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ABSTRACT -

Thé Army is lésing many of its finest youﬁg officers
“to positions in civilian industry;' This gtudy is designed
Tt determineé What”Tactors_are"iﬁfiuehcing tﬁese junior
~officers to leave thé military orgaﬁiZation,

A questionnaire was mailed to 324 West Point
Graduates., The sample was equally'divided between active
duty officers and officers who had resigned from the Army.
_ Personnel were gueried regarding the‘influenée of
extringic and_intrihsio factofg on fheif career decisions,
Résponses were anaiyzed through text and tables throughout
’this‘sfudy.. |

Results indicated that both extrinsic and intrinsic
.1fé§tors influenced the young officer to stay in or leave
 :the Army, The influence’ofiéeniqerffioers, family
"ééparations, perception of proper'ﬁtilization of background
‘ékillsg money, fringe behefité and intrinsic motivators
‘were found to be importaht in influencing the Jjunior
officer's career deéision,‘

“ T+ is evident that this reséarch has only lightly
~touched the subject of junior officer reténtion, It is

hoped that it will be utilized for futur*eg more extengive

<
l—lo
}_.l-
do
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research and in that aspect matefially aid the Army with
' the retention problem and in turn increase the young

officer's Jjob satisfaction,



CHAPTER 1
INTRODUCTION

“The post World War Ii‘Cdld War has considerably
expanded the number and fypés of Army missions. The
| 4develo§ment of highly technical weapon's systems_énd the
new politico-military environment has created a need for a
new,bféed of Regular Army Officers,

This need was realiiedjand many changes were
4initiated in thé educationg training and recruitment of
junior officers in the'period following the Korean
Cbnflicw‘:o The United States Military Academy,‘in o
v‘particularﬁ made large strides to revamp their academic
curriculum in order to be'more attuned to thé reawakened
educational necessities of a new era (Farris 1971, p. 9). -

This academic evdlution at West Point produced an
officer more qualified and sought after by civilian
industry. The new graduate looked about and saw a
generally prbsperous civiliah economy with increased
.comfort and leisure timé@. With remnants of the homogenous,
relatively intimate, old Army still influehcihg the young |
- officer‘s superiors these civilian conditions, described
above, became increasingly attractive to him, The 6nset of

the Viet Nam War brought a general downgrading of the

1
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‘military's prestige améng the civilian populace and in

turn, began to increase'the separations of the young
officer and his family'as the Regular Army Officer was
called upon for repeated éombat tours, Thus as the
alternatives to an Afmy career became more attractive the
junior officer reténtionvproblem became more severe,
Under present cirpumétanoes9 the Armyléan expect ﬁo
réﬁain,<pass ‘the length:of‘their initial obligation, only
18 percent of its jﬁnior gféde officers (The Franklin
Institute Reseafch Laboratories 1968, Volume IT, p. 1),
This staggering'turnover‘rate-creates numerous serious
personnel problems in efficiency and waste of available

fesources, I+t further makes it almost impossiblejfor the

" Army to exercise any degree of choice in selecting those

junior'officers that it would most like to retain, This

'turnovef rate can be compared to one of 50 percent for male

college graduates leaving . their first civilian job ("People

at Work" 1970, p. 7).

In conjunction with the generally high rate of

separation of junior grade officers there has also been an

~alarmingly high number of graduates of the United Stateé

Military Academy resignihg from the service, This rate for

' Classes'recently eligible to resign is reflected in

Table I (Medsger 1970, Inclosure 3),
¢ ) T .



TABLE I

RECENT ARMY RESIGNATION RATES
FOR WEST POINT GRADUATES

Number Resigned (Army only)

Class As of 30 June 1970 % Reéigned
1962 . 134 25,5
1963 S 120 R _ 26,9
1964 . S ’ 135 R | 274

1965 - 139 o 26,7

Somewhat comparable figures fof therAcademy year
groups 1951 through 1961 show that the resignhation rate for
these officers at the end of their initial service
obligations wag only 15.5 percent (Deputy Chief of S%aff_
for Personnel, U.S. Army 1970, p. 1-1-1). Army officials
are naturally quite concerned over the recently high |
. reSignation rate since the time, expense, and degree of
tréihing‘a West Point officer is_considerable, This fact
boupled'with the.clamOr-for,an‘all voluhteer Armj has
prompted the Defense Department to attempt to determine
'eXactly why the young officer:is leaving'the service,
lConjecture as to the resignee's motives is not suffiéiént
to initiate workable programs aimed at retaining the highly.
qualified junior leader., Thus, the purpose of this thesis
is to analyze the extrinsic and intrihsic factors affecting’
the'career decisions of West Point educated junior grade

