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PREFACE

The Leadership and Management Development Center (LMOC), as part of its
charter, has provided consultation services to commanders upon request.
The Organizational Assessment Package (0AP) survey is a tool designed to
help in this task. Since 1978 LHDC has established a large data base from
the thousands of surueys administered during their consultation visits.

In an effort to gain maximum benefits from this data base, LNDC sponsored
Air Commond and gtaff College (RCSC) students ts conduct research using
the OAP data. The purpose of this research was to compare the job
altitudes of personnel in different major commands and job specialties
with those of the remaining personnel in the data base.

The scope of this report is Lo make this comparisen with the job attitudes
of Military Airlift Command personnel. The results found in this report
will, | hope, pravide IAC commanders with further insight into the
attitudes of their personnel.

In oddition to fulfilling ACSC acodemic requirements, this material is
being submitted as a repor for use by LHOC. To meet their needs, this
report is written in a formct dictated by LHOC. Additionally, the method
of citation in this report follows the guidelines of the fimerican
Psychological Asseciation.

R special thanks is extended to Capt Tom McFal!l and Maj Mickey Dunsby of
LM0C and NQA Tracey Gauch, ACSC/EDONA, for all their assistance in
preparing this report.
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“insights into tomorrow”

EXECUTIVE SUMMARY

Part of our College mission is distribution of the
students’ problem solving products to DoD
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.

REPORT NUMBER 36-1860

AUTHOR(S) HAJOR RONALD A. NEHTON, USAF
TITLE Jos ATTITUDES GF MIiLITARY AIALIFT COHMMAND PEASONMEL

|. Purpose: To investigate whether there are anP significant differences
between the job attitudes (as measured by the USAF Organizational
Assessment Package--ORP) of personnel in Hilitary Rirlift Command (MAC)
and these of personnel in other commands throughout the Rir Force.

It background: Since the beginning of the all-volunteer force the Rir
force has placed increased emphasis on improving motivation and
productivity as a way of achieving organizational effectiveness. The
intent of this emphasis i3 to create a job enuvironment that con attract,
retain, and motivate the quality military force necessary to support fir
Force mission objectives. The services were very successful in turning
the negative recruiting trends of the ?0's around. However, care must be
taken to auoid anather decline. The improving economy, predicted budget
cuts, and a decreasing pool from which to recruit increase the difficulty
of this task. The Leadership and Management Development Center (LIMOC) al
Maxwe!ll AFB, Alabama, was crealed to help maintain manpower levels and
improve productivity through improved leadership and management. HAs part
of their management consulting prcgram to assist commanders in the field,
LHoC deut'Dpeg the OAP survey. Its purpose was to (a) assist LMDC
consultonis and traveling teams in the identification of organizational
leadersnin/nanagenent strengths and weaknesses, (b) provide feedback to
flir For-2 Professional N litary Education Schools, and {c) establish a
data Uase in support of Rir Force-wide organizational effectiveness
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research. LNOC has omassed thousands of survey responses. In an effort
to derive the most benefit from their data base, LIDC sponsored flir
Command and Staff College students to conduct o variety of research
projects using the OAF data base. This report examines responses from
personnel in ﬁﬂC to see it there are any significant differences between
their job ottitudes and those of the remaining data base. This report
pursues four goals:

1. To review relevant background research and organizational
behavior literature.

2. To compare (AP-measured demographic cheracteristics and joh
attitudes of officer, enlisted, and ctuilian personnei in NAC with the
attitudes of corresponding personnel in other Air Force commands.

3. To analyze signi?icnnt attitudinal differences betuween MRC
personnel and other data base personnel.

4. To deuvelup recommendat ions for MAC commanders and functicnal
managers.

f11. Procedures: The UAF iz a 109-item survey questionnaire (Appendix ()
consisting of 16 demographic items and 93 attitudinal items. The
cttitudinal items are grouped into 2! factors. These factors are grouped
into o systems model to assess three aspects of a work group: input,
process, and output. From an Air Force-wide perspective, the OAP survey
is not a random sampling of Air Force bases. However, because of the
large number of arganizations surveyed, these data represent a significant
portion of the Rir Force population.

fU. Results: Hs part of this report a review of relevant research was
made. This review highlighted current and related theories and research.
This report found no previous research un job attitudes of MAC. The
comparisons made, based on the data from the 0AP survey, revealed several
statistically significant findings.

1. Compared to data base o?ficers, MAC officers have a higher
perceived rate of Uork Pepetition. R possible cause for this was their
having to deal with repetitive problems more frequentlg than the other
officers. These perceptions may have an impact on their attitude toward
skitl Uariety, which they rated lower than the other Rir Force officers in
the data baze. HAdditionally, MAC officers indicate a less positive
attitude toward the support and feedback they receive from their immediate
superuisors. In spite of their less favorable attitude toward their
supervisorsz, NAC officers still have a more positive attitude toward the
crganization as o whole.

2. MHC enlisted personne!, owveral!, have the lcwest job attitude
ratings of the three perzonne! categories. MAC enlizted personnel show a
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more positive attitude than data base enlisted toward Job Related
Satisfaction. In contrast, they expressed a less positive attitude toward
their immediate supervisors' support and feedback. HRdditionally, this
less positive attitude ulso carries into their perceptions of the
organization.

3. HAC civilian personnel reported significantly more positive
attitudes than data base civilians in 19 of the 21 factors compared. Two
factors were identified for further attention. The first was Hork
Repetition, where MAC civilians reported they must accomplish repetitive
tasks and face repetitive problems more often than the other Air Force
civilians. This attitude, when compared to their only moderate desire for
repetitive work, could imply reduced overall job satisfaction. The second
factor deserving attention was Advancement/Recognition, where they
expressed a lower awareness of related opportunities for advancement.

U. Recommendations: Based on the results obtained from the ORP survey
the following recommendations are proposed:

1. NAC should sponsor continued studies into the job attitudes of
their personnei. These 3tudies should include a general examination of
command attitudes and specific examinations by job function. This would
allow NMAC commanders to pinpoint areas in neeg of change.

2. NAC commanders should stress increased communications between
supervisors and their subordinates. This communication should include
periodic counseling to establish subordinate goals. Commanders should be
certain that this increased communications reaches the lowest levels of
their command.

3. MAC shoulid sponsor research into the effect work repetition has
on its civilian personnel’'s job ottitudes.

4. Researchers should ~onduct further studies to discover why the
ottitudes of MAC civilian personnel are much more positive than those of
other civiliaon personrel. Examinations into why the pattern of MAC
civilian attitudes :s so different from the patterns of MAC officers and
enlisted personnel should alsc be conducted.
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Chaopter One

INTROQUCT ! ON

Thie study nrovides Military Airlift Command (MAT) leoders feedback
on job attitudes of personnel in their command. [Lata from the Leadership
and Nanagement Developmert Center's (LNDC) Organizational Assessment
Fackage (0AP, Appendix () survey are the source of this feedback. The
study compares responses of Nilitary Airlift Command (MAC) pereonnel to
thace of Rir Farce personne! in other cemmands and agencies which have
results in the LNOC dota base. The intent is to help identify strengths
as well as potential problem areas based on this comparison of survey
inputs tfrom NAC personnel. By examining the possible attitudinal
differences between these qroups, IAC commanders can evaluate their
curvent efforts in enhancing unit effectiveness and consider adjustments
to compencate for any identified weaknesses.

Since the beginning of the ali-uolunteer force the Air Force has
olaced increased emphasic on ieprouing mot ivat ion and productivity as a
way ot achieving orgonizaticnal effectivenezs. The intent of this

emphazis is to create @ job envircnment that can attract, retain, and

mol ivate the quality military ferce necessary to support Rir Force mission

abjectives. In their report on the UAF, Herdrix and Halverson (1979,
(. %) made thiz observation, "Within crganizaticns, management personnel
are concerned with how well their organization meets its objectives.

These cbjectives are frequently measured in terms of productivity, cost
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savings, and retention of personne!. The Rir Force continues to be
concerned with this area of organizational effectiveness.”

Several external influences motivate Rir Force leaders to be
concerned over crgonizational effectiveness. The first is the
all-volunceer force. In the late 1970's, the military services were
struggling to recruit and retain personne! of the quality and quantity
they required (Korb, 1985b). In the 1€80's this trend has turned around,
but care must be taken not to allow concern over manpower to decline again
(Korb, 1985a). Competition for manpower is also keen due to the
decreasing numbers of auailable youth. John Naisbitt, author of
fleqatrends, predicts that labor shortages are beginning to occur and will
cont inue throughout the century (Rir Force Policy Letter for Commanders,
1985a). The improving economy and reduced unempioyment have alsc
contributed ta recruiting problems (Korb, 1985a) by drawing off trained
military personnel t the higher-paying civilian industries.

In addition to recruiting and retention problems, budget ssues are
also impacting organizational effectiveness in the Air Force. !ith future
budqet cuts laoking more !ikely, commanders a'e feeling the pressure to
increase productivity. General Larry D. Helch, then Rir Force Vice Chief
of Staff, suggested vne reason for the growing need fcr quality manpover
and increased productivity: “The incrsasec investment in modernization
and growth over the past four or five years has produced, and will
continue Lo produce, corresponding growth in the demand for both quality
and quantity of military and civilian manpower. But, it is pcinfully
clear that Congress is not likely tn agree to provide that manpower” (Rir

Force Policy Letters for Commanders, 1985b, p. 2). These examples
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illustrate u definite need to create a work place that provides job
satisfaction and motivates personnel to stay in the Air Force and
product ively support its mission.,

In order to help create such a productive work place, the Air Furce
needed a tocl to evaluate the effectiveness of its commanders’ leadership
and moriagement efforts, In 1975 General David Jores, then Chairman of the
Joint Chiefs of Staft, approved the farmation of LIDC. One of its
charters was to provide consulting services to commanders cn request and
provide Rir Force decision makere with syztemic information and leadership
trends. LNHDC developed the OAP survey as a tool to assist in this charter
(Mahi~, 1982; Short, 19685)., Lt Col Lawrence Short (1985) outlined the
reasons for developing the URP. Its purpose was to: (a) assist LNOC
consultants and traveling teams in the identification of organizational
leaderchip/managemer:t strengths and weaknesses, (b) provide feedback to
Hir Force Profescsional Military Education Schools, and (c) establish a
datn base in support of Air Force-wide organizational effectiveness
rezearch. The current vercion of the OAP hae been used in the field since
1976 and LNDC has buiit o very large cumulfative sample (ubout 200,000
tases) ot the Hir borce populatvon in the weven years of IRP e

The most frequert use ot the OAF gata haz been to provide reportz ta
anit commonders who requested staff visits by LNOC consultant teamz. The
final reports created by these teams were given only to the commanders of
the unite they studied. in order to preserve confidentiality, LIOC did
not torvard theee reporte to higher headquarterz. LNDC researchers also
uze thiz curvey to ccamine attitudes in zpecific career fields, or to look

ot the ettects ot cpecitic organizalional <tructures. fne report using
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0AP data examined four unidentified mgjor commands. It found significant
differences in job attitudes among perscnrel from difterent commande and
recommended further research (Dirnberqger, 1980). The present repcrt iakes
the next step in analyzing the OAP data base by examining a major command,
MAC, to see if there are any significant differences in job attitudes for
MAC compared with the remaining data base.

To compare MAC personnel's attitudes against the rsst of the data
base, the present research pursues four gqoals:

I. To review relevant background research and organizational
behavior literature.

2. To compare ORP-measured demographic characteristics and job
attitudes of officer, enlisted, and civilian personnel irn NAC with the
attitudes of corresponding personne! in other Rir Force commands.

3. To analyze significant attitudinal differences between NAC
personnel and other personnel who hauve resporded to the ORP,

4. To develop recommendaticne for MAC commanders and functional
managers.

This report addresses these four goals in the follcwing manner.
First, Chapter Two shouws the results of the literature review, and the
resultes of related research. HNext, Chapter Three discuceces the
rethodology tor ‘his research with an examination of the ORAP survey and
data collection. An explanation of NAC's mission is included to provide a
better understanding of its varied responsibitities. Finally, this
chapter explains the process of OAP dato analysie. Chapter Four presents
demogrophic data derived from the two sample groups along with the results

of the attitudinal portion of the survey. Chapter Five is a discussion of
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the resulta and conclusions drawn from the data in Chapter four. tinally,
Chapter Six summarizes and provides some recommendations for action and

further research.
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Chapter Two

LITERATURE REVIEN

Rir Force interest in retention and job motivation increosed
drametically with the implementation of the all valunteer armed forces in
the early 1970's. Thies chapter provides a brief review of several
significont theories in orgonizational behavior, what researchers have
found in their analysis of job attitudes, and motivation and their effect
on the Air Force's ability to attract, retain, and build a quality
military force.

