of free time alone, or in voluntary
associations with others; variety of activities engaged in.

51. What degree of importance do you attach to the above?

A B C D E F C
Moderate High Very High
Importance Importance Importance

52. To what degree are you satisfied with the FREE TIME aspects of your life?
A B C D S F G

H ighly Highly
Dissatisf ied Neutral Satisf ied

53. What percent of your friends are Air Force members?

~~. None
B. 1—19%
C. 20—39%
D. 40—59%
5. 60—79%
F. 80—99%
G. All

The following is a list of Federal holidays:

1 Jan 77 - New Year ’s Day 11 Oct 76 - Columbus Day
16 Feb 77 — President’s Day 25 Oct 76 - Veterans ’ Day
31 May 76 — Memorial Day 25 Nov 76 — Thanksgiving Day

4 Jul 76 - Independence Day 25 Dec 76 — Christmas Day
6 Sep 76 - Labor day

54. During the past year how many of these nine holidays were you not able to
take off because you were required to be at work in a duty status?

A. 0 days F. 5 days
B. 1 day G. 6 days
C. 2 days H. 7 days
D. 3 days I. 8 days
E. 4 days J. 9 days

Please rate the degree of importance of your work to you and your degree of
satisfaction with it based on the following description :

WORK: Doing work that is personally meaningful and important; pride in my work ;
3~SThatisfaction ; recognition for my efforts and my accomplishments on the job.

55. What degree of importance do you attach to the above?

A B C 0 E F G
Moderate High Very High
Importance Importance Importance

56. To what degree are you satisfied with the WORK aspects of your life?

A B C 0 S F G
Highly Highly

DiSsatisfied Neutral Satisfied
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57. Which one of the following shows how much of the time you feel satisfied
with your job? —

A. All the time
B. Most of the time
C. A good deal of the time
D. About half of the time
S. Occasionally
F. Seldom
C. Never

58. Choose the one of the following statements which best tells how well
you like your job.

A. I hate it
B. I dislike it
C. I don ’t like it
D. I am indifferent to it
S. I like it
F. I am enthusiastic about it
G. I love it

59. Which one of the following best tells how you feel about changing your job?

A. I would quit this job at once if I could
B. I would take almost any other job in which I could earn as much as I am

earning now -
C. I would like to change both my job and my occupation
0. I would like to exchange my present job for another one
S. I am not eager to change my job, but I would do so if I could get a

better job
F. I cannot think of any jobs for which I would exchange
C. I would not exchange my job for any other

60. Which one of the following shows how you think you compare with other people?

A. No one likes his job better than I like mine
B. I like my job much better than most people like theirs
C. I like my job better than most people like theirs
D. I like sty job about as well as most people like theirs
E. I dislike my job more than most people dislike theirs
F. I dislike my job much more than most people dislike theirs
G. No one dislikes his job more than I dislike mine

Listed below are six characteristics which could be present on any job. Using the
scale below, indicate the degree to which you would like to have each
characteristic present in your job.

Moderate Extremely
or Less High

61. Stimulating and challenging work A B C 0 5 F G

62. Chances to exercise independent thought and A B C D S F G
action in my job

63. Opportunities to learn new things from my work A B C 0 E F C

64. Opportunities to be creative and imaginative A B C D E F G
• in my work

65. Opportunities for personal growth and A B C D S F G
development in my job

66. A sense of worthwhile accomplishment in my work A B C D E F G
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67. Which one of the following factors do you consider the most essential for
having a satisfying job?

A. Challenging work
B. Recognition for my work
C. Sense of achievement
D. Encouragement to use initiative and creativity
S. Having responsibility for a job
F. Having a good supervisor

68. How do you evaluate your present Air Force job?

A. Not at all challenging
B. Not very challenging

• C. Somewhat challenging
D. Challenging
5. Very challenging

69. My present j.ob makes good use of my training and ability.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
S. Strongly agree