officers who have resigned from the United States Army,



The purpose of limiting the'subjéct to Military Academy
Army officers is not to insinuate that cfcherrselrr'v'ices9
individuals or sources.of commissions are less important;
Rather, the sample was narrowed to the Wesf_Pointef-
primérily because his address waé more available; throdgh
his Alumni Association, than other separated offiéers; It
is impossiﬁle at this point to,staterwﬁether or not the
Academy Graduate is necessarily repfesehtative of'aii
separatihg junior officers, howeverp it is felt the reéults
-of this study, thoughtfully reviewed, will be benefiéial in
~the retention of the majbrity of junior officers becoming |

eligible for separation,



CHAPTER 2
~ LITERATURE REVIEW AND RESEARCH HYPOTHESES

This éhapter‘will.seek tb\point out the facts
‘ éurrounding numerous studies previously conducted which ére
considered to be related to this resea(rcho Following this
review of literature the research hypotheses for this

thesis will be carefully related,

_Literafure Review
The transférmation of the military establishment,
- discussed briefly in,Chaptef 1, has“had,an extréme impact
on the ﬁilitary_officer‘ahd his céreer (Simon and Zald |
1964, p, 257), First, the small, homogeneous officer corp’
of pre-World War IT has'been destroyed and in its place ié a
hugey:impersonal; very'cqmplex bureaucratic military
establishment. Secondg the technical and political
éwareness feduiremenﬁs now essential for a military officer
has led to a proliferatiqn'df professional skill require;
ments and forced the-Afmy toAtrain young officers in skills
compatible with civilian occupations (i.e,, Civil
‘Engiheeringp Aerospace Engineering, Intérnational Relations,

etc,)y'Third9 the military community is no longer isolated



from its éivi;ian counterpart; more civiliéns have been a
part}of Army life, more Army men are being trained in
'civiliah inétifutioné and more military families must live
as part of-civilian society due to an inadequate number of
-available on;poét hbmese These‘trends have considerably .
affecfed'military career commitments in that primarily thév
young officef'of todéy is well aware of what is going on
'Within the civilian community and the.opportunity to
k transfer fo civiiian employment is a very real poséibility,
‘This was not hééessarily'thevcase with pfe;World War 1T
officers, |
| vFéw ofgéﬁizations of éﬁy type emphasize fhe
assimilation of é role as does the military (Janowitz 1965,
‘pa 50), Not only must.the officer be technically qualified
he must also master a complex code of professional behavior
and etiquette which governs his deportment on and off the
job, The process of assimilation teaches the young officer
the'reqﬁired behaviors expected of one in his position and
he is expected to berform in this manner regardless of his
personal preferences,

| Such assimilation requires strong positive motives
if military tasks are to be performed in an expedient
ménner, Since fhe specific missions of the Army are:
cons%antly chaﬁging due to the impact of technology, this

assimilation of the professional officer i1s a process which



does not end during his military career. He is forever

" abandoning one type of military role, such as tactical

commander, for another, such as a strategic-oriented, high

level staff position. This is an extremely difficult
process which_obviously requires extehsive traihingﬂ- The
complexity of thevtréining and the confusion involved in
'these role changes is further emphasized by the cold war,
‘Presently thé‘military professional must be prepared for
a thermonueiear war, a limited war, and a brushfire or.
gﬁerrilla war such as Viet Nam, Thus, not only are the
Army 6fficers being trained for multiple, changing réles
but also for foles about Which there is little clafityro:
agreement, |

In éddition to his numeroué military‘roles evefy
officer has other‘roles which can potentially hinder his
ability to perform his military duties'(JanbwitzAl965g
pp. 106-107), Thé obligations of family 1ife, the
attractiveﬁess of other careers and the.érbssupressures
: _resulting from frequent civiiian community'cohtaéﬁs resuit
in numerdus'role7conflicfs.for the military.man; The
adequate managemeht of ﬁhéée role cOnfliéts is a must-for‘
the military establishmént if'they‘wigh to.rétain thések___;
.youngp quaiified-officersu | o
Occupational choice is based on an elabofafe éet  _,f

of factors., Such choices are said to consist of rational -



- decisions, psychological identifications, family
‘traditiong, and opporfunity possibilities (Simon and Zald
1964, p, 271), Choice of a.military career, as an officer,
would seem to originaﬁe from a Wider.motivational range

