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-~ If format modifiration is necessary to
better serve the user's needs, adjustments may
be made to this report--this authorization’
does not extend to copyrighted information or
material, The following statement must
accompany the modified document: "Adapted
from Air Command and Staff Research Report

(number) entitled (title) by
(author) N

Kl
-~ This notice must be included with any
reproduced or adapted portions of this
docuament,




B TR
aedl B

2 ‘,’
5

g

&

~

v e
.
ot

- g . . .
B & ) [Py
At el Se e e ey
.. : [ s

v

At
oAy Gy N .

| MO
4 g
Yala

(e o 4
Vi
Pl A

B

I
Py

TR AN ) . . -« . 4_ _
# P ) . . R a0 oL
ERl oLt S o RV RV R P S B NPl e

REPORT NUMBER 856-0645

TITLE J0B ATTITUDES OF USAF ADMINISTRATIVE PERSONNEL
AUTHOR(S) MAJOR EDWARD M. DANALY, USAF

FACULTY ADVISOR caPTAIN THOMAS M. McFALL, LMDé/AN

SPONSOR tAJOR MICKEY R. DANSEY, LMDC/AN

Submitted to the faculty in partial fulfillment of
requirements for graduation.

AIR COMMAND AND STAFF COLLEGE B
AIR UNIVERSITY | 3
MAXWELL AFB, AL 36112 e

i
!
|
|
|




LA 1 o

4w

e

.o e
=

.
LAl

B TR MR Y

Ve

XY

AW b A At Yt s

. .-
N

I - e

Y

-

a».-a‘:r.::o-l-«.‘v':

UNCLASbIFIED

SE

CURITY C _ASSIFICATION OF THIS PAGE /’} l\ e .

£
‘7 .

REPORT DOCUMENTATION PAGE

1a REFPORY SECURITY CLASSIFICATION

1b. RESTRICTIVE MARKINGS

UNCLASSIFIED

70 SELURITY CLASSIFICATION AUTHORITY

3. DISTRIABUTION/AVAILABILITY OF REPORT

STATZVENT "A"

7h DECLASSIFICATION/DOWNGRADING SCHEDULE

Approved for public rolanses
Distribution is unlimit:d,

!u“ g

4

PER+OAMING ORGANIZATION REPORT NUMBER(S) 6. MONITORING ORGANIZATION REPORT NUMBER(S)

86-0645

60 NAME OF PERFORMING ORGANIZATION

b. OFFICE SYMBOL
{1t applicable)

‘ACSC/EDCC .

7a. NAME OF MONITORING ORGANIZATION

6¢c ADORESS ((ily. State and ZIF' Code)

7. ADDRESS (City, State dnd ZIP Cr.ae)

MAYWELL AFR AL 36112-5542,

8s NAME OF FUNDING/SPONSORING

B8b. OFFICE SYMBOL

9. PROCUREMENT INSTAUMENT IDENTIFICATIC .
(I{ applicabdie) .

NUMAE N
ORGANIZATION N

Bc ADODRESS ((ity, State and Z11- Code)

10. SOURCE OF FUNDING NOS

e

™~

N \

PAOGRAM
ELEMENT NO. ’

PROJECT
NO

TASK
NO

WORK UNIT
NO

1

.
Y It dnclude Necurtly Classification}

JOB ATTITUDES OF USAF ADMINISTRATIVE

1?2

PERSONAL AUTHORIS)

DANAHY, EDWARD M., MAJOR, USAF

tls TYPE OF REPORT

13b. TIME COVERED
FROM

14. DATE OF REPORT (Yr, Mo.. Day!

1986 APRIIL

18 PAGE COVINT

84

. 70 .

16

SUPPLEMENTARY NOTATION

ITEM 11: PERSONNF'.

37
L

-

'

COSATE CODES
]
[ U

;.._‘-A.;‘.n — 41 :

i

18 SUBJECT TERMS (Cantinue on reverse (f necessary and identily dy block number)

o

nRoue

If 5UB GR

AL
A

made

Aﬁﬁ RL Y (Cantingr on reverse 1f necessary und identify by Mock number)
AA o€~ c.

UQ \FENrganization Assessment Package ~measured demographlc /
characteristics and job attitudes of officers, enlisted, and civilians
in the administrative carecer area are compared with the attitudes of
corresponding personnel in the rest of the OAP data base. Significant
attitudinal 0 “ferences' between administrative personnel and other
persannel ar«{})und and analyzed in lxght of organizational behavior
literature an™ previous studies concernlng administrative personnel.

Significant attitudinal differences are found in all four major areas of

the OAP: Work Itself, Job Enrichment, Work Group Process, and Work
Group Output. Admin personnel are found to be more positive in overall
ontlook ahout their jobs than non-admin personnel. Areas where
improverent and attention are needed are discussed. Recommendations
based on the findings of this study.

are

0

Gul L ASGTE Dt ATE D i

AT UL N LARILIT ¢ OF ARG TRACT

21 ABSTRACTY SECURLITY CLASSIFICATION

S

SAME A ”"v— X OTIC USERS I:J ) UNCLAS.%IFI"‘.D

)

TIARAE GE RF LPONSTHEE INDIVIOU AL 22h 1P LEPHONT NUMRE R

tinclude Area Coded

(205) 293-2483

22¢ QFFICE SYMROL

CSC/EDOC MAXWELL, AFE AL 36112-5542

DO

FORM 1473, 83 APR

EMTION OF 1 JAN 7315 NBSOLETE

}liN( LASSIFILIE

St vty - 1 A‘%SIF!(‘.\!\-W ru Tuv‘ A

BEST AVAILABLE COPY

.

- ¢
K
Y

- - .
R e e T BT A B R R O P
P P Bt N S PR SR

+




PREFACE

This study is being accomplished at the request of the
Leacdership and Management Development Center (LMDC, Analysis
‘ Section, Maxwell AFB, Alabama. LMDC Consultation Services are
heina discontinued and an attempt is being made to document and
analyze as much of their computerized survey data as possible.
The data has been gathered by administering Oraganizational
Assessment Surveys throuqghout the Air Force. The present study
addresses the Administration field. The specifics of this study
are2 in the Executive Summary.

Formatting of the present study is according to LMDC
requirements.

Support and assistance. for the study were provided by
personnel at HO USAF/DA, Washington, D.C., the USAF Occupatlonal
Measurement Center at Randolph AFR, Texas, the 3300 TCHTW/TTS at
Keesier AFB, Mississippi, HQ.USAF/DPMYI at Randolph AFB, Texas, in
addition to continuous advice and assistance from the LMDC staff.
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EXECUTIVE SUMMARY

students’ problem solving products to Dol)
sponsors and other interested agencies to
enhance insight into contemporary, defense
related issues. While the College has accepted this
product as meeting academic requirements for
graduation, the views and opinions expressed or
implied are solely those of the author and should
not be construed as carrying official sanction.

= “Insights into tomorrow”

REPORT NUMBER 86-0645

AUTHOR(S) MAJOR EDWARD M. DANAHY, USAF

TITLE JOB ATTITUDES OF USAF ADMINISTRATIVE PERSONNEL

I. Purpose: To-providelfeedback to commanders, supervisors, and
administrative area leaders by determining whether there are
significant differences between the job attitudes of personnel in
the administrative career area as compared to other Air Force
personnel. :

II. Problem: Although administrative personnel operate in every
functional area in the Air Force, very little research has been
conducted to study their|job attitudes and the resultant effects

- on organizational effectiveness and productivity.

ITI. Data: Responses t¢ the Leadership and Management
Development Center's (LMDPC) USAF Organizational Assessment Package
(OAP) were the primary squrce of information used in this study.
The OAP is designed to identify organizational leadership and
management strenqgths and weaknesses. Demographic and attitudinal
results are compared separately for officers, enlisted, anAd
civilians in the administrative field versus personnel in other
Air Force career fields.| The results are analyzed in light of
organizational behavior l}iterature and previous limited studies
concerning administrative personnel. Appropriate statistical
tests are used to analyze data, and close supervision was provided
by LMDC's research staff,

vii
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IV. Conclusions: Significant attitudinal differences were found
_between administrative personnel and non-administrative personnel
in all major areas of the OAP: Work Itself, Job Enrichment, Work
Group Process, and Work .Group Output. It is noteworthy that
administrative personnel were found to he more positive in overall
outlook about their jobs than non-administrative personnel. All
three administrative personnel categories are generally more
satisfied with their jobs, and are more motivated, than their
.non-administrative counterparts. Compared to cther officers in
the data base, admin officers rated such factors as Task Autonomy,
Work Repetition, Organizational Communications Climate, and
‘General Organizational Climate higher and Skill Variety and Pride
lower. Adnmin enlisted rated Task Autonomy, Job Related Training,
"Management /Supervision, and General Organizational Climate hijgher
and Skill Variety, Task Significance, and Pride lower than other
.enlisted in the data base. Compared to other civilians in the
data base, admin civilians rated Work Repetition, Work Support,
Supervisory Communications Climate, and General Organizational
Climate higher and Task Characteristics, Skill Variety, and
‘Advancement /Recognition lower. Although admin personnel scored.
higher than their counterparts on many factors, their responses
indicate problems exist in some of these areas as well. There are
‘a numher of areas where improvement is needed, such as training,
ardlvancement /recognition, use, and development of skills, to
.mention a few. :
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V. ‘Recommendations: USAF leadership must consider studies such
as this as upward communication from a vital segment of the work
force. The findings should be used to improve the conditions that
affect worker attitudes. Programs the USAF/DA has initiated in
‘the past several years should be expanded and implemented by
, ‘-directors of administration (DAs) or by appropriate points of
contact where DAs are not available, all the way down to the
lowest levels. Conmanders should be encouraged to talk about the
st importance of admin personnel to mission accomplishment especially
" on cccasions when spouses and families are present. Primary
attention must he given to educating supervisors nf civilians on
Civilian Personnel's promotion and awards system as well as the
40-series of Air Force requlations. Results of studies such as
this should be an integral part of the decision-making process,
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7 and further ctudics should be conducted if needed, pricr to making
S u critical organizational decisions.
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Chapter Unec

INTRUODUCTION

Y Administretion (a2dmin) is the only career field in the Air
Force which operates in every functionel area, according to Air
Force Regulation ‘(AFR) 4-1, "Functions and Responsibilities qf
Administration.” It is also one of the largest career fields in
the Air Force with approximately 2,400 officers, 29,000 enlisted,
and 28,000 civilians performing administrative duties. The Air
Force specialty coder are 70XX for officers and 70XXX for
enlisted. ‘Civilians have corresponding codes under the Genersal
Service (GS) system.