70. Do you think your present job is preparing you to assume future positions
• of greater responsibility?

A. Definitely no
B. Probably no
C. Undecided
D. Probably yes
S. Definitely yes

71. For your next assignment, do you want a job which has greater responsibility
than your current job?

A. Definitely no
B. Probably no

• C. Not sure •

D. Probably yes
5. Definitely yes

72. Do you feel that the work you are now doing is appropriate to the grade you
hold:

A. My grade is much too high for the work I am doing
B. My grade is somewhat too high for the work I am doing
C. My grade is about right for the work I am doing
D. My grade is somewhat too low for the work I am doing
S. My grade is much too low for the work I am doing

73. What is your estimate of the average number of hours per week you spend on
the job?

A. Less than 30 hours
B. 31 — 35
C. 36 — 40
0. 41 — 45
E. 4 6 — 5 0
F. 51 — 55
G. 56— 60
H. More than 60
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74. The Air Fotce requires me to participate in too many activities that are not
related to my job.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree .
E. Strongly agree

75. Air Force members should take more interest in mission accomplishment and
less interest in their personal concerns.

A. Strongly disagree
B. Disagree
C. Inclined to disagree
D. Undecided
S. Inclined to agree
F. Agree
C. Strongly agree

76. I wish that more Air Force members had a genuine concern for national
security.

A. Strongly disagree
B. Disagree
C. Inclined to disagree
0. Undecided
5. Inclined to agree
F. Agree
C. Strongly agree

Listed below are 10 concepts which can be related to your Air Force life
(questions 77-86). - Rank them in order of their importance to you. Ex&nple:
If you believe that “A comfortable life” (number 77) is the most important to you
of the 10 concepts, you would mark an “A” for question 77 on your answer sheet.
If you believe that “loyalty” is the second most important concept, you would mark
a “B” for question 81 on your answer sheet. Continue ranking until you have
marked a “3” for the concept of least importance to you.

A. Most important F. Sixth most important
B. C.
C. H.
D. - I.
E. Fifth most important 3. Least important

77. A comfortable life (a good salary , few worries about money)

78. A sense of accomplishment (making a meaningful contribution)

79. Family security (taking care of my family)

80. Individual freedom (independence , being free to choose)

81. Loyalty (dedication to military and its mission)

82. Personal recognition (having personal accomplishments recognized and
rewarded)

83. National security (protection from attack , an ef fect ive mili tary)

84. Integrity (absolute honesty , devotion to duty)

85. Trust (being able to depend on those around me , including my leaders , my
peers, and my subordinates)

86. Job satisfaction (doing work that I like)
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Please rate the degree of importance of leadership/supervision to you and your
degree of satisfaction with it based on the following description :

LEADERSHIP/SUPERVISION: My supervisor has my interests and that of the Air Force
at heart; keeps me informed ; approachable and helpful rather than critical; good
knowledge of the job.

87. What degree of importance do you attach to the above? (Select one of the
seven points)

A B C D S F C
Moderate High Very High

Importance Importance Importance

88. To what degree are you satisfied with the LEADERSHIP/SUPERVISION aspects
of your life? (Select one of the seven points)

A B C D S F G
Highly Highly

Dissatisfied Neutral Satisfied

89. What is your opinion of the leadership abili ty of your immediate supervisor?

A. Excellent
B. Above average
C. Average
D. Below average
E. Poor

90. What is your opinion of the quality of leadership in the Air Force?

A. Excellent
B. Above average
C. Average
D. Below average
E. Poor

91. The high degree of responsibility assigned to younger , lower ranking
Air Force members places too great a strain upon them.

A. Strongly disagree
B. Disagree
C. Inclined to disagree
D. Undecided
E. Inclined to agree
F. Agree
C. Strongly agree

Of the following descr iptions of discipline , select the one which most nearly
corresponds to your definition of what discipline should be on the part of an
individual in a peacetime Air Force .

92 . Discipline is the willingness of the individual to:

A. Respond quickly and without question to the direct lawful orders of a
superior

B. Adapt his behavior to the expectations of the organization
C. Self-direct his behavior so that ii. helps in the accomplishments of the

mission of the organization.