A multitude of books and articles haue been written on crganizaticnal
behavior and its many theories and applications. There has also been a
considerable amount of research on retention and job satisfaction.
Additionally, much of this research has used the Orgarizational Asseszsment
Package ((AP) dota base to examine these oreas. lnfortunately, a review
ol reseorch revealed few sources relating to job attitudes within major
commands and no research directly relating to Military Airlift Command
{IIAC), the subject of the present report. Hevertheless, a brief review of
key crganizational behauior theory may give the reader a context in which
to evaluate the present work.

Since the 1950's, many social scientists have contributed significant
theories on organizational tehavior and motivation. Maslow's (1954)
"Theory of Human Motivation” was one of the first., He asserted five

levels of needs--physivlugical, <afety, affiliation, achievement, and

esteem--were the hacis for human motivation. 5ince Maslow, others have
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expressed their own ideas on motivational theory. Some well-knouwn
theories are McGregor's (1960) "integration of Goals," Urcom's (1964)
"Ualance/Expectation,” Herzberg's “Dual Factor Theory"” (Herzberg, Mausner,
& Snyderman, 1939), Hersey and Blanchard's (1977) "Situational Leadership
Nodel,* and Hackman and Oldham's "Job Enrichment Hode!" (Hackman, 0ldham,
Janzen, & Purdy, 1975). For the interested reader Talbot (1979) presents
an extensive |iterature review of the more popular theories and models
pertaining to job motivation/satisfaction. O0f these theories the (lual
Facter Theory, Situational Leadership Hodel, and Job Enrichment Model have
had the greatest impact on Rir Force organizational research.

Irn 1959, Herzberg presented the Dual Factor Theory, alsc cailed the
Motivation-Hygiene Theory (Herzberq et al., 19%9). According to this
theory, satisfaction of two distinct sets of needs is necessary to achieuve
high quality work. A worker s hygiene needs relate to his physical work
environment. Deficiencies in this area cause job dissatisfaction. The
cecond set of needs (motivation needs) promote a high degree of job
catisfaction and Herzberg called them motivators. The e relate to the job
itzelf: achievement, recognition, work itself, advancement, and
respensibility (Herzberg, 1966). In 1974, Air Force Logistics Command
(RFLC) contracted Herzberg to implement his model at the Ogden Rir
Lagistics Center in tah. Other AFIM bases hove since implemented his
very successful program (Rafalko, 1976).

Hersey and Elanchard's (1977) work in ¢ituational leadership is the
second theary that has had a major impact on the Air Force. This model is
important to the current research because the Organizational Assessment
Package (0UAP) is based on a synthesie of the situational/contingency

appranch to leadershiip and management (5o, it P theory
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emphasizes the behovior of the leader in relation to followers .o
environment . The maturity level of the group dictates the leadership
style a leader must employ, varying the amount of direction and support
based on what the fo!lowers need (Blanchard, 1983). HNahr's work {1982),
consolidating the findings of available ORP research, provides an
excellent history of the OAP development. Hendrix and Haluverson's (1979a)
report established the validity of the OAP in relation to the situational
leadership model. Short's (1985) report on the ORP summarizes research on
the validity and reliability of the survey itself.

Finally, Hackman and Oldhon's research on job enrichment (Hackean, et
al., 1975) has also had significant impact on organizational research in
the Rir Force. Their work complements previous work on motivation and
satisfaction, particularly Herzberg's "Dual Factor Theory." Their model
states that job motivation and satisfaction depend on three psychological
states: experienced meaningfulness, experienced responsibility, and
kncwledge of resuits. Their model also identified five job
characteristics to measure and identify changes necessary to increase job
motivation. These five characteristics are skill variety, task identity,
task significance, autonomy, and feedback {(Hackman, et ai., 1975). This
model was extensively used to develop the job inventory items in the OAP
survey (Mohr, 1982).

Hithin the Air Force, numerous job attitude studies have been
conducted in the hope of improving retention. The following studies show
a representative sampie of the types of research conducted in the area of
job attitudes and leadership.

Hith few exceptions, the Air Force has experienced less significant

recruiting problems compared to the other services. Hhere the Rir Force
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does have a problem is with retention. Patterson (1977) reported in his
study of career intent of first tera Rir Force personnel that job

satisfaction was a significant variable in moking career decisions. He
also found that leadership/supervision had an impact, but of less
significance. An fir Force Manpower and Personnel Center Officer/Airman
Exit Survey also found job satisfaction and work enuironment issues to be
significant factors for personnel choosing to leave the service (Qees &
Jokerst, 1985). Researchers also have examined leadership style for its
effects on retention and found that leadership style did have an impact on
career intent. Specifically, democratic leadership behaviors improved

¢ cer intent while autocratic leadership behauior did the opposite (Hall
& Hilson, 1980).

The preceding research investigated what factors positively or
negatively affected career intent. From the examples presented, only Hall
and Hilson used the OAP to conduct their research. However, the OAP data
base can be very useful for comparison studies between selected samples.
This is the method pursued in the present report. The following
paragraphs review research using the ORP in this manner. These studies
are more directly related to the present work.

Orie study examined four separate personnel categories (Boren, 1980).
These categories were Rir Force Ufficers, Enlisted personnel, General
Schedule Employees, and Uage Boa~d employees. The purpose of this
analysis was tn mersure and compore five job satisfaction variables in the
(AP and analyze the ottitude of each category to see if these areas hold
potential for addressing the retention problem. Boren's analysis found
that enlisted perzonnel rated their perceived job satisfaction lower than

did the other three personnel cateqories. The rank ordering of these four
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personnel categories on how they rated their job satisfaction was wage
board civilians, general schedule civilians, officers, and enlisted
personnel. Rlthough all categories found their jobs meaningful, enlisted
personnel rated their task identity and skill variety significantly lower
than did the other personnel categories.

Hhile Boren (1980) used the 0AP to examine the four main personnel
categories and their attitudes on job satisfaction, Reed (1979) analyzed
the OAP to determine how useful the entire survey was in comparing the
attitudes of a specific career field with the attitudes in the remaining
Rir Force data base. His analysis was specifically on Rir Force
mointenance of ficers (40%X career field). He found wide misconceptions
about the attituces ot hil Givwr. He also found that the variables
analyzed provided information that would be useful at many levels of
coamand. Boren showed the usefulness of the OAP to examine general
categories and Reed showed the ORP's ability for analysis on specific
career fields.

To investigate the OAP's usefulness beyond specific career fields the
l eaderchip and Marogement Development Center (LHDC) sponsored research to
aralyze the attitudes of personre!l in major commande (Dirnberger, 1960).
Their abjective was to determine the significance and strengtn of
differences between major commands and determine the worth of reporting
these findings to interested commanders. They picked four unidentified
commands for the study. Oirnberger found significant differences between
all commands in all factors in the OAF. He suggested that there may be a
velationship between a command's demographics and job attitudes. Commands
with a high score in jeb attitude and motivation were also the commands

with, "more stable, intrinsically satisfying jobs, more civilian
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personnel, and better superuvisory/management climates” {Dirnberger, 1980,
p. 28).

Rl the theories on organizational behawior and the research just
cited established the foundaticn for the analysis completed in this paper.
Early works, in particular the Situationel Leadership llodel, provided the
basis for the creation of LMDC's ORP. LNOC has compiled a substantial
amount of analysis to establish the validity of the ORP. Research to
establish causes for the Air Force's retention problems hae identified job
attitudes and leadership as important factors. The (RP measures these two
factors. ARlthough there is no specific research comparing job attitudes
of NAC personnel, refated research iz available on personnel categories,
specific coreer fields, and comparing several unidentified major commands.
The literature reviewed in thie chapter does not provide sufficient facts
to develop a hypothesic for thie study. However, it does provide a useful!
background to understand the analysis of data in the following chapters.
The next chapter presents the methods used to conduct research on job

attitudes of NMRC personnel.
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Chapter Three

NETHOD

This chapter provides a description of the OAP survey and its use by
LHOC in their consulting mission. It describes LNDC's data gathering
procedures and the development of their data base. This chaptler also
descr-ibes the methods used to compare the attitudes of MAC personnel

against the remaining perscnnel in the data base.

instrumentation

The ORP is a 109-item survey questicnnaire designed jointly by the
Rir- Force Human Resources Laboratory {(AFHRL), Brooks Rir Force Base,
Texas, and the Leadership and flanagement Oevelopment Center (LNDC),
Maxwell Air Force Base, Alabama. LNMOC uses the QAP in its mission to (a)
conduct research on Rir Force 2ystemic issues using information in the OAP
datataze, (b) prouvide ieadership and management training, and (c¢) provide
management consultation service to Rir Force commanders upon request. The
survely questionnaire consists of 16 demographic items and 93 attitudinal
items (see Appendix C). Hendrix and Halverson (1979a; 1979h) provide
documentation of the factor analysis results during ORP development,

Short and Hamilton (1981) conducted a factor by factor assessment of the

reliobility of the 0RP and found that it showed ". . .generally acceptable
to excellent reliability for the primary factors,” and ". . .that they
were reliable enough for cotlection of Air Force systemic data.” After

two years of field uze, Hightower and Short (1982) re-examined the
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validity of the 0RP. Their findings alsc support the use of the ORP as =
data gathering instrument.

H cumulative data bhase contains all data from OAP administratione,
Hhile administering the survey, LNDC personnel gather other demographic
information in addition to the 16 demographic items. This informaticn
includes work group code, perscnnel categery and pay grade, age, sex,
Primary Rir Force Specialty Code (PAFSC), Duty Rir Force Specialty Code
(DRFSC), base, and major commond. Two computer files moke up the data
base. Une i¢ a historical file containing data collected prior ta
| Qictober 1981 and the other is an active file. LNOC uses the data from
the active file for the consulting process. The present study tock data
from the active file covering the period from | October 1981 to
16 September 1985. UKhen conducting research, either file may be used, or

the files may be combined a- appropriate.

Data Collection

fI1 data for the prezent analysis were gathered as an integral part
of the LIOC management consuttation program. In the consultation proacess,
the initial administration of the OAP in an organization ic a key step in
data gathering. This section dezcribes the OAP administration process.

The process begins when an Air Force commonder decides that he or she
warts to look at what is happening in hie or her organization in the realm
of job attitudes. The orjanizotional commander submite a request for
LNOC's consulting team to visit the orgarization. LMOC then evaluates
this request against internal LMOC odministrative criteria for

suitability. If approved, LNDC sends a consulting team to the client unit

to gather the data. The team gathers data for their analysis in the
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initial administration vwisit, before any other consulting procedures, and
these data become part of the Pre-ORP Data Base. Everyone present for
duty in the client unit is administered the 0AP survey. LHOC personnel
gather the surveys after they are {ilied out so no unit personnel ever
handle the surveys. The LIDC consultants analuyze the survey data, along
with other data from the consulting process. to provide feedbacl (o the
client organization. They then present this feedback in a collectiuve
form, breaking the information out by organizations within the client
unit. They provide this feedback to every work group within the
organization. Each supervisor receives a feedback package showing the
conbined results of what his or her subordinates feel. LHDC handles all
results in a confidential manner between LNMOC and the client commander.
For tiie interested reader, Short (1985) provides a detailed description of
the LNDC consulting program.

From an Rir Force-wide perspective, the ORP survey is not a random
sampling of Air Force bases. LHDC gives the survey at bases where the
client commander requests the LHOC consulting program. However, since the
survey is given as a ~ensus of the consulted organization, data gathered
ie representative of the organization (usually Rir Force wings). OQata
from numerous such organizational censuses comprise the LNOC data base.

These data represent a significant portion of the Air Force population,

Subjects

To examine the perceptions of Military Airlift Command (MAC) members,
resporses to the pre-intervention OAP (pre-0AP) were taken from the active
data base to form two independent groups: MAC and LMOC Data Base. The

HRC group conzists of officer, eniisted, and Department of the Rir Force

15
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civil service personnel. For this study the HRC group contains responses iﬁ
from all| personnel surveyed who indicated MAC as their major command. The %%
NAC sample represents 14 bases including 2 bases overseas. The Data Base gﬂ
Group consists of responses from al! remaining persornel in the aclive é%
file. The Data Base szample includes responses from 115 bases and f?
operating locations from 12 major commands and operating agencies. Table g%
| lists sample sizes, by personnel category, for these two groups. - g;
3

Table |

Sample Sizes of Comparison Groups ;;

Officers  Enlisted  Civilians o

MRC Gr-oup 752 5484 782 i

Data Base 11561 65063 23912 N

|
PR

The subjects within MAC perform a number of different jobs. The

.';..:'.':,‘—'.‘_ e

following excerpt from AU-23 (1985, p. 83), provides a brief overview of

MARC's mission, and consequently highlights some of the responsibilities of

R .‘:"-'.
a4, B
P30 DO

A

MAC personnel:

A

The Militaru Rirlift Command (MAC) is a specified command
of the Department of Defense (00D), o mGjor command of the Air
Force, and the Single Manager Operating Agency for airlift
service within the D0D.

