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CHAPTER I

INTRODUCTION

Overview and Justification ]

Turnover of Air Force personnel continues to be
a subject of importance and a major topic of discussion at
all levels of Air Force management: with the advent of the
All-Volunteer Force policy, the Air Force is now forced to
compete actively with civilian organizations for manpower.
Turnover problems within the military have become more like
those of civilian organizations (13:199).

The Air Force's competition with civilian organiza-
tions for manpower is manifested by retention problems.
Lieutenant General B. L. Davis, Deputy Chief of Staff for
Personnel, in discussing Air Force retention problems noted
that ". . . while the current forty-seven percent first-
term re-up rate looks good, it translates into only about |
11,500 people signing for another hitch (8:72]," which is
a drop from the 20,000 reenlistments in 1971 (8:72). Once
recruited, qualified individuals should be retained to
reduce future recruitment and training costs for replace-
ments.

A Navy study discovered that because of attrition
1.5 high school graduates had to be recruited and trained




to insure at least one individual was available for reen-
listment at the end of an initial four-year enlistment
period. The estimated cost of insuring one individual
available for reenlistment was $41,000 in 1977 (28:346).
Assuming that Navy and Air Force enlisted attrition rates
aré'similar, the Air Force with a 47-percent reenlistment ' ‘
rate for first-term enlisted personnel would need to q
recruit and train three high school graduates at a cost of /
approximately $82,000 to assure two personnel were avail-
able for reenlistment. Even‘higher costs would result
with the more technically trained recruit, such as an air-
craft maintenance technician. Aircraft maintenance per-
sonnel require more technical training than most other
career fields; therefore, special emphasis should be placed
on retaining these highly qualified personnel in an effort
to save money and keep training and recruitment costs low.
The average aircraft maintenance specialist does not become
productive until two to three years of service because the
field is highly technical (29:p.2-3). With the current
four-year enlistment policy, these technicians are produc-
tive only for a quarter to a half of their initial enlist-
ment. If they elect not to reenlist, the Air Force has
lost valuable technical skill and training to the civilian
world.

Problems such as this'are more easily solved when

managers at all levels have a better understanding of the

2
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factors involved in the turnover decision. The first step
in understanding organizational turnover is to review the
literature on the subject. An extensive amount of research
has been done in the area of turnover. Basically, these
studies have shown several causal factors (termed deter-
minants). Such determinants are pay, promotion, and level
of peer group integration, to name a few. In addition,

two intervening variables opportunity and satisfaction have
been identified. The purpose of this research study was

to determine if the previously determined relationships
between determinants, intervening variables, and turnover
hold when related to turnover of enlisted aircraft mainte-
nance personnel. These causal relationships are described
in Chapter II in the review of the March & Simon and the
Price models of turnover. These models, described in

Organizations (15) and The Study of Turnover (25), respec-

tively, should help Air Force managers at all levels to
better understand the environment of enlisted aircraft
maintenance personnel turnover.

Figure 1 represents a conceptual model of the rela-
tionships between the determinants, intervening variables,

and turnover as presented in the literature.

Intervening
e . —_—”
Determinants Variables Turnover

ﬁiq. 1. Conceptual Model of Turnover
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Problem Statement

A need exists to determine if the relationships
between the determinants, intervening variables, and turn-
over, as presented in the literature, hold when found in

the context of enlisted aircraft maintenance personnel.

Scope

There are many factors affecting organizational
turnover identified in the literature. These factors are
generally classified into two groups: determinants and
intervening variables.

This study considered the determinants supported
in the literature as aggregates. These aggregates are:
conformity conflict, compatibility of the job and other
roles, intraorganizational communication, perceived ease
of intraorganizational transfer, individual factors, visi-
bility of the individual, the number of organizations avail-
able, and the level of business activity and technology of
the economy.

Two major intervening variables identified in the
literature are satisfaction and opportunity. These two
variables were considered intervening variables for the
purposes of this study. The definitions and descriptions
of the intervening variables and determinants of turnover

can be found in the literature review in Chapter II.
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The data base used for evaluating the relationships
between the determinants, intervening variables, and turn-
over were extracted from the Headquarters United States

Air Force, 1977 United States Air Force Quality Life Active

Duty Air Force Personnel Survey. From that data base, cor-

relations and causal relationships between variables were

determined.

Research Objectives

From the relationships identified in the literature
review between determinants, intervening variables, and
turnover, five research objectives were developed. The
objectives of this study were to determine the nature and
strength of the relationships between:

1. The determinants of turnover and satisfaction

2. The determinants of turnover and expressed
career intent

3. Satisfaction and expressed career intent

4. Opportunity and expressed career intent

5. Opportunity and satisfaction

PN,
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CHAPTER II

LITERATURE REVIEW

Introduction

". . . organizations are important because people
spend so much of their time in them [15:2]." We become
members and are subsequently influenced by organizations
early in life. As children, nearly a third of our waking
lives is spent in the environment of the school organiza-
tion. As adults, a commensurate proportion of our time
is spent with the organization which employs us. It is
through organizations that we earn our livelihoods, gain
and express our political and religious beliefs, and gain
our education. Organizations even play a major role in
our recreation and leisure time. There seems to be an
organization for every humanly conceivable purpose. We
join organizations that play major parts in our lives for
many reasons and often withdraw from these organizations
for equally as many reasons (13; 15; 25).

Withdrawal or disengagement from organizations is
called turnover, turnover being complete separation from
an organization. Turnover has a negative impact upon

organizational effectiveness. Turnover results in costs

to the organization in that turnover requires replacement

e sia
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and training of a new employee, plus it may result in a
loss of production as the new employee gains in job pro-
ficiency (17:200-218).

There are several types of turnover. For this
paper, only voluntary turnover was considered. "Voluntary
turnover is individual movement across the membership
boundary of a social system which is initiated by the indi-
vidual [25:9]." The terms "quits" and "resignations" are
also used in reference to turnover (25:9). Throughout
this paper, the term turnover was used to mean volhntary
turnover.

Because turnover can represent a costly process
to organizations, many research studies have examined the
factors that influence turnover (13; 14; 15; 18; 24; 25;
26; 30). Nearly all the research studies deal with vari-
ous factors which can lead to turnover. Some of these
factors are personal to the individual, some are a direct
result of the organization, while still others are directly
related to the job (11; 13; 14; 15; 24; 25). To get an
overall perspective of turnover, it is necessary to have
some framework within which to operate. The literature
dealing with turnover is voluminous and somewhat piecemeal
in nature. Price's The Study of Turnover, and March &

Simon's Qrganizations present thorough reviews of the

literature and conceptual models of turnover in organiza-

tions. A brief examination of these two reviews and their

7
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Pay. Pay is defined as ". . . the money, fringe
benefits, and other commodities that have financial value
which organizations give to employees in return for t :ir
service [14:1]." Pay is usually referred to as the amount
of money received because "fringe benefits" are difficult
to calculate (25:68). The propositional statement for
this determinant of turnover is: "Successively higher amounts
of pay will probably produce successively lower amounts

of turnover [25:68]."

Integration. The second determinant of turnover
is integration. "Integration is the extent of participation
in primary and/or quasi-primary relationships [25:70]."
A primary relationship is represented by membership in
a small, cohesive, and rewarding group, while a quasi-
primary relationship is a type of primary relationship
represented by the term "close friend" (5:71). Price's
propositional statement for the determinant integration
is: "Successively higher amounts of integration will prob-

ably produce successively lower amounts of turnover [25:70]."

Instrumental Communication. The third determinant

of turnover is instrumental communication. Instrumental
communication is "The transmission of information directly
rulated to role performance . . . [25:74]." Instrumental
communication would be a supervisor explaining the require-

ments of a job to a worker (25:74). The propositional

9
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conceptual models should provide some insights into the
various factors that influence turnover within organiza-

tions.

Two Models of Turnover

Price Model of Turnover

James L. Price's The Study of Turnover is a review

of turnover and a conceptual model of how the factors of
turnover are interrelated. Price has conceptualized turn-
over as the interrelationship of the determinants, inter-
vening variables, and correlates (25:3-91). These deter-
minants, intervening variables, and correlates are briefly
introduced. Then a brief examination of their interrela-

tionships follows:

Determinants. Price presented a set of nine determinants

of turnover. A determinant of turnover is an ". . . ana-
lytical variable believed to produce variations in turn-
over [25:67]." These determinants are included in causal
statements called "propositions" (25:67). Fi?e-of the
determinants are supported strongly by the literature.
These are: pay, integration, instrumental communication,
formal communication, and centralization. Four of the
determinants are termed weak determinants'and they afe:
routinization, professionalization, upward mobility, and
distributive justice. Each of Price's nine determinants
is presented with a brief explanation.

8




statement of the determinant instrumental communication
is: "Successively higher amounts of instrumental communica-~
tion will probably produce successively lower amounts of
turnover [25:73]." Instrumental communication is a subset

of formal communication.

Formal Communication. Formal communication is

the fourth determinant of turnover. Formal communication
is information transmitted through official channels to
the entire organization. "Successively higher amounts

of formal communication will probably produce successively
lower amounts of turnover [25:73]," is the propositional

statement of the determinant formal communication.

Centralization. The fifth determinant of turnover

is éentralization. Centralization is the extent ". . .

to which power is concentrated in a social system (25:76]."
The highest levels of centralization would be represented
by a single individual having ali the power. The lowest
levels of centralization are represented by the power being
distributed equally amogg all the members of the organiza-
tion (25:76). The propositional statement for the centrali-
zation determinant is: "Successively higher amounts of
centralization will probably produce successively higher

amounts of turnover [25:76]."

10
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Routinization. The sixth determinant of turnover
is routinization. Routinization or task repetiveness is
". . . the degree to which role performance in a social
system is repetitive [25:88]." Organizations in their
quest for efficiency through advanced technology ". . .
often imposes severe constraints on personal actions and
activities at work [24:162]." The propositional statement
of the determinant routinization is: ". . . successively
higher amounts of routinization will probably produce suc-

cessively higher amounts of turnover [25:88]."

Upward Mobility. The seventh determinant of turn-

over advanced by the literature and Price is upward mobility.
"Upward mobility is the amount of movement from low strata
to high strata in a social system [25:88]." Upward mobility
is commonly achieved through promotions and is ranked in
terms of pay, power, and status. "Successively higher
amounts of upward mobility will probably produce succes-
sively lower amounts of turnover [25:88]," is the proposi-

tional statement of the determinant upward mobility.

Professionalization. Professionalization is the

eighth determinant of turnover. "Professionalization is
the extent to which an occupation is based on knowledge
and a service orientation (25:88]." Law and dentistry

are common examples of professions. The propositional

statement for the determinant professionalization is

11
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". . . successively higher amounts of professionalization
will probably produce successively higher amounts of turn-

over [25:88]."

Distributive Justice. The ninth and final deter-

minant of turnover is distributive justice. "Distributive
justice is the degree to which conformity is followed by
the receipt of positive sanctions [25:88]." Distributive
justice is similar to pay in that both are sanctions of
the organization. Pay is the "amount" of the sanction
while distributive justice is the "distribution" of the
sanctions (18:88). The propositional statement for the
distributive justice determinant is: "Successively higher
amounts of distributive justice will probably produce suc-

cessively lower amounts of turnover [25:88]."

Intervening Variables. Intervening variables are variables

which intervene between the determinants and turnover.
Price described two variables as intervening. The first,
satisfaction, refers to a social psychological variable.
The second, opportunity, is a structural variable. 1In the
Price Model, the social psychological variable (satisfac-
tion) precedes the structural variable (opportunity)

(25:79).

Satisfaction. Satisfaction is defined as ". . .

the degree to which the members of a social system have

12
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positive affective orientation toward membership in the
system [25:79]." Satisfaction as viewed by Price is a
product of five determinants: pay, integration, instru-
mental communication, formal communication, and centraliza-
tion. Satisfaction intervenes between these determinants
and turnover. Price assumed that:

. . » individuals act to maximize their net balance
of satisfactions over dissatisfactions. Dissatisfac-
tions are subtracted from satisfactions to arrive at
a net balance of satisfactions over dissatisfactions.
The higher the net balance of satisfactions over dis-
satisfactions, the more likely it is that individuals
will continue as members of organizations [25:80].

In Price's view, satisfaction and turnover are inversely
related. As satisfaction rises, the less likely it is

that turnover will occur.

Opportunity. The second intervening variable is

opportunity. Opportunity is defined as ". . . the avail-
ability of alternative roles in the environment (25:81]."
Alternative roles when related to organizations usually
means jobs. Opportunity assumes knowledge of alternative
roles and the ability and freedom to withdraw from the
present organization. As an intervening variable, oppor-
tunity can only be considered after satisfaction. That
is, if a member of an organization is dissatisfied and
he perceives the opportunity for other jobs as high, he
will probably leave the organization. (25:82-83). "Dis-

satisfaction results in turnover only when opportunity

13




is relatively high [25:83]." Opportunity is external to
the organization and can be used to explain variations in
turnover only by an examination of the organization and its

environment (25:83).

Correlates. Correlates differ from determinants in that
they are indicative of correlation between variables as
opposed to causation (25:24). Price defined correlates

as "The empirical generalizations which . . . describe,
whereas the propositions which embody the determinants
explain [25:25]." Price identified nine correlates, three
with strong support in the literature, three with medium
support, and three with weak support. This paper has
presented all nine but discussed only those with strong

support.

Length of Service. A strongly supported correlate

is length of service. The empirical generalizétion that
links length of service to turnover is: "Members with low
lengths of service usually have higher rates of turnover
than members with high lengths of service (25:26]." That
is, individuals who have stayed with organizations for

long lengths of time generally do not withdraw.

Age. The second strongly supported correlate is
age. It is strongly connected to length of service but

it is different. Members of organizations may be of

14




similar age but differ in their lengths of service. The
empirical generalization linking the correlate age to turn-
over is: "Younger members usually have higher rates of turn-

over than older members [25:28]."

Level of Employment. The third correlate strongly

supported by the literature is level of employment. The
first two correlates deait with individuals while level
of employment deals with society. The empirical generali-
zation linking the correlate level of employment to turn-
over is: "Periods of high levels of employment usually
have higher rates of turnover than periods with low levels
of employment [25:29]." That is, when employment outside
the organization is available, turnover tends to increase
(25:30) .

The following correlates have medium support in
the literature: Level of Skill (blue-collar workers); Blue-
collar and White-collar workers; and Country. The corre-
lates with weak support in the literature are as follows:
Education, Nonmanagers and Managers; Nongovernment and

Government.

Level of Skill (Blue-collar workers). The empiri-

cal generalization of the correlate level of skill is:
"Unskilled blue-collar members usually have higher rates

of turnover than skilled blue-~collar members [25:31]."

15




Blue-collar and White-collar Workers. The empiri-

cal generalization of the correlate blue-collar workers
and white-collar workers is: "Blue-collar members usually
have higher rates of turnover than white-collar members

[25:32] ."

Country. The empirical generalization of the cor-
relate country is: "The United States has higher rates of
turnover than other highly industrialized countries

[25:34]."