93. What is your opinion of discipline in today ’s Air Force?

A. Too strict
B. Somewhat strict
C. About right
D. Somewhat lenient
5. Too lenient 113 
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Listed below are 23 factors or policies which affect  Air Force personnel. Using
the scale listed immediately below, please rate each of the factors. Mark only
one response for each item.

A. Standard too strict, enforcement too strict
B. Standard too strict, enforcement about right
C. Standard too strict, enforcement too lax

D. Standard about right, enforcement too strict
5. Standard about right, enforcement about right
F. Standard about right, enforcement too lax

G. Standard too lax, enforcement too strict
H. Standard too lax, enforcement about right
I. Standard too lax, enforcement too lax

~34. Overall personal appearance.

95. Wear of the uniform.

96. Haircuts.

97. Mustaches.

98. Beard policy.

99. Military courtesy and customs.

100. Personnel weight control program.

101. What my immediate supervisor expects of me.

102. My commander ’s policies and procedures.

103. Officer/enlisted on—the—job relationships.

104 . Drills and ceremonies.

105 . Respect for supervisors.

l0~. Safety procedures.

107. Working hours.

b C .  Leave procedures.

109.. Living in on-base family housing

110. Living in on-base dormitories.

111. Quality of work expected on the job.

112. Quantity of work expected on the job.

113. Officer supervisor/subordinate relationships.

114. Enlisted supervisor/subordinate relationships.

115. Unit mission accomplishment.

116. Air Force life in general.

111~.
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The following is a list of statements about leadership/supervision. Please
indicate whether you agree or disagree with each statement using the scale shown.

Strongly Strongly
Disagree Disagree Undecided Agree Agree

117. The Air Force does a good job
of keeping me informed about
what is going on. A B C D S

118. More supervision of member
performance and behavior is
needed at lower levels within
the Air Force. A B C D 5

119. Persons in my work group
encourage each other to work
as a team. A B C D S

120. My supervisor tries to get my
ideas before making decisions
that are important to me. A B C D E

l2.1~. Persons in my work group offer
each other new ideas for solving
job—related problems. A B C D S

122. My supervisor encourages the
people in my work group to
exchange opinions and ideas. A B C D E -

123. I would say that the lowest level
supervisors in my organization
usually have enough say or
influence on what goes on. A B C D E

124. When decisions are being made
in my organization, the persons
who will be affected most are
asked for their ideas. A B C 0 5

125. Persons who do not supervise
others in my organization have
an adequate amount of say or
influence on what goes on. A B C 0 B

• 126. Information is usually widely
shared in my organization so
that those who make the decisions
will base their decisions on the
best available know-how. A B C D £

127. I get the information I need to
do my job in the best possible
way. A B C D E

128. When I talk to people in my work
group, they pay attention to what
Iam $aying. A B C 0 5

129. My supervisor is friendly and
easy to approach. A B C 0 E

130. My supervisor pays attention to
what I have to say. - A B C D S

• 11-s
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131. How often do you and your supervisor get together to set your personal
performance objectives?

A. Never
B. Seldom
C. Sometimes
D. Frequently
5. Very frequently

132. How often are you given feedback from your supervisor about your job
performance?

A. Never
B. Seldom
C. Sometimes
D. Frequently
S. Very frequently

133. Does your immediate supervisor give you recognition for a job well done?

a. A. Never
B. Seldom
C. Sometimes
D. Frequently
E. Always

134. What kind of influence does your immediate supervisor have on your
organization?

A. Very favorable
B. Favorable
C. Neutral
0. Unfavorable
S. Very unfavorable

135 . Are you given the freedom you need to do your job well?

A. Never
B. Seldom
C. Sometimes
D. Often
E. Always

Please rate the degree of importance of the concept of equity to you and your
degree of satisfaction with it based on the following descr iption :

• EQUITY: Equal opportunity in the Air Force; a fair chance at promotion ; an even
break in my job/assignment selections.

135. What degree of importance do you attach to the above?

A B C D S F G
Moderate High Very High
Importance Importance Importance

137. To what degree are you satisfied with the EQUITY aspects of your life?

A B C D E F C
• Highly Highly

Dissatisf ied Neutral Satisfied

138. An individual can get more of an even break in civilian life than in the
Air Force.

A. Strongly disagree
B. Disagree
C. UMecided
0. Agree
5. Strongly agree

- 116
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139. The Air Force promotion system is effective ( i . e . ,  the best qua lif ied
people are generally selected for promotion).