With such a large and wide-ranging career field, it is
incumbent on Air Force leadership to be aware of the nec«ds and
attitudes oy these key support personnel. Mozt organizstional
behavior literature emphasizes the necessity for organizations t-
pAav more gttention to the needs of employees, to better understand
today’s Jjob values, and to design ways to improve the quality of
work in order to make the most of human re2sources (Hampton, Summer
& Webber, 1982). 1o accomplish'these v.tal tcsks, any
organization's leadership must first find out what the needszs,
values, and work expectations are.

Surprisingly, little research in these aress has been done

wath admin perscnnel!, especially considering the large size and
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wide-ranging influence potential of this career field. Two
Occupational Survey Reports., one dealing with cofficers and

equivalent civilians, the other dealing with enlisted personnel,

were done in 1980, The Leadership and Management Development

Center (LMDC) compiled several unpublished reports for the ,
Director of Admintst?atlon. Headquarters‘Air Force. The findings
of these reports will be discussed in Chspter Two.

A very good overview of the administration field can be' found
in AFR 4-1. It states that the general mission of administration
is to provide systems, services.‘resources. and pr§cedures for the
Erocessine of infofmation in all Air Fcrce organizations. The
services of administration are Administrative Communica;ibns
Management: Publications. Forms, and Publications and Forms
Distribution Hanazemept; Postal Maﬁagement; keprographics:
Hanazemént; Documentation Management; Administrative Systems
Hanagament{ Staff Sﬁpport Services:; an: Unit Administration
' A description ot the primary

services. tasks performed in each of

the foregoin~T diverse service areas can be found in'Attachment 1

te AFR 4-1. The subject of this report is the attitudes of thé

personnel. who work in this wide-ranging and diverse field.

The purpose of the present r2port is to provide Alr Force

commanders. surervisors., and in particulsr admin ieaders with

usable feedhark from admin personnel. The information for this

feedbiack wan obtained through the Organizational Assessment
Fackage (0AFP) survey administered by the Leadership and Management

Devaeloprent Center (LMDC) located at Maxwell AFB, Alabama. The
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OAP i3 designed to idengiry organizational leadership/ﬁanagement
strengths end weaknesses, provide feedback to Air Force
professional schoois, endlestablish a daté base to support
organizational gffectiveness research efforts Air Force-wide
(Short, 1985).

Using the OAP dsata, this report snalyzes ;he Jjob attitudes of
admin persoune! to find cut whether there sre significant
differen;es between the job attitudes of personnel 'in the admin
career field and the gttitudes of perscnnal in the other Air Force
career fields.' TﬁereAare four obiectives of this report:

(1) To review relevant background (esearch and
orgsnizational behaviof fiterature.

(2) To compsre UAP-measured derographic characteristics, and
Job attitudes of officers, enlisted, tnd civilians in the adnmin
carcer field with thcse of correspondi.g personnel in the rest of
the AP Air Force data base.

(3) To snalyze ;Agﬁificant att.t 1ddinal difrfferences between
admin personnel and cather personnel‘

(4) To develop recommendation: for commanders, supervisors,
and admin leaderg: |

These objective:s é:a addressed .1 thz: follduinz manner.
Firzt, Chapter Two shows the result: cof the-li;erature review,
highlighting the finding= and results of twc Cccupational Survey
Reports as well as previous LMDC reports. Chapter Thfep details
the methndology oHnd validity of the UAP survey procedures as well

ass the proceduress used to o2btain the data for this report.
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.admin leaders.

Chapter Four compares UAP resulits for admin personnel with OAP
results for other personnel. Demographic and attitudinal results
are compsred separately for officers, enlisted., and civilians in

the admin field versus other career fields. The t-test brocedure

is used to determine whether admin personnel differ from other

personnel at the 95% confidence level. Chapter Five analyzes the ‘

significant differences between admin personnel and other
personnel. Comparisons are made with the3results of'studies
Aiscussed in Chapter Two, and explanations for the significant
differences are given, where possible. Chapter Six presen?srm

recommendations for commanders, supefvisors end in particular for
The most common communication between'manazement and
subordinates is downward. Urganizations also must have effective
upward comﬁunication to become or remain healthy. Successful
upward communication is viﬁai for top management to obtain
information they would not otherwise receive, and to maintain
moraie (Strauss & Sayles, 1867). Tﬁis report 1s based on, and
provides.~upward'commuﬁicetion from admin personnef for use by Air

Force leaderc.
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Chapter Two

LITERATURE REVIEW

The vast majority of sStudies 1in organizationai behasvior and
management have concentratéd on commercial organizations.
However, the findings éf these studies cean be readily applied to
n;lgtary orgenizations because the internal cheracteristics of all
organizations - objecbive;. structure, processes, and behavior -
are common (Hunsiéker. 1883). A eeneral'revieu of the literature
highlights the importance of the effects of attitudes on such
organizational factors as performence. training, and retention.

Contemporary‘thought on qu attitudes emphasizes that
managers and jeaders must ynderst.nd the‘complexities of the work
environment'ié order to be effective. For example, Haroid Koontz
(1:443) points out that most recent management research and theory
imélies that effective leaders must take the expectancies and
;utives of ;ubordinatvn into adcount as well as situstional
factors, .interpersmnal relations, and rewards, when designing the
climate. for performsnce. Hunsicker (1983) emphasiczces what many
spudies have shown---that employees ¢re essentially self-serving.
They tend to be driven by gratification of perscnal ¥goals and
needs more thar. by trying to meet organizational objectives.
Since the leadpr or manager is primarily concerned . ith meeting

vrganizational objectives, it is very importent that the attitudes
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of employees be understood so t%at an attempt cén be made to
correlate gratification of personal goals and needs with attaining
oreanizgtional objectives. Wilkerson and Short (1ve3) héve
conducted extensive research into what supervisors should know to
increase perféfnance. effectiveness, and retention. They came up
with four essential skills: being aware of standards of
performance set informally by members of the work group, providiné
oppcertunities for training, zivingysupervisory feedback, and
developing future.leédeps. Their findings were based on research
datsa si;ilar to those upon wﬁich this report is based.

Even though some behavioral scientists (e.g..' Schein, 1969)
do not believe gquestionnaires are personal enough to be ef?ective
in obtaining attitudinal! information, the questionnaire method is
widely accepted and is one of the most prominent hetﬁods used
today tc get feedback from persons at any leVel of an organization
(Hampton, Summer X% Webber, 18982). The questionnaire method was
the basis for obtaining the information used in the present report

.as well as in the background studies examined below. |

As was mentioned previously, sufprisinély littlé study'has

been done on the attitudeé of admin personnel even though they
comprise one of the largest career fiélds in the Air Force.
During the literature search, an April 1880 Occupational Survey
Report titled “Administfation and Stenographic Career Ladders” and
a December 1980 report titled "Administration Utilization Field
Military and Civilian Kespondents” from the USAF Occupationsali

Measurement fenter at Randolph AFB, Texas, were found and
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reviewed. The first report addressed enlisted personnel; the
second report surveyed officers and civilisns in equivalent
positions. The Uccupapional Survey Reports .primarily asddress Job
structure, perfp;mance'tasks. task difficulty, job difficulty, and
training, with some informatlion on Job sstisfaction. Following
are key points taken‘from-these reports.

Both reports’ asnalyses of the admin field highlight the
diverse pattern of use of personneil. This is exemplified by the
many job groups identified, and then further divided into
subgroups or Jjob types. UOfficers were found in such wide-ranging
jobs as commander, executive officer, protocol officer and
librarian, to mention Just a few. énlisted jobs also varied
greatly, ranging from genersl duties such as clerk typist,
keypunch operator., or receptionist.'to more speciglized Jobs such
as protocol, postal or orderly room functions.