Education. The empirical generalization of the
correlate education is: "Better-educated members usually
have higher rates of turnover than less-educated members

[25:35])."

Nonmanagers and Managers. The empirical generali-

zation of the correlate nonmanagers and managers is: "Non-
managers usually have higher rates of turnover *han mana-

gers [25:37]."

Nongovernment and Government. The empirical general-

ization of the correlate nongovernment and government is:
"Nongovernment organizations usually have higher rates of

turnover than government organizations [25:38]."

Interrelationship of Deterininantsl Intervening Variables

and the Correlates. Figure 2 illustrates the discussion of

16
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the interrelationship of determinants, intervening vari-
ables, and the correlates. The positive and negative signs
reflect the relationship of the variables to turnover. A
positive sign indicates an inverse relationship with turn-
over. For example, as pay increases, turnover decreases.
Conversely, a negative sign indicates a direct relationship
to turnover. As centralization increases, turnover
increases.

To examine the interrelationship of the correlates
of turnover with the intervening variables and determinants,
the first correlate, length of service, will serve as an
adequate example. Length of service, when examined in
light of the determinants, consistently reinforces the
empirical generalization that "members with low lengths of
service usually have higher rates of turnover than members
with high levels of service [25:26]."

An individual with a low length of service generally
will have lower pay, fewer close friends (integration),
less information (instrumental and formal communication),
and less power (centralization). He will not have had
time to observe wheré there is upward mobility or distribu-
tive justice. The impact of the first five determinants
on the first correlate will strongly affect an individual's
satisfaction. If opportunity is high and satisfaction
is low, an individual is more likely to withdraw and turn-

over inéreases (25:84).

18
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The scope of this research did not permit an
examination of each of the correlates to the determinants
and intervening variables, but the Price model is an excel-
lent conceptualization and deserves extended study and

application.

March & Simon Model of Turnover

March & Simon's Qrganizations provides another

conceptual model (Figure 3) of the interrelationship of the
factors involved in the decision to participate (turnover).
The decision to participate is the direct result of the
inducements-contributions balance (15:93). Inducements
are the ". . . payments made by (or through) the organiza-
tion to its participants [15:84]," that is, wages and
fringe benefits received by a participant from an organiza-
tion. Contributions are the payments made by the partici-
pants to the organization (15:85), that is, productivity
and services received by the organization from its partici-
pants. The inducements-contributions balance is based on
the postulate that
Each participant will continue his participation
in an organization only so long as the inducements
offered him are as great or greater (measured in terms
of his value and in terms of the alternatives open to
him) than the contributions he is asked to make [15:84].
March & Simon stated that the inducements-

contributions balance is a function of two major components.

These components are the perceived ease of movement from
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the organization and the perceived desirability of leaving
the organization and the various factors which influence

these components (15:93).

Perceived Desirability of Leaving tle Organization. The

perceived desirability of leaving the organization is the
first component influencing the decision to participate.
The perceived desirability of leaving the organization is
comprised of many interrelated major and minor factors.

A brief discussion of these major and minor factors fol-

lows:

Satisfaction with the Job. The first major factor

influencing the perceived desirability of leaving the
organization is satisfaction with the job. March & Simon
postulated that "The greater the individual's satisfaction
with the job, the less likely the perceived desirability

of movement [15:94]." Satisfaction with the job is a func-

tion of three minor factors. These minor factors follow.

Conformity Conflict. The first minor factor

influencing satisfaction with the job is conformity con-
flict. Conformity conflict is defined as ". . . the dis-
parity between reality and the ego-ideal held by the indi-
vidual [15:94]." The postulate linking conformity con-
flict with satisfaction with the job is: ". . . the

greater the conformity of job characteristics to

22




self-characterization held by the individual, the higher
the level of satisfaction [15:94]." March & Simon defined
five empirically supported subfactors that influence con-
formity conflict. The first subfactor is that ". . . the
greater the consistency of supervisory practice with
employee independence, the less the conflict between job
characteristics and individual self-image [15:95]." Second,
as the amounts of rewards (status or money) increase, the
less the conflict between the individual's self-image and
the job (15:96). Third, as the individual's participation
in job assignment increases, the less conflict between the
job and the individual's self-image (15:96; 30:252-254).
Fourth, as the level of an employee's education increases,
the greater the conflict between the job and the indi-
vidual's self-image (15:96). The fifth and final subfactor
influencing conformity conflict is the rate of change in
status and/or income. March & Simon postulated that the

". . . greater the rate of change of status and/or income
in the past, the greater the disparity between the job and

the individual's self-image [15:97]."

Predictability of Instrumental Relationships.

March and Simon's second minor factor influencing satisfac-
tion with the job is predictability of instrumental rela-

tionships. They postulated that ". . . the greater the

23




predictability of instrumental relationships, the higher

the level of satisfaction [15:941."

Compatibility of Job and Other Roles. The third

and final minor factor influencing satisfaction with the
job is ". . . the compatibility of work requirements with
requirements of other roles [15:95]." An individual will
select his work group memberships to minimize the conflict
imposed on him by the differences in demands of those group
memberships (15:95). The postulate linking the compatibil-
ity of work roles and other roles with satisfaction with
the job is ". . . the greater the compatibility of work
requirements with the requirements of other roles, the
higher the level of satisfaction [15:95]." March & Simon
cited three subfactors that influence this postulate. The
first is that ". . . the greater the congruence of work
time patterns with those of other roles, the greater the
compatibility of job and other roles [15:97]." The second
and thifd subfactors influencing compatibility of work
roles and other roles had only a fair amount of empirical
data to substantiate them and were presented as hypotheses.
They are that the smaller the size of the work group or
organization, the greater the compatibility of organiza--

tional roles and other roles (15:98).

Perceived Possibility of Intraorganizational

Transfer. March & Simon developed a second major factor
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influencing the perceived desirability of leaving the
organization. This factor is the perceived possibility of
intraorganizational transfer. A minor factor of the per-~
ceived possibility of intraorganizational transfer is the
size of the organization. They postulated that the ". . .
larger the organization, the greater the perceived possi-
bility of intraorganizational transfer, and therefore, the
less the perceived desirability of leaving the organization

{15:991."

Perceived Ease of Movement from the Organization. The

second component of the decision to participate in an
organization is the perceived ease of movement from the
organization. The perceived ease of movement from the
organization is comprised of one major factor and several

interrelated minor factors.

Number of Extraorganizational Alternatives Per-

ceived. The major factor which affects the perceived ease
of movement from the organization is the number of extra-
organizational alternatives perceived. The perceived ease
of movement is increased when the number of positions or
jqbs‘pga; the participant §§,q?ali§§§§.€9§ ae@(o; willing
to accept is increased in the organizations visible to him.
Several minor factors influence the perceived number of

extraorganizational alternatives. The level of business

activity is first. The number of alternatives is directly
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related to the level of business activity. Studies have
supported the proposition that demand for labor is a major
factor in voluntary turnover. ". . . in the 1948-1949
recession, the average voluntary separation in 39 companies
surveyed, fell from 3.5% per month to 1.6% per month
[15:101]." The second minor factor influencing the per-
ceived number of extraorganizational alternatives is the
sex of the participant. Male workers have a higher turn-
over rate than female workers though ". . . some data indi-
cate a close relationship between female turnover rates

and marriage [15:101] ;" The third minor factor is the age
of the participant. Younger workers perceive an ease of
movement not perceived by older workers (15:101). The
fourth minor factor influencing the perceived number of
extraorganizational alternatives is the social status of
the participant. Higher status groups perceive movement
to be less difficult than do lower status groups (15:102).
The fifth minor factor influencing the perceived availabil-
ity of outside alternatives is the technology of the
economy. As technology increases, the perceived range of
jobs a person is employable in increases, which increases
turnover (15:102). The sixth minor factor affecting the
perceived availability of outside alternatives is the
specialization of the employee. Specialization is directly
related to length of service. "The longer the length of

service of the employee, the greater his specialization;

26
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the greater his specialization, the fewer the extraorganiza-
tional alternatives perceived [15:102]."

The above factors, however, are not the only fac-
tors involved in the turnover of personnel. Visibility and
uniqueness of the individuals and organizations are also
factors. The larger the number of perceived extraorganiza-
tional alternatives available, the greater the probability
of turnover. Visibility can be related to an organization
or to an individual. Organizations gain prestige because
of their size, growth rate, or their distinguishable pro-
duct (15:103). Geographical location has an impact on
organizational visibility; the greater the distance from
the organizations, the less knowledge an individual will
have of the organization. In contrast, individual visi-
bility is influenced by other factors. 1Individual visi-
bility is increased with the greater heterogeneity of
personal contacts (15:103). For example, craft union mem-
bers inform fellow members of possible positions during
off-duty union activities. Therefore, the greater the
visibility or uniqueness of the individual, the greater
the number of extraorganizational alternatives perceived.
The greater the visibility of the individual and alternative
organizations, the greater the propensity to search for
alternatives when job satisfaction is low. Conversely,
the propensity to search will be restricted with greater
habituation to a particular job or organization (15:105).
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Habituation was defined as the tendency of a behavior

pattern to become a habit; habituation to a particular job
or organization is the habit of performing a particular job
or working for an organization so long that the thought of

changing the job or organization becomes remote (15:105).

Summary

In this chapter two conceptual models of turnover
have been briefly examined to provide some insights into
the various factors that influence turnover with organiza-
tions. Price, in his model, conceptualized turnover as
the interrelationship of determinants, intervening vari-
ables, and correlates. March & Simon provided a second
conceptual model within which the interrelationships of the
factors of turnover could be examined. In the next chapter
these two conceptual models are compared, contrasted, and
then synthesized to provide a broader conceptual framework
within which turnover of Air Force enlisted maintenance

personnel can be examined.
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CHAPTER III

COMPARISON AND SYNTHESIS OF THE MODELS

Comparison of the Models

In the comparison of the two models described in
Chapter II, four areas of similarity or differences were | 1
noted. They are: (a) consideration of the environment
ext;rnal to the organization, (b) emphasis of conflict
resolution, (c) emphasis on the individual, and (d) use- {
fulness as a general theory of turnover. {
1

Consideration of the
External Environment

Both models consider factors external to the |
organization. Price used the intervening variable oppor-
tunity to include the environment external to the organiza-
tion. March & Simon, on the other hand, used the level of l
-business activity and technology of the economy as deter-
minants of the number of extraorganizational alternatives
perceived, which is then used as a determinant of their
intervening variable, perceived ease of movement from the
organization. Both models are, therefore, open-system l

*9*® -9 8.°0 @ 'V ‘e® o ‘tae: - @'e@ ®®:0 @ *0g-c B, see s @ e ene.. w.n c e @ ® @'O O ®@v 0 o @O 04

models whica'are capable of reflecting change in the

environment external to the organization.
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Emphasis on Conflict Resolution

March & Simon emphasized the need of an individual
to reduce the conflict between the job and the individual's
self-image. Price, however, did not include conflict
resolution in his model of turnover. Each participant
brings an "ego-ideal" or self-characterization of himself
or herself to the job. If the organization and the job
meet the needs of a participant, the lower his or her con-
flict level. The lower the level of conflict experienced
by a participant in relation to his job, the higher his
satisfaction with the job and the organization. Therefore,
it is desirable to include conflict resolution as a variable

in a turnover model.

Emphasis on the Individual

These two models of turnover differ in their treat-

ment of the individual factors that influence turnover.
Price dealt with age, length of service, skill level, and
level of education in his model of turnover as correlates
of turnover. March & Simon presented the same individual
factors but in the context of an individual environment.
March & Simon also included a factor concerned with the

¢+ ¢+ ®:¢ - uniqueness of the individual. Since the decision to par-
ticipate or withdraw is an individual decision made in the

context of the individual's environment, the March & Simon

30
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model seems a more reasonable and desirable approach to

turnover.

Usefulness as a General Theory

Both models of turnover have much to offer in the
way of explanation of the factors which determine whether
an individual will withdraw from an organization. The
Price model is somewhat more limited than the March & Simon
model in that Price limited his model to those determinants
and intervening variables which have consistent support in
the literature. Many other variables may well be involved
beyond those discussed and/or supported by past research.
Neither model takes into consideration all the variables
involved in the decision to participate, such as demographic
factors and marital status, nor should a general'model neces-
sarily consider every factor. Perhaps the most difficult
factors to measure are those variables related to the
external environment. Nearly all the variables presented
by March & Simon have had extensive reséarch conducted on
them over the past twenty years, much of which supports
their model. Those variables not supported by research, as
a rule, make intuitive good sense. These variables will be
included in the synthesized model because they provide a
good conceptual framework of the turnover environment. The

March & Simon model, despite its limitations, goes a long

31

L .




way in providing a general and theoretical model of tufn-
over.

Despite the limitations inherent in the modeling
process, either model, or a synthesis of both, is useful
in depicting the major factors in the decision to partici-
pate. Managers at all levels are constantly aware of the
costs of organizational turnover. The synthesis of the
models presented below will provide valuable insights into ' A

the turnover process.

Synthesis of the Models

Intervening Variables

Satisfaction. March & Simon presented the perceived

desirability of leaving the organization as an intervening
variable in their model of turnover. The perceived desir-
ability of leaving the organization intervenes between
satisfaction with the job, the perceived possibility of
intraorganizational transfer, and the decision to partici-
pate (turnover). Price considered satisfaction as an inter-
vening variable in his model of turnover. Satisfaction,

as defined by Price, encompasses satisfaction with the

job as well as satisfaction with the organization and satis-

faction with the individual's environment. Satisfaction,
o {
as defined by Price, was consideped-as-cne -0of the inter~ = - - -t ¢ e ot om0

vening variables in the synthesized model since this
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variable captures the essence of overall satisfaction of. a

participant (see Figure 4). o

Opportunity. March & Simon considered perceived ease of \\\\\\\\

movement from the organization as an intervening variable.
In the Price model, opportunity is an intervening vari-
able. Price's definition of opportunity encompasses two of
the concepts developed in the March & Simon model. They
are: the number of extraorganizational alternatives per-
ceived and the perceived ease of movement from the organiza-
tion. Since the synthesized model deals with aggregates,

opportunity was included in the synthesized model.

Variables Influencing Satisfaction

The March & Simon model deals with aggregates of

s PR ki

variables acting together influencing the satisfaction of
a participant with the job. As defined for the synthe-
sized model, satisfaction is impacted by these same aggre-

gates of variables. In the Price model, many of these

it G - A

variables are termed determinants, for example, pay, inte-
gration, and upward mobility. One is a correlate, educa-
tion. The March & Simon model combined the variables pay,
individual participation in the job assignment, level of
employee education, rate of change in status and/or income,
o - -o‘ 3 LGew P ® %~ @ 0" s o o SO - " Pive S o ® - A e ® 8 '%te  sRGe o' W@ & S"e"Be. .Sz o @ @® @ ‘o °°
and consistency of supervisory practices with employee

independence into a single variable called conformity of

job characteristics to individual self-characterization
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(conformity conflict). Price's determinants pay, routini-
zation, centralization, upward mobility, and distributive
justice are encompassed within the framework. In addition,
Price's correlaée, education, is encompassed within this
same framework. For the purposes of the synthesized model,
conformity of job characteristics to individual self-
characterization (conformity conflict) was considered a
determinant of satisfaction.