A. Strongly disagree
B. Disagree
C. Inclined to disagree
D. Undecided
E. Inclined to agree
F. Agree
G. Strongly agree

140. What of the following best represents your opinion of the E-5/6/7 WAPS
factors?

A. Not enough weight is given to performance reports
B. Not enough weight is given to tests
C. Not enough weight is given to seniority
0. Not enough weight is given to decorations
5. Too much weight is given to performance reports
F. Too much weight is given to tests
G. Too much weight is given to seniority
H. Too much weight is given to decorations
I. No opinion

141. On the same jobs as men, do Air Force women tend to do more , less , or about
the sane amount of work?

A. Much more
B. More
C. About the same
0. Less
E. Much less

142. How does your supervisor deal with your women co-workers?

A. Not appl icable, there are no women in my unit

My supervisor is a woman and she:

B. Expects more from the women workers than the men
C. Treats men and women workers the same
0. Gives women workers the easy jobs , and the hard jobs to men

My supervisor is a man and he:

S. Expects more from the women workers than the men
F. Treats men and women workers the same
C. Gives women workers the easy jobs , and the hard jobs to the men

117
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Please rate the degree of importance of personal growth to you and your degree of
satisfaction with it based on the following description:

PERSONAL GROWTH: To be able to develop ind ividual capacities, education/training ;
making full use of my abilities; the chance to further my potential.

143. What degree of importance do you attach to the above?

A B C D E F C
Moderate High Very High
Importance Importance Importance

144. To what degree are you satisfied with the PERSONAL GROWTH aspects of your
l ife?

A B C D B F C
• 

- 
Highly Highly

Dissatisf ied Neutral Satisfied

145. For the most part, how suitable for your needs was the course mater ial in
the NCO Orientation Course (Phase I, NCO PME)?

A. Excellent
B. Good
C. Fair
0. Poor
S. Have not attended the course
F. Not applicable , I am an off icer

146. Overall, my attendance at the NCO Orientation Course (Phase I, NCO PME) was
a good, useful investment of my time and effort.

A. Strongly disagree
B. Disagree

• C. Inclined to disagree
0. Undecided
S. Inclined to agree
F. Agree
C. Strongly agree
H. Have not attended the course
I. Not applicable, I am an off icer

147 . Air Force training programs do not do a very good job of preparing people
to get along with other people.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
B. Strongly agree

148. Technical School Training does not do an adequate job of preparing an
airman for his first duty assigi~i~~nt.

A. Strongly disagree
B. qisagree
C. Undecided
0. Agree
B. Strongly agree

149 . Basic Military Tra ining does not do an adequate job of preparing airmen
for their f irst duty assignment.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
S. Strongly agree 
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150. Today ’s Air Force training programs should devote some time to help prepare
people to get along with each other better.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
S. Strongly agree

151. Hwnan Relations Education courses are effective in bringing about better
working relations on the job.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
E. Strongly agree

Please rate the degree of importance of the concept of personal standing to you
and your degree of satisfac tion with it based on the following description:

PERSONAL STANDING: To be treated with respect; prestige; dignity; reputation ;
status.

152. What degree of importance do you attach to the above?

A B C 0 E F C
Moderate High Very High
Importance Importance Importance

153 . To what degree are you satisfied with the PERSONAL STANDING aspects of your
l i fe?

A B C 0 S F G
Highly Highly

Dissatisfied Neutral Satisfied

154. 1 have a lot of respect for most of the Senior NCOs (E7-E9) I know.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
E. Strongly agree

155. Recent changes in Air Force personnel programs have been aimed at enhancing
NCO prestige. Do you believe these efforts will be successful?

A. Definitely yes
B. Probably yes
C. Undecided
D. Probably no
E. Definitely no

l~ 6. The prestige of the military has declined over the pest several years.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
E. Strongly agree

• 119
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157. Most of the Senior NCO5 (E7—E9 ) understand and are able to communicate with
the people who work with them.