As o specified command, MAC is responsible to the Joint
Chiefs of Staff for planning cnd performing airtift and special !E
operctions missions. The command provides airlift support as a e
specified command during evercises, crises, and wartime in
support of other unifieg and specified commands. fs a major -
command, HAC is responsible to the secretary of the Rir Force "
and the chief of staff, US Air Force, for organizing, training d
nnd equippin? forces to support 000 forces woridwide. It 'ﬁ
provides airlift services in peacetime in such a manrer as to

v v
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promote its wartime capabilily. Systems and seruices assigned
to MA. and under the direction of the chief of staff, US Air
Force, include: Rir lieother Seruice (AUS), combatl rescue,
Aerospace Rudiovisual Service (AAUS), ?6th Rirlift Uivision,
operational support airlift, and special aircrew training.

Procedures

Two separate examinations were conducted to analyze survey data fronm
these qroups. Examination 1, "Analysis of Demographic Information,” i:
provided to characterize the sample groups. Examination 2, "Comparison of
MAC Personnel to the LNDC Date Base," compares attitude scores ot the
groupz by personnel cateqory: HNAC officers versus other cfficers, NAC
enlisted members versus other enlisted members, and MAC civiliane versus
cther civilian personnel .

ihe numoer n shown throughout thic study is the total number of valid

responses in the pre-intervention data base for the variakle o key factor

being examined. Each examination was performed using udpropriate

statistical analysis procedures contained in the Statistical Fackage for

the Sccial Scienc e (SPSSX) User's Guide (1983).

Examination 1, Analysis of Demogrophic Inforsstion

For this analysis, |LNOC divided the data base into two groupe. The
firet group consicted of responses of those personnel who indicuted NMAC
vas their major command. HResponses irom all remaining personne! in the
data base made up the second group. This examinotion used the SPSSX
subprogram “Crosgstabs” to analyze the data.

tEramination 2, Comparison of NAC Perionnel to the Data Base

These analyses compared job attitugde responses of MAC personnel 1o
the data base by perczonnel cateqory, 1.e., officer, enlisted, and
civilian., Two-tailed t-tests were performed to dizcern any atiitudinal

differences between qroups within each perzonnel cateqory.,  The level of
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significance for all t-tests was alpha=.05. The .05 !evel of significance
obtained from the t-test evaluates whether there is o reliable statistical
difference between the two groups with at least a 95X confidence levei.

An F-test was used 'o test the assumption of equal variances. Hhere
appropriate, .-tests for unequal variance groups were used. These
procedures identified OAP attitudina! foctors for which NAC data varies
significently from the data base. Comparisons were made in four areas of
organizational functioning.

1. Hork Itself. This area deals with the task properties

)

(technologies) and enwironmental conditions of the job. It measures
perceptions cf task characteristics.

2. Job tarichment

Neasures the gegree to which the job itself is

interesting, meaningful, challenging, and responsible.

3. MHork Group Process. HRssesses the effectiveness of superuisors

and the process of accomplishing the work.

4. Hork Group Qutput. leoasures task performance, group development,
and effects of the work situation on qroup members. HRssesses perceptions
of quality and quantity of task performance. HAssesses pride and
satisfaction individuals have in their jobs. See fAprendix D for the
factors and variables that comprise these areas in the 0RP survey.

The next chapter presents the resuits of these demographic and

attitudinal compariscns,
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Chapter Four

RESULTS

This chapter presents the results of the statistical analyses
conducted on the ORP suruey responses comparing Hlilitary Airlift Cosmand
(HRC) with the remaining OAP data base. Results are presented in two
examinations, The first exomination looks ot demographic findings for HAC
personnel, compared to other personnel, who responded to the 0AP survey.
The second examination presents significant differences found between MAC
personnel and the data base in the attitudinal portion of the 0RP surucy.
Table 2 lists the significantiy different factors found in the comparison
of the two groups. Tables R-! through R-21, Rppendix R, provide a
conpiete report of demogrophic data. Tables B-1 through B-3, fippendix B,
list the complete results comparing NAC ond the data base on the I
attitudinal factors of the UAP survey. Finally, Tables B-4 and B-5,
Appendix B, report the responses to the curvey items comparing selected
factore found to have significant differences between the two comparisor

groups.

Examination 1, Analysis of Bemogrophic Information

0f the 732 NAC officers who responded to this survey, 67% are men and
13% are women. Of the 11,561 respondents in the other officer group, §8%
are male and 12X are female. The percentages for white officers (67%) and
biack officers (6%) are the same for both groups. In both groups, over

90% of the officers aurveyed have more than 8 years of service. Host HAC
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officer respondents have been in their present career fields for more than
16 months (74%). They have been at their present duty stations less than
36 months (88%) and in their current position less than 12 months (54X).
These percentages are slightly higher than for the other officer group.
The typical HAC officer is married (75X), and 45X of the spouses are
working. Hore than 35% of these NAC officers hold advanced degrees,
compared with 46% in the other officer group. Fifty-nine percent of MRC
officers and 55% of other officers are supervisors. OQuer S0X of HRC
officers and 52% of the other officers do not write pertormance reports.
Rated officers comprise 52% of HAC officer respondents, while only 35% of
the other officers are rated. Over 54% of the officers in both groups
indicate that they intend t» make the fir Force a career.

A total of 9,484 NAC and 65,063 other enlisted personnel participated
in the OAP survey. tn the NAC group, 13% of the enlisted respordents are
women. In the other enlisted group, 12X of the respondents are women. In
both groups 72% are white, 16% are black, and 5% are Hispanic. The
largest proportion of enlisted personnel in both groups are 21 to 25 years
old. In the MAC group, 42%, and in the other group, 43%, of enlisted
personne! have served less than 4 years. In both groups over 50X hauve
been at their present duty stations for less than 18 months. The typicai
NAC enlisted person is married (61%), and 61% of the spouses are employed.
Onty 3% of MAC enlisted respondents hold college degrees, compared with 4%
of the other enlisted respondents. Host of the enlisted personne! in both
groups are not supervisors (60%) and do not write performance reports
(66%). MHith MAC enlisted, 39% hove a strong career intent compared to 36%

of the other group.
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Of the ?82 HAC civilian personnel responding, 58X are women compared
with 40% of the 23,912 other civilian respondents. In the MAC group, 74%
are white and 16% are black. In the other civilian group 67% are white
and 9% are black. Twenty-four percent of NMAC civilions and 27% of other
civilians are more than 50 years old. in the MNAC group, 49X have more
than 12 years of service with 57X remaining at their present duty stations
over 36 months. The typical civilian emplogee is married (89X for NAC
civilians and 75% for the other group). Eighty-seven percent of HAC
civilian employees have less than a college degree, compared with only 76%
of other civilian respondents. Civilians who supervise other people

comprise 31% of the NAC group and 23X of the other civilian group.

Examination 2, Comparison of MAC Personnel to the Uata Base

This examination found significant attitudinal differences between
MARC personne! and the remaining personnel in the work itself, job
enrichment, work group process, and work group output areas of the ORP
survey. The following paragraphe provide a summary of the significantly
differert faoctore for each personnel cateqory. Table 2 presents the

stgnificant attitudinal differences for each personnei category.
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Table 2

Suamary Table of Factors and Significant Differences Between HAC
Personnel and Other Rir Force Personnel

Ufficer tnlisted Civilian

Fﬁﬁégr Grouo Heans* Heans* _Heans*

3 A CEEEEDA S, T WLV LSRR Y. T e

Job Performance NRC 5.02
Goals Other 4.85
: Task Characteristics NAC 5.08 5.46
' Other 5.03 5.31
Task Autonoay nAc 4.76
Other 4.58
g Hork Repetition HAC 4.41 5.02
. Other 4.30 4.64
) Desired Repetitive/ HAC 3.30
Easy Tasks Other 3.08
Job Related Training HAC 4.79
i Other 4.46
N JOB ENRICHNENT
N Skill Uoriety HAC 5.34
. Other 5.44
. Task Identity HAC 5.09 5.44
| Other 5.05 5.33
Task Signifionce HAC 5.77 5.94
Other 5.69 A
: Job Feedback MAC 9.26
§ Ot her 5.05
| Job Mot ivat ion HAC 147.09 .
. Index Other 130.70 e
- ¥ Heans are listed only if there is a significant difference between iﬁi
i the groups. o
o
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! "
" Officer  Entisted Civilian Ve
- ___Factor Group Neans _Heons fleans ;t"
N TIORK GROUP PROCESS o
- Hork Support HAC 4.50 4.08
. i Other 4.53 4.66 "
5
~ Hanagement / fAC 5.16 4.84 5.20 b
- Supervision Other 5.32 4.90 4.97 v
: Supervisory HAC 4,72 4.43 1.84 b
I Communications Climate Other 4.87 4.52 9.56 E
y N
- Organizationa! MAC 4.99 4.99 o
s Comaun.cations Climate Other 1.88 4.60 ol
’: WORK GROUF OUTPUT | cE
ﬁ Pride HAC 5.69 ' : .
Other 5.4 . : -
: Rduancement / HRC 3.91
i Recognition Other 3.8 5
= Hork Group fAC 5.75 E
! Effectiveness Other 5.63
L Job Related HAC 4.99 5.54 7
. Satisfaction Other 4.95 5.42 -
i General Organizational HAC 9.36 5.1 i
- Climate Other 4.4 4.7 g
v e
. * Hears are listed enly if there i3 a significant difference between N
[ the groups. v
L. NAC Officers versus Other Ofticers '!;
. This examination found that HAC offlicers have significant attltudinal
E difterences from other officers in the ORF survey areas of work itself,
job enrichment, and the work group process. Specifically, S out of the 21 ‘
factors compared were signiticantly different, with fiAC officers having
lower mean responses on 3 of these factors, See Table B-1,
In the area of work itself, HAC officers have a higher meun response “
3 than other officers for the ilork Repetition factor. This compariscen shouws ’_:‘_1
23 i
3
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i that HAC officers perceive their jobs as being more repetitive; they feel

that they more frequently perfors the same tasks, or face the same type of

. probleas on a regular basis more frequently thaon the data base officers.

. in job enrichment, where factors measure the degree to which the job

] itself is interesting, meaningful, challenging, and responsible, HAC i
l officer respondents report a tess fauorable attitude than other officer

respondents. In the Skill Variety factor, HAC officers express a slightly

less positive attitude.
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Hork group process Is the last area where NAC officers scores were

. significantly different from the other oificers' scores. In this area i
| HAC officers are significantly different on three of the four factors l
N shich measure the pattern of activity and interaction among group members.

NAC officers have less favorable perceptions in the Management and

| Supervision factor. They alsv are less positive about their Supervisory !
Communications Climate (which measures communication rapport with the
supervisor, a good working enviroraent, and how well performance is

i rewarded). However, MAC officers have a more positive attitude toward the !

Organizational Comsunications Climate.

Lane

NAC Enlisted Hembers versus Other Enlisted Hembers

These comparisons revealed significant differences between NHAC and l
other enlisted respondents’' attitudes on 8§ of the 21 OAP factore. H3C
enlisted members express more positive views on four of the eight
significantly different factors. See Table B-2. i

In the area of work itself, MHAC enlisted members feel better about .
the general task characteristics of their jobs. This factor has to do

with the task properties and environaental conditions of the job. |
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in the second area, job enrichment, [AC enlisted meabers express more
favorable perceptions than the other enlisted members. They rate their
Task Identity higher than the other enlisted personnel. HAC enlisted
sembers nlso express o eore positive attitude on the Task Significance
factor, which aeasures the impact their work has on others,

In the work group process area, HAC enlisted members express
significant differences in three of the four factors. They are less
positive in their perception of Hork Support (which measures the hindrance
of additional duties and details, inadequate tools, equipment, or work
space). They also report less positive feelings about Management and
Supervision and their Supervisory Communications Climate.

The last area where significant differences are noteworthy is in the
work group output area. HNAC enlisted meabere report o more positive
attitude on the Job Reiated Satisfaction factor. However, they indicate
that they are less satisfied with the General Organizational Climate.