Three additional factors as defined in the March &
Simon model and the Pfice model impact on the intervening
variable satisfaction. The first of these is predictabil-
ity of instrument relationships. Predictabili*y of instru-
mental relationships, as defined by March & Simon, contains
the concept of instrumental communication, as defined by
Price. When combined with Price's formal communication,
predictability of instrumental relationships can be retermed
intraorganizational communication. Intraorganizationéi com-
munication was used in' the synthesized model.

The second factor in the Ma;ch‘& Simon model impact-
ing on satisfaction is compatibilitf of job and other roles.
The March & Simon model considered three variables which ~
comprise compatibility of job and other roles. These are:
5iz& of the work group;’congfuence of work time-pattemms. ...-. . ... ..
with those of other roles, and size of the organization.
Price's determinant integration falls within this framework
as a factor of compatibility of job and other roles.
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Compatibility of job and other roles was used as an aggre-
gate factor and determinant of satisfaction in the synthe-
sized model.

The third factor influencing satisfaction in the
March & Simon model is the perceived possibility of intra-
organizational transfer. The ease with which a participant
can transfer within the organization is influenced by the
size of the organization. Price did not address intra-
organizational transfer possibilities in his model of turn-
over. Because the number of perceived intraorganizational
transfer possibilities is higher in an organization of
larger size, intuitively, a participant's satisfaction
possibilities would be higher in that organization and the

desirability of leaving would be lower.

Propensity to Search

The propensity to search is a trigger mechanism
that operates whenever the satisfaction-dissatisfaction
balance is tipped in favor of dissatisfaction. The level
of dissatisfaction differs for each individual; however,
it would be safe to say that at some level of dissatisfac-
tion, an individual will cease scanning and enter the
active search to relieve his satisfaction-dissatisfaction
imbalance. In the March & Simon model, the propensity to

search is the connection between satisfaction and variables
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influencing opportunity. The propensity to search was used

in the synthesized model.

Variables Influencing Opportunity

The variables influencing opportunity are numerous
and most are interrelated with one another. Three sets
of variables that were shown in Figure 3 are included in
the synthesized model and influence perceived opportunity.
The first set of variables were represented by the variable
the number of organizations available. Habituation to a
job or organization serves as a link to one of the vari-
ables, age, in the second set of variables to a variable
propensity to search in the first set of variables. Habitu-
ation was included in the synthesized model. Length of
service is a variable in the Price and March & Simon models.
Because length of service influences both sets of variables
and habituation, length of service was considered a variable
and included in the synthesized model.

The second set of variables consists of personal
factors and two economic factors. The personal factors are
age, sex, social status, and specialization of the employee.
Price treated age, specialization, and social status as
correlates of turnover. March & Simon used these items as
causal factors of turnover in their model. Since the

synthesized model considered variables in the aggregate,
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sex, social status, specialization, and age of the partici-
pant was included in the synthesized model as a personal
factor. |

The third set of variables influencing opportunity
in the synthesized model are the levels of business activity
and the technology of the economy. March & Simon specifi-
cally addressed these variables as factors which influence
the perceived opportunity of a participant. Price, however,
did not include these economic variables in his model. The
level of business activity and the technology of the economy
are considered an economic variable influencing opportunity
in the synthesized model.

Figure 4 represents the synthesized model to be used
in this study. This synthesized model represents the major
concepts presented by Price and March & Simon and was
applied to the turnover problem of enlisted aircraft main-

tenance personnel in the Air Force.

Career Intent as a Surrogate for Turnover

Two separate studies by the Naval Health Research
Center have indicated that expressed career intent ". . . is
an excellent predictor of actual reenlistment behavior
[13:205]." One study was primarily interested in identify-
ing determinants, while the other was interested in corre-
lates. Whether expressed career intent is a correlate

or determinant of reenlistment has little bearing on its
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importance. Both studies indicated that expressed career
intent is one of the most accurate predictors of reenlist-
ment behavior (3:18).

The population involved in the first study was
1,270 first-term enlisted personnel aboard combat ships
in the Atlantic and Pacific Fleets. These personnel were
administered a 400-guestion survey. On the basis of one
questionnaire item reflecting an individual's attitude
toward reenlistment, a relationship was shown between
expressed career intent and actual reenlistment. The
responses available to these surveyed individuals on the
questionnaire item ranged from "I definitely want to get
out as soon as possible" to "I definitely plan to make,
or have made, the Navy a career [13:205]." Ninety-four
percent of those expressing little or no career intent
in their responses actually did not reenlist, while 72 per-
cent of those expressing career intent actually reenlisted
(13:205-206) .

The second study involved 1,572 enlisted sailors
with less than two years until completion of their initial
enlistment. Of these, data on actual reenlistment rates
were available on 799 personnel. Of the respondents who
had answered that they definitely intended to reenlist,
100 percent reenlisted. Of those responding they definitely
would not reenlist, 97 percent actually did not reenlist.

Similar correlation was found for the "probably reenlist"
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and "probably not" reenlist, with percentage figures of

70 percent and 91 percent, respectively (3:19). On the
basis of this information, the authors of this study stated
that ". . . the single best predictor of reenlistment
behavior was the individual's stated intentions regarding
reenlistment ([3:18]."

These two studies strongly support the contention
that expressed career intént can be considered a surrogate
for turnover. Assuming that enlisted sailors and enlisted
maintenance personnel behave similarly, expressed career
intent was used as a predictor of turnover of enlisted

maintenance personnel.

Research Implications and Hypotheses

The preceding literature review identified the
major factors which have been found to affect turnover deci-
sions. The synthesized model indicates these major factors
and the interrelationships.

The support found in the literature for expressed
career intent as an accurate predictor of turnover was
high enough that expressed career intent was used as a sur-
rogate for turnover. Due to the limited scope of this
research, expressed career intent was substituted for turn-
over in the application of the synthesized model to
enlisted aircraft maintenance personnel with two to nine

years of service.
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The following hypotheses were used to test the
synthesized model and should provide insight into the prob-
lem of enlisted aircraft maintenance personnel turnover
rates to Air Force managers. The following hypotheses are
concerned with relationship between the determinants of
turnover and satisfaction (Objective 1).

Hypothesis l--As conformity conflict decreases, the

level of satisfaction increases.

Hypothesis 2--As intraorganizational communication

increases, the level of satisfaction increzses.

Hypothesis 3--As the compatibility of job and other

roles increases, satisfaction increases.

The following hypotheses are concerned with the relation-

ship between determinants of turnover and expressed career

intent (Objective 2). i
Hypothesis 4--As conformity conflict decreases, :

expressed career intent increases.

Hypothesis 5--As the intraorganizational communica-

tion increases, expressed career intent increases.
Hypothesis 6--As the compatibility of job and other

roles increases, expressed career intent increases.

The following hypothesis is concerned with the relationship
between satisfaction and expressed career intent (Objec-

tive 3).
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Hypothesis 7--As satisfaction increases, expressed

career intent increases.

The following hypothesis is concerned with the relationship
between opportunity and expressed career intent (Objec-
tive 4).

Hypothesis 8--As perceived opportunity increases,

expressed career intent decreases.

The following hypothesis is concerned with the relationship
between satisfaction and opportunity (Objective 5).

Hypothesis 9--As satisfaction increases, perceived

opportunity decreases.




CHAPTER IV

RESEARCH DESIGN AND METHODOLOGY

Introduction

This chapter presents the research design and meth-
odology to be used for this study. The data gathering plan
will be presented first, followed by the variable defini-
tions and measurement plans. The chapter concludes with

the data analysis plan.

Data Gathering Plan

Data Collection Instrument

The data collection instrument used in this study
was the 1977 United States Air Force Quality of Air Force
Life Active Duty Air Force Personnel Survey (hereaf.er
referred to as the 1977 AFQOL survey). The text of this
survey is reproduced in Appendix A. The 1977 survey was
an updated version of the Air Force Management Improvement
Group (AFMIG) survey conducted in 1975. Sixteen thousand
questionnaires were distributed to a random sample of Air
Force personnel and 10,689 questionnaires were returned
(1:46).

The 1975 and 1977 AFMIG surveys have been exten-
sively used to evaluate the quality of Air Force life.

The questionnaire consisted of 165 questions; the first
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19 collected demographic information while the remaining
146 questions measured attitudes toward various aspects of
Air Force life. It was assumed that the instrument was
valid and reliable since previous studies have obtained

valid analytical results (1; 16).

Description of the Population

The target population for this study consisted of
male Air Force enlisted maintenance personnel with two to
nine years of active duty and possessing AFSCs of the 32XXX,
42XXX, and 43XXX career fields. 1In addition to excluding
female enlisted personnel, enlisted personnel in non-
maintenance fields not involved in aircraft maintenance
were excluded because it was assumed that these enlisted
personnel might have different opinions about the gquality
of Air Force life due to differing value systems or the

uniqueness of their training or expertise.

Description of the Sample

The sample consisted of 234 male enlisted aircraft
maintenance personnel with two to nine years of active duty
who responded to the 1977 AFQOL survey. A data-producing
sample of 229 respondents was obtained by eliminating all
respondents who failed to answer the gquestions required for
this study. Of the 229 respondents, 74 were from the 32XXX

(Avionic Systems) career field; 61 were from the 42XXX
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from the 43XXX (Aircraft Maintenance) career field.

One hundred fifty-one of the respondents were married; the
remaining 78 were either single, divorced, separated, or
widowers. Of the respondents, 98.3 percent (n=225) had a
high school diploma or better. The majority of the respon-
dents (n=118) normally worked a day shift; 38 worked swing
shift; 21 worked the graveyard shift; and, 52 rotated
shifts. With regard to race, 172 of the respondents were
white; 21 were black; and the remaining 36 respondents were

of "other" ethnic backgrounds.

Inferences About the Population

Inferences about the population can only be made
for the Air Force population represented by the sample.
That is, inferences can only be made about the Air Force
population of male enlisted aircraft maintenance personnel
with two to nine years of active duty and possessing AFSCs

of 32XXX, 42XXX, and 43XXX career fields.

Variable Definition and Measurement

Expressed Career Intent

Expressed career intent is the dependent variable
of the synthesized model presented in Figure 4, Chapter III.
Career intent, as a surrogate for turnover, was defined as
the stated intention of a respondent toward making the
Air Force a career. Each respondent's expressed career

intent was measured by survey question 14, which read:
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Which one of the following best describes your
attitude toward making the Air Force a career?

A five-point Likert scale was used for the responses,
ranging from 1 (definitely intend to make the Air Force a
career) to 5 (definitely do not intend to make the Air Force
a career). Past studies (1l; 3; 13) have shown that the
career intent question is a reliable and accurate predictor

of turnover.

Satisfaction

Satisfaction as defined for this study encompasses
satisfaction with the job, satisfaction with the organiza-
tion, and satisfaction with the individual's environment.
Satisfaction was measured by thg Hoppock Job Satisfaction
Measure.

A set of four questions relating to an individual's
perception of satisfaction, as defined above, was used for
the Hoppock Measure. Each question was given equal weight
and a satisfaction score was obtained by summing the
responses to the following four questions (questions 57, 58,
59, and 60):

Which one of the following shows how much of the
time you feel satisfied with your job?

Choose the one of the following statements which
best tells how well you like your job.

Which one of the following best tells how you feel
about changing your job?

Which one of the following shows how you think you
compare with other people?
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The responses of these four questions are arrayed on a
seven-point Likert scale with values ranging from one to
seven and, therefore, the sum of the responses ranged from
four to twenty-eight. The sequence of responses for ques-
tions 57 and 60 was reversed and a correction was made
prior to summation (16:737). The Hoppock Job Satisfaction
Measure has been used widely and has proven to be a valid
and reliable job satisfaction measure. McNichols, et al.,
conducted a study of four data bases involving over 29,000
responses total from populations including managers in a
large public utility company, Department of Defense civil
service employees in all grades and a wide variety of occu-
pational specialties, military personnel in all grades
through colonel and in a variety of occupational categories,
and military personnel in a strategic missile wing. The
results of the McNichols, et al., study indicated that the
Hoppock Job Satisfaction Measure provided a meaningful mea-
sure of job satisfaction in terms of reliability, construct
validity, and face validity. 1In addition, the Hoppock Job
Satisfaction Measure performed consistently over a wide
variety of sample populations of divergent job categories,
demographic groupings, and occupational levels (16:737-~

742).
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Opportunity

The intervening variable opportunity represents
the factors external to the organization which contribute
to an individual's turnover decision. For this study,
opportunity was defined as the alternative job opportunities
perceived in the environment and the perceived ease of move-
ment from the organization. Operationally defined, oppor-
tunity is the individual's perception of the availability
of alternative jobs in private industry with pay, benefits,
duties, and responsibilities comparable with those of the
individual's present job and the ease with which the indi-
vidual can leave the organization. Opportunity was mea-
sured by responses to the following statement (question 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 responsibility comparable
with those of my present job.
Responses to question 30 were measured on a five-point
Likert scale and were given values from 1 (strongly agree)
to 5 (strongly disagree).

Only one previous study was located that used ques-
tion 30 alone and determined the question to be valid and
reliable (1:83-89). 1In addition, the question asked
specifically whether the individual agrees or disagrees with
the statement that comparable employment would be very
difficult to find in private industry at the present time.

Therefore, it was felt that the question was a valid measure
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of an individual's perception of opportunity for alternate
employment outside the Air Force. The reliability of this
question and all further questions described in this study
from this point on, unless indicated otherwise, can only

be determined by techniques outside the scope of this
study. It seems reasonable to assume that simple, direct
qguestions will produce reliable data. Furthermore, all the
guestions used to measure the variables that follow are of
a simple and direct nature and the researchers assumed that

the data generated were valid and reliable for this study.

Conformity Conflict

Conformity conflict is used as one of the deter-
minants of satisfaction. Conformity conflict is defined
an an individual's self-characterization as compared to
the characteristics inherent in the job. That is, how
well does the characteristics of the job conform to the
individual's self-image or ego-ideal. The determinant
conformity conflict is an aggregate of the following deter-
minants of turnover previously defined in Chapter II:

1. Pay

2. Level of education

3. Promotion

4. Individual participation in job assignment

5. Consistency of supervisory practices with

empibyee independence
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The following four questions measured the indi-
vidual's perceived satisfaction with training and participa-
tion in decision making (questions 69, 124, 125, 135):

My present job makes good use of my training and
ability.

When decisions are being made in my organization,
the persons who will be affected most are asked for
their ideas.

Persons who do not supervise others in my organi-
zation have an adequate amount of say or influence on
what goes on.

Are you given the freedom you need to do your job
well?

The responses to questions 69, 124, and 125 were arrayed on
a five-~-point Likert scale and were given values from 1
(strongly disagree) to 5 (strongly agree). The responses
to question 135 were arrayed on a Likert five-point scale
and were given values from 1 (never) to 5 (always).