A. Strongly disagree
B. Disagree
C. Undecided
0. Agree
E. Strongly agree

158. Senior NCOs (E7—E9) are usually given jobs with less responsibility than
they should have.

A. Strongly disagree
B. Disagree
C. Undecided
0. Agree
E. Strongly agree

Please rate the degree of importance of health to you and your degree of
satisfaction with it based on the following description:

HEALTH: Physical and mental well—being of self and dependents; having illnesses
and ailments detected, diagnosed, treated and cured; quality and quantity of
health care services provided .

159. What degree of importance do you attach to the above?

A B C D E F G
Moderate High Very High

Importance Importance Importance

160. To what degree are you satisfied with the HEALTH aspects of your life?

A B C D E F G
Highly Highly

Dissatisfied Neutral Satisfied

161. Generally , how satisfied are you with the medical care ~~~ received at
military medical facilities during the past 12 months?

A. Highly dissatisfied
B. Dissatisfied
C. Neither satisfied nor dissatisfied
D. Satisfied
E. Highly satisf ied
F. Not applicable, did not visit military medical facility in past 12

months

162. Generally, how satisfied are you with the medical care your children
received in military medical facilities during the past 12 months?

A. Highly dissatisfied
B. Dissatisfied
C. Neither satisfied nor dissatisfied
D. Satisfied
S. Highly satisfied
F. Not applicable
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163. Generally, the amount of time I have had to wait for treatment at military
medical facilities during the past 12 months has been reasonable.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
E. Strongly agree
F. Not applicable

164. Generally, medical personnel at military medical facilities are pleasant
and concerned about patients.

A. Strongly disagree
B. Disagree
C. Undecided
D. Agree
B. Strongly agree

165. Approximately how many times did you and/or your children visit a military
• medical facility during the past 12 months.

A. None
B. 1-4 times
C. 5—8 times
D. 9—12 times
E. More than 12 times

121
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COMMENTS SHEET

QUALITY OF AIR FORCE LIFE SURVEY

Please provide any comments which you feel would be of value to Hg USA? in our

efforts to improve the quality of Air Force life. If you use this sheet, please
detach it and return it with your answer sheet.

Crade:______ MAJOR COMMAND :_____

THANK YOU FOR COMPLETING THIS SURVEY
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Table XXI
List of Variables Used in Final Career Intent

AID Runs for All Groups

~ueation_Number Subject

3 Present grade
6 Education level
8 Father career mili tary

1]. Number of dependents
13 Sex
l1~. Career intent

• lö Aeronautical rating
20 Economic standard importance
21 Economic standard satisfaction
22 Economic security importance
23 Economic security satisfaction
29 Military pay comparison with civilian pay
30 Private industry job importance
31 Fringe benefit  imf ormation
33 Base exchange importance
314. Base housing importance

• 36 Commissary importance
37 CHAMPUS importance
39 Education and training importance
14.1 Dependents imdemnity compensation importance
14.2 Retirement importance

Insurance discounted importance
Recreation facilities importance

L1.7 Veterans benefit importance
50 Air Force desireability
51 Free time importance
52 Free time satisfaction
53 Percent of friends are A? members

Number of holidays worked
61 Desire for stimulating and challenging work
62 Desire for independent thought and action
63 Desire to learn new things
614. Desire to be creative and imaginative
65 Desire for wortbw~ile job accomplishmentb8 Job challenge
69 Use of training and ability
70 Preparation for future responsibility
73 Average number of work hours per week
71i~ Requirement to partic ipate in too many activities

• 76 Concern for national security
87 Leadership/ s upervision importanc e
8~ Leadership/s upervision sa t i s fac t ion
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Table XXI (continued)

89 Leadership ability of supervisor
90 Quality of A? leadership
93 Opinion of discipline in Air Force
117 Informed of what is going on
h o  Need for more lower level supervision
119 Work group encouragement
126 Dissemination of information within organization
127 Access to needed information
130 Supervisor attention
1314. Influence of supervisor on organization
135 Job freedom
136 Equity importance
137 Equity satisfaction
138 Individual can get better break in civilian

life
139 Effective promotion system
1143 Personal growth importance
11414. Personal growth satisfaction