Despite the wiée range of jobs, the December report
igentified a loarge number of tasks that. were performed by over
half of the surveyed officers and civiliesns. These common bagks
involved drafting or processing writte; communiceations. There
were overall similarities between officers and equivalenr'
civiiians in administrative functions. The only major difference
between officers and civilians was that civilisns were nmore

involved in the technical aspects of the field, while officers

were more irnvalved in command functions. The enliated survey also
froandg task commonality widespread, despite rhe diversity »~f o,
Mozt snlisted personne! were found $o answer phonssT, greet,




i
AT om0 iy A oAl AN

B T R A A e

"y oaemm L,

AN RS R T e Nete e e e R

C R h 3 B A s A GEMER & A L W K MRS & P A Te
.

visitors, type administrative communications. operate office copy
machines, maintain suspensze files, and prepare requests for
reproduction or duplicatiné services.

The survey of officers and equivalent civilians indicated
relatively high levels of job interest and use of talent across
all specialties.

There was a higher level of satisfaction at the

lover grades than at the senior grades. Enlisted personnel across

' -all specialties appeared to be reasonably satisfied with the sense

of accomplishment gained from their work. No detfinitive rationale

for these findings was given.

The only other pertinent studies of the admin field were ane
by the lLeadership and Management Development Center (LMDC) at AN
naxueil’AFB. Alabama. The LMDC studies are unique in that they
not only provide atbitudinal data, but élso demozrapﬁic
characteristics of the personnel surveyed. Both types of data
were compared to similar datg for personnel outside the admin_
field. In an unpublished study (Winstead, 1982), LNDC analyzed
the officer, enlisted, and civilian admin specialties acréss‘the
major groupings of the 0AP. comprete definitions of these
groupings can be found in the Factore and Vgilahlg; guide
(Appendix C). In 198%, LMDC updated the 1882 study. Neithér

study was in-depth,. Brief explanations of the daota comparis , =

ra
i
. oy
were provided to the requestor, Headquarters USAF/DA. There .u:re
no substantial differences betwean the findings in 18982 and the
updated findings.

Following are some noteworthy LMDC findings. From the
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e
-
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demographic comparisons, there was a much higher percentage of
women and minority group perscnnel in the admin field compared to
the rest of the Air Force. The'zrade structure was lower in the
officer and civilian categories. Attitudinsal comparisong with
other Air Force personnel showed admin personnel believed they had
more task autonomy, their supervision was sounder, there was an
open communicacioﬁs environment, and their jobs were more
satistfying. Un the other hand, admin personnel appeared éo haQe

l- .88 pride in their work. Ufficers and enlistéd personnel rated
sdvancement/recognition opportunities hizh.‘while civilians rated

this factor low.

Y VA SMMUSY -~ JGRTRI gl S AMR WAL A L)

The 1982 study also provided enlisted duty shredout

et

comparisons for the three suffixes: "A” suffix for admin services
personnel, “B"” suffix for executive support personnel!, and "C"
suffix for 6rderly room personnel. The findings indicated that
.ordnrly room personnel had more pride and thouahf their
productivity was hizhep than did those in the cother shredouts.
éxeoutive.éupport and orderly room personnel had higher morale and
jebh satisfaction than those in DA, Execapt for thoir feelings
about the significance of their Jdob, DA personnel Qere less
sati1stied and felt’ they had poorer supervisicn. Even though t.e
Uccupational Survey Report indicated that creation of the three
shredouts gave better structure to the diverse number of admin
Jobs, admin leaders hsve decided to discontinue using the

. shredouts. Therefore, no 3nalysi1s of the shredouts will be

BAE WANANNEN IYWWHRENRAET A RASAP\  FATWLAIY 2

undertaken in the prosent repaort.
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The present report uses the preceding information together

with the 'atest LMDC data asvailable on admin personnel to snalyze

how admin personnel compare with other Air Force personnel. A

more comprehensive analysis is provided by this report than has
peen done in the two previcus LMDC reports. Similar overall

findings are expected. ., This report also differs from previous

‘reports in that recommendations are presented in Chapter Six. The

next chapter explains the methods used to obtasin the data upon

which this report is based.

R

10




Chapter Three

METHUDOLUGY

The data upon dhich thig,report is based were obtained by
LMDC personnel! using thé.Organizational Assessment Package (UAP)
in field administra;fons. A copy of the UAP Factors snd Vsriasbles
guide is at Appendix ¢ to this rebo;t. A comprehensive review of
the Aiscdty. development, standardization: and survey procedures
of the UAP is documented by Short (18856). This chapter provides a
trief explanation of the instrumentation, deta collection and

feedback, subjects. and procedures used for the precent report.

Ingtrumentztion

The OAP is a 109~£hem‘survey quest.ionnaire desizsed jointly
by the Air Force Human HKesources Laboratory at Brocks AFE, Texas
and the  LMDC. The questionnaire consists of 16 demographic itenms
and 93 attitudinal items. Documentation of the factor snalysis
results during UAP development is provided in Hendrix and
Halverscon (1879a; 1979b). Short and Hamilton (13&1) conducted a
factor by factor assessment of the reliability of tﬂe UAP and
found that it showed "generall: acrceptable to excellent
relisbility for the primary factors,"” and "that they were reliuble
enough for collection of Air Force systemic data.” After two

years of field use, the validity of the UAP was re-examined by




e Cp R

.

i'lt

1" - ‘.‘
FIUS

20

’

a¢¢tﬁ*€&’“¢

-y

o
. s 8
|

o}
W

w e h e
e s
oA e

-
0

B\

s

LIS
v‘;_t.r

ShWh?
LR
T MR

1
R

e

g
St e
t’ ' . ‘. S

-

-
'y

o

"r'.v' x
Sty

. .
N l.“;“‘n' 1" v"u
KRRt DCIAEES - R

..,.
ShhNs

"

LRt
Ly
vj

N
VA
.
’ 1]
N
.

,‘l

-

Hightower and Short (1882). Their findings also support the use

cof the OAP as a data gathering instrument.

Rata Coliection and Feedback
All data for the presSent report were collected as a part of
In the

the LMDC management consultabion process. consultation

process, the initial administration of the 0UAP in an organization

is a key step (Short, 1885). The survey is given as a census of

the organization to which LMDC has been inv;bed. All military and
civilian members of the organization are scheduled for the zurvey
administration in group sessions. Purposes of the survey are
explained, and personne; are assured ™f confidentiality of their
inéividual responses. LLMDC representativesnébllect all survey
answer shaeets and return them to Maxwell AFB for anal&sis.

After analyzing the data, the LMDC consultants return to the
organization for a tailored visit. Survey results (in aggregate
form) are provided to the commanders and supervisors. When
specific problems are identified, the supervisor develéps an
action plan to correct the problem. Workshops snd training
sessions may also be used to asddress problems.

Between four and seven months after the tailored visit. the
;onsulcing team returns to ﬁhe organization to re-administer the
In this the OAP

OAP, and do other follow-up data gathering. case,

is used as an evaluation tool to assess the impact of the
consulting process. After analysis, 2 final report including the
results comparing pre- and post- OAP administrations is mailed to

tha organizat.ion. tnly the pro UAP administration dutn are v




7 A ]
ot

. atetat
I'l a l.

-

P
o

l; e e
PLEN W

Oy

L g

RERLALTS R

.
s

.A

‘l‘l

etetaa

-

. 0y
..lll"'

-,
. BN

R

Bl P

v AR
RS DRI LI

in the present report.

The data from OAP administrations are stored in a cumulative
data base. In addition to the 16 demographic guestionnaire items.
other demographics collected on the answer sheet and stored on
each record include work group code, personnel category and pay
grade, age, sex, Primary Air Force Specialty Code (PAFSC), and
Duty Air Force Specialty Code (DAESC). Data for the present

analysis were collected between Uctober 1981 and September 1985

(FY82-FY85).

Subjects

To examine the perceptions of admin personnel., responses to
the pre—intervention>OAP were taken from the data base to form two
independent groupings: admin and the LMDC data basse (non-admin
personnel). The admin grouping consists of officer, enlistéd. and
Department of the Air Forée civil service personnel performing
duties in DAFSC "70" (70XX or 70XXX). For this study, the LMUC
data base grouping is comprised of personnel in the same personnel
categories but in different DAFSC's. There were 115 bases or
organizations surveved. Sample sizes for £he two groups are
presented in Table 1. |

Table 1
Sample Sizes of Comparison Groups

Officer Enlisted Civilian

Admin 381 3,905 o,a21

Data Base 12,2843 ) 86, 845 22,073
13
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Results of comparisons between the g:oup;ngs\ere reocrted in
two separate examinations in Chapter Four. "Ana1v51s ot
Demographi& Information” is praovided to characterize the sample
groups. "Comparison 54 Admin Pursannel ta the Data Rase”
con?rasts the groups by personnel cateqory: .admin.officers versus
ather gfflcers; admin enlisted versus cther enlisted, and admin
c1vxliéns versus other Air Force cavilians,

. The number "n" shown throughcut the stud§ is the total number
of valid responses for each group in the pre—interventicn data
base for the variable or key factor being examined. Statistical

analyses were per formed using the CFOSSTABS and E—test procedures

contained in the Statistical Package for Scocial Sciences (SFSS™)

‘User ‘s Guide (1983).

Analysis of Nemographic Information

For this analysis, the SFSS5* subprogram “CROSSTABS" was used

to tabulate the demcgraphic data for the three personnel

categories, bbth tor admin personnel and the remainder of the data

base.