The following seven questions measured an indi-
vidual's perceived satisfaction with economic standard,
economic security, leadership/supervision, equity, promo-
tion, personal growth, and health (questions 21, 23, 88, 137,
139, 144 and 160):

To what degree are you satisfied with the ECONOMIC
STANDARD aspects of your life?

To what degree are you satisfied with the ECONOMIC
SECURITY aspects of your life?

To what degree are you satisfied with the LEADERSHIP/
SUPERVISION aspects of your life?

To what degree are you satisfied with the EQUITY
aspects of your life?
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The Air Force promotion system is effective (i.e.,
the best qualified people are generally selected for
promotion) .

To what degree are you satisfied with the PERSONAL
GROWTH aspects of your life?

To what degree are you satisfied with the HEALTH
aspects of your life?

The above gquestions, with the exception of the promotion
question, defined the capitalized word prior to asking

the questions. By defining the variable prior to asking
the question, the chances of a respondent reading more into
the question than is asked for is reduced. These questions
were well-defined and direct and should produce valid data
for the measurement of the defined variable. Responses to
questions 21, 23, 88, 137, 144, and 160 were arrayed on a
seven-point Likert scale and were given values from 1
(highly dissatisfied) to 7 (highly satisfied). The promo-
tion question, 139, was arrayed on a Likert seven-point
scale and was given values from 1 (strongly disagree) to

7 (strongly agree).

A value was then computed for conformity conflict
by adding the seven-point Likert scale questions to the
five-point Likert scale question which was converted to a
seven-point scale, and then dividing by 11 (the number of

-

questions summed).
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Intraorganizational Communication

Intraorganizational communication is defined as
both formal and informal communication within an organiza-
tion. Operationally defined, intraorganizational communica-
tion is communication received from a supervisor on how
to accomplish a task as well as communication from top
levels of the organization to the organization as a whole.
Intraorganizational communication was measured by responses
to the following questions (questions 117, 120, 126, 127,
130, 131, and 132):

The Air Force does a good job of keeping me informed
about what is going on.

My supervisor tries to get my ideas before making
decisions that are important to me.

Information is usually widely shared in my organiza-
tion so that those who make the decisions will base
their decisions on the best available know-how.

I get the information I need to do my job in the
best possible way.

My supervisor pays attention to what I have to say.

How often do you and your supervisor get together
to set your personal performance objectives?

How often are you given feedback from your super-~
visor about your job performance?

Responses to the above questions were arrayed on a five-
point Likert scale and were given values from 1 (strongly'
disagree) to 5 (strongly agree). Questions 131 and 132
were given values from 1 (never) to 5 (very frequently).

The seven gquestions were summed and divided by 7 to provide
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an intraorganizational communication value with each ques-

tion having equal weight.

Compatibility of Job and Other Roles

Compatibility of the job and other roles was defined
as how well the roles required on the job and the other
roles an individual was required to fill (husband, father)
fit together. Compatibility was also a function of the
opportunity an individual has to participate in cohesive
and rewarding groups both on and off the duty. Compatibil-
ity of job and other roles was measured by responses to the
following questions (questions 52, 119, 121, and 128):

To what degree are you satisfied with the FREE TIME
aspects of your life?

Persons in my work group encourage each other to
work as a team.

Persons in my work group offer each other new ideas
for solving job-related problems.

When I talk to people in my work group, they pay
attention to what I am saying.

The responses to question 52 were arrayed on a Likert seven
point scale and were given values from 1.(highly dissatis-
fied) to 7 (highly satisfied). The responses to questions
119, 121, and 128 were arrayed on a five-point Likert scale
and each response was given a value from 1 (strongly dis-
agree) to 5 (strongly agree). A compatibility value was
computed by multiplying each response value for the five-

point-scaled questions by 1.4, to convert the value to a
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seven-point scale, then summed with the value for question
42, and the total divided by four to arrive at a compati-

bility of job and other roles value

Unmeasureable Variables

Seven of the variables in the synthesized model of
turnover (Figure 4) were not measureable using the 1977
AFQOL survey. Although these variables could not be mea-
sured, they remain in the synthesized model to keep the
model complete. The seven unmeasureable variables are:

1. Perceived ease of intreorganizational transfer

2. Propensity to search

3. Number of organizations available

4. Level of business activity and technology
of the economy

5. Habituation to a particular job or organization

6. Individual factors

7. Visibility of the individual

Data Analysis
Statistical Method

The synthesized model (Figure 4) in Chapter III was
the basis for the research hypotheses of this research and
indicated directional relationships between the determin-
ants, intervening variables, and expressed career intent.
When directional independent-~dependent relationships are

indicated, regression analysis is an appropriate statistical
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technique. Regression analysis measures the linear rela-
tionship between independent and dependent variables.
Regression analysis is more efficient and powerful than
nonparametric statistical methods (27:19).

Path analysis provides another method of further
analyzing directional linear relationships. Path analysis
is a method of decomposing and interpreting linear rela-
tionships and may be used to draw causal inferences among
a set of variables (9:111; 10:327).

Regression analysis #nd path analysis were used
in this research to assess the direction and strength of the
relationships previously defined and to assess the presumed
causal order of the variables. Both were accomplished
using the Statistical Package for the Social Sciences
{SPSS) , subprogram REGRESSION (20:320-367; 20:383-397). A

description of each statistical technique follows.

Simple Linear Regression Analysis. Regression analysis was

used to measure the direction and strength of the hypothe-

sized relationships stated in Chapter III.

B, the Regression Coefficient. B; the regression

coefficient of the independent variable, is of primary con-
cern in testing the statistical significance of the rela-
tionships among the variables evidenced by the regression
results. The statistical significance of 8, and therefore

of the regression analysis, was tested using the F statistic
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at the .05 level of significance. The sign of the B coeffi-

cient indicates the direction of the relationship between

regression variables. That is, if the sign of B is positive,

a direct relationship between the dependent and independent
variables is indicated. If the sign of B is negative, an

inverse relationship is indicated (19:32-33,215-217).

R2, the Coefficient of Determination. If the vari-

able relationships of the regression analysis were shown to
be statistically significant, the coefficient of determina-
tion, R2, was used to test the importance of the relation-
ship between the dependent and independent variables iden-
tified in the research hypotheses. The R2 value may be
interpreted ". . . as the proportionate reduction of total
variation associated with the use of the independent vari-
able, X [19:89]." That is, the R2 value is that portion
of the variation in the dependent variable Y, explained by
the independent variable X.

Rz can take on values from zero to one. When
Rzal, the independent variable X has accounted for all the
variation in the dependent variable Y. 1If R2=0, then the
independent variable X has explained none of the variation
in the dependent variable Y. R2 is rarely found to be zero
or one; rather, it is found to be somewhere between these

two extremes. The closer R2 is to one, the greater the

degree of association between X and Y. Past research on

57




job satisfaction has indicated the R2 values of 0.10 or
above can be considered of practical importance (4; 6; 22;
23). Therefore, the research hypotheses were considered

supported by the data if the R2 value was 0.10 or greater.

Multiple Linear Regression. The research hypotheses postﬁ—

lated that job satisfaction (or expressed career intent)
was dependent upon several independent variables. Often
the independent variables do not have completely independent
effects on the dependent variable. The result of this lack
of independent effects, or multicollinearity, is that the
variation explained by the multiple effects of all the
independent variables is less than the sum of the varia-
tions explained by each independent variable separately.

To detect multicollinearity, multiple linear regression was
used. The Hoppock Job Satisfaction Measure and expressed
career intent were each used as the dependent variable in
separate regression analyses. The independent §ariables
used in each analysis were the testable determinants: con-
formity conflict, intraorganizational communication, and

compatibility of job and other roles.

Path Analysis. Path analysis is a method of decomposing

and interpreting linear relationships among a set of vari-
ables by assuming that a weak causal order among the vari-

ables is known or can be reasonably assumed, and that the
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relationships among the variables are causally closed
(20:383) . %

The assumption of weak causal order postulates that,
given a pair of variables, xl and x2, a weak causal order
is establish=d, such that xz causes Xl if it is assumed or
known that x2 may affect Xl, but x1 cannot affect xz. This
does not necessarily required x2 to be a cause of Xl (20:
384-385).

Causal closure assumes that, given a bivariate
covariation between X2 and x1 and a known weak causal order-
ing, X2 causes xl, the observed covariation between x1 and
X2 may be due (1) solely to the causal dependence of X1
on x2, (2) to their mutual dependence on an outside vari-
able (or variables), or (3) to the combination of the pre-
vious two (20:385).

The basic assumptions of linear regression regard-
ing the error terms are also operative in path analysis.
That is, the error terms are independently and normally dis-
tributed; they have an expected value equal to zero; and a

constant variance (homoscedasticity) (19:47). However,

lA detailed discussion of path analysis is beyond
the scope of this study. It is assumed the reader is con-
versant with the theory of regression analysis; this study
will concentrate only on the application of regression
analysis to proposed causal paths. An excellent introduc-
tory summary of the concepts of path analysis can be found
in Statistical Package for the Social Sciences, 24 ed.,
Norman H. Nie, et al., McGraw-Hill Book Co., New York, 1975,
and a more detailed presentation in Causal Analysis, David
R. Heise, John Wiley & Sons, Inc., New York, 197S5.
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path analysis is primarily a technique for working out
the logical consequences of the first two assumptions.

The identification of causal structures does not
prove the existence of causal relationships; however, it
does provide a basis for drawing inferences. "As a pattern
of interpretation . . . path analysis is invaluable in
making explicit the rationale for a set of regression calcu-
lations [5:7]."

Path analysis uses both path diagrams and systems
of linear regression equations to represent the system of
relationships among a set of variables (10:329), as in
Figure 4, Chapter III. In path diagrams, assumptions about
the causal order or direction of relationships between
independent and dependent variables are made explicit .by
the direction of the arrows between variables. The paths
between variables are labelednwith path coefficients
(similar to regression coefficients) (21:62). According to
Duncan, the order of the subscripts of these coefficients
is significant: ﬁhe first subscript represents the depen-
dent variable and the second subscript représents the vari-
able whose direct effect on the dependent variable is mea-
sured by the path coefficient (5:4).

In general, given n variables with an assumed weak
causal order such that X < . . . < X, < X, (where < means
"is caused by"), estimation of all path coefficients will

require (n-1) regression solutions, taking each of the (n-1)
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lower order variables, in succession, as the dependent vari-
able and using all of its higher-order variables as predic-
tors (20:386). Also, ". . . although path coefficients
can be represented by either the ordinary regression coef-
ficient or standardized betas, it is customary to use the
beta values [20:387]."

A four-step procedure was used in the path analysis.
First, the derived variables were examined to ensure that
they met the requirements of regression analysis. Each of
the variables indicated a central tendency and the sample
was large enough to invoke the central limit theorem.

Second, the path coefficients were calculated from
the residual variables in order to assess the relevant sub-
systems. Since path coefficients are the beta coefficients
of a regression equation, the usual system for a regression
setup was used. The estimation of the path coefficient
required a series of ordinary least-squares regressions
using one variable at a time as the dependent variable and
all the higher causal order variables as the independent
variables (20:392). If there is an indication of a given
path being null, ordinary F-tests for individual regression
coefficients were used to examine this possibility (20:393).

The third step identified the effects of prior
causal variables by calculating the effect coefficients.

The effect coefficient is the sum of the direct effect of
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the independent variable on the dependent variable plus any
indirect effect of the intervening variable.

The fourth and final step was to construct a decom-
position table for the total variation between pairs of

variables.

Hypothesis Testing

In this section, each of the research objectives and
their associated hypotheses are reviewed, the independent
and dependent variables are identified, and the statistical
hypotheses are introduced. Each of the null statistical
hypotheses was tested at the 0.05 level of significance.

If the null hypothesis could not be rejected, it was con-
cluded that insufficient evidence was available to support
the hypothesis in question. If the null hypothesis was
rejected and if the associated R2 value was 0.10 or greater,
it was concluded the research hypothesis was supported by

the data.

Objective 1, Hypotheses 1 through 3. Objective 1 and hypo-

theses 1 through 3 are concerned with the nature and
strength of the relationships between the determinants of
turnover and satisfaction. For these hypotheses, the deter-
minant is the independent variable and job satisfaction is

the dependent variable.
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Hypothesis 1: The null statistical hypothesis (Ho)
of hypothesis 1 is that conformity conflict is directly

related to satisfaction. That is:

where B is the regression coefficient.
Hypothesis 2: The null statistical hypothesis (HO)
of hypothesis 2 is that intraorganizational communication

is not directly related to satisfaction. That is:

where B is the regression coefficient.

Hypothesis 3: The null statistical hypothesis (Ho)
for hypothesis 3 is that compatibility of job and other
roles is not directly related to satisfaction. That is:

Ho: B =0
&Y

where B8 is the regression coefficient.

Objective 2, Hypotheses 4 through 6. Objective 2 and hypo-

theses 4 through 6 are concerned with the nature and
strength of the relationship between the determinants of

turnover and expressed career intent. For these hypotheses,
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the independent variable is the determinant and the depen-
dent variable is expressed career intent.

Hypothesis 4: The null statistical hypothesis (Ho)
for hypothesis 4 is that conformity conflict is directly

related to career intent. That is:

™
b3
o

By

where B is the regression coefficient.
Hypothesis 5: The null statistical hypothesis (Ho)
of hypothesis 5 is that intraorganizational communication

is not directly related to expressec¢ career intent. That

is:

where 8 is the regression coefficient.

Hypothesis 6: The null statistical hypothesis (Ho)
for hypothesi; 6 is that compatibility of job and other
roles is not directly related to expressed career intent.

That is:

where B is the regression coefficient.
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Objective 3 and Hypothesis 7. Objective 3 and hypothesis 7

are concerned with the nature and strength of the relation-
ship between satisfaction and expressed career intent. For
this hypothesis, satisfaction is the independent variable
and expressed career intent is the dependent variable.
Hypothesis 7: The null statistical hypothesis (Ho)
for hypothesis 7 is that satisfaction is not directly
related to expressed intent. That is:
B
H

~ B #0

where B is the regression coefficient.

Objective 4 and Hypothesis 8. Objective 4 and hypothesis 8

are concerned with the nature and strength of the relation-
ship between opportunity and expressed intent. For this
hypothesis, the independent variable is opportunity and the
dependent variable is expressed career intent. :
Hypothesis 8: The null statistical hypothesis (HO)
for hypothesis 8 is that opportunity is directly related to

expressed career intent. That is:

where 8 is the regression coefficient.
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Objective 5 and Hypothesis 9. Objective 5 and hypothesis 9

are concerned with the nature and strength of the relation-
e ship between satisfactigﬁ ;nd perceived opportunity. For
this hypothesis, satisfaction is the independent variable
and opportunity is the dependent variable.
Hypothesis 9: The null statistical hypothesis (Ho)

for hypothesis 9 is that satisfaction is directly related

to perceived opportunity. That is:

Ho: B
HA= B

where B is the regression coefficient.

Assumptions

The following assumptions were made based on the
literature review, survey data, and statistical method
employed for the analysis.

