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Preface

This thesis fulfills part of the requirement for a
master of sclence degree in Systems Management from the Air
Force Institute of Technology, Wright-Patterson AFB, Ohio,
There are several reasons for this research., First, and
most pressing, was that 1t was required. Second, I was
interested in trying to find out the reasons for low Ailr
Force retention rates. Third, the results of this research
might be used by management to make the Air Force a bet-
ter place to live and work., And last, the results might be
useful to high level planners for the improvement of Air
Force retentlion rates.

The results in this report are, for the most part,
derived from generally accepted statistieal procedures.
When I have expressed my own opinions, I have tried to
clearly ldentify these statements with such key words as
"might, maybe, thls writer believes" and other such cautions.
Since my wife refuses to take the blame, I am forced to be
held accountable for any and all errors found in this volume.

I would 1ike to express my appreciation to Dr. Charles
McNichols, my thesls advisor, without whose suggestions and
general help this effort would have been exceedingly dif=-
ficult, I would also like to extend my appreclation to Dr.
Michael Stanl, thesis reader, who discouraged me from re-
searching my first chosen topic. I would also like to thank
him for his general and helpful guldance.
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Finally, but not last, I must express my heartfelt
thanks to my wife, Pat, for her understanding and help

during the dire moments of this program, I also must thank

her for the typing assistance,

James W, Patterson
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Abstract

This study anslyzes career intent arid job satisfaction
of first term Air Force personnel, The data were obteined
from a Quality of Air Force Life (QOAFL) survey conducted
In May and June of 1977. The &nalysis techniques used were
the Automatic Interaction Detection (AID) algorithm, regres-
slon, factor analysis, and other selected subroutines from
the Statistical Package for the Social Sciences (SPSS).

The survey was analyzed 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 with four years or less active duty and
rated officers (pllots and navigators) with six years or

less active duty,

The factors found to be most highly associated with
career intent of first term Alr Force personnel are:

-Importance of the retirement benefit

-Desirablility 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 assoclated with career
intent were not the same as the factors assoclated with job

satisfaction.,
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AN ANALYSIS OF CAREER INTENT AND
JOB SATISFACTION OF FIRST TERM
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

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-eliglbles, 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 1s 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 that "If rapid economic growth
1s realized, the supply of recruits will probably not be

large enough to support needs of the services under current




pelicies and programs" (Defense Manpower Commission, 1976:
. 20). As a result, there has been recent talk about rein-

stituting the draft to prevent the services from becoming
undermanned,

The cost of military manpower is s major concern and
has been receiving increased attention by the President,
the Congress, and DOD, "Manpower costs accounted for 56
percent of the 1974 budget" (Defense Manpower Commission,
1976:vii),

A not insignificant part of this cost 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 adadition, DOD spends nearly one billion

dollears annually on recruits that are involuntarily dis-

charged before completing their initial enlistment term
(Defense Manpower Commission, 1976:20).

It 1s 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 turnovet,
or about the factors assocliated with turnover.

It 1s the intention of this writer to explore the area

of career intent of first term Air Force personnel, First




term personnel were chosen as the subject group because

it has been shown that once a person extends beyond the
initial service obligation, that person is very likely to
remain in the service for a full career. In other words,
the largest turnover of personnel occurs at the completion
of the initial 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 satisfaction was
often used as a predictor of career intent or turnover,
hence, it was decided to also explore the area of job sat-
isfaction in the hope that career intent could be more

fully explained,

In this paper, career intent and turnover will be used

interchangeably. Altnougn career intent is not the same
thing as turnover, it has been shown (discussea later in
this paper) that expressed career intent 1is very highly
correlated with the actual turnover of personnel,

This study is not intended to prove or disprove any
general hypotheses concerning job satisfaction or career
intent. The study is only designed to describe the féctors
found, in this analysis, to be associated with career
intent and job satisfaction of first term Air Force

personnel.,

Basis of the Study

In the spring of 1975, the Chief of Staff of the Alr
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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 better: by examining the
organization and management of the Alir Force as they relate
to or impact on the human resource; and by developing
initiatives which enhance both the quality of leadership
in the Air Force and the well-being of Air Force people"
(Ell1is, 1975). As part of the group's stuay activities,
a 150 question Quality of Air Force Life (QOAFL) survey
instrument was administered initially to a representative
sample of active auty Air Force personnel, and later to
samples of civilian employees, base commanders, and
spouses of active duty personnel. The survey was composed
of both general and specific questions pertaining to wvarious
aspects of Alr Force 1life. Included in the survey were
questions intended to determine the career intent and job
satisfaction of the respondents. Career intent was deter-
mined from one question and job satisfaction was measured
by combining four questions, which were modified versions
of the four Hoppock (Hoppock, 1935) job satisfaction
questions,

The survey included questions referred to as Quality
of Alr PForce Life Indicators (QOAFL1), The nine QUOAFLI
areas are defined as follows:

Economic_Stancard: Satisfaction of basic human needs

such as food, shelter, clothing; the ability to main-
tain an acceptable standard of living.