7 thah'mbst other occupations since family and fegional'
_tréditions, desire to avoid'thé draft, actually being
dréfted, and numerous other factors could influence such a
‘decigion. In the choice of a military career it would seem
that initial motivations would have a greater impact on
“later career commitment than,in‘most professions, In this
;  regard however, Simon and Zald in exémining_%he career
plans of individuals entering the service found that with
the exception ofbMilitary Acadeny gradﬁétes,_overall fhat
original career ihtehfions had ohly a slight relation to

- later career.plans@ Among thé Military Academy graduates
hpwevér,Avery few originally planned onlj a minimum tour of
dﬁty and it was only among the Aéademy officer's that initial
intentions toifollow a militaryﬁpfofession could actually
‘be linked with career plans, The same study emphasized
that officers' intentions to stéy ih the service were ,

- substantially strengthened if they felt their sgkills were
being utilized effectively by the military establishment,
'Thus;'more than original motives, career experiences would
seem to be a large influence in'fhe young officers' career

decision (Simon and Zald 1964, p, 276).



For maﬁy yeafs it_has.béen hypothesized that an
individual's on—the{job values or motivations could be
cléssified as intrinsic of extrinsic (Bugental and Centers
.1966, p. 193). Intrinsic factors are those related to work
itself such as pride, challenge, responsibility and
independence, Extrinsic motives are considered to be
environmental factors such as pay, working conditions and
fringe behefitsn This division-is.certainly not new,
However, there has been a coﬂéiderab1e resurgence of interest
in this diohotomy in the paéf d'ecadec This new interest
" has been the result of Herzberg, Mausner and Snyderman's
job éatisfactioh reséarbh Which was published in 1959,-

- They concluded the factbrs leading %o job satisfaction were
separate and complete1y distinct from the factors éausing
job dissatisfaction, It was discovered.that these feelings
ére not 0ppoSite but are rather unipolar. In other words,
the opposite of'job satisfaction is not job dissatisfacfion
but is rather no job satisfaction., Likewisge, the opposite
of job dissatisfaction 1s no job dissatisfaction., Intrinsic

18

job factors were: labeled as "motivators® and were found to
cause job satisfaction While contributing very little to‘job'
wdissatisfactiona Similérly the fesearchers equated job

' dissétisfaction with'extrinsic job factoré which they

called "hygienes”, .



10 -
" There has ‘been considerable cr1t1c1sm of Herzberg é,
fhéory based on several different aspects, His methodology
of using thé critical incident approach has been under fire»
as‘haé the fact that his study dealt with a restricted |
s0ccupational .sample,.  Numerous .learned individuals have
disagreed with his.duality approach which completely
separafés the "motivators" and "hygzienes”, Nevertheless,
no.matter what the criticism or praise of Herzberg's | |
theory might be it has certainly caused considerable new
intérest in the field of job satisfaction. |
Rosen (1963, p., 37-43) sampled 93 research and
~development personnel of varying specialities, education
and organizational levels, He had each individual relate
the impoftance of 118 different items to their desire to
1eavevtheir present positions., Generally, Rosen's findings
agreed with Herzberg's study in that most of the impoftant
items¢.which'if not @resent would cause them to geek new
employment, were similar to Herzberg's "motivators"” |
| Friedlander and Walton (1964, pp, 194-207) studied T
82 scientists and engineérs in various job specialities,
The.reqearchers used a seminstrﬁctured interview in wﬁich
.the subgects were haqlcally asked what were the most
important factors keeping them in thelr present orpanléatlon‘

and what other factors might cause them to leavee Again



7 | 7 11
this study s conclusions bas1oally agreed with Herzberg 8
findings. Reasons for remaining with the organlzatlon were
brimarily "motivators" and were different from, and not
merely opposite to, the factérs that might cause the
mintenmieweasfxoﬂleameywwhichww&re.bagically 9hygieﬁéé"o

-Saleh (1964, p, 312) researched 85 male managers in
12 different co*m'pa'niéée Using a "Herzbergwlike” interview
~ he presentéd a paired compariéon format with a 16 item job
attituderscéleg The subjects were all senior managers Who
Would soon be retiring from their resﬁpectivecbmpaniesn
.The findings indicated that the prefretireééy looking back
“on their careers, found that "motivators" had in fact been
theif biggest gource of satisfaction and "hygienés" thgir
largest source ‘of dissatisfaction, However, lookingbat the
time left until their retirementy the same men indicated

"hygiene" factors to be a large source of satisfaction.