1. The data-producing instrument is valid and
reliable.

2. The questions used for variable measurement
are valid and reliable.

3. The use of parametric statistical methods on
certain ordinal level data is an acceptable analytical pro-
cedure (7:52-56).

4. The variables being tested were normally dis-

tributed.
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5. The respondents answered the questions honestly

and their responses reflect their true opinions.

Summary

This chapter has presented the research design and
methodology used in this study. The data gathering plan
was presented and discussed the data collection instrument
and described the target population and sample. Next, the
variables used in this study and the specific questions
used in variable measurement were defined. The data analy-
sis plan was then presented which included a discussion of
simple and multiple regression analysis and path analysis.
Finally, the hypotheses to be tested and the assumptions
of this study were presented. The next chapter will

present the results of the data analysis.
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CHAPTER V

RESULTS AND ANALYSES

Introduction

The synthesized model of turnover developed in
Chapter III defined the relationships between the determin-
ants of turnover, satisfaction, opportunity, and expressed
career intent. This chapter presents the results of the
data analysis in terms of the research objectives in
Chapter I and the postulated hypotheses in Chapter III.

First, simple linear regression results pertinent
to the research objectives are presented with a brief
explanation. Each research objective is restated, then the
regression results pertinent to the objectives are pre-
sented with a brief explanation. Second, the multiple
regression results are presented with satisfaction and then
expressed career intent as the dependent variable. Third,
multicollinearity was assessed when the results of the
simple and multiple regression results are compared.
Fourth, the results of the bivariate correlations are pre-
sented. Fifth, the path analysis results are presented to
reflect the presumed causal ordering of the determinants,
intervening variables, and expressed career intent.

Finally, the results of the comparison of the variables of
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the synthesized model and the demographic variables are

presented.

Simple Linear Regression

Simple linear regression was used to measure the
direction and strength of the variables in each of the
hypotheses.

Determinants of Turnover -+
Satisfaction Objective

The first objective was to determine the relation-
ship between the determinants of turnover and satisfaction.
Hypotheses 1 through 3 were formulated to obtain the first
objective. Each hypothesis was evaluated using simple

linear regression.

Regression Results. The results of the regression analyses

are summarized in Table l. In the following paragraphs,
each hypothesis pertinent to the first objective is restated

and the data analysis explained.

Hypothesis Testing. The first hypothesis--as conformity

conflict decreases, thé level of satisfaction increases--
was supported by the data. The relationship between con-
formity conflict and satisfaction was statistically signifi-
cant and the Rz value (.30711) surpassed the criterion of

0.10, as stated in Chapter IV. The negative regression

69




TABLE 1

REGRESSION RESULTS WITH SATISFACTION AS
THE DEPENDENT VARIABLE

Determinant g* R

Conformity Conflict -2.70567 .30711

Compatibility of job

and Other Roles 1.70022 .14530

Intraorganizational

Communication 2.29359 .13745
*p < .05.

coefficient (B = -2.70567) supported the hypothesized
indirect relationship.

The second hypothesis--as intraorganizational com-
munication increases, the level of satisfaction increases--
was supported by the data. The relationship between intra-
organizational communication and satisfaction was statis-
tically significant and the R2 value (.13745) surpassed the
criterion of 0.10. The positive regression coefficient
(B = 2.9359) supported the hypothesized direct relationship. |

The third hypothesis--as the compatibility of job
and other roles increases, satisfaction increases--was
supported by the data. The relationship between the com-
patibility of job and other roles and satisfaction was sta-

tistically significant and the R2 value (.14530) surpassed

the criterion of 0.10. The positive regression coefficient

(B = 1.70022) supported the hypothesized direct relationship.
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Determinants of Turnover + Expressed
Career Intent Objectives

The second objective was to determine the relation-
ship between the determinants of turnover and expressed
career intent. Hypotheses 4 through 6 below were formu-

lated to obtain the second objective.

Regression Results. The results of the regression analysis

are summarized in Table 2.

TABLE 2

REGRESSION RESULTS WITH EXPRESSED CAREER INTENT
AS THE DEPENDENT VARIABLE

Determinant B* R2

Conformity Conflict -.52231 .13523

Compatibility of Job

and Other Roles .30720 .05605

Intraorganizational

Communication .35299 .03847
*p <405,

Hypothesis Testing. The fourth hypothesis--as conformity

conflict decreases, expressed career intent increases--was
supported by the data. The relationship between conformity
conflict and expressed career intent was statistically sig-
nificant and the R2 value (.13523) surpassed the criterion
of 0.10. The negative regression coefficient (B = -.52251)

supported the hypothesized indirect relationship.
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The fifth hypothesis--as intraorganizational com-
munication increases, expressed career intent increases--
was not supported by the data. Although the relationship
between intraorganizational communication and expressed
career intent was statistically significant, the R2 value
fell below the established criterion of 0.10 (R2 = ,03847).
Thus, while the association between intraorganizational
communication and expressed career intent was greater than
a chance occurrence, the relationship was not strong enough
to support the hypothesis.

The sixth hypothesis--as the compatibility of the
job and other roles increases, expressed career intent
increases--was not supported by the data. The relationship
between compatibility of job and other roles and expressed
career intent was statistically significant; however, the
R2 value fell below the established criterion of 0.10
(R2 = ,05605). The association was greater than a chance
occurrence, but the relationship was not strong enough to
support the hypothesis.

Satisfaction + Expressed Career
Intent Objective

The third objective was to determine the relation-
ship between satisfaction and expressed career intent.
Hypothesis 7 was formulated to test this objective. The

hypothesis was evaluated using simple linear regression.
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Regression Results. The seventh hypothesis--as satisfaction
increases, expressed career intent increases--was supported
by the data. The relationship between satisfaction and
expressed career intent was statistically significant and
the R2 value (.29261) surpassed the criterion of 0.10. The
positive regression coefficient (B = .15736) supported the
hypothesized direct relationship.

Perceived Opportunity + Expressed
Career Intent Objective

The fourth objective was to determine the relation-
ship between perceived opportunity and expressed career
intent. Hypothesis 8 was formulated to test this objective.

The hypothesis was evaluated using simple linear regression.

Regression Results. The eighth hypothesis~-as perceived

opportunity increases, expressed career intent decreases--
was supported by the data. The relationship between per-
ceived opportunity and expressed career intent was statis-
tically significant and the R2 value (.11831) surpassed the
criterion of 0.10. The negative regression coefficient

(B = -.38826) supported the hypothesized indirect relation-
ship.

Satisfaction + Perceived
Opportunity Obijective

The fifth and last objective was to determine the

relationship between satisfaction and perceived opportunity.
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Hypothesis 9 was formulated to test this objective. The

hypothesis was evaluated using simple linear regression.

Regression Results. The ninth hypothesis~-as satisfaction
increases, perceived opportunity decreases--was not sup-
ported by the data. The relationship between satisfaction
and perceived opportunity was statistically significant;
however, the Rz value was below the established criterion
of 0.10 (R2 = ,02810). The association was greater than a
chance occurrence, but the relationship was not strong
enough to support the hypothesis.

Summary of Simple Linear
Regression Results

The results of the simple linear regression

analysis supports the relationships of the hypotheses postu-

lated in Chapter IV. However, the computed R2 values of
hypotheses 5, 6, and 9 did not attain the established
criterion of 0.10. The associations were greater than
chance occurrences, but the relationships were not power-

ful enough to support the stated hypotheses.

Multiple Linear Regression

Table 3 presents the results of the multiple linear
regression with satisfaction as the dependent variable.
Conformity conflict was the most powerful independent vari-

able and intraorganizational communication was the weakest
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TABLE 3

MULTIPLE LINEAR REGRESSION WITH SATISFACTION
AS THE DEPENDENT VARIABLE

Determinants with Satisfaction as the
Dependent Variable

Determinants R2 AR2

Conformity Conflict .30711 .30711

Compatibility of Job
and Other Roles .32146 .01435

Intraorganizational
Communication .32189 .00043

variable. The relative strength of each variable was con-
sistent with the simple linear regression results presented
in Table 1. Table 4 presents the results with expressed
career intent as the dependent variable. Likewise, the
relative strength of conformity conflict is consistent with

the results presented in Tables 1, 2, and 3.

Multicollinearity

As stated in Chapter 1V, multiple linear regression
(MLR) was used to evaluate the possibility of multicol-
linearity. A priori, multicollinearity between the inde-
pendent variables used was expected since intraorganiza-
tional communication and compatibility of job and other
roles should have an inverse relationship with conformity

conflict. Multicollinearity is indicated when the MLR
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TABLE 4

MULTIPLE LINEAR REGRESSION WITH EXPRESSED.
CAREER INTENT AS THE DEPENDENT VARIABLE

Determinants with Expressed Career
Intent as the Dependent Variable

Determinants R2 AR2

Conformity Conflict .13523 .13523

Compatibility of Job
and Other Roles .13893 .00369

Intraorganizational
Communication .14477 .00584

results in Table 3, with satisfaction as the dependent vari-
able, is compared with the simple linear regression (SLR)
results in Table 1. The total variation explained by the
MLR (R2 = ,32189), with the three independent variables,

was less than the variation explained by the SLR (ZR2 =
.58986) .

Also, multicollinearity is indicated when the MLR
results in Table 4 are compared with the SLR results in
Table 2 with expressed career intent as the dependent
variable. The total variation explained by the MLR

(R2

= .14477) was less than the variation explained by the
SLR (ZR? = .22975) with the same three testable indepen-

dent variables.
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Bivariate Correlation Results

The Pearson Product-Moment correlations between

the variables of the synthesized model are shown in Table 5.

The correlations of the variables are statistically signifi-
cant (p < .01).

The bivariate correlations between the variables
of the synthesized model support the research objective and
the postulated hypotheses presented in Chapter III. Also,
these correlations indicate multicollinearity as shown in
the multiple linear regression results presented in Table 3

and Table 4.

1 Path Analysis Results

The presumed causal order of the variables of the
synthesized model, as presented in Figure 5, were tested
using Path Analysis. Figure 6 assessed the relative impact
of the independent variables on the dependent variable,
career intent, with satisfaction as the intervening (pre-
sumed) variable. In contrast, Figure 7 assessed the rela-
tive impact of the independent variables on the dependent
variable, career intent, with opportunity as the presumed

intervening variable.

The various path coefficients for the presumed
model tested are the coefficients of the diagrams (Figures
6 and 7). The effect coefficients are presented in Table 6§

with satisfaction as the presumed intervening variable.
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TABLE 6

EFFECTS OF THE SYNTHESIZED MODEL VARIABLES ON
EXPRESSED CAREER INTENT WITH SATISFACTION
AS THE INTERVENING VARIABLE

—
——

Effects

/ Total
Variable Direct Indirect Causal
Satisfaction .54094 - .54094
Conformity Conflict -.36774 -.27021 -.63796
Compatibility of Job
and Other Roles .23675 .07890 .31565
Intraorganizational
Communication .19614 -.01537 .18076

Table 7 reflects the effect coefficients when opportunity is
the presumed intervening variable.

The data in Figure 7 indicate that one of the paths
was not significant. According to Bluedorn (2), a path is
not significant if the path coefficient has an absolute
value of less than .09 (2:109). The path from intraorgani-
zational communication to opportunity is not significant,
with a path coefficient of .06742. When opportunity was
the intervening variable between the three independent vari-
ables and expressed career intent, 19.933 (R2 = ,.19933)
percent of the variation was explained. Also, the three
independent variables explain 10.957 (R2 = ,10957) percent

of the variation with opportunity as the dependent variable.




g

TABLE 7

EFFECTS OF THE SYNTHESIZED MODEL VARIABLES ON

EXPRESSED CAREER INTENT WITH OPPORTUNITY
AS THE INTERVENING VARIABLE

Effects

. Total
Variable Direct Indirect Causal
Opportunity -.34396 - -.34396
Conformity Conflict -.36774 -.09482 ~.46256
Compatibility of Job
and Other Roles .23675 .05138 .18537
Intraorganizational
Communication .19614 -.02318 .17295

Likewise, the data in Figure 6 indicate that the

same path was not significant when satisfaction was the

intervening variable. The path from intraorganizational

communication through satisfaction to expressed career

intent was insignificant with a path coefficient of -.02843.

However, the three independent variables explained 32.189

2

(R™ = .32189) of the variation in satisfaction.

In addi-

tion, the three independent variables explained 30.369

2

(R™ = .30369) percent of the variation in expressed career

intent with satisfaction as the intervening variable.

Figure 6 and Figure 7 indicated that the path from

intraorganizational communication to expressed career

intent was not significant when either satisfaction or

opportunity were the presumed intervening variables.
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intraorganizational communication was regressed as a single
variable on expressed career intent, with satisfaction and
then opportunity as the intervening variable. When intra-
organizational communication was regressed with satisfac-
tion as the intervening variable, the path coefficient of
.00512 was not significant. However, when intraorganiza-
tional communication was regressed on expressed career
intent, with cpportunity as the intervening variable, the
path coefficient of .13605 was significant. Therefore,
these results indicated that intraorganizational communica-
tion functions as an independent variable of expressed
career intent with opportunity as the intervening variable.

Satisfaction and opportunity are shown as inter-
vening variables in Figure 5. When both intervening vari-
ables are used, 36.247 (R2 = .36247) percent of the vari-
ation of expressed career intent was explained. The path
coefficients for Figure 5 are presented in Table 8.

On the basis of the foregoing analyses, three
alternate models of expressed career intent-opportunity-
satisfaction were developed and subjected to path analysis.
Figure 8 illustrates the three models. Model 1 has the
greatest amount of total causal effect. Model 3 reflects
the mirror image of Model 1. Therefore, the results
reflect that opportunity functions as an intervening

variable between satisfaction and expressed career intent.
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Fig. 8.

OPPORTUNITY

~.26061 \34396
.54094

: CAREER
SATISFACTION - INTENT
Direct Effect .54094
Indirect Effect (-.26061 X -.34396) .08964
Total Effect ; .63058

a. Model 1
SATISFACTION
-.zﬁiji/,,/”//////zr \\\\\\\\\‘\\;i:094
CAREER
OPPORTUNITY .34396 - INTENT
Direct Effect -.34396
Indirect Effect (-.26061 X .54094) -.14097
Total Effect -.48493
b. Model 2
Path Analysis of Satisfaction-dpportunity-

Expressed Career Intent Relationships
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OPPORTUNITY
-.02091 -.16763
CAREER
INTENT .54094 > SATISFACTION
Direct Effect .54094
Indirect Effect (-.02091 X -.16743) .00351
Total Effect .54445
c. Model 3

Fig. 8--Continued

L.

87 2

s



When the path coefficients of intraorganizational
communication in Figure 6 and Figure 7 are compared, the
path coefficients have greater strength with opportunity as
the intervening variable between intraorganizational com-
munication and expressed career intent.

Since the simple linear regression analysis indi-
cated that conformity conflict had a relationship to both
satisfaction and expressed career intent, path analysis
was used to determine if satisfaction was an intervening
variable between conformity conflict and expressed career
intent. The data in Table 6 indicates that conformity con-
flict had the greatest total causal effect when satisfac-

tion was an intervening variable.