Comparison of Admin Personnel to the Data BRase

For these analyses, admin persconnel were compared to the data

base by personnel category (1.e., ofticer, enlisted, and

civilian). Two-tailed t—-tests were performed to discern any

attitudinal differences on the 21 0OAF factors within each

rpersonnel category. The level of significance for all t-tests was

Calpha = .0% (95% confidence level). An F-test was used tc test

14
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the assumpticn ot eagual variances. Where 1ndicated appropriate,
t-tests for unequal variance groups were used. These procedures
were used to determine variables 1n which admia data vary
sxgnxfiéantlv from the daté base. Comparlsoné.wefe made 1n four
areas of organizational functioning: Work Itself, Job Enrachment,
Work Group Process, and Work Group Output. See Appendix C for the
factors ana variables that cvomprise these areas in the 0OAF survey.

The next chapter presents the results of the demcgraphic and

attitudinal comparisons.




& o,
Wl PN
. sl

o
.

PR
el

i
-

l:l.' 0.(_' baid
. Lty R
P et

o
e

..
L] !l
-

’
iy

> x e »
* 9“11'
‘-t

ety

.

gy e

‘ \"I.l.A
et

&

ey

.
<

Qe

F"‘!

U —— . /

Chapter Four

RESULTS
This chapter presents the results of the compérisons between
admir and other Air Force personnel. First is the analysis of
—-demographic information about admin personnel who responded to the
OAP surwvey, and it is baseé on the detaji’- . descriptive data
' provided in Tables A-1 through A-<&1, Appendix A. A briet summary
of the notable demographic differences between admin personnel and
the nanvadmin-data base is also presénted. This information is
provided to charaéterize the groups. Presented next,are.the
' results of the_attitudinél comparisons of admin personnél and
non-admrin personnel (LMDC OAP data bazZe) by personﬁel category, in
the four areas of organizational functioning: Work Itself, Job
Enrichment, Work uroup Process, and Work Group Output. The

rezults of these compariéons are shown in Tables B-1 through B-3,

Aprenidix B.

Analysis of Demographic Informestion
VThe typical admin officer is 26 to 55 years old, and has more
than 4 years i% the Air Force. Twenty~five percent have been in
their present career field 18 to 306G months, while over 48% have
been in their present field over 3 years. Most officers Tiasve

less than 3 years at their present duty stations and in tte-r

17
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current positions. More than 72% sre white, 18% are black, snd
over 5% are hispanic. The typical officer is merried, and over
56% of their'spouses work. Most officers are direct supervisors,
,and 72% indicated they write at least one noacommissioned
officer/airman proficiency report (APR), officer effectiveness

report (OER), or civilian appraisal. Over 72% indicated they

would likely or definitely make the Air Force s career.

The typicai admin enlisted member is 21 to 30 years old., has

less than 8 '‘yeasrs in the Air Force, and over 3 years in the career

Ay

v
iy

gif field. Most have been at their present duty stations.less than 3
%E; .years. but over 52X have been in their present positions less
g\ than 12 months. There are 55%_white and 30X black. Fifty-eight
E% percent are marrieda' About 25% are married to.other military

3& mémbe;s. and over 80% of the spouses are employed. Sixty-nine

percent do not supervise anyone, and 74% do not write any

..
. l‘I

APKs/civilian appraisals.  Fifty—-four percent indicated they would
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either definitely or likely make the Air Force a career, while

over 20% indigated likely or definite separation intentions.
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Civilian admin personnel are spread fairly evenly across the
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age spectrum from 21 to over 59O years old. More than 67% of the

<
S

admin civiiians have rmore than 4 yesars of federal service. OUver

687% have more than 3 years in their rresent career field, and 51%

5}5 over J years at their present duty stations. Time in their

.7} present positions is fairly evenly spread from less than 6 months
:Sk to over 36 months. Most ere married, snd most of thelr spouses
ﬁx are employed. Over 30% are married to military members.
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Seventy-two percent indicate§ that they do not supervise, and over
93% indicated that ;héy do not write APRs/0OERs/civilian appraissals
for an&oné. 70ver 75% indicated likely or .definite caraér
intentions.

There are notable differences demographically between admin
persénnal and their counterparts in the data bese.. There is a
much higher percentage of femsles in ;11 adﬁin'personnel
-categorieé. There is.q higher percentsge of minorities in the
admiﬁ officer and enlisted categories. More admin personnel sare
married to other military members, snd more admin personnel are
single parents. More sdmin spouses are employed. 'A much higher
percentage of admin officers supervise, while fewer admin

civilians supervise, conpﬁred to thelir data base counterpeaerts.

W&WM
Significant attitudinal differences weré found between admin
cer-.1el and non-admin pe;sonnel across all three peréonnel
'uwteuori s, and in all major attitudinal areés: Work Itself, Job
Znrichment, Work Group Process, and WOrk Group Output. These ‘
‘significant differences are taken from the detailed results of the
resfonses to the NAP survey which are in Tebles B-1 through B3,

Appendix B. Table 2 is a summary of the significant differences.

13
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, Table 2
summary of Significant Differences

- e — o ———— —————— . — i ——— o ——— — ——— - — " —— S S —— - - T " . A = - — —— ——

Officer Enlisted ' Civilian

" Admin RB Adain pB Admin LB
Work lItsalf
Job Perfi. Goals - - - - 4. 83 q4.85
Task Charact. - - 5.00 5.04 5.16 5.933
Task Autonomy B.11 4.54 4.36 3.80 4.69 q.57
Work Repetition 4.83 4. 30 - - 5.09 4.61
Desired Repet./ :

Easy Tasks .76 2.47 3.937 3.21 - -
Job Rel. Training - - 4,680 .47 - -
Job Enrichment
Skill Variety 5.18 5.45 4.3% .61 4.51 5.14
Task ldentity - - 5.11 5.05 5.256 5.34
Task Significance , 5.9 5.79 65.60 5.70 - -
Job Feedback - - 4. 90 .75 . 5.168 5.04
Need for Enrich. Ind. - - 5.52 5.47 5,80 5.68
Job Motiv. Index 143.47 1286.80 116.43 ©8.5686 135.01 130.80
Work Group Process
Work Support - - 4.83 4.%3 5.0 4.63
Management/Superv. 5. 52 5.31 .08 4.88 5.41 4.93
Supvry. Commun. Clinm. - - 4,790 4. 50 4,901 4.563
Org. Commun. Clim. 5.17 4.88 4.71 .36 6.00 q4.'%7
Work G Jut _ .

Pride .20 5.49 q.81 4.91 T -

Advancement/Recogn. 4,79 q.57 4. 50 4.25 3.70 3.80
Perceived Product. - - . 79 5.45 - .88 .61
Job Related Satis. 65.48 5.36 6.13 4.5 6,6Q . 5.41
Genera! Urg <C'im. 5.47 5.20 4,72 q.38 5.05 4.75%

ﬂulﬁi: Only includes the significant mean differences from Tables
B-1 through B-3, Appendix B. Statistically significant
differences are at the 85% confidence level. The higher score
between Admin and DB is underlined.
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Admin Officers vs. QOther Qfficers

Admin officers were significantly different from other
officers on 12 of the 21 OAP factors considered in this.analysis
(Apprendix C). Admin officers had higher mean scores on 10 of .the
12 factors, and lower scores on 2 factors, when compared to the
non-admin officers in the data babe.'

In the area of Work Itself, admin officers indicated they had
more Task Autonomy and Work Repetition, and slso expressed a

higher desire for repetitive gnd/or eésy tasks.

In the Job Enrichment area, admin officers scored lower on

~ !

Ski‘$\yariety but higher on Task'Siznificance. They measureid
higher on the Job Motivation Index, which retlects the degree to
which a job will prompt high internal work motivation on the part
of the Jjob incumbent.

In the Work Group Process area.Aedmin officers felt more
positive toward their Hénazement/Supervision. and felt they were
in a moré open communications environment.

In the final area, quk Groué Output, sdmin officers felt
more aware of their'Advancement/Recbznition opportunities. They
were m§re satisfied with their Jop} and with the overall

*nrzenizational environment, but they had léss Pride in their Jjob

%):han the non-admin o¥ficers.

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

Admin Enlisted vs. Qther Enlisted
Admin enlisted were significantly different from other
enlisted on 18 of the Z1 OAP factors. Fifteen of the factors ware

rated higher, while 4 were rated lower than the non-admin

21
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In the Work ltself area, admin enlisted also indicated they
had more Task Autonomy, and a greater desire for repetitive and’/or
easy tasks. They felt satisfied gith their training, but scored
lower on Task Characteristics, which measures a combinatibn of
ékill Variety, Tésk Identity, Task Significance, and Job Feedback.

In the Job Errichment area, admin enlisted measured lower on
Skill Variety a1 Task Significance, but were higher on Task
Iﬁentity. Job Feedback, and Need for Enrichment. Similar to admin
officers, admin enlisted meésured higher on the Job Motivation
Index.

In the Wnrk Group Process area, admin enlisted were higher on
all four factors (Table 2).

In the wOrk.Group Output .area, admin enlisted were similar to
admin officers in that they felt more awsre of their
Advancementlkecoznitién opprortunities, snd were more satistied
with their Jobs and the General Urgenizational! Climate. They also

indicated less pride in their work. Admin enlisted measured

higher than nqn—admin enlisted on Perceived Productiviéy. which
measures their view about the quantity, quality, and efficiency of
work generated by their work group.
Admin ‘civiliansg vs. Uther viviliansg

Admin civilians were significantly different from non-ednin‘
civiliané on 17 of the 21 factors. They were higher on 13, and

lower on 4 of the factors.