NAC Civilions versus Other Civilians

As shown in Table B-3, there are significant differences between MAC
and other civilian respondents’' scores in 19 of the 21 factors. In a!l 19
cases MAC civilian personnel ‘s responses were higher than those of the
other civilian personnel,

This chapter examined selected demographic information for each
personnel category surveyed to highlight characteristics of the NAC survey
group. In addition, it identified the significant differences between MAC
personnel and data base personnel on each of the 21 factors in each
personne!| category. Chapter Five presents a discussion of possible

reasons for these results,
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Chapter Five

DISCUSS I ON
The purpose of this report, as stated in Chapter One, is to provide

MAC leaders feedback on job attitudes of personnel in their command. This
report compared the attitudes of HAC personne! against the remaining Air
Force personnel who completed the ORP suruey as part of LMOC's consulting
program. As noted in the literature revies, no related research was found
comparing the job attitudes of HAC personnel. The absence of research in
this area resulted in no hypothesis being foraed about any expected
outcome from the analysis conducted in this report.

R limitotion in conducting o study of this type is the difficulty in
draeing specific conclusions which can be turned into useful
reconmendations. The main difficulty is due to the diversity of the jobs
within MAC as illustrated in the HAC mission statement in Chapter Three.
In spite of this limitation, it was possible to identify statistically
significant differences between the attitudes of NMAC and other Rir Force
personnel. These differences allow the author to suggest possible
explanations, which warrant discussion.

This chapter presents a discussion of the significant results found
in the comparison of HAC and other Air Fcrce personnel’s job attitudes
identified by the OAP survey. The discussion focuses on the three
personnel categories surveyed: officer, enlisted, and civilian, The

discussion in each personne! category covers significant findings in the
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four main areas of the survey which are the work itself, job enrichment,

work group process, and work group output.

HAC Officers

fis noted in Chapter Four, NAC officers reported statistically

significant differences in only 5 of the 21 factors on the ORP survey. In
the area of work itself, MAC officers reported ditferences from the other
Rir Force officers on the Uork Repetition factor. |In this factor MAC
officers indicated a higher tendency to repeatedly perform the some tasks
and face the same problems 5n a regular basis (see Table B-1). Their mean
score (mean=4.41, where 4=to a moderate extent and 5=to a fairly large
extent) indicates that this repetition occurs quite often. This score
compared with their score on the Desired Repetitive/Easy Task factor
(mean=2.50, where 2=a slight amount and 3=a moderate amount) shows that
they perceive too much repetition.

In the area of job enrichment, NAC officers were significantiy
different and reported a less positive attitude on the Skill Uariety
factor. This factor measures the degree to which a ;ob requires a variety
of different tasks or activities in carrying out the work, involues the
use of a number of different skills and talents of the worker, and demands
skills valued by the worker. Uhile NAC officers reported a very positive
attitude about this factor (mean=5.34, where 5=to a fairly lrige extent
and 6=to a great extent) their mean score was lower than that of other Rir
Force officers. HMAC officers' perception of having more repetitive work,
as discussed previously, is most likely responsible for their having a

slightly lower response in the Skill Uariety factor. R possible reason
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for MAC ofiicers differing from other officers in these two factors may be
the organization and aission requiresents of HAC. MAC's organizational
structure [imits officers from perforaing duties outside of their
specialty. However, this cheracteristic is not limited to HAC and is very
likely a characteristic of other coamands. The process of operating or
supporting airlift missions follows a set sequence of events and s moi=
unigue to NAC. To accomplish the mission the HAC officer faces basically
the same challenges each day. Hith many missions operating each day the
required tasks, with their inevitable probiems, becomes repetitive. Since
MAC officers report a less positive attitude toward the Skill Uariety
factor compared to the other officers and rate the Hork Repetition factor
higher, this possibly suggests that facing repetitive problems is a
primary irritant. This may mean that the HAC organization does not
adequately identify these repetitive problems and implement solutions te
avoid their reoccurrence. Hhile both means are still fairly positive,
further examination into the repetitive problems NMAC officers face is
indicated.

The final area where any significant differences were shown by MAC
officers is in the work group process area. In this area NAC officers
indicate their immediate supervisors do not provide as much support and
feedback compared with the other RIr Force officers. In the flanagement/
Superuision factor, MAC officers are less positive than other Rir Force
officers in the ratings given their supervisors (see Table B-1 & B-4).
Their Job Performance Standards and Hork Procedures are not as highly
rated as those of the other officer group. This indicates a lower

perception of support, guidance received, and quality of supervision as
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camp=- ' *~ the other officers. MHhile the MAC sfficer mean score for this
rating is still fairly high (mean=5.16, where 3=slightly agree and
6=noderately agree) they scored lower than the other Air Force officers.
In the related factor of Supervisory Communications Climate, MAC officers
aiso reported a lower rating. In this factor they are much more neutral
in rating their supervisors than in the previous factor (mean=4.72,

4=neither agree nor disugree and S=slightly agree). Their overal! mean

factor score and individual variable mean scores (Table B-4) show that fh. -

supervisors are not provicging as good a working environment, they are lese
effective at establishing goals with subordinates, and they provide less
specific feedback to their subordinates. R possible explanction for this
is that MAC supervisors do not as routinely councel their subordinates.,
This leaves the subordinate with only their Officer Effectiveness Repart
as a gauge to their performance. In contrast to these results, NAC
officers rated their Organizational Communications Climate higher than did
the gther Air Force officers. This indicates a more open communications
environment in the guerall organization and that adequate information is
provided to do their job.

The examination of significant responses between MAC officers and the
other Air Force officers highlights two areas of difference. The first is
the perception that NAC officers haue concerning the repetitiveness aof
their work and the impact this may have on their Skill Ucriety score.
Second, examining the results of all three factors in the work group
precess area ndicate: that the immediate supervision of PAC officers is

rated lower than that of the other Air Force officers. The fact that MAC

officers express positive attitudes about their overall organizational

20



climate again directs attention toward the immediate supervisor. Hall and
Hilson's (1980) repcrt on the impact of leadership styl!c on career intent
supports the importance of good supervisory communications for improved

jub satisfaction and increasing retention rates.

IAC Enlisted

In general, NAC enlisted persownel express more positive attitudes
than the cother enlisted personne! in the areas of the work itself and job
enrichment. In these two areas, MAC scores on three related foctors were
significantly higher than those of the other enlisted personnel. These
factors were Task Characteristics, Task Identity, and Task Significance.
Based on the data from Table B-2, MAC enlisted persorinel appear to be
generally satisfied with the jobs they perform. The increased emphasis on
the importance of the airlift mission and the public attention received
over- the last several years may be partly responsible for their higher
responses.

Exomination of the attitudes of NAC enlisted personne! in the work
group process area shows that their attitudes closely parallel the
attitudes of NAC cfficers. The three mean factor scores found
significantly different from other enlisted personnel mean scores were in
Hork Support, Nanagement/Supervision, and Supervicory Communications
Climate. These differences show that NAC enlisted personnel also perceive
less supervisory support and feedback fram their immediate supervisors,
perhaps for the same reasons already mentioned for NMAC officers.

The responses from MAC enlisted personnel in the work group output

area are consistent with their attitudes in the three preuvicus areas. In
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this area MAC enlisted personnel expressed a more positive attitude {harn
the other Air Force enlisted personnel toward Job Related Satisfaction.

On the General Organizationa! Climate factor HAC eniisted personne!
expressed less positive ettitudes. The Job Related Satisfaction responses
support the mcre positive responses in the Task Characteristics, Task
Identity, and Task Significance factors. The less positive responses on
the Genera! Organizational C!imate factor support their lomer responses,
compared to the other Rir Force enltisted personnel, in the work group
process area. The fact that enlisted personnel are generally farther down
the chain of cemmand suggests that supervisors may not be passing on
organizational goals and information that they receive. The general
conclusion that can be drawn from these data is that, while NAC eniisted
personnel are happier with their jobs (because of the attention received)
than other Rir Force enlisted personnel, they are not as happy with the
support and feedback they receive from their immediate supervisors and

organization.

NAC Civilians

NRC civilian personnel had the most dromatic and unexpected results

of ail the comparisons. Their reporting statisticaiiy different attitudes
in 19 of the 21 factors examined was surprising, especially since on all
19 factors they reported a higher meon score than the other civilian
personnel., Ouverall this shows a significantliy higher level of job
zatisfaction compared to the other civilians. In spite of these very
positive resulte, NAC civilian personnel responses on two factors warrant

discussion,
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In the area of work itself, MAC civilian personnel report the highest
score for the Hork Repetition factor {(mean=5.02, where 3=to a fairly large
extent). In contrast, they only express a moderate desire for repetition
on the Desired Repetitive/Easy Task factor (mear=3.30, where 3=a moderate
amount and 4=a fairly farge amount). The comparison of these two facrors
suggesls an imbatance which could have a potential effect on their overall
job satistfaction in the future.

The final factor worth examining is the Advancement/ Recognition
factor in the work group output area. In this factor, although their
scores are higher than the other civilians, NAC civilian employees report
a fairly low awareness of opportunities for advancement, recognition, and
preparing for increased responsibility. This also suggests a possible
negative impact on their overali job satisfaction. These two factors

warrant additional study to determine their effects on NAC civilians' job

attitudes.
Thie chapter discussed the significant f “gs o1 the tnree
personnel categories examined. |t compared ti..  titudes of MAC personnel

arnd the remaining perscnnel in the ORF data base. The next chapter

zummarizes findings and presents recommendations for future action.
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Chapter 6

RECOMNENDAT 1 ONS

This chapter presents a summary of results and recommendations based
on the comparison of the responses of HAC personnel to those of other Rir
Force personnel who responded to LHOC's OAP survey. The complete results
of this comparison are in Appendices A and B; the questionnaire for the
ORP survey is in Appendix C; and the factors and variables guide to the
0RP is in fppendix D. The following paragraphs present a summary of the
results found.

This report found NAC officers have a higher perceived rate of Work
Repetition. R possibie cause for this was their having to deal with
repetitive problems more frequently than the other officers. These
perceptione may have an impact on their attitude toward Skill Uariety,
which they rated lower than the other Rir Force officers in the data base.
Rdditionally, NAC officers indicate a lese positive attitude toward the
support and feedback they receive from their ismediate supervisors. In
spite of their less favorable attitude toward their supervisors, HAC
officers still have a more positive attitude toward the organization as a
whole.

MAC enlisted personnel, overall, have the lowest job attitude ratings
of the three personnel categories. TRC enlisted personnel show a more
positive attitude than data bace en!isted perscnnel toward Job Related

Satisfaction. In contrast to their more positive attitude on Job Related
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Satisfaction they expressed a less positive attitude than the data base
toward their immediate supervisor's support and feedback. HAdditionally,
this less positive attitude also carries into their perceptions of their
organizations as a whole.

HRC civilian personnel reported the most surprising resuits. They
had statistically significantly more positive attitudes than data base
civilians in 19 of the 21 factors compared. Their results show
significantly more favorable job attitudes than the remaining Rir Force
civilian personnel. Two factors were identified for further attention.
The first was Hdork Repetition, where NMAC civilians reported they must
accompl ish repetitive tasks and face repetitive problems more often than
the other Alr Force civilians. This attitude, when compared to their only
moderate desire for repetitive work, could imply potential for reduced
overall job satisfaction. The second factor deserving attention was
Advancement /Recognit ion, where they expressed o lower aworeness than other
personnel categories of related opportunities for advancement.

Bosed on the results obtained from the ORP survey data the following
recommendat ions are propesed:

1. HAC should sponsor continued studies into the job attitudee of
their personnel. These studies should include a general examination of
command attitudes and specific examinations by job function. This would
allow MAC commanders to p npoint areas in need of change.

2. NAC commanders should stress increased communication between
supervisors and their subordinates. This communicution should include
periodic counseling to establish subordinate goals. Commanders should be

certain that this increased communications reaches the lowest levels of
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their command.