L




Economic Security: Guaranteed employment; retirement
benefits, 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-
nition 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 Alir Force; a fair
chance at promotion; an even break in my job/assign-
ment selections,

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

Personal Standing: To be treated with respect; pres-
tige; dignity; reputation; status,

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 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 QOAFLI.

The survey used in this report was a follow-on QOAFL

survey of active duty military personnel. This second

QOAYL survey is essentially the same as the first one

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

sists of 165 questions, incluaing career intent, job satis-

faction, and various general and specific questicns.

5




Assumptions
The first assumption to be made is that the survey

data 1s representative of the Air Force population. This
1s an important assumption since the author did not par-
ticipate in the collection of dats,

The second assumption is that those who express career
intent willl act consistently with thelr stated intentions.
This assumption seems to be fairly valid in light of find-
ings (Kraut, 1975; Waters, et.al., 1976; Alley and Gould,
1975; and Shenk and Wilbourn, 1971) regarding expressed
career intent and actual reenlistment.

Third, it 1s assumed that the responses are themselves
valid. Every attempt has been made to eliminate those indi-

vidual surveys that contalnea obviously erronecus data.

Limitations

One limitation is that, 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 avallable are those to the gquestions that were

asked,

Most Recent Research

The first QOAFL military survey was analyzed by Thomp-
son (1975) and Vrooman (1976).

Thompson looked mainly at the job satisfaction of all




survey respondents. Vrooman looked at both job satisfaction
and career intent in his analysis,

This study differs from that performed by Vrooman in
that he studied all officers and enlisted personnel with
less than six years of service. It 1is 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 correlations 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 & 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 tov a chosen few. Rather,
most questions in the survey were initially used as inde-
pendent varlables. Exceptions were Air rforce Speclalty
Code (AF3C), base code, and the command of assignment ques=-

tions.

Summary

The research explores the two areas of career intent

and job satlsfaction of first term Alr Force personnel.

7
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First term personnel include rated officers with six years
or less active duty and non-rated officers and enlisted

personnel with four or less years of active duty.

A 165 question QOAFL survey of active 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 first QOAFL survey. Also
mentioned were the limitations and assumptions of the pre-
sent research effort,

The intention of this research effort 1is to attempt
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.




II. CONCEPTUAL BACKGROUND

Introduction

This chapter is a brief review of what other research-
ers have found to be of importance when writing on career
intent and job satisfaction. Of primary lnterest is the
sub ject of career lntent because, as stated earlier, the
study of job satisfaction in thls paper was only undertaken
in the hope that 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-

i divicual 1s still with a firm or he has terminated nis em-
ployment. Thus, most wrltings 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 Alr Force. For

. purposes of this study, it necessarily has to be assumed
that an individual's actions will be consistent with his
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 Hlerarchy of Needs, Vroom's Valence/iExpectation
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Theory, and Herzberg's Two Factor Theory are well known.
Job satisfaction has been found to be a function of
many variables. Some of tnese variables associated with
job satisfaction are pay, promotions, skill of the wcrker
and skills required of the worker, job challenge, use of
abilities, relationships with supervisors, subordinates,
and peers, place of work, family relationships, personal
needs and requirements, and many other factors, It is the
writer's opinion thet not all of these factors can be
easily controlled nor should control of scme of them even

be attempted,

Previous Research (Air Force)

In a research work comparing the personal value systems
of men and women officers in the USAF, Bartholomew (1973:
143) came to the conclusion that officers with two-to-four
years of service seemed to have different value orientatlons
than other officers resulting in dissatisfaction with the
Air Force, 1his dissatisfaction was accompanied by negative
career intentions.

Prior to the institution of the AVF, a stuay of officer
attitudes as related to career decisions was conducted on
4,000 officers (Shenk and Wilbourn, 1971). It was noted
that retention rates were related to such factors as source
of commission, reserve or regular commission, and whether

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

10




isfaction with the job and educational opportunities were

considered by the sub jects 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 certain area, early retire-
ment and travel" (Shenk and Wilbourn, 1971:L). Also pointed
out was that there was & definite correlation between career
intent and career decision.