In the Work ltsel? area, admin civilians were higher on Jnb

—




Performance Goals, Task Autonomy, and Work Repetition, but wvere

lower on Task Characteristics (similar to enlisted responses). ,
In the Job Enrichment area, admin civilians were higher on

Job Feedback, Need for Enrichment, and Job Motivation. Similar to

both officers and enlisted, admin civilians .sceored lower on Skill

Variety. They differed from admin enlisted }n scoring lower on

Task Identity.

In the Work Group Process area, similar to admin enlisted,
civilians measured higher than their non-admin counterpsrts on all
four factors (Table 2). )

In the Work Group COutput srea, admin civilians were higher on

"l S WA AL teT Y e o SN A W ARG W R B N, I

Perceived Productivity, Job Related Satisfaction, and Genersl
Urzenizatidnal Climate, but unlike the officers and enlisted, they

scored lower on Advancemeht/Recoznition.

¢ e e % 4 b &

Chapter Five presents a discussion of these results.
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CUSSION

The purpose of this study was to determine whether there are
si1gnificant differences between the Joﬁ attitudes kas measured by
the UAP) of personnel in che admin career area and those of other
Air fForce personnel. Chapter Four presehted résults showing a
number of significant differences. As anticipated., these findines
are consistent with previous LMDC research findings, as well as
with the findings of the Uccuﬁational Sﬁrvey kReports mentioned in
Chapter Two. There wére few differences gnd no significant
contradictions or disagreements betweeﬁ this study's findings and
other known research eftforts.

In this chapter, the implications of the significant
attitudinal differences fqr ﬁdmin Personnel are evaluated and
explained in 1ight of othe: research, peculiarities ot admin
duties, and the present results, in order to develop
recommendations for commanders, supervisors, andAadmin leaders.
A;though admin personnel scored higher than their counterparts,on
many factor~, their responses indicate problems exist inisome of
these areas.

1t is noteworthy that admin personnel in all three personnel

categories are more positive in overall outlook about their dobs

than non-admin personnel. according to survey responzses (Appendix




8

B)Y. £ach personnel category is 2aiddressed individually.

Qfticers

bespite the divercsity of Jjobs to which admin officers are
assigned. they feel motivated to a fairly large extent becauze
they have freedom of action., discretion on the job, and decision-
makirg recponsibility, as well as a feeling that their Jjob i=
impurtant and affects other people. The results indicate that
admin officers do not feel as strongly about the use ot their
talents and use of complex skills as the;r non-admin counterparts,

but they co feel that their skills are used to a fairly large

" extent. This correlates with the findings in the Occupational

Survey Report (Administration utilization; 1980) which indicated
1relatively high levels of job interest and use of talents across
all specia;ties.

It should be noted that even though admin ofricers are more
positive about the uUeneral Urzani:aﬁional Climate and.overall
quality ot supervision than non-admain officers: their responses
1ndicate only s)light agreement that these two areas are good.

There is little doubt that an analysis of personnel in’
specific jobg (¢commander, protocol., executive officer, etc.) would
come up with regults unique to that J0b. For example, even though
admin officers as a group are not a= proud of theif Jjobs=,
commanders would probably express hore p~ide in their jobs than
other officers, [tecause command is a job for which most officers
~Strive, Neverrt hoeless, these findings are representative ot tho

admin field beciduse of the frequent movement of otfficers from one
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functional ares to another, and because of.the many common taské
performed in each area, 85 pointed out in the Uccupational Survey
keport (Administ}ation utilization, 1950).

Uverall, admin enlisted personnel appear reasonably satisfied
with their jobs. énd have a sense of éccomplishﬁent from the work
they do. Admin enlisted also feel that they are dding an
important job for others, bu£ do not feel that their job affords
them as much personal! satisfaction as it could. For example, they

want Jjob related rharacteristics such as Skill: Variety and Task

Autonony,

but do not have as much as they would like.

feel strongly about their job as a whole,

or that they

fully satisfactory chance to acquire skills to prepare

" future opportunities.

This may change dramatically as

They do not
have a
them for

the admin

N C Ty bl
R
L

tield enters the office automation age, and personnel have the

schance bo'work with computers ahd other automated equipment.

~Even though they feel their Management/Supervision is good,
they would like to see more open supervisory communication and
bétter rapport thrcughout'the ofggnization. Admih enlisted think
highlvy of their work group, but do not feel as proud of their job
as do theif non-admin counterparts. The Headqguarters USAF/DA
program ”Officé Workers with Flight Line Attitudes” and other
recognition efforts. should do much to improve this perception.

The enlisted admin career area is undergoing significant
~hanges. The three shredouts have been discontinued. and a large

part of the career field, orderly room personnel (formerly ﬁhe s Ol

-




structure in the highly diverse administration field. There was

Al

duty suffix), may be transferred ¢o the personnel career area
because of the saimilarity of their functions. The Occupational
sSurvey FReport (Administration and stenographic, 1980) concluded

that the three shredouts did much to better organize the Jot

better delineation of responsibilities and less overlap of
functions. It is unclear what effect the corsolidation of the N
shredouts will bring.

Potentiqlly far more serious will be the attitudinal changes

in the admin area if orderly room personneil are transtferred. The

Occupatiopal tlurvey keport (Administration and stenographic, 1980)
and a3 previous LMDC unpublished report (Winstead, 1982) addressing
the three a&ﬁ{n shredouts, indicate chag orderly room personnel
find their Jjobs more §osibive. have higher morale, report higher
levels of use of their tslent and training, have more pride in
their iobs, and perceive their productivity higher, than other
admin inlisted personnel. This is not surprising because they
work closer to the comﬁander. where the action is, and are dealing
with people and mission-oriented issues on a daily basis. They

have the knowledge and are providing services on which others

depend. The 1oz

Q

of this group, and the chance to move in and out
of this rewarding functional area, could have a significant effect .

on the cutcome of future attitudinal surveys of the admin field.

Civilians
Admin civilians tend to have the same overall attitudes as

the admin enlisted personnel, but there are several key
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differences that must be considered. Accordinz to their OAP
survey responses, civilians feel much stronger ﬁhan other
civilians and admin enlisted about what they would like in their
Jobs (characterisiics such as autonomy, personal growth, and use
of skills). This contradicts what they actuzlly feel they are
doing, or are able to do, in their present jobs. For éxample.
they feel éheir work is repcetitive, and that it does not require
as much Skill Variety as other civilian jobs. They feel they are
doing the same tasks on s regular bas}s. Howevér, they do feel
petter about their organizational environment than both admin
énfistéﬂ personne! and noh--admin 01v;li&nsf

The most substantisl difference between admin civilians and
admin eniisbea\(and admin officers for that matter) is ﬁheir

feeling about advancement and recognition opportunities (although

they are consistent with the way other civilians feel). Admin

., Civilians feel poorly about their awareness of advancement and

recognition as well as their preparaﬁion for promotion. This may
be because of the separate award and merit promotion system |
civilians have. Unfortgnately nost ﬁiiitary supervisors are ﬁot
adequately familiar with thisAsystem. Ihe civilian system also
does not appear to be as flexible or allow as much lateral
transfer or promation opportunity as the military system. Admin
civilians do not value the skills that they use‘on the job.
Whereas they are learning more valuable skills with the

introduction of office automation throughout the Air Force, this

may alsc increase their frustration, 8s many of their tasks are




simplified and less challenging. Admin enlisted who are clerks
and typists have the cpportunity to become supervisors; civilians

in similar positions: of which there are many, do not gencially

~
share the same opportunity for advancement.

Al]l three cdtegories of adnmin pe?sonnel are generalily more
satisfied with their jobs, and are more motivated, than their non-
admin counterparts according to the results of this study. This
should not mislead commanders, supervisors, or admin leaders. ’ -
There are imyortant areas that must be improved if the Air Force
leaders’r 'p wants to get the most out of this valuable personnel

resource. This study highlighted and discussed some of those

areas. Chapter Six presents recommendations based on the results

of this study.

Cace cwmma a a.-




2 AT R W

B S e TR T ST % ol g AR

LA

Y St S

EENRY

MET LT P P SR TR SRV VD b g o e A AE AR I TR

Chapter Six

»

SUMMARY, CONCLUSIONS AND RECOMMENDA™ 10NS

There are significant differences between the jocb attitudes
of personnel in the admin field gng thqse pf 9§b9r>§}rwfqype‘
personnel. Significant atﬁitudinal differences were found betgeen
gdmin.personnel and non—-admin personnel. in all ?ouv major areas of
the OAP: Work Itself, Job Enricﬁment. Work Group Process, and

Work Group OCutput.

Conclusions

Admin personnel are more positive in overall'outlook about
their jobs then non-admin bersonnel. All three admin personnel
categories are more satisfied with their jobs and are more
motivated than ﬁheir non-~admin counterparts. This is contrary to
what might have 5een expected; since the admin field may‘not ,
u§ualxy he viewed as one of the more desiraale career aress.
De=pite the generally positivé findings, there are a Aumber of
areas where improvement and attention are needed, eQen in areas

where admin personnel scored higher than the data base.

Recommendations

1. <Commasnders and supervisors need to improve conditions
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impacting the factors that make up the four aress (Work Itself,
Job Enrichment, Work Group Process, and Work Group Uutput)
surveyed in the OAP, toc increase organizational effectiveness.