3. NAC should sponsor research into the effect work repetition has
on its civilian personnel's job aftitudes.

4. Researchers should conduct further studies to discover shy the
attitudes of MAC civilian personnei are such more positive than those of
the other civilian personne!. Examinations into why the pattern of MAC
civilion attitudes is s0 different from the patterns of NAC officers and

enlisted personnel should also be conducted.
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Table A-1

Number of Respondents by Personnel Category
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e

HAC Personnel Data Base

(r) (n)

Officer 752 11561
Enfisted 5464 65063
Civilians 7682 23912
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Table R-2

Sex by Personnel Category
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HAC Personnel Data Bose
Hale(X) Female(X) Male(X) Female(X)
n= 95722 1272 §1812 18364

Officer |
Enlisted 82.
Civilians
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Appendix f
Table A-3

Age by Personnel Category

NAC Personnel Data Base
0ff(%) Enl(X) Ciu(X) 0ff(%) Ent(X) Civ(x)

n= 152 5484 782 11561 65056 23906

17 to 20 Yrs 0.0 12.2 1.5 0.0 13.9 1.2

21 to 25 ¥rs  14.9  41.1 8.3 2.1 37.8 6.1

26 to 30 Yrs  34.4 20.5 11.8 27.5  19.4  10.5
31 to 35 ¥rs  21.1 143 14.3 236 14.5 144 i
36 to 40 Yrs  15.7 8.4 14.8 19.9 9.9  14.0 33
41 to 45 ¥rs 8.4 2.1 13.7 1.3 2.9 125 o
46 1o 50 ¥rs 3.3 0.4  11.3 3.5 0.7 14.1 AN
>S50 Years 2.1 04 24.3 2.1 0.7 27.1 X
Table A-4 N
Time in Air Force h
MAC Personnel Data Base ;22
0f1(%) Enl(®) Ciuv(X) OFF(%) Enl(X) Ciu(X) s
ne= 749 S467  SBO 11543 64693 21305 b
<1 9¥r 3.5 7.0 1.2 3.3 7.0 5.0 Y
 to 2 VYrs 6.7 11.3 7.4 5.3 12.1 5.0 -
2 to 3 Yrs 10.5  11.8 6.6 7.5 12.5 5.2 o
3 1o 4 Yrs 7S 1.8 5.9 7.0 113 4.9 iy
4 to B Yrs 2.2 23.2 1.6 21,5 203 11.8 )
B to 12 Vrs 6.0  12.8 12.4 16.2  12.9 12.5 iE
> 12 Years 33.6  22.1  49.(0 39.3  23.8  55.5 e~
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Appendix R
Table A-5

Manths in Present Career Field

HAC Personnel Data Base
0ff(X) Enl(%) Ciu(X) 0ff(X) Eni(X) Ciu(X)
n = 745 5456 152 11483 64681 23293
< 6 Mos 7.1 5.1 7.6 5.2 4.9 5.6
6 to 12 Mtos 8.3 7.0 10.1 7.7 8.1 7.2
12 to 18 Hos 10.2 .7 7.0 7.7 8.3 6.0
18 to 36 Hos 24.4 20.0 13.4 21.4 21.0 13.5
> 36 Months 49.9 60.2 61.8 56.0 57.7 67.7

Table A-6
Months at Present Duty Station

HMAC Personnel Data Base
06f(X) Eni(X) Ciu(X) Dff(X) Enl(X) Ciuv(X)
n= 749 5463 757 11927 64731 23368
< 6 Mos 15.6 16.2 5.5 13.7 15.3 6.3
6 to 12 Hos 16.6 18.2 10.3 16.6 18.6 7.8
12 to 18 Hos 17.6 16.3 7.5 16.1 16.1 6.2
18 to 36 Hos 381 32.9 19.9 35.8 32.1 15.0
> 36 Nonths 12.1 16.5 96.7 17.8 17.9 64.7

46

3
i

éﬁ
gﬁ
e
N
e
roe
b
b

-

- 4 PP L -. l.

U L

. cy e,
PR LR

S
Lt | U I

A

| LIS

1| AONTRING | AT




R
o:‘\4
Appendix A ot
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Table R-7 ’E
Months in Present Fosition :E::Z
(o
MAC Personnel Data Base {N
0ff(X) Enl(X) Civ(%) 0ff(%) Enl(X) Ciu(X) o
n= 51 5450 67 11516 64652 23510 v
< 6 Hos 2.8 26.9 126 6.1 21.8  14.0 R
6 to 12 Mos 5.2 23.1 17.2 4.8 24.2 147 o
12 to 18 Hos 16.4 16.6  11.7 17.0 16.3  10.2 -
18 to 36 Mos 4.2 24.2  17.9 24.8 22,6 19.7 o
> 36 Horths 55 9.1 40.5 2.2 9.2 414 o
E.
Table S
R-8 2
h:
Ethnic Group =
HAC Personnel Data Base E?,:“
DIE(X) Enl(%) Civ(%)  Off(X) Enl(®) Civ(x) e
n= 749 5444 TI0 11503 64603 23540 b
Amer Indian/Rlaskan 0.4 1.4 1.7 0.7 1.4 1.3 o
Rsian/Pacific Is. 1.3 1.9 2.6 1.5 2.0 2.8 E
Black 59 159  15.6 59 16.3 9.4 x
Hispanic 2.8 48 2.5 2.3 5.3 16.6 o
White 87.3 724 1.0 87.6 71.5  67.0 -
Other 2.3 3.6 3.6 21 35 2.9 ~y
_ E
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Table A-9 o

3

AJ

Marital Status v

MAC Personnel Data Base "

0ff(%) Enl(X) Civ(8)  Off(X) Eni(X) Ciu(X) o

n= 152 5467 780 11550 64952 23840 =

Not Married 23.3  37.4 6.3 20,9 35.4  18.7 k.
Married 5.0 606  19.6 7.5 62.3  15.2 O
Single Parent Y 2.0 4 1.6 23 6.1 =
E

Table A-10 i

Y

S

Spouse Employment Status: MAC E

'.:d:

Geographically Separated Hot Geo. Separated

0ff(%) Enl(X) Ciu(X)  Off{%X) Eni(X) Civ(X) ii

n = 18 288 53 546 3026 566 o

Civ. Employed 61.1  55.2 69.6 31.5  41.9  41.2 i
Not Eaployed 16.7 253  13.2 5.7 40.4  22.1 ks
Hilitary Hember 22,2 19.4 17.0 12.8  17.7  36.1 L
o

E

N

l."i

S

N

L
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Appendix A
Table A-11
Spouse Employment Status: Data Base
Geographically Separated Not Geo. Separated
0ff(X) Enl(X) Ciu(X) 0ff(X) Enl(X) Civ(X)
n = 400 3215 1016 8556 3728t 16918
Civ. Employed 59.0 58.9 69.1 4.6 316 54.6
Not Employed 20,2 26.5 17.9 50,0 48.5  34.7
flilitary Hember 20.8 14.6 13.0 8.3 13.9 10.8
Table R-12
Educational Level
HAC Personnel Data Base

0ff(X) Ent(X) Civ(X)  Off(X) Eni(X) Ciu(X)
n = 750 5465 g 11531 64821 23567
Nori HS Grad 0.1 0.6 6.6 0.0 0.8 5.4
HS Grad or GED 0.0 48.1 36.4 0.2 449 28.7
¢ 2 ¥re College 0.3 34.6 23.2 0.3 346 23.9
> 2 Yrs Lol lege 0.7 13.9 19.1 1.4 16.0 18.3
Bachelors Degree 63.2 2.9 9.1 52.3 3.2 15.4
Masters Degree 31.2 0.4 3.4 37.6 0.5 [
Doctoral Degree 4.5 0.0 0.3 8.1 0.0 1.1
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Rppendix A

Y
L
Table R-13 ;é
a -

:’:-'
Professional hilitary Education Q-
-
=~
MAC Perscnnel Data Base ﬁ
0ff(%) Enl(X) Ciu(X) 0ff(%) Eni(%) Ciuv(X) o
n= 750 5463 777 11547 64916 23783 '[:g
k:
None 5.5 292 3.0 342 3.8 78.7 3
Phase 1 or 2 1.7 32.1 11.8 1.0 29.7 7.4 =
Phase 3 1.7 20.9 3.2 1.2 18.6 3.3 5
Phase 4 1.2 10.4 4.0 0.9 11.6 2.8 o
SHCOA-Phase S 0.0 4.4 3.1 0.2 4.9 2.0 i
S0S 26.5 0.1 1.2 26.8 0.2 1.1 v}
Int Suc School 22.9 2.8 3.0 23.4 2.9 3.4 1;
Sen Suc School 10.4 0.1 0.8 12.4 0.1 1.3 r
k.

Table A-14
Number People Directly Supervised i
"
NAC Personnel Data Base cL
0ff(%) Enl(%) CLCiu(X)  Off(%) Enl(X) Ciuv(X) -
n = 148 S017 172 11507 58992 23798 ﬁ
None 5.2 0.0 13.6 5.5 0.0 17.5 :
| Person 36.1 99.5 55.2 39.2 60.3 S50.7 e
2 People 5.2 1.9 3.6 6.9 7.6 2.4 i
3 People 6.0 1.0 5.4 6.0 7.2 2.0 -
1 Peuple 9.2 5.7 3.6 7.5 5.5 2.2 }
9 People 11.8 6.5 5.8 13.1 7.6 4.4 %
6 to § People 9.1 9.1 5.2 9.6 4.7 .7 -
9 or 7 Feople 7.4 6.4 1.4 2.2 6.8 101 "
R = N :
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Table A-15

Appendix A

Number People for whom Respondent Writes APR/0ER/Appraisal

MAC Personnel Data Base
0ff(%) Eni(X) Civ(X) 0ff(%) Enl(X) Civ(X)
n 748 5455 779 11933 64858 23840
None 50.3 66.0 6.3 91.5% 66.6 78.9
{ Person 12.0 9.5 3.1 9.0 8.5 2.1
2 People 6.3 8.0 4.1 1.0 7.8 1.8
3 People 1.8 6.5 3.0 7.1 5.6 2.0
4 to S People 12.0 7.3 5.4 11.3 7.0 3.8
6 to 8 People 7.6 2.2 4.4 8.5 2.5 3.1
9 or > People 4.0 0.5 3.9 5.9 2.1 8.3
Table R-16
Supervisor Writes Respondent's APR/0DER/Appraisal
HAC Personnel Datn Base
0ff(X) Eni(X) Civ(X) 0ff(%x) Enl(X) Civ(X)
n 740 5411 750 11385 64102 23085
Yes 65.5 65.6 83.1 78.3 70.7 77.7
No 25.8 23.6 8.1 13.5 18.3 9.6
Not Sure 8.6 10.8 8.8 8.3 11.0 12.8
51
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Appendix A

Table A-17

Work Schedule

04f(X) Eni(X) Civ(X)

HAC Personnel

0ff(X) Enl(X) Civ(X)

Data Base

n= 747 5416 7170 11440 64430 23364
Day shift 16.71 53.1 84.3 60.2 60.7 88.1
Scing Shift 0.3 8.3 3.0 0.2 7.3 3.2
n. shift c.1 5.1 0.5 0.1 2.8 0.8
Rotating Shifts 5.6 16.5 6.6 4.7 133 1.5
Irreguiar Schedule 9.6 9.7 4.9 12,17 12.5 2.2
AR lot TOY/On-call 12.0 3.8 0.4 .9 2.4 0.9
Crew Schedule 25.6 3.6 0.3 14.3 1.1 0.3
Table A-18
Supervisor Holds Group Meetings
1AC Personnel Data Base

0ff(X) Enl(X) Civ(X) Ofi(X) Enl(X) Ciu(X)

n= 738 5398 m 11426 64004 23522

Never 8.3 19.1 14.3 6.5 16.2 9.9
Occasionally 22.4 36.8 34.9 23.0  33.5 34.7
Monthly 13.1 5.4 12.7 13.6 9.u 18.9
Heekly 39.7 246 32.0 2.5 21,6  30.2
Daily 14.4 12.4 4.4 12.2 1.4 4.9
Continousiy 2 1.8 1.7 2.1 2.2 1.8

52
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Rppendix A

Table R-19

Supervisor Holds Group Meetings to Solve Problems

MAC Personnel Data Base
0ff(%) Enl(X) Civ(X) 0ff(X) Enl(X) Ciuv(X)
n = 735 5374 764 11364 635686 23196

Never i7.8 28.2 20.5 15.1 24.7 24.3
Occasional ly 47.1 40.1 42.8 2.3 39.8 41.8
Half the Tiee 20.1 15.3 16.4 22.0 16.8 15.3
filways 15.9 16.5 20.3 20.5 16.7 15.5
Table R-20
Aetonautical Reting and Current Status
NRE_FE:;&;HEF—. Dot a Base
0f4L(%) tni k) REE(X) gni(x)
no= 750 5456 11393 63799
Honrated, not on aircrew 47.3 05 .4 62.2 91.0
Nonrated, now on aircrew 0.8 5.6 2.5 1.8
Rated, in crew/ops job 42.4 i.B 25.9 1.6
Rated, in support job 9.5 1.2 9.4 5.0
54
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M ]
i Table A-21 A
, Career intent E
! ;
: )
i {IRC Personnel Data Base
’ 01f(X) Enl(X) Civ(X) 0ff(X) Enl(X) Civ(X) "
- na 750 5459 550 11494 64688 20645 ¥
’
g
i Retire 12 Mos 25 23 1.3 35 3.2 6.3 i
: Career S51.2  36.9 50.0 St.2  34.7 S51.4 :
; Likely Career 4.1 19.4  20.2 2.3 187 235 ¢
: Haybe Career 149 205 149 15.0 206 12.6 v
i Likely Separate 5.6 13.0 3.9 5.0 13.7 3.4 ’
: Separate 1.6 8.0 2.2 3.0 9.1 2.8 :
: :
| |
:
| |
I |
i |
. .
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Appendix B ::
»