In 1966, Wernimont published in the Journsl of

Applied Psychology the results of his study entitled

"Intrinsic and Extrinsic Factors In Job Satisfaction", The
resulbs showed that the individual approaches hlS employment
- with deflnlte views ag to What the company ‘should contr1bute;
to him, in return for hlS serv1cebﬁ efforts and personal
costg‘.Such.reﬁurns from the company, desired by the
embloyeev‘Wernimont found to be extrinsic job satisféction

factors or Herzberg's "hygienes". The employee also looks



;'12 '
at what he is expecfed to contribute to the company and
'thﬁs sets his oWn personal goals or objectives, These
vgoals are the intrinsic job satisfaction factors or the
f"motivators"; The~attainment of these intrinsic aspiratiohsg
the research fouﬁds equaled job satisfaction, whereas; 1ack
of attainment‘broﬁghf dissatisfaction., When people fqund'
that their dompany measured up to Whaf they expected in the
way of extrinsic factors then these items weré:no 1onger'of
concern to them and they concentrated»on satisfying their
intrinsic desires, In the same vein, however, the research
showed that people tended to place more imporfancevcnk
extrinsic factors for dissatisfaction when given the
opportunity to do so, Thus théy seemed_to éompiain most
about extrinsic factors but the intrinsic factors seemed fo
be the larger motivatof,

A similar motivational theory was explored in March

and Simon's Organizations (1958, pp. 83n111)u' Tt was

labeled the theory of organizational equilibrium and dealt
with the conditions under whiéh the organization can induce
its employees *to femain a part qf the organization andvthus
‘assure organizational survivéla These men postulated ﬁhat
-the employee makes "contributions® to the organizatioh.for
which he receives, from the organization, "inducements";

Each eﬁployee.will remain a part of'the organization only - .

as long as the "inducements" he receives are as great or



,13
greater than the "contributions” he is called upon to make,
The value of these "inducements” are measured in terms of
the employee's valueé and in regard to his opportunity cost,
The “contributions" of the employees are the sources by
_ which the gmganization acqguires the "inducements" for the
~employees, If the ofganization is to survive these |

contrlbutlons must be sufficient to provideb”inducemehts"-.
‘large enough to contlnue to motivate the employees toward
“their ' contrlbutlons |
March and Simon acknowledge the frutility of

attemptlng to measure actual "contributions” and “induce-

4]ments" but suggest thai this postulat:on is reasonable

: although not empirically verified, They further divide the
inducementwcontfibution balance into two major components
“which are: the perceived deéirébility of leaving the
organization and‘{hé perceived ease of leaving the
organization, |

The perceived-desirability.of movement from the
brganization is primarily a function of the employee's
present job satisfaction and his perception of the
alternatives'available to him within his present organiza-
tion, The perceived ease. of leaving the organizatioﬁ is’a
funétion’of the number of perceived extra»ofganizational
alternatives availéble to the employee° Such factors as‘

‘the level of the economy, the employee's age and sex are
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éonsidered here, Thus, the:Maroh and Simon's aﬁproach to
motivatioh is considerably ﬁore coﬁplicated~thét the Gruh of
the mill" job satisfaction theory as it considers a large
number of variables in leading to the employee's decision
to Jparticipate. :

MacGregor (1957p P, 22), using a slightly different
-approaéh, interprets these same motivational problems ih
terms of Maslow's well-known need hierarchy (1954), He
feels thatlorganizainhs devote too much time and efforf'to
satisfying the physiological and safety needs of the-
individual employee even after these particular needs have
long since been satisfied, Accordingly, MacGregor points
" to management's greatestvmistake'as their failure to
‘recognize that their employee's dissatisfaction and a@athy
ﬁoward their’Work derives from the lack of opportunity to
satisfy the higher level needs, social, ego and self
fulfillment., |

| | Using Maslow's hierarchy, Porter (1963, pp.