2. Studies such as this should be used as upward
communication. USAF/DA should review all such studies and request
or conduct mqre in-depth analysis of tﬁeir primary areas of
concern. -

" 3. Prior to makinz critical orggnizatidnal decisions,
occupetional and attitudinal survey information should be closely
studied, and further studies should be conducted if necessary.

For example, prior to implemenéinz the planned transfer of unit
administration functional! responsibility to the personrnel
functional aéea. the effect on the édmin field as a whole should
be closely studied. Unit administration is one of the most .
satisfying and motivating aress for admin personnel.

4. For all admin personnel, the focus should be put on the
Need for Enrichment and Advencement/Recognition factors. Although
admin df}icers and enlisted are ncre pousitive on the
Advancement/Recognition factor than the data base, their responses.
are still not high. Programs the USAF/DA has initisted in the
past several years should'be expanded and imp!emented all the way
down to the lowest levels.

(a) DAs at 8ll levels should be specifically

responsible for implementing and working these progranms. USAF /DA

should work o identify appropriste admin points of contact for

these programs where DAs are not available, such as at NATO




headgquarters. Using admin senior NCO advisors should also be
considered. A formal additional duty structure of some type is
r:cessary.if many of the key admin problems are to be dealt with
effectively.

(b) Letters to appropriate 70XX field grade officers
and senior NCOs requesting their personal support of initiated
proz;eus should.be considered by USAF/DA and other levels.

5.  For enlisted pafsonnei. iﬁprovements should be focused on
' the Job Relatéd Training, Skill Veriety, and Generai
| Organizational Climeate factors, ﬁs well e; oﬁ all foﬁr‘factors in
the Work Group Process ares.

(a) The USAF Technicsal Training School at Kéesler AFB,
Mississippi, should caretfully analyze and use Uccupational Survey
Report and Organizational Assessment Package data to better
prepare both enlisted and officers for what té expect in the admin
field, and for how to cope with its inherent problens.

(b) Commanders should be encouraged to talk about the
imﬁqrtance of admin personnei to m1851on accomplishment at
ne;comer orientetions, commander's calls, and similar gatherinés.

. especially when families are present.

{c) More publiciﬁy is needed. Using base newspapers
and placing displays of accomplishments of admin personnel in
highly visible areas of the base.or headquarters are two
suggestions. DAz or admin point; of contact must téke the lead.

(d) Letters to spouses or other family members when

‘'significant accomplishments are made, and msking sure spousés and
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?:§ family are included at presentstions, will do much to enhance the
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!ﬂ. worker's and family's sense of belonging and importance to the

=
organization.

wles

E{. 6. For civilian personnel, primery attention musc be given

Eﬁ- ‘ to educating supervisors on Civilian Personnel's promotion and
awards system, and then using it. Supervisors must becone

;{i familiar with the 40-series of Air Force regulations. Appropriate

;ﬁg Air Force publications such as the TIIG Brief and'the'Agminiggxg&Qz
should Lbe useb to educate and remind supervisors of their

R "o .

200

S responsibility in this important area.
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Table A-1
Number of Respondents by Personnal_Category

A2

-

R

. R S PR
.,-.‘.,‘v"n ;‘.“, o e

N
}} . Admin Data Base
o n = 6,684 . 101,181
N ' '
g i Officer 381 12,283
k Enlisted 3,802 66,845
g Civilian 2.421 22,273
N T T TS mSE S SmsSeomme e
-~
a . Table_A-B
ﬁ Sex by Personnel Category
J:{
o e e o e 2 2 e e e e e e e e e o
Py '
- Adnmin Data Base
2 Male(X) Female(X) Male(%) Female(X)
,"'.,; o= 3,211 3,455 84,581 16,233
3 officer 7.9 3.1 . 12.7 8.0
E Enlisted 84.9 33.8 ~70.3 43.7
i Civilian 7.2 63.1 17.0 47.3
. - 1
Table A-3
Age by Personnel Category
Adnmin Data Base
Off(%X) Enl(X) Civ(®) Off(%) Enl(X) Civ(%)
n = 361 3,902 2,421 12,283 €6,838 22,287
. 17 to 20 ¥Yrs 0 14.7 2.4 o  13.8 1.1
; 21 to 25 Yrs . 13.9 36.3 11.1 12.1 J8.¢2 5.7
ﬁ 268 to 30 Yrs” 7 36.8 21.0 14.3 27.8 19.4 10.1
. 31 to 35 Yrs - 26.68 - 156.8 149. 2 23.4 14. 4 14.4
: 3€ to 40 Yrs 13.3 8.3 14. 3 19.8 9.9 14.0
41 to 45 Yrs 6.9 2.7 12.4 11.1 2.9 12,6
48 to 50 Yrs 2.5 .8 10.2 3.% .7 19.4
. >50 Years .8 .7 21.1 2.2 .7 27.7
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Table A-4
Years in Air Force

A e e " W > T P = T T > S T G S s G S - - - —— — " - ———— —— i —— ———— . - ——— -

Admin Data Base
Off(%) Enl(%X) Civ(R) Of£(%) Enl(%) Civ(%)
a = 361 3,893 2,074 12,242 66,467 19,811
< 1 Year 3.0 8.3 8.9 3.3 7.0 4.7
1 to 2 Yrs 9.1 14.1 8.9 5.2 11.9 4.7 )
2 to 3 ¥Yrs 11.9 11.8 8.1 . 7.5 12.% 4.9
3 to 4 Yrs 6.4 10.3 6.8 7.2 11.4 4.7
4 to 8 Yrs 25.2 20.8 18.2 21.7 20.5 11.1
8 to 12 Yrs 16.2 12.7° 14.1 16.3 12.9 12.3
> 12 Years 29.1 22.2 35.4 39.0 23.8 57.4
Table A-§6
Months in Present Career Field
Admin Data Base
Of£(%) Enl(X) Civ(Z%) Off(%) Enl(Z%Z) Civ(%)
n = 360 3,885 2,360 12,176 66,262 21,685
< 6 Months 5.8 5.1 8.0 5.2 4.9 5.3
"6 to 12 Mos 7.8 7.9 8.9 7.6 8.0 7.1
12 to 18 Mos 11.8 8.56. 8.6 7.7 8.2 5.7
18 to 36 Mos 25.86 19.1 19.6 21.5 21.0 13.4
> 36 Mos 48.9 $9.3 8.8 58.0 57.9 68.5
Table A-6
Months at Present Duty Station
Admin Data Base
ureC%) Enl(%) Civ(%) Uff(%) Enl(%) Civ(®)
n = asl 3,888 2,378 12,224 66,308 21,750
< 6 Months 12.2 14.4 10.1 13.9 15.4 5.9
6 to 12 Mos 13.86 19.0 10.4 16.8 18.5 7.6
12 to 1t Mos 18.3 156.9 9.3 16.3 16.1 5.9
18 to 36 Mos 39.6 32.8 19.0 35.9 32.1 14.9
> 3€ Mos 16.3 17.9 61.2 17.3 17.8 65.9
40
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Table A-7

Months in Present Position
e e e e e e e e e e e e
Admin Data Base
OfL(%) Eni(%) Civ(%) Off£(%) Enl(%) Civ(ZX)
n = 98l 3,891 2,400’ 12,213 66,211 21,877
< 6 Months 20.8 27.9 .20.3 26.6 27.7 13.2
8 to 12 Mos 268.3 25.6 18.3 - 24.86 24.0 14. 4 .
1z to 18 ﬂqs 21.68 16.7 18.9 16.9 16.3 8.9
18 to 36 Mos 25.8 21.9 18.1 24.7 22.7 18.8
> 36 Months 5.5 7.9 29.4 7.1 e.2 q2.7
Table A-8
Ethnic Group
Admin ' Data Base
Off(%) Enl(%) Civ(2%) Or£(%) Enl(%) Civ(X%)
n = 36U 3,874 2,400 - 12,200 66,173 21,810
Amer Indian 1.1 1.5 1.3 .7 1.4 .4
Asian/Pac. Isl. .8 3.1 2.6 1.5 1.8 c.8
Black 18.1 30.3 10.0 5.6 1.5 9.5
Hispanic 5.8 8.2 11.2 , 2.3 5.2 16.7
white 72.2 55.2 re.s5 88.0 72.5 68.6
Uther 2.2 13.7 Z.5 2.1 3.5 3.0
41




Table A-9
Marital Status

Adrin Data Base
Off£(%) Enl(%) Civ(%) OfF(X) Enl(%) Civ(2%)
n = 361 3,893 2,414 12,252 68,5268 22,20€
Not Married 26.9 36.9 ' 23.2 . 20.9 35.4 18.1
Married 89.8 £8.8 37.1 77.8 62.4 76.3
Single Parent 3.3 4.2 9.7 1.6 2.1 $.6 -
Table A-10
Spouse Status: Adrin Personnel
Geographically Separated Not Geo. Separated
Off(%) Enl(%) Civ(Z%) Of£(%) Enl(X) Civ(Z)
n = 16 187 94 236 2,093 1,525 .
Civ. Employed e68.7 57.9 55.3 32.6 36.8 8l1.0
Not Employed 12.86 18.9 9.8 44.1 36.86 10.3
Military Mbr. 18.7 23.8 35.1 ¢3.3 26.5 z28.7
Table A-11
Spouse Status: Data Base
Geograsphically Sepsarated Not Geo. Separated .
Off(%) Enl(%) Civ(%) NEL(%) Enl(%x) Civ(X%)
n = 410 3,308 975 9,085 38,214 15,861
Civ. Employed 58.5 2.6 70.5% 34.2 38.0 £3.5
Not Employed 20.2 6.8 18. % 57.5 8.5 36.6
Military Mbr. 21.2 14.5 11.1 8.3 13.56 9.9