Al

Table B8-1 &

"

MAC Officers vs. Other Officers b

.;:

THE WORK |TSELF ’E

Factor Hean SD df? [} 5

Job Performance Goals 843 1.76 . i::
HAC Officers 4.78 0.93 2
Other Officers 4.72 0.99 i
Task Characteristics 11897 0.15 -
MHAC Officers 5.35 0.92 -
Other Officers 3.34 0.95 o
Task Rutonomy 11930 0.32 =
HAC Of ficens 4.57 1.32 K
Other Officers 4.55 1.36 -
Hork Repet it ion 12111 2.14% é';l
NAC Officers 4. 41 1,34 -
Other Officers 4.30 1.36 i
Jesired Repetitive/ o
lasy Tasks 11748 0.67 o
MAC Officers 2.50 1.07 ‘A
Other Officers 2.47 1.0 2
Job Related Training 9592 .89 ]
NAC Officers 4.80 1.47 he
Other Officers 4.68 1.48 ~
;

b

¥p<.05.  *fpl 01, *%%pc 001,
[

% Approximate degrees of freedom are given when t-test for groups ¢
with unequa!l variances is used. I
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Appendix B ]

Table B-1 (Continued) 4

&

MAC Officers vs. Other Officers g

e

JOB ENRICHNENT ﬂ

o

Factor flean SD df® t gi

Skill Uariety 12193 -2.06° -

MAC Officers 5.34 1.29 s

Other Officers 5.44 1.28 ;

Task Identity 12158 0.32 %

MAC Officers 5.23 1.21 -

Other Officers 9.22 .21 3;

Task Significance 12209 1.60 -

MAC Officers 5.86 1.20 W

Other Offlicers 5.79 1.26 -

Job Feedback 12179 1.02 ;”;
HARC Officers 4,93 1.16

Other Officers 4.88 1.16 ;5

b,

Need for Enrichment 11904 -1.35 ,

HAC Officers 6.05 0.86 Lo

Other 0fficers 6.09 0.67 fa

Job Mot ivat ion Index (1138 -0.12 %

MAC Officers 125.97 65.10 -

Other Officers 126.30 67.54 .

¥p<, 05,  *¥p< 01, *Expc 001, _,

9 Approximate degrees of freedom ecre given when t-test for groups
with unequal variances is used.
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Appendix B
Table B-1 (Cont inued)

NAC Officers us. Other Officers

HORK GROUP PROCESS

Factor fean S0 df9 t

Hork Support 11739 0.27
HARC Officers 4.57 1.13 »
Other Officers 4.56 1.09 -
Hanagement /Supervision 11502 -3.20%+ .
MAC Officers 5.16 1.40 'E
Other Officers 5.32 1.34 -
Supervisory ﬁ
Coamunications Climate 783 -2.68%x o
MAC Officers 4.1 .49 3
Other Officers 4.8¢ 1.41 v
N
Organizat ional ¥
Communications Climate 11341 2.24* i
MAC Officers 4.99 1.23 i
Other Officers 4.86 1.26 -
‘
'
*p< . 05, 250,01, »*XpC (01, ;
9 Approximate degrees of freedom are given when t-test for groups i
with unequal variances is usad. it
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Rppendix B
Table B-1 (Continued)
MARC Officers vs. Other Gfficers
UORK GROUP OUTPUT
Factor Mean SO df 1
Pride 851 1.46
NAC Officers 5.54 1.32
Other Officers S.47 1.40
Rdvancement /Recogniticn 11660 1.65
MAC Officers 4.65 1.18
Other Officers 4.57 1.19
Hork Group Effectiveness 11760 -1.35
MAC Officers 5.72 1.10
Other Officers 5.78 1.08
Job Related Satisfaction 10988 1.38
MAC Officers 5.42 1.10
Other Gfficers 5.36 1.09
Ceneral
Organizational Climote 11422 1.86
MRC Officers 5.29 1.¢¢
Other Officers 5.20 1.25

*p<. 05, x¥p<. 01, ¥¥%p< 001,

O Approximate degrees of freedom are given when t-test for groups
with unequal variances

is used.
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Rppendix B f:i
Table B-2 R
MAC Enlisted vs. Other Enlisted :i
W)
,:h
THE WORK 1TSELF Ei
Factor Hean SD df° L >
Job Perforeance Goals 67874 1.25 3
MAC Enlisted 4.75 0.98 ik
Other Enlisted 4.74 0.96 E
Task Characteristics 6219 2.96%*
MAC Enlisted 5.08 0.97 %
Other Enlisted 5.03 1.01 E
Task Autonomy 6206 1.45 -
HAC Enlisted 3.86 1.37 =z
Other Enlisted 3.83 1.42 E
Uork Repetition 69361 -0.28 o4
MAC Enlisted 5.13 1,36 N
Other Enlisted 5.14 1.3 t\
N
Oesired Repetitive/ 7
Easy Tasks 68091 0.45 -_Zj
HAC Enlisted 3.23 1.49 ”
Other Enlisted 3.22 1.42 *&
Job Related Training 66372 -0.47 -
MAC Enlisted 9.47 1.61 §
Other Enlisted 4.48 1.56
i
¥ 05, ¥¥pC.01. *xxp< 001,
% fApproximate degrees of freedom are given when t-iest for groups i
with unequal variances i3 used. B
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Appendix B
Table B-2 (Continued)
HAC Enlisted vs. Other Enlisted
JOB ENRICHRENT
Factor Hean S0 df® [}
Skill Variety 6369 1.49
HARC Enlisted 4.63 1.43
Other Enlisted 4.56 1.46
Task ldentity 6408 2.31*
NARC Enlisted 5.09 1.22
Other Enlisted 5.05 1.25
Task Significance 6460 4.28%%x
MAC Eniisted 5.7 1.27
Other Enlisted 5.69 .31
Job Feedback 69610 1.77
HAC Enlisted 4.79 1.29
Cther Enlisted 4.76 1.29
Need for Enrichment 67626 -1.49
MAC Enlisted 5.45 1.24
Other Enlisted 5.46 1.24
Job Motivation Index 5813 0.86
MAC Enlisted 101.18 61.04
Other Enlisted 100.39 63.08

*p<.05.  **p<.01,  *rxpC. 001,

9 fApproximate degrees of freedom are given when {-test for groups
with unequa! variances is used.
61

.:’.
£

M-

&
>

A NP B

- A

X

RV IR, | - 3rX

- v o v, L R A A
- .?4-':’) TN "- LR 'A"m‘l') et

R P AARTI N PSP

S c O amc,t T T




H
o
ARppendix B b,
. N2
Table B-2 (Continued) wi
MAC Enlisted vs. Other Enlisted :iq
2
WORK GROUP PROCESS §
Factor fMlean S0 df° 1 @
NG
Hork Support 67816 217 o
fIAC Enlisted 4.50 1.12 N
Other Enlisted 4.53 1,12 -
Hanagement /Supervision 65803 -2.53% E?
MAC Enlisted 4.84 1.60 v
Other Enlisted 4.90 1.57 =
Supervisory ‘:
Communications Climate 66055 =3.72%xx
HAC Enlisted 4.43 1.66
Other Enlisted 4.92 1.63
Orqanizat ional
Communicctions Climate 64627 0.02
NAC enlisted 4.38 1.30
Other Eniisted 4.38 1.32 o
o
%
(
K
=
¥p<.05.  ¥ApC.01.  KeRpC 001, 2
@ Approximate degrees of freedom are given when L-test for groups e
with unequal variances is used. =
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Table B-2 (Cont inued)

MAC Enlisted vs. Other Enlisted

Rppendix B

HORK GROUP OUTPUT

Factor Hean Sh df° t
Pride 69168 1.08
HAC Enlisted 4.93 .64
Other Enltisted 4.90 65
Advancement /Recognit ion 66891 0.50
MRC Enlisted 4.27 18
Other Enlisted 4.26 .20
Hork Group Effectiveness 66989 -1.56
MAC Enlisted 5.44 .26
Other Enlisted 5.47 .24
Job Related Satisfaction 5592 1.98%
MAC Cniisted 4.99 19
Other Enlisted 4.95 .22
Hbeneral
Organizational Climate 64561 -2.20*
NAC Enlisted 4.36 .38
Other Enlisted 4.41 .40

£pC. 05, *kpC 01, RREpCLO01.

@ Approximate degrees of freedom are given when t-test for gre
with unequal variances is used.
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Appendix B
Table B-3
HAC Civilians vs. Other Civilians
THE UORK ITSELF
Factor fean S0 df° L
Jcb Performance Goals 23491 4.57%%x
IMAC Civilians 5.02 0.98
Otiwer Civilians 4.85 1.00
Task Characteristics 23213 4.20%%»
MAC Civilians 5.46 0.92
Otker Civilians 5.31 06.95
Task Rutonomy 23681 3.70%%x
HAC Civilians 4.76 1.36
Other Civilians 4.58 1.39
Hork Repetition 24189 1,35%%x
HAC Civilians 5.02 1.38
Other Civilians 4.64 1.43
Desired Repetitive/
Easy Tasks 23647 4,10%%%
HAC Civilians 3.30 1,45
Other Civilians 3.08 1.39
Job Related Training 21958 4.93%xx
MRC Civilions 4.79 i,54
Other Civilians 4.46 1.68

*p<. 05, **pC. 01, *x*pc Q01

@ fipproximate degrees of freedom are given when t-test for groups

with unequal wariances is used.
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Appendix B

Table B-3 (Continued)

LR e

HAC Civilians vs., Qther Civilians

JOB EHRICHNENT

Factor Mean Sp d{° i

l Skill Uariety 24147 -0.60 L&
: HAC Civilians 5.05 1.35 %,
g Other Civilians 5.08 1.37 T
o
'S )
I Task Ident ity 24206 2.46% o2
: MRC Civilians 5. 44 1.14 ggi
- Other Civilians 5.33 117 521
- =
= Task Significance 24259 5.02%xx 35}
! HAC Civilians 5.94 1,22 K,
- Other Civilians 5.71 1.26 3
- "*I
N w3
- Job Feedback 24260 4.54%%x ;-:-:,
] HRC Civilians 5.26 1.26 '
e Other Civilions 5.05 1.27 i
N Need for Enricheent 778 0.22 i
¥ MAC Civilians 5.7%¢ 1.25 L
N Other Civilians 5.70 1.18 b
;Q Job Hotivation Index 21689 5.99%%x 3?
- MAC Civilians 147.09 ?2.95 5

Other Civilians 130.70 10.26 | i

$p<.05.  *xpC, Q). *&spC 001,

9 Approximate degrees of freedom are given when t-test for groups
with unequal variances is used.
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Appendix B
. ;
Tabte 8-3 (Continued) ;
3 ' MAC Civilions vs. Other Civilinns E
; _— |
E UORK GROUP PROCESS !
5 Factor Hean o d{@ t
:? Hork Support - 23460 5. 31%%kx
. MAC Civilians 4.66 111
! Other Civilians 1.66 .1
-
-
t Nanagement /Superuvisgion 22834 3.65%%¥
L. NAC Civilians 5.20 1.65
E Other Civiliang 4.97 1.64
E Supervisory
v Communications Climate 22736 4, 33%xx
’ NMAC Civilians 4.64 1.71
Other Civilians 4.56 1.71
: Organizational
Communications Climate 2235% 1. 29%%x
NAC Civilians 4.99 1.34
Other Civilians 4.60 1.41
¥p<, 0%, ¥¥pc.01, wxxg (01,

9 Approximate degrees of freedom are given when L-test for groups
: with unegual voriances is used.
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Appendix B
Table B-3 (Continued)

HAC Civilians vs. Gther Civiiians

UORK GROUP OUTPUT

Factor Hean SD dff t
Pride 820 5.50%%%
fIRC Civilians 5.69 1.36
Other Civilians 5.4 1.45
Rdvancerent /Recognition 22528 2.30*
MAC Civilians 3.91 1.34
Other Civilians 3.79 1,34
Perceiuved Productivity 23357 2.52%
fIHC Civilians 5.79 1,28
Other Civilians 5.63 1.25
Job Related Satisfaction 21963 2.87%*
MAC Civilians 5.54 1.08
Other Civilians S.42 .08
General -
Crganizational Climate 22298 b.29%%* .
NAC Civiliag..s 5.1 137 Eﬁ
Otherr Civiliang 4,77 1.39 ;;
——— e
¥
0
< 0S5, ¥ 01, xxxpc (01, ﬁj