Summary of Path Analysis

Taken collectively, the analyses confirm that
opportunity functions as an intervening variable between
satisfaction and expressed career intent. Also, it was
confirmed that satisfaction functions as an intervening
variable between conformity conflict and expressed career
intent. However, intraorganizational communication func-
tions as. an independent variable related to opportunity
instead of satisfaction. As a result of the preceding

analyses, a revised causal model is presented in Chapter VI.




Demographic Results

Five demographic variables were evaluated using
the Statistical Package for the Social Sciences (SPSS),
subprogram T-TEST (1%.267-275). The five demographic
variables used were career fields, marital status, race,
career military father, and shift wofk. The goal of the
t-test analysis was to determine if the difference between
the group means was statistically significant with a one-
tailed test. The null hypothesis for the demographic

variables was:

The alternate statistical hypothesis was:
Hy: uy # 1,

A 0.05 significance level (o = 0.05) was used to test the
null statistical hypothesis. Thus, we would accept a 5

percent chance of making a Type I error (rejecting Ho when
in fact it was true). The five demographic variables were

compared to the variables of the synthesized model.

Career Fields. Table 9 reflects the comparison of the

variables of the synthesized model and career fields 32XXX,
42XXX, and 43XXX. The t-test values indicated that there
was no statistically significant difference between the

three career fields for the variables satisfaction,
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TABLE 9

T-TEST COMPARISONS OF THE SYNTHESIZED MODEL
VARIABLES FOR CAREER FIELDS

(32XXX: n=74; 42XXX: n=61l; 43XXX: n=94)
Career
Variable Fields Mean s.d, 32XXX 42XXX
Expressed 32XXX 2.6622 1.162 - -
Career 42XXX 3.1803 1.285 .008 -
Intent 43XXX 3.0851 1.373 .018 n.s.
Satisfaction 32XXX 16.2568 4.138 - -
42XXX 17.4754 4.482 n.s. -
43XXX 17.1702 4.664 n.s. n.s.
Opportunity 32XXX 3.7162 1.117 - -
42XXX 3.3607 1.155 .036 -
43XXX 3.4362 1.160 n.s. n.s
Conformity 32XXX 4.5882 0.854 - -
Conflict 42XXX 4.0981 0.872 .001 -
43XXX 4,.2263 0.940 .006 Nn.S.
Intraorganizational 32XXX 2.7355 0.717 - -
Communication 42XXX 2.8595 0.715 n.s. -
43XXX 2.7675 0.731 n.s. n.s
Compatibility of Job 32XXX 4.5081 0.943 - -
and Other Roles 42XXX 4.6926 1.038 n.s. -
43XXX 4.5654 1.022 n.s n.s.
90
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intraorganizational communication, and compatibility of
job and othe. roles. The 32XXX career field means were
significantly lower for expressed career intent and
significantly higher for conformity conflict when compared
to the 42XXX and 43XXX career fields. Also, the 32XXX
career field perceived a significantly higher opportunity
when compared to the 42XXX career field. There were no
significant differences for any of the variables between

the 42XXX and 43XXXgcareer fields.

Marital Status. Table 10 reflects the comparisons of the

variables of the synthesized model between married and
unmarried Air Force members. The t-test results indicate
that married members perceived a significantly higher level
of expressed career intent and satisfaction than unmarried

members.

Race. Table 11 reflects the comparison of the member's

race and the variables of the synthesized model. There were
no significant differences between the races for the vari-
ables expressed career intent, opportunity, and intraorgani-
zational communication. The t-test results indicated that
"Black" members perceived a significantly lower level of
conformity conflict and a higher level of compatibility of
job and other roles than the other two groups. "Other"
minority members perceived a significantly lower level of

satisfaction than "White" members.

91

e —— s i S—————




s

L P LSBT

e Yo Ta—

‘s-u 886 °0 oT6v"¥ 9001 L9y saIny I3Yy3lo pue

qor 3o A3ryrqriedwod

‘s°u €ZL0 Z8SL°C ZeL o BE6L"T UoT3edTUNUWOD

TeuotrjeztTuebioevajur

‘s-u 088°0 Loz v 826°0 (ATl 4 30TTFU0D A3TWIOIUOD

‘s°u 96T°T z8z9°¢€ €211 LEVY € A3Tun3xoddo

610" 88S°¥ 9Z0T°91 VeV PL6E" LT uorloeysrTies

100° Zie°1 69LS°T L6Z°1 88LT € Juejul I9axe) poassaidxy

aoueoTyTUbTS ‘p°s uesapn ‘p°s Uuesy mancwum>
JO T°A97 peTaxewun pPoTaxen

3893-3 y

e

Re——

(8L=u :paTIxRUUN

{IGT=U :paTIICK)

SNIVLS TYLIYVW YOd SATEAVIYVA TIAOW JIZISTHINXS FHIL 40 SNOSTUYVIWOD LSIL-L

0T IT19VL

92




~w

TABLE 11

T-TEST COMPARISONS OF THE SYNTHESIZED MODEL
VARIABLES FOR RACE
(White: n=172; Black: n=21; Other: n=36)

—

—

Race
Career Std.
Variable Field Mean Dev. Black Other
Expressed Black 2.8571 1.236 - -
Career Other 2.8056 1.451 n.s -
Intent White 3.0233 1.275 n.s. n.s.
Satisfaction Black 17.0000 3.674 - -
Other 15.6944 5.132 n.s. -
White 17.2151 4.376 n.s. .034
Opportunity Black 3.4762 0.873 - -
Other 3.6111 1.178 n.s. -
White 3.4884 1.177 n.s. n.s.
Conformity Black 3.7758 0.647 - -
Other 4.4061 0.981 .006 -
White 4.3539 0.910 .003 n.s.
Intraorganizational Black 2.9728 0.637 - -
Communication Other 2.8730 0.746 n.s. -
White 2.7392 0.724 n.s. n.s.
Compatibility of Job Black 5.0405 0.739 - -
and Other Roles Other 4.5569 1.140 .044 -
White 4.5297 0.987 .012 n.s.
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Father's Military Status. Table 12 reflects the comparison

of members whose fathers were career military members with

those whose fathers were not career military members.
Members whose fathers were (or are) career military members
have a significantly higher career intent than those members
whose fathers were not career military members. All other
variables of the synthesized model did not indicate a sig-

nificant difference between groups.

Shift Work. Table 13 reflects the comparison of the vari-
ables'of the synthesized model and the shift the members
normally worked. Variables conformity conflict and com-
patibility of job and other roles were not significant.
Members that rotated shifts perceived a significantly
higher level of opportunity and a lower level of intra-
organization communication than did the members that worked
day shift. Members that worked graveyard shift perceived a
significantly lower level of expressed career intent and
satisfaction than members that rotated shifts. Members

that worked graveyard shift had a significantly lower level

of expressed career intent than day shift workers.
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CHAPTER VI

DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS

Introduction

Chapter V presented the results of the data analy-
sis performed to test the research hypotheses and the pre-
sumed causal order of the variables. The results of the
data analysis are relatively strong( particularly in light
of the data collection instrument. The data collection
instrument was not specifically designed to test the vari-
ables investigated in this study. However, the researchers
felt that this data base could be used to investigate and
at least partially test the theoretical turnover model
developed in Chapter III. The data base contained a
reasonable sample of the target population and was the
most recent data base available. Therefore, the data base
was used to test the model of turnover and for possibly
providing relevant information to Air Force managers on
turnover of enlisted aircraft maintenance personnel.

This chapter discusses the implications of the
results of Chapter V. First, the results of the analyses
are discussed and related to the proposed turnover model.
Second, conclusioné, including a revised turnover model,

will be presented based on the statistical analyses of
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Chapter V and the related discussion in this chapter. The
chapter concludes with recommendations for further research

in this area of turnover.

Discussion

As a result of the statistical analyses of Chapter
V, the relationships of the synthesized model were con-
firmed with the exception of intraorganizational communi-
cation.. Conformity conflict aﬁd compatibility of job and
other roles were confirmed as determinants of turnover.
The role of satisfaction as an intervening variable between
conformity conflict, intraorganizational communication, and
expressed career intent was also confirmed. In addition,
the intervening role of opportunity between satisfaction
and expressed career intent was confirmed.

The path coefficients for intraorganizational com-
munication were determined tc be insignificant when either
satisfaction or opportunity was functioning as the inter-
vening variable. This result was counter to the litera-
ture on turnover and was investigated further. The
researchers felt that perhaps the confounding effects of
the multicollinearity among the determinants may have been
causing the intraorganizational communication paﬁh coeffi-
cients to be insignificant with either intervening vari-
able operative. Consequently, additional analyses were

conducted to evaluate the path coefficients of
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intraorganizational communication, as a sole determinant,
with opportunity as the intervening variable and with
satisfaction as the intervening variable. The results of
these additional analyses revealed that intraorganizational
communications path coefficient was still insignificant
when satisfaction was the intervening variable (P3s=.00512).
However, the path coefficient for intraorganizational com-
munication when opportunity was ﬁhe intervening variable
was significant (P25=.13605). Therefore, the researchers
concluded that opportunity was the intervening variable
between intraorganizational communication and expressed
career intent on the basis of the statistical analysis.

The confirmed causal order model is represented in

Figure 9.

INTRAORGANIZATIONAL
COMMUNICATION
l EXPRESSED
SATISFACTION OPPORT CAREER
INTENT

Fig. 9. Causal Order Model Indicating Intervening Role
of Opportunity Between Intraorganizational
Communication and Expressed Career Intent
However, contrary to the relationships shown in
Figure 9, the researchers believe that the statistically
éupported relationship may be suspect. Since intraorgani-
zational communication was composed of the formal and
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informal communication channels in the organization, the
results of the responses may be nullifying each other.
Several possibilities could account for this. For example,
either formal or informal communication may be perceived
as high while the other may be perceived as low. The
result of this situation would be a mid-level response
which does not represent the real situation at all. Like-
wise, the majority of the members of the sample may per-
ceive formal and informal communication at about the same
level. Hence, the real effect of the communication values
may be masked by two differing perceptions counteracting
one another.

In addition, the researchers believe that super-
visory feedback may not be linear. Our experience has
been that too much feedback can be detrimental to effec-
tive communication and satisfaction. If this is the case,
excessive feedback may result in a curvilinear relation-
ship to satisfaction. Therefore, linear regression and
path analysis may not be appropriate statistical tech-
niques. In addition, the results obtained from these tech-~
niques may not be valid if this were the case.

The researchers"experiences in the field indicate
that members often receive contradictory feedback. For
example, a radar technician that normally works at a test
bench may receive continuous positive feedback from the

shop chief on his performance as an in-shop technician.

101




But, he may also be receiving sporatic negative feedback
from the squadron commander or Deputy Commander for Main-
tenance because he failed to detect a complex maintenance
malfunction on the flight line and caused an aircraft
sortie cancellation.

The researchers believe that it is possible to
become obsessed with statistical analysis and results and
lose sight of the overall patterns and trends of the data.
The results of the demographic patterns and trends of
Tables 9 through 13 should be compared with the relation-
ships proposed by the synthesized model. This comparison
should concentrate on the relative relationships among the
values within the demographic groups. For example, of the
demographic groups represented in Table 9, the 32XXX career
field indicated the highest group mean for conformity con-
flict. This group also indicated the lowest satisfaction
group mean of the three career fields. The 32XXX career
field has the highest group mean for perceived opportunity.
Finally, they have the lowest group mean for expressed
career intent. Putting these factors together confirms the
turnover model relationships presented in the synthesized
model. That is; an individual with high conflict will
probably have lower satisfaction; with lower satisfaction,
the individual should be scanning the environment harder
looking for opportunities and, therefore, will probably

perceive higher opportunity. With lower satisfaction and
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higher opportunity, one would expect a lower career
intent.

In contrast, the 42XXX career field indicated
the lowest group mean for conformity conflict; the high-
est group mean for satisfaction; the lowest group mean
for opportunity and, as one would expect, the highest
expressed career intent. However, a single determinant
should not be considered in isolation. The determinants
should be considered together, through the intervening
variables and their resulting effect on expressed career
intent.

Also, the effects of exogenous variables on a mem-
ber's attitudes and behaviors should not be forgotten. For
example, if the determinants are considered as a group for
the data in Table 12, one would expect that the satisfac-
tion and expressed career intent values would be similar.
However, members whose fathers were or are career military
members indicated higher satisfaction and significantly
higher expressed career intent. These results were some-
what unexpected. But, one should consider that a military
member raised in a military family has different expecta-
tions of militaryblife than someone who is not familiar
with the military environment. These different expecta-
tions may be what caused the differences in their satis-

faction and expressed career intent levels.
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In summary, the researchers believe that relation-
ships should be examined in light of statistical analysis,
patterns and trends in the data, and the exogenous vari-
ables and their effects. Also, when dealing with socio-
logical research, the results reflect the values and per-
ceptions of a respondent at a single point in time. The
attitudes and behaviors of an individual are dynamic in
nature and subject to changes over time. The researchers
believe that though perceptions change, they change
gradually. The Air Force no longer has the funding nor
the manpower to waste valuable talent in the form of tech-
nically trained aircraft maintenance personnel. Some form
of predictive tool is needed to provide the information
necessary to manage the future rather than reacting to
the past.

The revised model of turnover presented in the next
section is a step in this direction. Managers who under-
stand some of the mechanisms at work in their personnel can
operate from a position of knowledge, and can use theii
training and expertise to minimize the negative effects on
their personnel with their organizations. Turnover is not
a decision made on the spur of the moment but rather the
effect of long-term effects within and without the organi-
zations. The minimization of the negative effects within
Air Force organizations reduces the chances that our tech-

nically trained personnel will look for the opportunities
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in the civilian marketplace. The savings in personnel
costs and training costs would more than offset the costs
of determining the mechanisms at work. Again, the revised
model provides some of the insights required to better

manage our valuable personnel resources.

Revised Model

The synthesized model presented in Chapter III pro-
vided the starting point for this research. The combina-
tion of the synthesized model of turnover, the research
results of Chapter V, and the conclusions presented in
this chapter, led the researchers to the revised model of
turnover for Air Force enlisted aircraft maintenance per-
sonnel presented in Figure 10. A comparison between the
synthesized model and the revised model indicates that
there has been little change from the original conceptual
model as a consequence of the research analyses and
results. The researchers consider the revised model a
realistic conceptual framework for the study of turnover

of Air Force enlisted aircraft maintenance personnel.

Recommendations for Further Research
As a result of conducting this study, the 1977 Air
Force Quality of Life survey presented a number of
inherent restraints in determining the applicability of
the synthesized model of turnover presented in Chapter III.

The questions used in this research were not designed

105




Iaaouan] Jo TO9POW posta?y °01 °*Bbr1ad

SJ10Y¥ ¥EHLO
dNY dor Jd0
: ALITILEILYAWOD
LNILNI
YIPIVO ] ALINNIIOddO NOILOVJASILYS b
aassaddxa —
LOITANOD
ALIWMOJANOD
N\
AN
N
N\

\_| NOILVOINAWWOD
TYNOILVZ INVOY
-YALNI




specifically to test the specific variables or relation-
ships that formed the basis of this study. In spite of the
weaknesses inherent in the data, the results were suffi-
ciently strong to indicate that the revised model is
applicable to turnover of Air Force enlisted maintenance
personnel and that this model warrants further investiga-
tion. 1In particular, we recommend that a new survey instru-
ment be developed, validated, and used that is tailored to
the revised model of turnover (Figure 10).