Alley and Gould (1975) analysed survey responses from
more than 50,000 Air Force enlisted personnel. They found
that there was a high correlation between intent and the
actual career decision. Job interests and utilization of
talent and training were also related to career decisions
although to & lesser extent than was the career intent
statement., As time in service increased the average job
attitudes became negative., The percentage of fourth-year
airmen finding tnelr jobs dull and their training and tal-
ents underutilized was higher than that of all first-term
airmen., This is suprising because as airmen become know-
ledgeable and experienced, the job they are utilized in
should be becoming more demanding with increased technical
and supervisory responsibilities.

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

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

il




1975. He noted that there was a steady decline in job satis-

faction for non-rated officers and enlisted personnel with

less than four years of service. The same trend existed for

rated officers at the five to six year polnt., He found that

job satisfaction was positively correlated with career
intent. Job satisfaction was in turn related to job chal-
lenge, autonomy, and job growth; the feeling of preparing
for greater responsibility, He further came to the con-
clusion that "the basic physical and social needs of most
people in the Air Force are either largely satisfied or
are at least consicered, forsome reason, relatively unim-
portant" (Thompson, 1975:139).

Vrooman (1976) analysed data from the same QCAFL
survey that Thompson did, only he looked at all members

with six or less years of active service. He stated that

personal standing, satisfaction with personal growth, lead-

ership and supervision, and work related factors were the
most important factors related to job satisfaction and
career intent. The personal growth factor was the most
important factor in explaining career intent. He concluded
that career intent and job satisfaction could be explained

by the same factors (Vrooman, 1976).

Previous Research (Other)

Reviews of the literature by Brayfield and Crockett
(1955), Herzberg, Mauser, Peterson and Capwell (1957),
Porter and Steers (1973), and Vroom (1964) have indicated
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a consistent and inverse relationship between job satis-

faction level and turnover. However, this relationship has
typically been a weak one when measured in terms of cor-
relation.

Pritchard and Peters (197L4) gathered data on job
duties, job interests, and job satisfaction from 629 enlist-
ed naval personnel., They stated "that the types of job a
person forsees for himself at the time he considers his
first reenlistment may be a significant determinant of his
decision to stay or to go" (Pritchard and rPeters, 1974:328).
They made the interesting speculaticn that turnover may be
more related to rewards such as pay, promotion, security,
etc., rather than internal satisfaction received from the
job (p.329).

Tingey and Gordon (1974) in a study of 437 scientists
and engineers who had left a variety of organizations,

found that most left due to motivational factors. These

motivational factors included such items as disliked
nature of work, better opportunities to use skills, and a
lack of opportunity for advancement, This study points 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 higher-order needs, unless he or she has become

locked into the organization for one reason or another

13




(Tingey and Gordon, 197L).

Flowers and Hughes (1973) took a different approach
to the problem of turnover by trying to determine 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 factors outside the
company. It was further stated that "these employees will
not remain on the payroll because of job satisfaction"
(Flowers and Hughes,1973:54). In sharp contrast, managers
and professionals stayed primarily for reasons related to
their work and the work environment. They concluded that
"age, length 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 Predictions

One of the problems that personnel planning agencies
must face is the problem of predicting future turnover.,
It has been found that the best predictor of future tenure
1s the employee himself (Kraut, 1975; Waters, et.al.,1976;
Shenk and Wilbourn, 1971). Shenk and Wilbourn in a study of
4,006 Air Force officers, found that 93 percent of those
stating that they definitely did not want to be career
officers actually left the service, while 89 percent of
those who expressed a definite career intent actually re-

malned on active duty (Shenk and Wilbourn, 1971:2).
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Alley and Gould in a survey of 52,295 first term
. enlisted personnel found that l,33 percent indicated de-
finite career intent and 14.81 percent indicated probable

career intent. An analysils showed that of the 2266 airmen

who expressed strong intent to reenlist, 60.l4 percent
actually did reenlist. Of the 21,876 airmen who expressed

strong intentions of separating, 92.6 percent did separate

i 5 from the service (Alley and Gould, 1975: 10).
| The above percentages were taken from a group 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
k| in their fourth year of service revesled that those indivi-
' duals who definitely planned to reenlist did so 75.9 percent
of the time while those who planned to separate did so 95.9
percent of the time (Alley and Gould, 1975: 10),

Summary

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 studles
which investigated the relationship between expressed
career intent and the actual decision of leaving or staying

in an organization. This correlation between éxpressed
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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

14) can and was used in this study as a measure of turnover.