141-148) ran a series of studies to assess the extent of
perceived deficiencies in need fulfillment as a function
of job level and of line versus staff types of Jjobs, His'
sample was from ihdustrial management personnel, Basically'
this research indicated that the largest need deficiencies

- were in Maslow's higher two levels, ego and self-fulfillment
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:and:that'tﬁese'defioienoies tended to increase at each
suobessiQely'lower‘ievel of management, :
| vvjbhnsonvand Mafcrum (1968, p, 457) following -
Porter's format Qohduoted a similar study in the perceived B
deficiencies in individual need fulfillment of career Army
éffiderso Their sémple was 504 officefs'ranging in rank
from Céptain to Colonel and.thé conclusions agreed basically
with Portere_ Perceived need fulfillment deficiencies tend
~ to indrease'éf suocessively.lower levels in the military
_ hiefafchyov Génerally, need fulfillment deficiencies were
greatest iﬁlthe ego and self-fulfillment categories,
»Surprisinglyprthe,deficiencies which appeared to have the
‘mqstAadverse effects on the accomplishment of.Army goals
wefe those»ésSociated with the opportunity to exercise
authority énd the comparative amounts of recognifion
receifedn' _
 Johnson and Marcrum (19689 P, 460) were able to
rank.the relative importance the officers attached to
«"eight different needs; They areAshown below wifh the most
impoftant need -on top, |
o 1. Feeling of worthwhile accomplishment

2. Opportunity to realize fuli'poﬁential

'3} Opportunity for.independent thought and action

Iy

. Financial security
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5, Opportﬁnity to associate with his éaliber. B
ﬁersons |

' 65»_Recognition
»7, Opportunity to exercise authority
-8 ..Prestige
The ”feeiing of worthWhile accomplishment" neafed unanimity
_in selection as the néed the officers félt-was most
’,importanf, Likewise, the perceived deficiency for this
need was not gréat,, 0ddly, and somewhat in contrast to the
conclusions outlined above; the study found that the officefs
had the greatest need fulfillment deficiency in recognition,
'oﬁporfunityito exercise authority, and prestige. R |

The Franklin Institute Research Laboratories (FIRL)
performed a study (1968) directed toward identifying the 7
relationships among the various factors that influence Army.
junior officer’'s career decisions, Through written
questionnalres and interviews, b,sjzﬂjunior officers took;
pért in the research. Generally this study concluded that
there were sﬁfficient numbers of.junior officers, on aétive
-duty,.- who are favorably Jnclxned toward an Army career to
meet the Army‘s retent:on needs and to provide a ‘broad baser
ffor gselection, Further, FIRL concluded that thevvoung : |
offlcer whose minimum personal security needs are met

'(extr1n31c factors) and whosge 1ntr1ns1c needs are met
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~ through duty assignments'afe'highly motivated toward an Afmy
"'oareer'(FIRL 1968, Vol, iI, pn Ly, o | |

| In addition fo these general conclusiéns, the étudy-
revealed numerous additional factors which affect the
Jjunior officer's career decision, For instance, it was
notéd'that junior officers who have a good relationship with»
their senior officerg definitely are encouraged to étay'in'

the Army and vice-versa (FIRL 1968g.Vol, I, p, 49-50), In
conjunction with the senior=junior officer-felationshipp
- FIRL found that career counseling sessions significantly
influence young officers toward retention, Howévér, the
éfudy further revealed that @6%.of the officersg interviewed
had nevér been counseled, Those who had been counseled
felt their senior offiéers were truly interested in their
careers and as such were very positively influenced, |

The FIRL stﬁdy attached considerabie.importance to

the influence of family separations oﬁ the youngrofficer's
career decision (FIRL 1968, Vol, I, p. 63), It was found
that officers intending to leave the Army resent these
family hardships quife gtrongly. The étaying officer also.

. complained about family hardships but seemingly was willing
- to accept them as part of the career he had chosen,
Pay and fringe benefits were found to be a moderaté

influence on the young officers' decision to leave the Army



o 4 - 18
" (FIRL 1968, Vol, I, pp. 53-56), Most young officers felt
fheir.pay'was not commensurate with their responsibilitiese
,Thej felt they worked harder and longer,'for less pay, than
-their'oivilian counterparts, In conforming with foday 8
eAmerlcan soclety most young officers indicated they belleved :
‘-success to be measured by the amount of pay recelved The -
v;mportance they attached to their pay was in relation to
the pay received'by their-civilian friends, Many young
officers felt they were v:ewed by civilians as ’inferior"
merely because of the amount of pay they were receiving.,

‘ " In generaln fringe benefits were considered a

etrong influence %o stay_in the Army by the staying group

of officere while the leaving and undecided offioers
indicated fringe beoefits influenced their decision only
modera%ely or not at all, The one benefit allvgroupe agreed
upon as a strong retention influence was the Army's
retirement benefit;

| FIRL also ihvestigated the relationship between
retention and the Viet Nam War (FIRL 1968, Vol., I, pp. 48,
70-71), 'In general the junior officers displayed very
:iittle,overts negative reaction to the war; - With few
exceptions, it wesvfouno they do not like to go to war aﬁd
risk iheir lives but realize it is an unfortunate part of

their career, Only 30 officers believed the United States
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~ should not be involved in Viet Nam and as a result Wanfed |
to disassociate themselveé.frbm the Arny,