• 1147 Training people to get along with others
1148 Preparation for first assignment
114.9 Basic training preparation for f i r s t  assignment
150 Training programs should better prepare people

to get along
152 Personal stand ing importance
153 Persona], standing satisfaction
1514 Respect for senior NCOs
155 Success of NCO prestige programs
156 Decline of military prestige
158 Senior NCO respons ibility
159 Health importance

• 160 Health satisfaction
161 Satisfaction with medical care
162 Satisfaction with medical care of children
163 Time waiting for medical care
1614 Pleasant and concerened medical personnel
175 Job satisfaction
176 Weight variable
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Table XXII.
List of Variables Used in Final Career Intent

• 
. Regression Runs for All Groups

c~uestio nNumber Sub .lect

5 Years service
11 Number of dependents
114. Career intent
20 Economic standard importance
21 Economic standard satisfaction
22 Economic security importance
23 Economic security satisfaction

• 29 Military pay comparison with civilian pay
30 Private industry job opportunity
31 Fringe benefit imformation
32 30 - day leave importance
33 Base exchange importence
314 Base housing import~.nce• 35 Military hospital importance
36 Commissary importance

• 37 CHAMPUS importance
38 Legal assistance importance
39 Education and training importance
140 Survi~ror benefit importance
14.1 Dependents indemnity importance
142 Retirement importanc e
143 Travel and transportation entitlement s

importance
144 Income tax advantage importance
145 Insurance discounted importance
146 Recreation facilities importance
147 Veterans benefit importance
50 Air Force Base desireability
5]. Free time importance
52 Free time satisfactio n
53 Percent of friends are A? members
514. Number of holidays worked
61 Desire for stimulating and challenging work
614 Desire to be creative and imaginative
65 Desire for personal growth and satisfaction
67 Satisfying job factors
68 Job challenge
69 Use of training and ability
70 Preparation for future responsibility
71 Desire for greater respons ibi l i ty
73 Average number of work hours per week
714. Requirement to participate in too many

ac t iv i t ies
75 Mission accomplishment concern
76 Concern for national security

126

— - - - ~~~•
- 

- - ~~~~~~~~~~~~~~ ~~~~~~-- • • -~~-~ 
- 

—--—



~~~~~~~~~~~~~~~~~~~~~~~~~~ •
r ~~~~

—

~~~

-- -

Table XXII (Continued)

87 Leadership/supervision importance
88 Leadership/supervision satisfaction
89 Leadership abi l i ty  of supervisor
90 quality of A? leadership
91 Responsibility assigned to young/low ranking

members
92 Definition of discipline
93 Opinion of discipline in Air Force
117 Informed of what is going on
118 Need for more lower level supervision
119 Work group encouragement
126 Dissemination of information within organization
127 Access to needed information
130 Supervisor attention
132 Feedback from supervisor (how often)
1314 Influence of supervisor on organization
135 Job Freedom
136 Equity importance
137 Equity satisfaction
138 Individual can get better break in civilian

life
139 Effective promotion system
1143 Perso nal growth importance
i14~. Personal growth satisfaction
1145 NCO orientation course suitability
1146 NCO or ientat ion course attendence
1147 Trai ning people to get along with others
]J.1.8 Preparation for first assignment
152 Personal standing importance
153 Personal standing satisfaction
1514. Respect for senior NCOs
155 Success of NCO prestige programs
156 Decline of military prestige
157 Ability of senior NCOs to understand and

communicate
158 Senior IWO responsibility level
159 Health importance
160 Health satisfaction
1

6
1 Satisfaction with medical care

162 Satisfaction with medical care of children
163 Time waiting for medical care
1614 Pleasant and concerned medical personnel
165 Number of time s medical facility visited
175 Job satisfaction
176 Weight variable
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Table XXIII
List of Variables Used in Final Job Satisfaction