{
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ITI. METHODOLOGY

Introduction

This 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 Survey
The survey used in this study was a Quality of Alr Force

Life (QOAFL) survey. The entire text of the survey is re-
produced in Appendix A. This survey was an updated version
of the AFMIG survey conducted during May and June of 1975.
The survey was administered to a random sample of people
throughout the Air ¥orce. 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 solicit opinions on
a variety of subjects related to the quality of Alr Force
life.

Survey 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
welghting procedure is used in anelyzing survey results.
In the case of the present study, the cases (individual

responses) were weighted accorcing to rank. This procedure
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allows each indlvidual 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

times as heavlily as a person of a different rank whose

weight is one, If all of the survey cases are multipllied

i e i

by thelr respective weights, then the total number of cases
will equal the total number of Air Force personnel. The

weights used in this study (rounded to whole numbers) were:

RANK  WEIGHT RANK  WEIGHT
Colonel 6 MSGT L1
Lt, Col 1y TSGT 82
Ma jor 23 SSGT 143
Captain L4 SGT 187

1 Lt. 17 SRA 187

2 Lt, 13 AlC 121
wW. Off 1 AMN 182
CMSGT S AB 56
SMSGT 12

It should be noted that the race and sex bilas was not
corrected for, This lack of correction for blas is not 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




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 was 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, CMsS, 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 offlcers with four or
less years of service and a rank of Captain or below, pllots
and navigators with six or less years of service and a rank

of Captain or below.

The study sample is composed of the following:

Enlisted 1908
Officer 1253
3161

With the officer population broken down as follows:

Rated Officers L1
Pillots 271
Navigators 170

Non-Kated Officers 812

1253

Analysis Groups

An analysis 1s presented for each of the follow=-
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ing five groups of first term personnel:

Group 1 - All personnel

Group 2 - Enlisted personnel

Group 3 - Officer personnel
: Group 4 - Non-rated officer personnel
f Group 5 - Rated officer personnel

Analysis Techniques

The analysis was performed using AID (Automatic Inter=-

“ Y aaalh oo L O

action Detection algorithm), Regression analysis, Factor

analysis, and selected routines from the Statistlcal Package

for the Social Sclences (SPS3) (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. Stepwlse regresslon was selected as the
regression method used in this study. Peairwise 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 1s eliminated from all calculations. It was felt
that by using pairwise deletlion insteaa of listwlse deletion
that there woula not occur much distortion of results

L}

because of the large number of cases involved,

Automatic Interaction Detectlon Algorithm. The AID

algorithm was first developed by Sonquist and Morgan
(Sonquist and Morgan, 196l).

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" ie
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 criterion variables where B3SS is equal
to the sum of all squared differences between each
gubgroup average and the overall average, Since the
within group sum of squares (W3S) for the criterion,
i.e., sum of squared differences from the mean for
the criterion scores remains constant and R¢ equals
BSS divided by WSS, this process also maximizes R-.
For each split in this process, a cumulative level
of significance 1s calculated using an "F" test. In
this manner, the variation of the criterion is ex-
plained by those predictors that are statistically
significant (Scoville, 1970:28),

AID splits the population into two groups on the basis
of a predictor variable which explains the largest variation
of the criterion variable. These resultant groups are then
further split into other subgroups, and the splitting contin-
ues until the selected stopping criteria is reached, The
resulting groups can then be printed out in the form of a
tree, thus giving the researcher a pictorial display of the
various groups, thelr relationship to each other, group
means and standara deviations, and the cumulative RZ value.
AID is unique in that a preaictor variable can be either i
nominal or ordinal in nature, 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
studying job satisfaction and career intent but also as a
means of selecting those variables to be used in the

regression analysis,
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Factor Analysis, This analytical technique was used to

insure that the four job satisfaction questions (questions
57-60) could be validly combined to measure the one factor
of job satisfaction., The linear combination of these four

questions is known as the Hoppock job satisfaction measure
(Hoppock, 1925),

Other Analytical Methods Used. Two other statistical

routines, Crosstabs and Breakdown, from SPSS (Nie, et.al.,
1975) were used in the analysis.

Subprogram Crosstabs computes and displays crosstabula-
tion tables. A crosstabulation is a joint frequency distri-
bution of cases according to two or mors varisbles. Cross-
tabs was used to find the distribution of career intent
versus rank and years of service.