Appendix A
Table A-12
Educational Level
Admin Data Base
CQfL(%)Y Enl(X) Civ(X) Off(X) Enl(%) Civ(%)
n = 360 3,893 2, 403 12,230 66,393 21,885
Non HS Grad 0 .5 2.1 0 .8 5.8
HS Grad or GED 0 43.3 38.5 .2 45.3 28.0
. < 2 Yrs College 0] 36.3 35.9 .3 34.5 22.6
ol > 2 ¥Yrs College .3 15.85 17.4 1.4 15.8 18.8
Bachelor's 70.86 3.9 4.9 52.4 3.1 16.4
Master’s 28.6 . B 1.1 37.3 . B 7.7
Doctor's .8 0 .1 8.3 (o] 1.1
Table A-13

Professional Military Education
(Residence or Correspondence)

v s - - ————— " —— o — —— = —— — - —— " " A ot . S " " A — - G " T, - —— -

Admin Data Base
Of£f(%) EnltR) Cis(%) Off(%) Enl(%) Civ(%)
n = 360 3,895 2,411 12,247 66 4868 22, 149
None 3¢.7 32.5 L 92.7 34.3 31.5 77.0
NCU Phase 1/2 2.2 30.7 . 3.9 1.0 29.9 7.9
NCO Phase 3. 3.1 20.0 1.1 1.1 18.9 3.6
NCU Fhase 4 1.4 10.8 .9 .9 11.86 3.1
NCU Phase % "0, a.e .7 .2 5.0 2.2
- S05 33.9 .1 .1 26.56 .2 1.2
188 13.9 2.3 8 23.6 3.0 3.7
sSi8e 5.8 1 0 12.% ' «1 1.4
Phase 1/2 - Orientation or Supervisor’s Course
FPhase 3 - Leadership School
Fhase 4 - Command Academy
Phase ® - Senior NCG Academy
305 - Squadron Officers School
ISS - Intermediate Service School
358 - Senior Service School
43
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5 Table A-14 '
{ Number of People Directly Supervised
N e e
. Admin Deta Base
-~ Off(%) Enl(X) Civ(Z%) OfL(%. Eal(%) Civ(x%) e
Ve n = 360 .3,617 2,409 12,189 60,492 22,181
Y N
\& """"""""""""""""""""""""""""""""""""""""""""""""""""""
8]
None 20.2 89.0 H62.1 45.0 £59.8 73.1
1 Person 17.8 12.3 2.3 ‘6.5 7.3 2.9 .
U 2 People 14.2 7.8 l.0 5.8 7.2 2.2
i 3 People 15.8 4.0 1.0 7.4 5.6 2: 4
S 4 to B People 18.8 ' 3.3 1.2 12.8 8.2 4.8
it 6 to 8 People 8.8 1.3 .7 8.8 5.0 4.1
i ® or > People 6.7 2.4 1.8 12.8 7.0 10.9
0
O.,',
N Table A-15 _
;i Number .of People for whom Respondent Writes OUER/APR/Appraiseal N
- Admin Deta Base
- Of£(%) Enl(%) Civ(®) OfF(%) Enl(%) Civ(%)
" n = 361 3,894 2,418 12,228 68,419 22,203
e e
K None  28.6  74.0 .83.b b2.1  66.1  77.2
- 1 Person 29.4 11.6 1.7 8.7 8.4 2.2
o 2 People 17.86 6.0 1.0 8.7 7.9 2.0
E: 3 People 9.7 3.0 .7 7.1 . 5.8 2.2
-x 94 to 5 People 8.7 2.4 .8 11.4 7.3 4.2
- 6 to 8 People 4.2 .7 .7 8.8 2.6 3.3
’ d or > People 1.1 2.0 1.6 5.5 1.8 8.9
Z;'-:
R , , Table A-18
N " Supervisor Writes Respondent’'s OER/APR/Appraisal
/
! __________________________________________________________________
f: Admin : Data Base
v Off(%) Enl(%) Civ(%) O°£(%) Enl(%) Civ(%)
- n = 351 3,838 2,354 12,084 65,675 21,481"
‘?., ______________________ . G e — . ——— g G M - W v M R i Geie e wm — —— — v — At o S — — o - —— ——
“3 Yes 77.2 82.9 83.3 77.7 €8.6 77.3
N No 14.0 7.8 7.2 14.1 19.3 g.8
,‘;‘ Not Sure 8.8 9.3 9.5 8.2 11.1 15.0
‘:"‘f __________________________________________________________________
s
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Appendix A

Table A-17
Work schedule

e ——— o ———— o — - ot " T S e Gt G A e S TS R A S M e S S T — - - S Y S S — T o hds s e o S e

Admin ~ Data Base
OfL(%) Enl(%) Civ(z) Off(X) Eni(R) Civ(X%)
n = 3656 3,861 2.392 12,141 65,8856 21,742
Day shift 89.0 94.8 88.8 58.2 8.1 88.7
Swing Shift 0 .2 .2 . .2 7.8 3.5
Mid Shift (0] .1 0 .1 3.2 . 8
Rotating .3 . .8 .4 4.9 14.3 5.0
Irregular 8.0 3.8 .5 12.86 12.7 2.5
. Freq. TDY 1.7 .4 0 8.2 2.6 1.0
3 Crew Schedule 0 o] .1 15.7 1.4 .4
ﬂ ' Table A-18
Q Supervisor Holds Group Meetings
s B} . .
X
o Admin Data Base ‘
:3 Off(X) Enl(%) Civ(2%) Off(%x) Enl(%) Civ(X)
N 'n = 357 3,823 2,370 12,115 85,579 21,923
Never 5.0 18.6 12.2 6.8 18.2 9.8
Uccasionally 12.6 36.8 356.2 23.3 33.6 34.6
Monthly 7.0 7.5 l11.8 14.2 s.8 | 19.5
Weekly £8.8 29.5% 33.3 41.7 27.3 30.0
Daily 12.9 4.4 5.1 1z2.2 11.9 4.4
Continuously 3.8 2.2 2.6 2.0 2.2 1.7
Table A-19
. Supervisor Holds Group Meetings to Solve Problems
Admin : Data Base
ULF(%) Enl(%) Civ(z) Off£{%) Enl(%) Civ(Z%)
n = 364 3,791 2,318 12,051 65,169 21.842
‘Never 11.86 26.0 21.1 15.5 24.9 24. 5
Occasionally 3839.03 37.2 39.9 42.8 39.9 45. 3
Half the time . 22.3 14.9 17.4 21.9 16.8 15.2
Always 26.8 21.9 21.86 20.0 18.4 16.0
1%
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Appendix A

Table A-20

Aeronautical Fating and Current Status

Nonrated,
Nonrated,
Rated, in
Rated, in

Retire 12 Mos
Cereer

LLikely Career
Maybe Career
Likely Separate
will Separate

Admin Data Base
ULr(%) Enl(%) Uff(%) Enl(2)
n = 35 3,814 lz,u8a 85,441
949.1 95.8 60.1 80.3
Q .4 2.4 2.2
(o) .1 28.0 1.7
5.9 3.7 9.5 5.9
Table A-21
Career Intent
Admin Dats Base
Enl(%) Civ(%) OfF(%) Enl(%) Civ(%)
3,886 2,211 12,199 66,281 19,184
3.2 9.1 3.4 3.1 6.5
35.8 48. 0 51.0 349.8 1.7
18.8 27.7 22.6 18.8 Ze.d
21.2 13.9 15.0 20.6 12.8%
13.3 3.7 5.0 13.6 3.4
7.8 2.5 2.9 9.1 2.8

3586

not on aircrew
now on aircrew
crew/ops job
support job

Of£()

NOTE: The
the factor

- v e et “ . .

. ot e - .
PR SN -
.

number (p)
being examined.
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Mean OAF Factor Score

Table H—-1

Appendix B

Differences: Admin Uff; vs. Other Officers

WORK ITSELF

Mean D df= x

Job Ferformance Goals '
Admin 4,69 1.04 12,131 -0.5%
Other 4.72 ) .98

Task Characteristics
Admin S5.36 .91 12,198 0.25 -
Other 5.34 <95

Task Autonomy ‘
Admin 5.11 1.18 378 8.93 ##x
Other 4.%54 1.36

Work Repetition
Admin 4.83 1.31 12,419 7.20 #an
Other 4.39 1.37 :

Desired Repetitive/

Easy Tasks :
Admin 2.76 1.23 351 4,31 #xn
Other 2.47 1.04 o .

Job Felated Training .
Admin 4.53 1.42 9,853 -1.87
Other 4.70 1.48

« Approximate degrees of freedom are given when Effest for groups
w1lth unequal variances is used.

* p< .05, ## p<.01.