A better measure of the formal and informal communi-
cation channels needs to be developed to more specifically
determine if the relationship between intraorganizational
communication and opportunity is as proposed or is actually
a function of the questions used for this variable. Further-
more, we suggest that formal and informal communication be
considered as separate determinants to avoid the possi-
bility of the nullifying effects discussed earlier. We
also suggest that the following variables should be spe-
cifically measured in a new survey:

1. Perceived ease of intraorganizational transfer

2. Perceived social status of the individual

3. The age of the individual

4., Size of the individual's work group

5

. The perceived desirability of leaving the

Air Force




6. The spouse's satisfaction with the Air Force
7. The effect of temporary duty assignments
8. The effect of duties not related t¢c an indi-

vidual's primary career field

9. The number of organizations the individual

perceives as available to him in the civilian world

10. The size of the individual's organization

li. The individual's propensity to search for
alternative employment

12. The number of non-military activities the
individual is active in during off duty hours

13. The type influences the squadron commander,

Deputy Commander for Maintenance, and the Wing Commander

have on the individual's organization
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| United States Air Force
Quality Of Rir Force Life
i ~ Active Duty

Rir Force Personnel Survey

SECOND EDITION

LEADERSHIP/MOTIVATION DIVISION
HUMAN RESOURCES DEVELOPMENT
DIRECTORATE OF PERSONNEL PLANS
HQ UNITED STATES AIR FORCE

USAF SCN 77-37
MARCH 1977
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FOREWORD

This survey asks what vou think akout 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 ansuﬁ:s 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 comaents
page is included at the end of the sutvey.‘ You are encouraged to provide ycur
comments on any subiect of importancs which you would consider helpful to
Headquarters USAF in its efforts to insure the highest possible quality of

Air Force life.
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INSTRUCTIONS 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 that you blacken the oval-shaped
space. Erase all changes completely and carefully so as not to tear the answer
sheet.

Right Way
to Mark
Answer Sheet

Wrong Way
. to Mark
Answexr Sheet

000Q0 » 00 »
6oeow » 0¢ w
"®0000. n OO N
00000 © 90 O

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

PRIVACY ACT STATEMENT

In accordance with na:aqfaph 30, AFR 12-3S, Air Force Privacy Act Program, the
following information about this survey is provided as required by ehe Privacy
Act of 1974:

a. Authority. This survey information is authorized for solicitation by

- Pederal Statute Title 10, United States Code, Section 8012, Executive Order 9397.

22 Nov 1943, DoDI 1100.13, 17 Apr 1968, and AFR 30-23, 22 Sep 1976.

b. Principal Purpose. This survey is bsing conducted to gain the attitudes
and opinions of Air Force members on a variecy of subjects of interest to
Headquarters USAF. : ~ -

c. utine Use. The survey data will be converted to statistical
intormation for use by decision makers in dovelccment of future pc:sonncl plans
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.

112




1-2.

S.

Your survey administranor will provide you with a 2-letter code for ycur
base. Maxk the [irs: lexter of this code in item 1 znd the second letter
in itzm 2 of your answer shect.

What is your present active duty grade?

A.
B.
C.
DQ
E.
r.
G.
H.

Colenel I. Senior Master Sergeant

Lieutenant Colonal J. Master Sergeant

Major K. Technical Sergeant

Captain L. Staff Sergeant

FPirst Lieutenant : M. Sergeant

Second Lieutanant N. Senior Airman

Warrant Officer 0.  Airman First Class .
Airman ;

Chief Master Sergeant ; P.
. Q. Airman Basic

What is your commané of assignment (the command that maintains your personnel

" A.

records) ?
Alaskan Air Command N. Air Force Data Automation Agency
B. U.S. Air Force Acadexay 0. Headquarters Command
C. Aerospac2 Defeanse Command P. Military Airlift Command
D\ U.S. Air Forces in Europe Q. Pacific Air Forces
E. Air Force accounting and R. Strategic Air Command
FPinance Center S. Tactical Air Command
. P, Air Force Logistics Command - T. USAF Security Service
G. Air Force Systems Command U. Air Force Military Personnel Center
B. Air Reserve Personnel Center V. Air Force Inspection and Safety
I. Air Training Comnmand Center
J. Air University W. Air Force Audit Ageacy
K. Headquarters Air Force Resezve X. Air Force Office of Spacial
L. Headouarters USAF . Investigations
_ M. air Force CONmnnicaticns Service Y. Other
How much total active federal military service have you completed?
A. Less than 1 year Q. 15 years but less %*han 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
. B« 4 years but less than S U. 20 years but less than 21
P. 5 years but less tkan § V. 21 years but less than 22
G. 6 years but less than 7 W. 22 years but less than 23
H. 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 but less than 26§
K. 10 years but less than 1l 1. 26 years but less than 27
L. 11 years but less than 12 2. 27 years or more
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

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

Soms high school (did not graduate)

High school graduate (no college)

Trade or technical schcol {no college)

Some college, but less than one year

One year college, but less than two

Two years college, but less than three (incladina two-year associate degree)
Three years or more college, no degree

Registered nurse diploma program

College degree (BS, BA, or eguivalent, except LL.B)

Graduate work beyond bachelor uegrae (no raster's degreae)
tlaster's degree

Postgraduate work beyond master's degree

Docto*atc degrse (includes LL.B, J.D., D.D.S., M.D., an< D.V.¥.
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7. what is ycur marital status? -

A. Marricd and spouse is not 2 member of a military service
B. Married and spouse is a member of a military service
C. llever been marcied

D. Divorced and not remarried f
E. Legally separated . {

- F. Widower/widow : §

8. Was (or is) your father a career military member? ;
A. No ;
B. Yes . . ‘ i
9. 'Are yoa a regular or reserve officer?
A. Not applicable, I am enlisted
B. Reserve
C. Regular

10. What was the sourcze of your commission?

A. Not applicable, I am enlisted

B. OTsS

C. .OCs

D. ROTC
. E. AECP

F. Aviation Cadet
G. Navication Cacdet

3. USAra
I. usMa
J. USNA
K. Other

1l. How many dependents do vou have? Do not 1n¢1ude~your$e1£.,

A. None

B. One

C. Two

Do Three . ; : ‘ : 34
B. Four ; : .

F. Five‘ ’

G. Six

H. Seven

I. Eight or more

12, wWhich one of the following do you consider yourself?

A. Black
B. Spanish)Speakxng Origin (Cuban, Puerto Rican, Hexican Ame:*can, Span;sh %
Descent

C. American Indian
D. Asian Origin (Chinese, Japanese, .Korean, Filipino or Asian Ame:ican)

E. White (Other than Spanish Speaking Origin)
F. Other
13. What is yocur sex?

A. Male
B. Female
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14.

16.

17.

18.

which one of the tollowing best describes you: attxtude toward making the
air Force a career?

A‘
B.
c‘
D.
z.

De!initely intend to make the Air Force a career

Most likely will make the Air Force a career

Undecided

Most likely will not make the Aixr Force a careser
Detinitely do not intend to make the Air Force a career

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

A.
a.
C.

- Ae

B.
C.

" De

‘Enter the code for
your answer sheet.

A.
" B.

c'
D.
z'

AQ.

o Fl
1 G.
2 H.
3 -I.
4 J.
What is your current primary aeronautical
Pilot
Navigator

B.
c.
D.

19.

?.
G.
H.
I.

hlWNhN+O

'] F.
1 G.
2 H.
3 X.
4 J.

Flight Surgeon
Other aeronautical rating
Nonrated

What shift do you normally work?

A.
..
c‘

Day shift
Swing shift
Graveyard shift
Rotate shifts
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The following four questions address the subj2cts of economic standaré and
security. Please rate the degree of importance of these concepts to you and yous
degree of satisfaction with them based on the descriptions shown below:

ECONOMIC STANDARD: Satisfaction of basic human needs such as fcod, shelter,
clothing; the ability to maintain an acceptable standard of living. :

20. What degree ot importance do you attach to the ahove? (Select one of the
seven pcints on the importance scale)

ReceoeBoceeolosecoBecocsBeceaPesesaCG
Moderate High Very High
i Importance Impcrtance Importance

21.. To what degree are you satisfied with the ECONOMIC STANDARD aspects of your
life? (Select one of the seven roints on the satisfactioa scale)

A...I.s'....c.."'n...'.B.....FI-.QQG
Righly Highly
2 Dissatisfied Neutral : Satisfied

ECONOMIC SECURITY: Guaranteed employment; retirement benefits; insurance;
protect on for self and family.

22; What degree of importance do you attach to the above?

OIS, TSR S . . R Bocin il
Moderate - High : Very High
Importance i Importancea Importance

23. To what degree are you satisfied with the ECONCMIC SECURITY aspects of your

life? j ;
A B e L e SRR
Highly : Highly
Dissatisfied Neutral Satisfied

24. Do you hold a second job?
A. No

Yes, I work AL 5

B. 1-5 hours per week

C. 6-10 hours per week

D. 11-20 hours per week
E. 21-30 hours per week
P. over 20 hours per week

25. Does youf spcuse work?
A. Nof applicable, I am not maréied or I am legally separated
. I am married and my spouse
B. Resides with m;, and has a paying job
C. Resides with me, and does not work

D. Does not reside with me, and has a paying job
E. Does not reside with me, and dces not work
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26.

27.

28.

29.

30.

The main reason that I have 2 sacond 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

D. Undecided

E. Agree

F. Strongly agree

Do you or your degendents, if any, currently receive. Fede:al, 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

Are you now eligible go: and do you receive food stamps?
A. I am not eligible for food seamﬁs

B. I am eligible for food stamps but do not use them

C. I am now receiving and using food stamps

D. I do not know if I am eligible for food stamps; but, I would not use them
if I were eligible

E. I do not know if I am eligible for food stamps; but I would use them if
I were eligible

How do you think your militazy 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 cqual

D. Military pay is somewhat less ‘than eivilian
E. Military pay is far less than civilian

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 responsxbilxties
comparable with those of my present job.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree
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3l. The Air Force is providing enough information to its members t¢ permit them
to determine the current status of actions which may inpact on their fringe
benefits (commissary, retirement, medical care, etc.).

A. Strongly disaqree
B. Disagree
C. Ondecided

b . D. Agree
r E. 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 ncw. 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 ool SR TG H
33.. Base exchange A B (e o P CERRS R E
34. Base housing _ A B cC DB -E G H
35. Military hospitals A B e B TP =G -4
36. Commissary A B ¢ B X ¥ @6 H
37. CHAMPUS A 3 c D E F G H .
38. Legal assistance A B e O "B F-iG H
39. Education 2nd traiaing A B C ‘DB F G H
40. Survivor Lenefits A- B ¢ D EBE F G H
41. Dependents indemnity
compensation A CL'p “mgr p.7'@Q H
'42. Retirement A B c "D~ g ~F.2G H
43, Travel and transportation .
entitlements A B ¢ B B F G H
44, 1Income tax advantage A B C gty e @ H
45. Iasurance discounted A B c D E F G R
46. Recreation facilities 3 AR G- PR WP TG B
47?. Veterans benefits (GI Bill, .
etc.) A B C D - G H
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) Listed belcow are a number of factors which have been associated with favorable
} attitudes toward an Air Force caraer.

i , FAVORARLE 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

L t , P. Fringe benefits (medical and dental care, BX, commissary, etc.)
: { G. Leadership and supervision in the Air Force

I H. fTravel and new experiences

I. Have "say"” in future assignments

J. Security of Air Force life

K. Air Force policies and procedures

L. The retirerent system

M. Opportunity to sexrve 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 Foxce a career.

Listed below are a number of factors which have been associated with untavora“le
attitudes tcua:d an Air Force career.

UNFAVORABLE FACTORS

A. Family separation

B. My Air. Force job (little challenqe, little sense of accomplishment, etc.}
C. Pay and allowances

D. Housing

E. Promotion selection system

F. Promotion opportunity

G. Fringe benefits (medical and dental care, BX, cormmissary, 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. Scme other factor

0. VNothing unfavorable

43. Select the one factor which TODAY would influence you the most NOT to make
the Air Force a career.

S8. Aa 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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Plegso rate the degree of impcrtance of free time to you and vour degree of
satisfaction with it based on the following description:

% FREE TIME: Amount, use, and scheduling cf free time alcne, or in voluntary
assogIae;ons with others; variety of activities engaged in.
3 S1. tWhat degree of :impcrtance do you attach to the above?
AeececBoceoCeceeoDec.BeeieoPoe.. .G
Moderate High Very High
Inportance Importance Importance

-

52. To what degree are you satisfied with the FREE TIME aspects of your life?

RAeainiBaceealesasoDa csiacBaaoasPacanG
- qu@ly_ Highly
Dissatisfied Neutral Satisfied

53. What percent of your friends are Air Force uénbers?

A. None

C. 20-39%
D. 40-59%
2. 60-79%%
F. 80-99%

G. All

The following is a list of Federal holidayé:

1l Jan 77 - New Year's Day 11 Oct 76 - Columbus Day
16 Feb 77 - President's Day 25 Oct 76 - Veterans' Play
31 May 76 - Memorial Day ; 25 Nov 76 - Thanksgiving Day
k 4 Jul 76 - Independence Day 25 Dec 76 - Christmas Day
6 Sep 76 - Labor day . -

S4. 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. S days
B. 1 day G G. 6 days
C. 2 days H. 7 days
D. 3 days I. 8 days

9 days

E. 4 adays J.
Please rate the degree of importance of your work to vou and your dagree of
satisfaction with it based on the following description:

WORK: Doing work trat is personally meaningful and important; pride in my work;
job satisfaction; recognition for my efforts and my accomplishments on the job.
55. What degree of importance do you attach to the alove?
RivioveBivsailosisaloseesBucas Bids sl
Moderate High Very High
Importance - Importance Importance
S6. To whait degree 2re you satisfied with the WORK aspects of your life?
AecoeeBooseoeCosreeDeseeeBecresPeseesG

Highly dighly
Dissatisfied Ngutral Sgtiu!ied
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§7. Which one of the follicwing shcws 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 haif of the time °
E. Occasionally

F. Seldom

G. 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 indiffarent to lt

E. 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

D. I would like to exchange my present job for another one

E. I am not eager to change my job, but I would 30 so if I cculd get a
better job

F. I cannot think of aany jobs for which I would excﬁange

G. I would not exchange my job for any other

60. Which ocne 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 jcb much better than most pecvle like theirs

C. I'like my job better than most people like theirs

D. I like my job about as well as most people like theirs

E. I dislike my job more than most people dislike theirs

P. 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 presant on any job. Using the
scale below, indicate the degree to which you would like to have each
characteristic present in your job.