9 Hpproximate degrees of freedom are given when t-test for groupz
with unequal variances is used.
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Appendix B
Table B-4 :
E,
MAC Officers vs. Other Officers ,t}
" N
" \
; NANRGENENT /SUPERVISION FACTOR
2 Uariable Hean S df° L 23
= £
" U404 12085 -1.%0 ﬁ:
I' HAC Officers 5.15 1.69 E
b Other Officers 5.25 1.64 :l
- ;.:\_
o U403 12125 -1.76 R
N HRC Officers 5.65 1.46
. Other Officers 5.7 1.41
A U410 825 -2.96%*
It NAC Officers 9.36 1.64
" Other Officers 5.5¢4 1.56
- Ue1 1 622 -3.18%x
i MRC Officers 1.97 1.86
Other Officers 5.19 1.76
- U412 825 -3.20%* o
- MAC Officers 4.92 1.69 e
- Other Officers 5.13 1.59 0%
. U413 12131 -3.006%* “
b MAC Officers 5.06 1.73 2
i Other Officers 5.25 1.67 :‘__j.:
U445 12074 -3.44%r o
MAC Officers 4.59 1,70 B
Other Offlcers 4.01 1.68
U416 12105 -1.64 -
MAC Officers S.46 1.65 o
Other Officers 5.56 1.60 Coon
w
$p<.05.  ¥4p<.01.  *¥pc 001, i:
% fpproximate degrees of freedos are given when t-test for groups é
vith unequal variances is used. ~-
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! Table B-4 (Cont inued)
E HAC Officers us. Other Officers
)
' . SUPERVISORY COMNUNICATIONS CLINATE FRCTOR
¢
;_
: Uariable fean S0 df° -t
| U426 829 -7.32%%«
< MRC Officers 5.26 1.69
: Other Officers 5.54 1.58
- U428 12042 -2.36* v
~ NAC Gfficers 4.83 1.73 D
i Other 0fficers 4.96 1.66 e
: U431 12034 -2.75% -
5 MAC Officers 4.43 1.77 o
- Other Officers 4.61 1.70 1L
i Y433 12099 -2.26%
“ NRC Officers 4.89 1.81 P
Othe~ Dfficers S.04 1,75 B
N U435 12060 -2.95%% ¥
. MRC Officers 4.5 1.70 )
! Other Officers 4.73 1.63 i
- U436 11794 0.40 7
o MAC Dfficers 4.91 1.68
- Dther Officers 4.89 1.65
M U437 12016 -1.97% K
- MAC Officers 4.49 1.84 -
. Other Officers 4.62 1.78 e
- U442 12068 -2.69% T
ke HAC Officers 4.29 1.85 S
< Other Officers 4.48 1.60 |
r:‘ ':tl'
s =
‘ ¥p<. 05, *¥xp<. 01, *exp< 001, '
%
Y Approximate degrees of freedom are given when t-test for groups t
with unequal variances is used.
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Rppendix B
Table B8-4 (Cont inued)

HAC Officers vs. Other Officers

ORGANTZATIONAL CONNUNICARTIONS CLINATE FACTOR

Uariable Hean SD df° t

U300 12047 - 0.8%
MAC Officers 4.66 1.67
Other Officers 4.61 1.65

U301 12065 1.76
NAC Officers 4.69 1.64
Other Officers 4.58 1.65

U302 12136 2.10%
HAC Officers 4.91 1.50
Other Officers 4.79 1.56

U303 12106 3.37%%
HAC Officers 5.44 1.48
Other Officers 5.24 1,54

U304 12114 0.36
fMAC Officers 4.72 1,73
Other Officers 4.70 1.70

V309 12206 1.71
MAC Officers 14.91 1.66
Other Officers 4.80 1.67

34 12198 1.46
HAC Officers 5.04 1.64
Other Officers 4.95 1.68

u3te? 12145 1.18
MAC Officers 5.32 1.46
Other Officers 5.26 1.45

U318 12167 1.66
HAC Officers 5.07 1.50
Other Officers 4.98 1.50

< 05, ¥¥xpC 01, *¥xp<, 001,

@ fpproximate degrees of freedom are given when t-test for groups
with unequal variances is used.
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Appendix B
Table B-S
HAC Enlisted vs. Other Enlisted
UORK SUPPORT FRCTOR
Uariable fean S0 gf° t

U206 69260 1.49

MAC Enlisted 3.76 1.84

Other Enlisted 3.12 1.83
V207 69265 -2.62%%

MRC Enlisted 4.65 1.53

Other Eniisted 4.7 1.92
U208 69745 -0.65

NAC Enlisted 4.60 1.63

Other Enlisted 4.62 1.63

%<, 05, *%p<.01.  *%%pc 001 .

9 Approxiuate degrees of freedom are given when t-test for groups
with unequal variances is used.
71
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Appendix B
Table B-S (Continued)

HAC Enlisted vs. Other Eniisted

NANRGENENT/SUPERUISION FACTOR

Uariable Hean S0 gf° 3

U404 69380 -0.88
HAC Enlisted 4,75 1.91
Other Enlisted 4.77 1.87

U405 69544 -3.24%¢
HAC Enlisted 5.13 1.73
Other Entisted 5.20 1.71

U410 69451 -3.16%**
HAC Enlisted S.01 1.87
Other Enlisted 5.09 1.63

U411 69451 -2.56%
MAC Enlisted 1.69 2.00
Other Enllisted 4.76 1.98

U412 69700 -1.01
MAC Enlisted 4.79 1.83
Other Enllisted 4.91 1.61

U413 6321 -2.25*%
MAC Enlisted 4.9) 1.88
Other Enlisted 4.97 1.04

U445 69474 -2.01%*
MAC Enlisted 4.54 1.89
Other Enlisted 4.6) 1.66

U416 69492 -1.48
HARC Enlisted 4.85 1.96
Other Enlisted 4.89 1.94

*p<.05.  *%pC.01.  *%%pC 001,

9 fipproximate degrees of freedos are given when {-test for groups
wilh unequal variances is used.
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Rppendix B
Table B-5 (Cont inued)
NAC Eniisted vs. Other Enlisted
SUPERUISQR? CONMUNICATIONS CLINMATE FACTOR
Uariable fean S0 df9 t
U426 69699 -3,01*%%x
NAC Enlisted 4.79 .94
Other En!isted 4.90 .91
U428 69536 -2.60%*
NARC Enlisted 4.42 .90
Other Enlisted 4.50 .88
U431 69497 -4, 20%*%
MAC Enlisted 4.08 .87
Other Enlisted 4.19 .87
U433 69561 -4, 42%*»
HAC Enlisted 4.53 .03
Other Entisted 4.66 .99
U435 69564 -3.65%*x
MAC Enlisted 4.36 .85
Other Enlisted 4.45 1.82
U436 69269 -0.89
HAC Enlisted 4.65 .87
Other Entlisted 4.67 .86
U437 69396 -3.35%¢
MAC Enlisted 4.29 .99
Other Enlisted 4.39 .97
U442 69483 -3.60%*x
NMAC Enlisted 4.25 .99
Other Enlisted 4.35 .96
¥pC 05, ¥kp< 01, *xkpC 001,

9 Approximate degrees of freedom are given when t-test for groups
wvith unequal variances is used.
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APPENDIX C
ORGANIZRTIONAL ASSESSHENT PRCKAGE SURUEY
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Organizational Assessment Package
PRIVACY ACT STATEMENT
In accordance with D.0.0. Directive 5400.11, Personal Privacy and Rights of
Individuals Regarding Their Personnel Records, the following information

about this survey is provided:

a, Authority: 10 U.S.C., 131,

b. Principal Purpose: The survey is being conducted to assess your
organization from a leadership and management perspective,

c. Routine Uses: Information provided by respondents will be tre-ted
confidentially. The averaged data will be used for organizatfonal st. jth
and weakness identification and research and development purposes.

d. Particigation: Response to this survey is voluntary., Your coopera-
tion in this effort 1s appreciated,

[PLEASE DO WOT TEAR, MARK ON, OR OTHERWISE DAMAGE THIS BOOKLET]
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SCN 84-96
Expires 31 Dec 85

GENERAL INFORMATION

The leaders of your organization are genuinely interested in improving the
nverail conditions within their areas of responsibility, Providing a more
satisfying Afr Force way of life and increasing organizational effectiveness
are also goals, One method of reacning these goals 1s by continual refine-
ment of the management processes of the Air force, Areas of concern include
job related issues such as leadership and management; training and utiliza-
tion; motivation of and concern for people; and the communication process.

This survey is intended to provide a means of identifying areas within your
organization needing the greatest emphasis in the immediate future. You will
be asked questions about your job, work group, supervisor, and organization,
For the results to be useful, tt is impurtant that you respond to each state-~
ment thoughtfully, hcnestily, and as frankly as possibie. Remember, this is
not a test, there are no rignt or wronwy respenses,

Your completed response sheet will be processed by automated equipment, and
be summarized in statisticai form, Your individual response will remain con-
fidential, as it will be combined with the responses of many other persons,
and used for organizaticnal feedhack and possibly Air Force wide studies,

KEY WORDS
The following should be conciucered as key words tnroughout the survey:

-- Supervisor: The person wnc givas you your day-to-day guidance in
acconpiishing your job,

-- Work Group: All persuns who work for the same supervisor that you
do.

-- Qrganization: Your 5quadron, However, if you work in staff/sveport
agencies, the division or denputate would be your
organization,
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INSTRUCTIONS 4

NS

N

1. All statements may be answered by -filling in the appropriate spaces on ?gi
the response sheet provided. If you do not find a response that fits your DY/
case exactly, use the one that is the closest to the way you feel. !E;

'.l

2. Be sure that you have completed Section 1 of the response sheet, as
instructed by the survey administrator, before beginning Section 2.

-
S,

”

! 3. Please use the pencil provided, and observe the fol owing:

I

--Make heavy black marks that fill the cnaces.

--Erase cleanly any responses you wish to change,

TSI T,
’

~-Make no stray markings of any kind on the response sheet, li
--Do not staple, fold or tear the response sheet, i;
--Do not make any markings on the survev booklet, ii
4., The response sheet has a 0-7 scale. The survey statements normally ES
require a 1-7 response. Use the zaro (0) response only {f the statement ﬁﬁ

truly does not apply to your situatton, Statements are responded to by

marking the appropriate space on the response she2t as in the following
example:

Using the scale below, evaluate the cample statement.

1 = Strongly disagree 5 = Slightly agree

2 = Moderately disagree 6 = Moderately agree
3 = Slightly disagree 7 = Strongly agree

4 = Neither agree nor disagree

Sample Statement, The information your work group receives from other work
groups 1s helpful.

L B ST

If you moderately agree with the sample statement, you would blacken “.ne oval
(6) on the response sheet.

¢
2 a

NA
Sample Response: (0) (1) (2) () (4* (3) (6) (7)

R ATV

. When you have completed the survey, please tut~ in the survey materials
as instructed in tne introcuction.