AID Runs for All Groups

Question
Number Subject

6 Education level
114. Career inten t
18 Aeronautical rating
20 Economic standard importance
21 Economic standard satisfaction
22 Economic secur i ty importance
23 Economic secur i ty  sat i s fac t ion
29 Military pay comparison with civilain pay
30 Private industry job opportunity
33 Base exchange importance
314. Base housing importance
35 Mil i t a ry  hospi tal  importance
36 Commissary imp ort ance
38 Legal assistance importance
39 Educat ion  and t ra in ing importance
140 Survivor benefits importance
14 Dependents indemnity compensation importance
14.2 Retireme nt importance
144 Income tax advantage importance
146 Recrea t ion  f a c i l i t i e s  importanc e
50 Air  Force Base des i r eab i l i ty
51 Free t ime importance
52 Free time satisfaction
53 Percent of friends are A? members
514 Number of holidays worked

Desire for stimulating and challenging work
62 Desire for  independent thought  and ac t i on
63 Desire to learn new things
o14. Desire to be creative and imaginative

• 65 De s ire fo r  personal growth and development
66 Desire for worthwhile job accomplishment
67 Satisfying job factors

Job challenge
Use of training and ability

70 Preparation for future responsibility
7]. Desire for greater responsibility
72 Appropriate grade for present work
73 Average number of work hours per week
714 Requirement to participate in too many activities
7

5 Miss ion accomplishment concern
76 Concern for national security
87 Leadership/supervision importance
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Table XXIII (continued)

88 Leadership/supervision satisfaction
89 Leadership ability of supervision
90 quality of A? leadership
91 Respons ibility assigned to young, low ranking

members
119 Work encourageme nt
120 Supervisor consultation with subordinates
121 Exchange of ideas within work group
122 Supervisor encouragement of idea exchanges
1214. Decision participation
126 Dissemination of information within organi-

zation
127 Access to needed information
128 Individual influence within work group
130 Supervisor attention
131 Subordinate/supervisor performance goal

setting
132 Feedback from supervisor (how often)
133 Recognition for a job well done
1314 Influence of supervisor on organizat ion
135 Job freedom
136 Equity importance
137 Equity satisfaction
138 Individual can get better break in civilian

life
139 Effective promotion system
114.2 Treatment of women by supervisor
1143 Personal growth importance
1144 Personal growth satisfaction
114.6 NCO Orientation Course attendance
1147 Training people to get along with others
1149 Basic training preparatio n for first term

assignment
152 Personal standing importance
153 Personal stand ing satisfaction
1514. Respect for senior NCOa
155 Success of NCO prestige programs
156 Decline of military prestige
159 Health importance
160 Health satisfaction
161 Satisfaction with medical care
163 Time waiting for medical care
1614. Pleasant and concerned medical personnel
175 Job satisfaction
176 Weight variable
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Table XXI V
List of Variables Used in Final Job Satisfaction

Regression Runs for All Groups

Question
Number Subject

5 Years service
114 Career intent
20 Economic standard importance
21 Economic standard satisfaction
22 Economic security importance
23 Economic security satisfaction
33 Base exchange importance
314 Base housing importance
35 Military hospital importance
36 Commissary importance
37 CHAMP US importance
38 Legal assistance importance
39 Education and training importance
14.0 Survivor benefit importance
14]. Dependents indemnity importance
14.2 Retirement importance
1~.3 Travel and transportation entitlements

importance
144 Income tax advantage importance
1~.5 Insurance discounted importance
146 Recreation facilities inportance
50 Air Force Base desireability
5]. Free time importance
52 Free time satisfaction
53 Percent of friends are A? members
514 Number of holidays worked
61 Desire for stimulating and challenging work
62 De s ire for independent thought and ac t ion
63 Desire to learn new things
614 Desire to be creative and imaginative
65 Desire for personal growth and development
66 Desire for worthwhile job accomplishment
67 Satisfying job factors
68 Job challenge
69 Use of t ra ining and ab i l i ty
70 Preparation for future respons ibility
71 Desire for greater responsibility
72 Appropriate grade for present work
73 Average number of work hours per week
714. Requirement to participate in too ma ny activi-

ties
75 Mission accomplishment concern
76 Concern for national security
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Table XXIV (continued)