Moderate : Extremelf

or Less Hich High
61. Stimulating and challenqihg work A B C DE P G
62. Chances to exercise independent ﬁhouqht and A B ¢C DE F G

action in my job
€3. - Upportunities t® leatn flew" ¥hing® from mywork: - & WA S - *Qv D *'® M G ;e

64. Opportunities to be creative and imaginative A B -~ » B F G
in my work
65. Opportunities !ot personal growth and A B C D E F G
development in my job ;
66. A sense of worthwhile accomplishment in my work A B C DE F G
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¥ 67. Which one of the folilowing factors do you consider the mcst essential for
having a satisfying job? i-ueg

A. Challenging wark

B. Recognition for my work

C. Sense of achievement

D. Encouragement to use initiative and creativity
E. 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 challenginc
C. Somewhat challenging
D. Challenging

E. Very challenging

69. My present job makes good use of my training and ability.

A. ,Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

70. Do yoﬁ 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
E. Definitely yes

71. For your next assignment, do you want a job which has greater responsibility
than your current job?

A. Definitaly no
B. Probably no

C. Not sure

D. 'Probably yes
E. Definitely yes

‘

72. Do you feel that, the work you are now doing is appropriate to the grade ycu
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
g C. My grade is about right for the work I am doing s
D. My grade is somewhat too low for the work I am doing
* ®p. w- * # . ce-1e e .- cve-E, -My-grude is'mich too idw for thé WoPk°I &m*doing°-c - * * ¢ * * °°c-e

73. What is your estimate of the average number of hours per week you spend on

the job?

A. Less than 3C hours-

B. 21 - 35

D. 41 - 45

E. 4& - 50 i
F. S1 - SS -
G. 56 - 60 D J

8. Vlore than 60
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74. The Air Force requircs me td participate in too many activities that are aot
reiated to my job.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree.

E. Strongly agree

7S. 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
B. Uudecided

E. Irclined to agree

F. Agree

G. Sktrongly agree

76. I wish that more Air Force members had a genuine concarn for national
security. ; f

A. Strongly disagree

B. Disagree

C. Inclined to disagree
D. Undecided

E. . Inclined to agree

. Agree

G. Strcngly 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. Example:

If you balieve that
of the 10 corncepts,
If you believe that

"A comfortable life" (rumber 77) is the most important to ycu
you would mark an "A" for cuestion 77 con’ your answer sheet.
"loyalty” is the second most important ccncapt, you would mark

a "B® for question 8l on your answer sheet. Continue ranking until vou have
marked a "J" for the concept of least importance to you, :

A. Most important P. Sixth most important
Bo s » Go s .
c. n. X

D. » I. L :

E. Fifth most important J. 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)

96.- Individual freedom (independence, being free to chcose)
‘91.' Loyalty (dedication to military and its hission)

82. Personal recognition (having personal accomplishments recognized and
rewarded) ‘

-83. National 5ccu§1ty (protection from attack, an effective military)
84. 1Integrity (absolute honesty, devotion to duty)

85. Trust (being able to depnnd'on'thosn around me, including my leacders, ay
peers, and my subordinates)

86. Job satisfaction (d@olng work that I like)
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Please rate the decree of importa-ce of lcade:shxo/superviszoq 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 Forcce

at heart; keeps me inlormed; approachable and helpful rather than critical; gced
knowledge of the job.

87. What degree of inportance do you a.tach to the above? (Select one of the
' seven points)

TR e e el ey e ik BTy
Moderate High Very High
Importance Importance Importance

88. To what degree are you satisfied with the L.ADERSHIP/SUP&!VISION aspcc:s
of your life? (Select one of thke seven points)

A.....B.....C.....D.....B...;.?.....G
Highly Highly
Dissatisfied Neutral Satisfied

89. What 15 your opinion of the leadership ability of ycur_immediate supexvisor?

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
BE. Poor

91. The high degree of responsibiiity assigned to younger, lower rank1n§
Air Force members places too grloat a strain upon them.

A. Strongly disagree

B. Disagree

C. 1Inclined to disagree
D. Undeciced

E. Inclined to agree

P. Agree

G. Strongly agree

Of the following descripticns of discipline, select the cne wﬁich most neaxly

corresponds to your definition of what discipline should be on the pa:t o‘ an
individual in a peacetime Air Force.

92, Discipline is the willingness of the indivicdual to:

A. Respend quickly and without question to the direct lawful Qrdgrs of a
supericr

B. Ada t his behavior to the expectations of the corganization

c. -direct his behavibr so that i. helps in the accomplishments ot the
mIssion of the organization.

93. What is your cpinion of discipline in today's Air Force?

A. Too strict >

B. Somewhat strict .
C. About right

D. Somewhat lenient

2. Too lenient
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Listed below are 23 factors or policies which affect Air Force parsonnel. Using

the scale listed immediacely belcow, please rate each of the factors.

one response for cach item.

A. Standard too strict, enforcement too strict
B. Standard too strict, enforcement about right
C. Standard too strict, enforcement too lax

D. Standaxzd about right, enforcement too strict
E. Standard about right, enforcement about right
F. Standard about right, enforcement too lax

G. Standard too laz, enforcement too strict
H. Standard too lax, enforcement about right
I. Standard too lax, enforcement too lax

Overall personal appearance.

Wear cf the uniform.

" Haircuts.

Mustaches. :
Beard policy.
Military courtesy and customs.
Personnel weight contrsl program.
What my irmediate supervisor expects of me.
My comnande;'é policies and procedures.
Officer/enlisted on-the-job relationships.
Drills and ceremonies.
Respect for iupe:visozs.
Satity procedures.
Working hours.
Leave proceéurez.
Living in on-base family housinq_
Living in on-base dormitories
Quality of work expected on the job.
Quantity of werk ox;cctid on the job.
‘et e a8s- ee . e B st COBP . S B-@c ® cctBiis o6 sesess
Officer superviscr/subordinate. relationships.
Enlisted supervisor/aepordingtc relationships.

Unit mission accomplishment.

Alx Force life in general.

%9 9 ec o
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The following is a list of statements aboﬁe leadership/supervision. Please
indicate whether you agree or disagres 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 Cc D E

118. More supervision of member
performance and behavior is
needed at lower levels within
the Air Force. A B (o D E

119. Persons in my work group
encourage each othar to work
as a team. A B c D E

120. My supervisor tries to get my
ideas before making decisions s :
that are important to me. A B c D E

12}, Persons in my work group offer
each other new ideas for solving . ;
job-related problems. A B c D E

122. My supervisor encourages the
people in my work group to
exchange opinions and ideas. . A B Cc D E

123. I would say that the lowest level
; supervisors in my organization
usually have enough say or - '
inflcence on what goes on. A B (o4 D E

124, When decisions are being made
in my organization, the persons
who will be atffected most are :
asked for their ideas. A B c D E

125. Persons who do not supervise
others in my organization have
an adequate amount of say or g
influence on what goes on. A B C D E

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 E

127. I get the information I need to
do my job in the best possible
way. A .B : c D E
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128. When I talk to people in my work
group, they pay attention to what

I am saying. A B c D E
129. My superviscr is fricndly and ;
easy to approach. A g B8 c o E
130. My supervisor pays attention to
what I have to say. A B Cc D E 1
126 |
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121, How often do ycu and your supervisor get together to set your persoral
perfocrmance objectives?

A. Never

B. Seléem

C. Sometimes
D. Frequently
E. Very frequently : : }

132. How often are you given feedback from your supervisor about your job

performance?
A. Never ;
B. Seldom

C. Sometimes : . Ly
D. Frequently :
E. Very frequently : {

133. Does your immediate supervisor give you recognition for a job well done?

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

D. Unfavorable

E. Very unfavorable

»

135. Are you given the freqdom 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 equitv to you and you:
degree of satisfaction with it based on the following description:

EQUITY ) Equal opportunity in the Air Force; a fair chance at promotion, an even
EreaE in my joo/assxgnment selections. 4 4

135. What degree of importance do you attach to the above?

RisvoiBossesCoovsibe suisoBesovelsevesd
Moderate High Very High
Importance Importance Imgortance

‘1372 *Po what degree are you satisfied with the EQUITY aspects of your life?

 ResesileceiiCosesillososiBesceslinse ol : : T 1
Highly 3 Highly : ! ¢
Dissatisfied Neutral : Satisfied ot :

133. An irdividual can get more o£ an even break in civilian life than in the :
Air Force.

A. Strongly disasree
B. Disagree

C. Uadecided

D. Acree

E. Strongly agree

e S ——— st
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139.

140.

The Air Force promotion system is effective (i.e., the best qualified
people are generally selected for promotion).

A. Strongly disagree

. Be Disagree .

C. Inclined to disagree
D. Undecided

E. Irnclined to agrec

P. Agree

G. Strongly agre.

What of the following best _represents you: cpinion of the E-5/G/7 WaPS
factors?

A. Not enough weight is given to performance :epozts
B. Not enough weight is given to tests

C. Not enough weight is given to seniority

D. Not enougnh weight is given to decorations =
E. 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 :

On the same jobs as men, do Air Force women tend to do more, less, or about
the same amount of work? :

A. Much more
B. More

‘C. About the same

D. Less
E. Muych less

How does your supervisor deal with your women co-workers?
A. Not applicable, there are no women in my unit
My supervisor is a woman and she:

B. Expects more from the women workers than the xen
C. Treats men and women workers the same
D. Givas women workers the aasy jobs, and the hard jobs to men

My supervisor is a man and he: !
E. Expects mote from the wShen workers tﬁaﬂ.tﬁa'm:n S ;

F. Treats men and women workers the same 3

G. Gives women workers the 2asy jobs, and the hard jobs to the men
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Please rate the degree of importance nf personal growth to you and ycur dagree of
satisfactioa with it based on the fcllcwing description:

PERSONAL GROWTHE: To be able to develop individual capacities, education/trainizg;
making full use of my abilities; the chance to further my potential.

143. What cdegree of importance do you attach to the above? [
i RisanalesnsslonvaslsessiBossnsFossial

Moderate High Very High
Importance ' Importance « Importance

14d. To what degree are you satisfied with the PERSONAL GROWTH aspects of your

_life?
A.....B.....C.....D.....E.....F o ] .
Dissatisfied : Neutral - Satisfied

’,

148. Por the most par:t, how suitable for your needs was the course material in
the NCO Orientaiion Course (Phase I, NCO PME)?

Ao,

A. Excelleat

B. Good
C. Fair
D. Poor

E. Have not attended the course
?. Not applicable, I am an officer

146. Overall, my attendance at the NCO Orientation Course (Phase I, hco PME) was
a good, use;ul investment of my time and effort.

A. Strongly disagree

B. Disagree

C. Inclined to disagree

D. Undecided

E. Inclined to agree

F. Agree

G. Strongly agree

H. Have not attended the course

I. Not applicable, I am an officer

147. Air Force training proqrams do not do a very good job of preparing oeople
to get along with other people.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

148. Technical School Training dces not do an adequate job of preparing an
airman for his first duty assignment.

A. Strongly disagree

. B, e wg '.0 - Pw "o .’o.m“r“.. . T A3 cwe s Bwr W B PG4 @@ @ *.0 B @ PP . P e @ e QB
C. Undacided i
D. Agree

E. Strongly agres

149. Basic Miiitary Training does not do an adeguate job of preparing airmen
. for their first duty assignment.

~ A. Strongly disagree
B. Disagree ,
C. Undecided !
D. Agree ;
E. Strongly aqroo
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150. Today's Axir Furce training programs should devote i a
recple to cet along with eagh gcher better. on Auicnendic: o Boo

A. Strongly disagree !

B. Disagree -

C. Undecided

D. Agree

E. Strongly agree

: 151. Human Relations Education courses are effective in bringing about better 1
5 3 working relations on the job. 5 F

A. Strongly disagree y j
B. Disagree i

/ ; C. Undecided . 1
D. Agree |
E. Strongly agree

Please rate the degree of importance of the concept of personal standing to you ;11
and your degree of satisfaction with it based on the following description: ﬁ

PERSONAL STANDING: To be treated with respect; prestige; dignity; reputation:
status. :

152. What degree of importance do you attach to the above?

AeceeeBiceceleevecDececcBececPec.asG
Moderate High Very High
Importance Importance Inportance

153. To what degree ara yo& satisfied with the PERSONAL STANDING aspects of your
life?

AénsssBessss€ossesBDosseoBossnsPecess®
Bighly Righly
Dissatisfied Neutral : Satisfied

154. I 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

WO—

155. Recent changes in Air Force perscnnel programs have been aimed at enhancing
NCO prestige. Do you believe these efforts will be successful?

A. Definitely yes
B. Probakly yes
C. Undecided
: D. Probably no : :
L P . co = - .-._:-‘..mhp.zmndym e ®.0g=:® o000 T @, OV ® e ® .t o o B W e PR =~ >

156. The prestige of the military has declined over the past several years.

A. Strongly disagree
B, Disaqgree

C. Undecided

D. Agree

Z. Strongly agree
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157. Mast of the Senior NCCs {(E7-£9) understand and are akle to communicate with
the pecple who work with them.

A. Strongly disagree
B, Disagree

C. Undecided

D. Agres

E. Strongly agree

158. Senior NCOs (E7-E9) are usually given jobs with less responsibility than
they should have.

A. Strengly disagree
B. Disagrea

C. Undecidad

D. Agree

E. Strongly aqree

Please rate the degree of importance of health to you arnd your degree of
satisfaction with it based on the following description:

HEALTH: Physical and mental well-being of self and dependents; having illnesses
and allments detected, diagnosed, treated and cured; qualxty and quantity of
health care services provzded.

159. What degree of importance do you attach to the ahove?

Re vaie B Cane aiDhlcia s Busie sEasnininl
Moderate High Very High
Importance Importance ) Importance

160. To what degree are you satisfied with the HEALTH aspects of your life?

Ao uinBls %0 2C ot vtaD e s o Bare bitre Pars w46
Highly Highly
Dissatisfied Neutral Satisfied

161. Generally, how satisfied are you with the medical care ycu received at
military medical facilities during the past 12 months?

A. Highly dissatisfied

B. Dissatisfied

C. Neither satisfied nor dissatisfied

D. Satisfied

E. Highly satisfied

F. Not applicable, Qid not visit military medical facility in past 12
months

-+ k62, Gmra&l.y, how sat:isficd are you with the medical care your children
received in military medical facilities during tha past 12 months?.

A. HRighly dissatisfied

B.  Dissatisfied

C. Neither satisfied nor dissatisfied

D. Satisfied

E. 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 r=asonable.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

F. Not applicatle

164. Generally, medical personnel at military medical facilities are pleasant
and concerned about patients. .

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

165. Approximately how many times did you ar.l/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
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COYMENTS SHEET
v "
{ QUALITY OF AIR FCRCE LIFE SURVZY

! Please provide anv comments which you feel would b2 of value to g USAF in our
‘ efforts to impcove the guality of Air Force life. If you use this sneet, pleasa 1
detach it and rcturn it with your answer sheet.

Grade: . MAJOR COMMAND: :

Y

THANK YOU FOR CCHMPLETING THIS SURVEY
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