R
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This section of the survey concerns your background., The information
requested is to insure that the groups you belong to are accurately repre-
sented and not to fdentify you as an individual, Please use the separate
response sheet and darken the oval which corresponds 10 your response to each

question,

1. Total years in the Air Force:

10
2.
30
4.
5.
6.
70

2. Total months in present career field,

3. Total months at this station:

-

-

N B W
L]

4, Total months in present position:

i,
<o

-

4,

5,

be
70

Less
Mgre
More
More
More
More
More

Less
More
More
More
More
More
More

Less
More
More
More
More
More
More

Lecs
More
More
More
More
More
More

BACKGRUJND INFORMATION

than 1 year,

than 1 year, less than 2 years
than 2 years, less than 3 years.
than 2 years, less than 4 years,
than 4 years, less thin 8 years,
than 8 years, less than 12 years.
than 12 years.

than 1 month,

than 1 month, less than 6 months,
than 6 months, less than 12 months.
than 12 months, less than 18 months,
than 18 months, less than 24 months,
than 24 months, lass than 36 months,
than 36 months.

than ! month,

than 1 month, less than & months.
than 6 months, lass 1an 12 months,
than 12 months, les  .han 18 months.
than 18 months, less than 24 months,
than 24 months, less than 36 months,
than 36 months,

than | month.

than 1 months, less t ..a 6 months,
th2n 6 months, less than 12 months.
than 12 months, less than 18 months,
thdan 18 months, less than 24 months,
tnin Z4 monibs, less than 36 months, .
than 36 months. Y

[

RUTE - U




5. Your Ethnic Group is:

1. American Indian or Alaskan Native
2. Asien or Pacific Islander

3. 8lack, not of Hispanic Origin

4. Hispanic

5. White, not of Hispanic Origin

6. (Gther

€. Your nighest education level attained is:

1, Non-high school graduate

2. High school gradvate or GED
J. Less than two years college
4, Two years or more college
5
6
7

U
b

’ 8
'3 4 e a

. Bachelors Degree
. Masters Degree
+ Doctoral Degree

- 7. Highest level of professional military education (residence or
T correspondence):
'i 0. None or not applicable
s 1. NCO Orientation Course or USAF Supervisor Course (NCO Phase 1 or 2)/
4 NCO Preparatory Course.
2 2. NCO Leadership School (NCO Phase 3)

W 3. NCO Academy (NCO Phase 4)

- 4, Senior NCO Academy (NCO Phase 5)
5. Squadron Officer School
6. Intermediate Service School (1.e., ACSC, or equivalent)
7. Senior Service School (i.e., AWC, ICAF, NWC)

e 8. How many people do you directly supervise?
v,
* 1. MNone 4, 3
2, 1 5 4 tob
3. 2 6, 6 to 8
7. 9 or more

9, For how many people do you write performance reports?

f 1. None 4, 3
3 ) 2. l 5‘ 4 tO S
3, 2 6., 6 to 8

7. 9 or more
10, Does your supervisor actually writ ' your performance reports?

1. yes 2. no 3. 9t sure




11. Which of the followirng “best" describes your marital status?

U. Not Married

1. Married: Spouse is a civilian empluyed outside home.

2. Married: Spouse is a civilian employed outside home-geographically
separated,

Married: Spouse not emplioyed outside home,

Married: Spouse not employed outside lhome-geographically separdated.
Married: Spouse i1s a military member, ‘
Married: Spouse is a military member-geographically separated.

Single Parent.

NS N
)

12. What s your usual work schedule?

1. Day shift, normally stable hours.
o Swing shift (about 1600--2430)
3, Mid shift (about 2400-0800) i
4, Rotating shift schedule i
5. Day or shift work with irreguiar/unstable %ours. i
6. frequent TDY/travel or frequently on-call tc report t3 work, :
7. Crew schedule,

13. How often does your supervisor hold group meetings?
1. Never 4, Weekly
2. Occasionally 5., Daily
3. Monthly 6. Continugusly

14, How often are group meetings used to solve problems and establish goals?

1. Never 3. About half the time
Z. Occasionally 4, All of the time

15, What s your aeronautical rating and current status?

1. Nonrated, noc on aircrew 3. Rated, in crew/operations job
2. Nonrated, now on 2ircrew 4, Rated, in suypport job

16. Which of the following best describes your career or employment inten-
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tions?

1. Planning to retire in the next 12 months

2. Will continue in/with the Air Force as a career :
3. Will most Yikely continue in/with the Air force as a career N
4, May continue in/with the Air Force .
S. Will most likely not make the Air Force a career e
6. Will separate/terminate fron the Air Force das soon as possible -
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Below are ftems which relate to your job. Read each statement carefully and R
then decide to what extent the statement 1s true of your job, Indicate the k.
extent to which the statement {is true for your job by choosing the phrase &
which best represents your job, .
1 = Not at all 5 = To a fairly large extent
2 = To a very little extent 6 = To a great extent
3 2To a little extent 7 = To a very great extent
4 = To a moderate extent

Select the corresponding number for each question and enter it on the
separate response sheet,

17. To what extent does your job require you to do many different things,
using a variety of your talents and skills?
18, To what extent does your job involve doing a whole task or unit of work?

19, To what extent is your job significant, in that it affects others in
some important way?

20. To what extent does your job provide a great deal of freedom and inde-
pendence in scheduling your work?

21. To what extent does your job provide a great deal of freedom and inde-
pendence 1n selecting your own procedures to accomplish it?

22, To what extent are you able to determine how well you are doing your job

without feedback from anyone else? lfi;
RS
23, Tg what extent do additional duties interfere with the performance of o

your primary job?

24, To what extent do you have adequate tools and equipment to accomplish el
your job? -

25, To what extent is the amount of work space provided adequate?

26, To what extent does your job provide the chance to know for yourself

when you dc a good job, and to be responsible for your own work? ﬂi_
;"..,‘\
27. To what extent does doing your job well affect a lot of people? -f::
28, To what extent does your job provide you with the chance to finish com- 3§3}f

pletely the plece of work you have bequn?
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29,

30,

31,

32,
33.

34,

35,
36.
37,
38,
39.

40,

41,

42,

43,

aq,

45,

46,

1 = Not at all 5 = To a fairly large extent
2 =To a very little extent 6 = To a great extent

3 = To a little extent 1 = To & very great extent

4 = To a moderate extent

To what extent does your job require you to use a number of complex
skills?

To what extent does your job give you freedom to do your work as you see
fit?

To what extent are you allowed to make the major decisions required to
perform your job well?

To what extent are you proud of your job?

To what extent do you feel accountable to your supervisor in accomplish-
ing your job?

To what extent do you know exactly what {is expected of you in performing
your job?

To what extent are your job performance goals difficult to accomplish?
To what extent are your job performance goals clear?

To what extent are your job performance goals specific?

To what extent are your job performance goals realistic?

To what extent do you per{orm the same tasks repeatedly within a short
period of time?

To what extent are you faced with the same type of problem on a weekly
basis?

To what extent are you aware of promotion/advancement opportunities that
affect you?

To what extent do co-workers in your work group maintain high standards
of performance?

To what extent do you have the opportunity to progress up your career
1adder?

To what extent are you being prepared to accept increased responsibil-
ity?

To what extent do people who perform well receive recognition?

To what extent does your work give you a feeling of pride?
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47,

48,

49,

50,

The statements below deal with job related characteristics. Read each state-
ment and choose the response which best represents how much you would like to
have each characteristic in your job.

& Wp -

a2 Not at all 5 = To a fairly large extent
= To a very little extent 6 = To a great extent

= To & 1ittle extent 7 = To a very great extent

= To a moderate extent

To what extent do you have the opportunity to learn skills which will
improve your promotion potential?

To what extent do you have the necessary supplies to accomplish your
Jjob?

To what extent do details (tasks not covered by primary or additicnal
duty descriptions) interfere with the performance of your primary job?

To what extent does a bottleneck in your organization seriously affect
the flow of work either to or from your group?

JOB DESIRES

In my job, | would like to have the characteristics described:

51,
52,
53.
54,
55,
56,
57,

1
2
3
4

= Not at all 5 = A large amount
= A slight amount 6 = A very large amount
= A moderate amount / - An extremely iarge amount

= A fairly large amount
Opportunities to have fndependence in my wcrk,
A job that is meaningful,
An opportunity for personal growth in my job.
Opportunities in my work to use my skills,
Opportunities to perform a varfety of tasks.
A job in which tasks are repetitive,

A job in which tasks are relatively easy to accomplish,
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JUPERVISIUN

The statements below describe charactertstics of managers or supervisors,
Indicate your agreement by choosing the phrase which best represents your
attitude concerning your supervisor,

5 = Slightly agree
6 = Moderately agree
7 = Strongly agree

1 = Strongly disagree

2 = Moderately disagree

3 = Slightly disagree

4 = Neither agree nor disagree

BRSNS VERY T TN AYEEES VIS SN EBAY T 2

Select the corresponding number for each statement and enter it on the
separate responte sheet,

58, My supervisor is a gocd planner,

59, My supervisor sets high perfurmance standards.

60, My supervisor encourages teamwork,

61, My supervisor represents the group at all times,

62. My supervisor establishes good work procedures,

63. My supervisor has made his responsibilities clear to the group.

64, My supervisor fully explains procedures to each group member.

65, My supervisor performs well under pressure,

66, My supervisor takes time to help me when needed,

67. My supervisor asks members for their ideas on task improvements.

68, My supervisor explains how my job contributes to the overall mission,

69. My supervisor helps me set specific goals.

70. My supervisor lets me know when | am doing a good job.

71. My supervisor lets me know when [ am doing a poor job.

72. My supervisor always nelps me improve my performance.

73, My supervisor insures that 1 get job related training when needed.,

74, H{ Jjob performance has improved due to feedback received from my super-
visor,

56
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75, When 1 need technical advice, I usvally go to my supervisor,

76, My supervisor frequently gives me feedback on how well 1 am doing my
job.

WORK GROUP PRODUCTIVITY

The statements below deal with the output of your work group, The term “your
work group” refers to you and your co-workers who work for the same supervi-
sor. Indicate your agreement with the statement by selecting the phrase
which best expresses your opinion,

1 = Strongly disagree
2 = Moderately disagree
3 = Slightly disagree

Neither agree nor disagree
Slightly agree

Moderately agree

Strongly agree

~SNOU o
Nion W

Select the corresponding number for each statement and enter it on the
separate response sheet,

77. Tne quantity of output of your work group is very high.

78, The quality of output of your work group is very high.

79. MWhen high priority work arises, such as short suspenses, crash programs,
and schedule changes, the people in my worl group do an outstanding job
in handling these situations,

80, Your work group always gets maximum output from available resources
(e.g., personnel and material).

81. Your work group's performance in compariscn to similar work groups is
very high,

ORGANIZATION CLIMATE

Below are i1tems which describe characteristics of your organization, The
term “your organization” refers to your squadron or staff agency. Indicate
your agreemeat by choosing the phrase which best represents your opinion
concerning your organization,

Strongly disagree
Moderately disagree
Slightly disagree

Neither agree nor disagree

Slightly agree
Moderately agree
Strongly agree

~N OO
nowon

£ PO -

Select the corresponding number for each item and enter it on the separate
response sheet,
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Strongly disagree
Moderately disagree
Slightly disayree

Netther agree or disagree

Slightly agree
Moderately agree
Strongly agree

O W N -
I N B ]
~N O
"n o n

82. Ideas developed by my work group are readily accepted by management per-
sonnel above my supervisor,

83, My organization provides all the necessary information for me to do my
! job effectively.

[ 84, My organization provides adequate information to my work group.
¢ 85. My work group is usually aware of important events and situations,
86. My complaints are aired satisfactorily.

87. My organization is very interested in the attitudes of the group members
toward thair jobs.

88, My organization has a very strong interest in the welfare of its peo-
ple.

89, 1 am very proud t2 work for this organization,
90. I feel responsible to my organization in accomplishing its mission,

91. The informnation in my organization is widely shared so that those need-
ing it have it available,

92, Personnel in my unit are recognized for outstanding performance.

93, I am usually given the opportunity to show or demonstrate my work to
others,

94, There is a high spirit of teamwork among my co-workers.

95, There is outstanding cooperation between work groups of my orgdniza-

tion, \"‘

96, My organization has clear-cut goals, T
£ oA

97. 1 feel motivated to contribute my best efforts to the mission of my k4

organization, T
98. My organization rewards individuals based con performance. f;j

99, The goals of my organization are reasonable,

100, My organization provides accurate information to my work group. !!5

)
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JOB RELATED ISSUES

The §
retlat
each

& L r -

tems below are used to determine how satisfied you are with specific job
ed 1ssues. Indicate your degree of satisfaction or dissatisfaction with
{ssue by choosing the most appropriate phrase,

= Extremely dissattsfied 5 - Sligntly satisfied
= Moderately dissatisfied 6 = Moderately satisfied
= Slightly dissatisfied 1 = Extremely satisfied

Neither satisfied nor dissatisfied

Select the corresponding number for each question and enter it on the sepa-
rate response sheet,

101.

102,

g,

)da-

105,

106,

107,

108.

109,

AU CAFS,
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Feeling of Helpfulness
The chance to help people and improve their welfare through the per-

formance of my job. The importance of my job performance to the wel-
fare of others.

(-Worker Relatfonship
My amount of effort compared to the effort of my co-workers, the extent

L0 whi:h my co-workers share the load, and the spirit of teamwork whicn
exisls among my co-workers,

Fanily Attitude Toward Job
he recuognition and the pride my family has in the work [ do.

On-tre-Job Tratning (OJT
T 0 nstructional methods and instructors' campetence,

Technical Trainin? 10ther than OJT!
e technical training ave recetved to perform my current job.
Work Schedule

My work schedule; flexibility and regularity of my work schedule; the
number of hours 1 work per week,

Job Security

Acquired Valuable Skills

The chance to acquire valuable skills in my job which prepare me for
future opportunities.

My Job as a Whole
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