• 87 Leadership/supervision importance
88 Leadership/supervision satisfaction
89 Leadership ability of supervisor
90 Quality of A? leadership
91 Responsibility assigned to young/low ranking

members
92 Definition of discipline
93 Opinion of discipline in A?
119 Work group encouragement
120 Supervisor consultation with subordinates
122 Supervisor encouragement of idea exohanges
1214. Desision participation
126 Dissemination of information within organiza-

tion
127 Access to needed information
128 Individual influence within work group
130 Supervisor attention
131 Subordinate/supervisor performance coal setting
132 Feedback from supervisor (how often)
133 Recognition for a job well done
1314 Influence of supervisor on organization
135 Job freedom
136 Equity importance
137 Equity sat is fact ion
138 Individual can get better break in civilian

life
139 Effective promotion system
1143 Personal growth importance
114.4 Personal growth satisfaction
1147 Training people to get along with others
114.9 Basic training preparation for first assign-

ment
152 Personal stand ing importance
153 Personal standing satisfaction
155 Success of NCO prestige programs
156 Decline of military prestige
159 Health importa nce
160 Health satisfaction
162 Satisfaction with medical care of children
163 Time wai t ing for medical care
175 Job satisfaction
176 Weight variable
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Table XXXV

Frequency Distribution of Responses To
question 142 (Retirement Importance)

• First Term Enlisted Officer Non-Rated I Rated
Response Personnel Personnel Personnel Officers I Officers

1 301 227 714 58 16

2 122 69 53 35 18

3 16]. 90 71 50 21

• 14. 221 137 814. 56 28

5 277 133 1144 100 1414.

6 14.50 214.0 210 131 79

7 11473 876 597 368 229

8 
- 

132 1114 18 13 5

Average 5.38 5.36 5.56 5.52 5~ 85

Note: Missing responses not shown

quest ion 142:

Using the scale below please indicate the
importance of each b e n e f i t  (Ret i rement) to
you and your family now.

Low Medium High Undecided,
Importance Importance Importance Don’t Know

1 2  3 14. 5 6 7 8

11414
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Table XXXVI

• Freque ncy Distribut ion of Responses To
question 50 (Desirability of living on base)

• First Term Enlisted Officer Non-Rated Rated
Response Personnel Personne l Personnel Officers Officers

1 516 382 133 714. 59

2 7514 1443 311 193 118

3 8140 590 250 1614. 86

14 871 395 1476 327 1149

5 1514. 75 79 52 27

Average 2.63 2S59 2.95 3S 05 2.89

Note: Missing responses not shown

quest ion 50:

An Air Force ba8e is a desirable place to live

1 = Strongly disagree

2 = Disagree

3 = Und icided

14. = Agree

5 = Strongly agree

1145
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Table XXXVII

Frequency Distribution of Responses To
question 68 (Job Challenge)

First Term Enlisted Officer Non—Rated Rated
Response Personnel Personnel Personnel Officers Officers

1 333 269 614 142 22

2 538 386 152 116 36

3 906 557 3149 225 1214.

14. 913 1470 1443 277 166

5 1412 173 239 1149 90

Average 2.96 2.90 31148 3.144 3.53

Note: Missing responses not shown

Q,uestion 68:

How do you evaluate your present Air Force job?

1 = Not at all challenging

2 = Not very challenging

3 = Somewhat challenging

14. = Challenging

5 = Very challenging

1146
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Table XXXVII I

Frequency Distr ibut ion of Responses To
Question 69 (Use of Training and Ability)

First Term Enlisted Officer Non-Rated Rated
Response Personnel Personnel Personnel Officers Officers

1 529 381 114.8 101 14.7
2 683 1420 263 189 714.

3 531 382 1149 1014. 145
14. 10514. 514]. 513 315 198

5 3114 138 176 10]. 75
Average 

- 

2.87 2.83 3. 27 3.17 3.38

Note: Missing responses not shown

Question 69:

My present job makes good use of my training and ability.

1 = Strongly disagree

2 = Disagree

3 = Undecided

1 4 =  Agree

5 = Strongly agree

114.7
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