*ua p<, 001,
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Table B-1 (Officers Continued)

] e - _
JOB ENRICHMENT
- Mean D df= t
Skill Variety ,
Admin : S.18 1.38 371 ~-3.66 #un
Other 5.45 1.28
ﬁ Task Identity .
Admin - S5.28 1.12 384 0.94
Other S5.22 1.21 '
Task Significance .
A Admin 5.95 1.19 12,519 2.32 »
; Other 5.79 " 1.25
Job Feedback '
Admin 4.99 1.18 12,487 1.99
! Other . 4.89 1.18
; I~
. Need for Enrichment Index™
: Admin 6.11 .91 12,208 0.52
. Other &6.09 .86
' Job Motivation Index
y Admin 143.47 68.62 11,413 4,72 #nn
. Other 125.90 67.23
; « Approximate degrees of freedom ar-e given when t—-test for groups
; with unegqual variances is used.
’ # p<.oOS. *% p<. 01, ##% p<.001.
1‘
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Appendix B

Table B-1 (N ficers Continuéd)

BB .

WORK. GROUP PROCESS
Mean s df= t
‘
Work Support
Admin 4,57 1.04 12,028 0,30
Other 4.355 1.09
o Management/Supervision .
Admin 5.952 1.39 11,783 | 2.90 u»
Other 5.31 1.34
+
' Supervisory Communications Climate
Admin 4,82 1.59 344 -0.46
Other 4.86 1.41
Organizational Communications Climate
i _Admin S5.17 1.295 11,643 4,07 #un
. Other 4,88 1.26 :
i WORK GROUF OUTPUT
' FPride : . .
' Admin 5.20 1.53 - 370 ~3.53 #an
i Other : S5.49 1.39
‘ Advancement/Recognition .
! . Admin 4.79 1.24 11,959 3.33 #nx
' Other : 4,357 1.19
: Ferceived Productivity
Admin 5.88 1.08 12,081 1.91.
P Other 5.77 1.08
Job Felated Satisfaction :
Admin 5.48 1.16 11,265 "1.97 ®
Other ' 5.36 1.09
Benefal Organizaticonal Climate o o
Admin 5.47 1.24 11,712 3.90 %%x

Other 3.20 1.23

< Approximate degrees of freedom are given when t-test for groups
with unequal variances is used.

* p<.05. *#* 0,01, *x# p<.001.
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Mean OAP Factor Score Differences:

Table B-2

Admin Enl. vs.

Other Enlisted

WORK ITSELF

Mean SD af= t
Job Per formance Goals
Admin 4.75 .96 &7,874 1.01
Other 4.74 .98
Task Characteristics .
Admin S.00 .94 4,221 -2.38 =
Other 5.04 1.01
Task Autonomy
Admin 4,36 1.28 4,264 2Z.92 nxx
Other 3.80 1.42
Work Repetition ,
Admin S5.17 1.34 4,318 1.85
Other S5.13 1.37
Desired Repetitave/
gasy Tasks .
Admin 3.37 1.44 68,091 6.73 #nx
Other 3.21 1.42
Job Related Training .
Admin 4,60 1.59 66,372 4.85 #un
4,47

Othﬁr

- Apprj:imate degrees of freedom are given when t—-test for groups

with u

* p<.0S. #* p<.01,

..............
..........

gual variances 1s used.
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T e, o h 7" " Appendix g"
Table B-2 (Enlisted Continued)
JOB ENRICHMENT
Mean sb  df- t
- 8Skill Variety
. Admin 4,35 1.41 4,306 -10.98 #xx
Other 4.61 1.46
. Task. Identity ]
Admin S5.11 1.14 4,424 2.96 #»
Other . 5.05 1.26
e Task Significance
“ Admin 5.60 1.29 49,808 -4,72 #en
j@ Other . 5.70 1.31
<% : .
P Job Feedback , _
< Admin 4.90 1.27 69,610 6.88 #xx
o Other 4,73 1.29
E; Need for Enrichment Inde:x
‘. Admin 5.952 1.248 67,626 2.56 #%
Other S5.47 1.24
Job Mcoctivation Index . L . i S .
Admin 115.43 6£5.46 3,938 14.035 #xn
Other . 99.56 b2.66

- Approxxmaté degrees of freedom are given when t—-test for groups
with unequal variances is used.

RSSO \— e

* p<.05. .  #% p<.01, w4 p<,001,
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Table B-2 (Enlisted Continued)

WORK GROUP PFROCESS

]
i Mean SD de t
) e - _ _= _
¢
!
! Work Support ,
Admin 4.65 1.12 67,816 6.70 #xn
' Other 4,53 1.12
i Management/Supervision
p Admin 5.08 1.62 4,055 6.93 #un
. Other 4.88 1.57
' Supervisory Communications Climate
. Admin 4,70 1.70 4,055 6.72 nxnx
: Other 4.50 1.63
2 Organizational Communications Climate
3 Admin 4.71% 1.33 64,623 15.51 #xw
| Other 4.36 1.31

l Pride
‘ Admin 4.81 1.67 69,168 -3.43 s
Other 4,91 1.64 '

Advancement/Fecognition
Admin 4,50 1.24 4,130 12,20 #xx
Other 4,25 1.19

e TRWRC 3 el e

Perceaved Praductivity

. Admain S5.74 1.17 4,214 14.78 %%
5 ‘Other 5.45 1.25
Il
i Job Related Satisfaction
g Admin 5.13 1.19 60,919 8.32 wx#x °
. Other 4.95 1.22 ‘
t General Organizatiocna) Climate
: Admin 4.72 1.43 " 64,561 13.99 nux
Other ' 4.38 . 1.40

“ Approximate deqgrees of freedom are given when t-test for'groups
with unequal variances 15 used.

* p<.0S. #% p<.0O1. ##% p<.001.
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. Table B-3
Mean OAP Factor Score Differences:  Admin Civ. vs. Other Civilian

WORK ITSELF

ne e e d - ———

-—— L 1 s Tt o e (e e P b Al S S s e S e canp SO o

Mean S0 df= 2
Job Per formance Goals ‘ e
. Admin 4,93 .90 - 22,994 4,27 %an :
Other 4.85 1.01 : /
- . . K
Task Characteristics : .
Admin 5.16 « 90 2,884 -8.33 ##n .
Other S5.33 . <95
Task Autonomy N
Admin 4,69 1.34 23,681 4,17 #us
Other 4,57 . 1.35 .
»
Work Repetition
Admin 4 S.04 1.27 3,092 15.69 ##a
Other 4.61 1.44
Desired Repetitive/ : . ,f'
Easy Tasks ' ‘ : :
Admin : 3.10 1.29 2,968 0.15 R
Other . 3.09 1.41
. Job Felated Training )
: Admin 4.48 1.64 21,938 Q.16
Dther 4.47 . 1.68 ' !
]
* Approximate degrees of freedom are given when t—test for groups
with unequal variances is used.
* p<.o0S. #* p<.o1. #%% p<.001. | R

e T I S~ Appendix B T
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Table B-3 (Civilian Continued)

JOB ENRICHMENT

Hean sD - af= t
Skill Variety
Admin 4,51 1.31 2,952 @ =22.39 #xx
Dther _ 5.14 1.36
9
3 Task ldentity
a Admin S.25 1.12 2,988 ~-3.87 %nx
- Other 5.34 1.18 .
Task Significance
o Admin 5.67 1.19 3,007 -1.84
o Other 5.72 1.26 '
2
o Job Feedback - o
- Admin » S.16 1.18 3,046 4,32 nnn
Other 5.04 1.28
:3 Néed for Enrichment Index
il Admin S5.80 1.15 23,422 4.45 ##n
o) Other S.68 1.19
fi Job Motivation Index
Yy Admin . 135.01 69.59 21,689 2.65 #%
. ' Other 130.80 70.48
.‘n . . —— g — —-—— -— ——

D
»

« Approximate degrees of freedom are given when t test for groups
with unequal varxances is used.
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* p<.0C3. *## p<.01. ##% p<,.001.
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Appendix B -
Table B-3 (Civilian Continued) )
WORK GRDUF FROCESS
‘Mean sD af= t
ﬂork Support
Admin , 5.05 1.05 2,910 18.17 % i
Other , 4,63 1.11 ' !
Management/Supervision ,
Admin . 35.41 1.54 2,804 13.96 #xn
Other ) ’ 4.93 1.64
Supervisory Communications Climate
Admin 4,91 1.63 2,810 10,31 #x%
Other 4.53 1.71
Organizational Communications Climate SR
Admin ' 5.00 1.30 2,824 14.77 »x»
Other 4.57 1.41 g
WORK GROUP OUTPUT
Pride
Admin S5.37 1.44 24,188 -1.82
Other ’ 5.43 1.45
Advancement/Recognition A :
Admin 3.70 1.24 2,778 ~3.54 %xn
Other 3.80 1.35 '
ferceived Productivity
Admin 5.88 1.14 2,957 10.36 #%» .
Other S.61 1.26 -
Job Felated Satisfaction .
Admin S5.50 1.04 2,703 3.52 #%n
Other 5.41 1.C9
General Drganizational'CIimate
Admin S5.05 1.36 22,298 F.47 Hun
Other 4,75 1.40

e Approximate degrees of freedom are given~when t-test for groups

with unequal variances is used.

* p<.05. *% p<.Ol.

*4% pl.001,
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APPENDIX

APPENDIX C

Organizational Assessment Package Survey:

Factors and Variables
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