Subprogram Breakdown calculates and prints the sums,
means,‘standard deviations, and variances of a dependent
variable among subgroups of the cases in the file, This
operation is analogous to crosstabulation where eacn mean

and standard deviation summarizes the distribution of a

complete row or column of a contingency table, Breakdown
was used to find the distributions of job satisfaction ﬂ

versus rank and years of service.

Analysis
Because of the fact that this study treats two major

topics, that part of the analysis common to both topics

i1s presented in this section, This presentation eliminatss
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the need to repeat these common features in both the carcer

intent and job satisfaction chapters.

Variable Transformations. The responses to questions

14 (carser intent), 57, and 60 were reversed, This reversal
was necessary to facilitate the statistical analysis. The
intent of the reorderings was to present these questions
with responses ranging from low to high, The alphabetical
responses of all questions were transformed to numeric
responses. The transformations were of the form A=1, B=2,
C=3, D=l,....

Questions 166-174 were derived from the nine Quality
of Air Force Life Indicators (QOAFLI)., These nine additional
questions were formed by dividing each QOAFLI question into
three segments, For instance, the importance question was
divided into the three segments of moderate importancs,
high importance, and very high importance. The segments
from each QOAFLI were then combined in a manner analogous
to the responses for questions 94~116 (see Appendix A).

The responses then had the form:

A, Moderate importance, highly dissatisfied
Moderate importance, neutral
Moderate importance, highly satisfied
High importance, highly dissatisfied
High importance, neutral
High importance, highly satisfiled
Very high importance, highly dissatisfied

Very high importance, neutral
Very high importance, highly satisfied

H:EQ:!JLIJD()UJ
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was felt that by combining the QOAFLI questions in

this manner, one might be able to more fully explain
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career intent or job satisfaction. For instance, if a

respondent considered the QOAFLI of Economic Security to
be of very high importance and yet was highly aissatisfied,
then this might help to explain low career intent or low
job satisfaction.

Question 175 is the Hoppock 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 L and a possible high of 28 representing low and
high job satisfaction respectively.

Question 176 is the computed weight variable for each
case,

In adaltion to the above transformations a number of
nominal type questions were broken up into dummy variables
for use during the regression analysis.

Selection of Variables, All of the questions in the

survey (excepting base code (questions 1 and 2), command
of assignment (question L), and AFSC code (questions 15-17))
plus the new QOAFLI (questions 106-174) and job satisfaction
variables were initially employed in the AID analysis using
both career intent (question 1) and job satisfaction
(question 175) as dependent variables.

Because the number of variables in the survey exceeded
the AID limitations, three AID analyses had toc be made for
each group for both career intent and job satisfaction,

The first run employed one half of the variables as pre-~
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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 writer

R

did not feel that selecting independent variables on some
a priori basis was justified. Both Thompson (1975) and
Vrooman (1976) in their analysis of the first QOAFL survey
selected theilr independent variables on an a priori baslis,
As a consequence, neither of them included some variables
that were found to have both predictive and explanatory

power,

i : : The variables used in the regression analysis portion
of the stuay were those obtained during the AID analysis,

A preaictor that sanowed 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 writer to validly compare the results obtained
in each group, because the same variables were used for

each group.

Zlimination of Variables. During the initlal runs the

ma jority of the new QOAFLI (questions 166-174) variables

did not exhibit very high correlations with either career

intent or job satisfaction, In adaition, 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 further consideration.

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

tions in the survey proved to be unusable and were dropped

from further consideration.

These questions were:

1.

‘h.LAEﬁggzgnar-“~~g,i.Fw

Questions 48 and 49 - Responses "N" and ™O" corre-
lated with both career intent and job satisfaction.
However due to the nature of the responses, this
correlation added no knowledge to the analysis,
Questions 55 and 56 (Work QOAFLI) - These QOAFLI
questlons had very high correlations with job sat-
faction. However, this author does not believe that
using work satisfaction as a predictor of job sat=-
isfaction adds any knowledge to the analysis, con-
sequently they were dropped from the analysis,
Questions 57, 58, 59, and 60 - Replaced by question
175,

An examination of the responses given to questions
77-66 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,

S. Questions 94-11L - While some of these variables

26
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correlated with career intent and job satisfaction,

the groupings obtained proved to be uninterpretable.
They were subsequently dropped during the AID analy-
sis phase. These questions were each split into

two variables (one measuring standard and one meas-

uring enforcement) f<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>