As can be seen from the brief discussions of the
numerous research sfﬁdies outlined above there is certainly.
.a- great. deal of .interest .in and: 1mportance attached to the
-study of job gatlsfactlon and of what really motlvates
people toward staylng w1th or leaving an organlzatjon.' It
1s,hoped that this study w1ll be able to at least add a
smali page in the_ever»incfeasing-bodk on job'éatisfacﬁion’
'and in turn, hopefully aid the United—StateS~Army in their
“important battle,_with‘éivilian‘industry, to retain fheir

- most qualified junior officers,

Regearch Hypothesesg

| After a careful review of the litératﬁre,inbthe
»field; eight hypotheses are proposed for stﬁdy-in this
tﬁésis° Each hypothesis is listed and for clarification
each is dlsected to portray the hypcth681s° 1ndependent and
dependent variables and Jndlcators used to measure these
variables, The numberslof those quesclons relating to each
’ _hypothesiS are also listedg It should be nofedbthat not
'ali-Questions relate difectly to a pérticﬁlar hypothesis
but-rather.some are uséd for general inférmatish. ‘Also,

' some questions relate to more than one hypothesis, In



every hypotheéis the dependent variable'preSent is

separation from the Army,

Hypothegis 1
The greater the young officer's
~disappointment with his senior
officers the more likely he is to
leave the Army,

‘Independent Variable - The young officer'é
disappointment with his
seniof officers,

Indicators |

1. A poor.competence rating of the seniof
offiéer‘s under whom respondents served,
2, Ah indiéafion that senior officer's conduct .
- influenced the officer to resigﬁ°
3? An indication that the officer received‘few_
careér counseling éesgions ahd was generally
not.positively influenced by these sessions,

Méasures | | | |

1. Poor competeﬁcé ratings are fhose_of a&erége;
below average, poor or'incompetenﬁ, 7",»

2, Anvofficer waé-influenced to resign if he
1nd10ates the senior offiéér'S'conduct was a

gljghf to strong 1n11uence to leave,

3. An officer who recelved less than,elght

career counseling sessions will be considered

20



inadequately counseled, Unless an officer

indicates the counseling session he received

21

influenced him to stay in the Army he will be

’cdnsLderedwnegatively~rnfluenced by .those

sessions,

Questions

Active Duty Questionnaire - 31, 32, 33, 34

Resignee Questionnaire - 34, 35, 36, 37

Hypothesisg 2

Independ

indicato
.le

2

The greater the fear of or the
larger the number of actual
extended separations of the young
officer from his family the
greater the influence to leave
the Army, ‘
ent Variable - Fear of or a large number of
actual extended separations of
the officer from hig family,
rs
Number of unaccompanied tours

If a large number of unaccompanied tours were

served -the degree of influence of assignments

on the career decision, -
Actual indication that the frequency of or
fear of family separations was an influence

to leave,
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Meééures
1; Two or more unaccompanied tours will be
-considered excessive for the short careers
~of the respondents,

;Z,MWAnwofﬂicer.withwtwo or more.unaccompanied
tours will be considered influenced therebyv
to'resign-if he indicateé éssignments”recei&éd

V;were a slight to gtrong influence to leave,
;,39' ﬁhless the officer indicates the frequency'of
or fear of family separation are of no
| _influehce or an influence to stay he wili be
considered.influenced to leave the Army. .
Questith‘ | v |
Aétive Duty‘Questionnaire _.18, 19, 24, 38, 43

Resignee‘Questithaire - 19, 20, 25, 41, 46

 Hypothesis 3

If the young officer perceives his
background and-~skills are being
. improperly utilized this will influence
~him to leave the Army, :
Independent Variéble - The officer's perception of the
g utilization of his background
and skills,
Indicators |
1. An,attempt'to change or actually changing

“branches,



Measures

1,

3.
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Dissatisfaction with first branch assignment

Military Occupational Specialty (MOS) not

congsistent with personal occupational interest.

Feeling that education and skills were hot

properly utilized.

Feeling that the forecast for the utilization
of the officer's education and skills was not

conducive to remaining in the Army,

An indication that the reépondent changed or

-attempting to change branches,

An indication that the-Militarerccupatibhél'
Specialty (MOS) wasbnot consistent or only
slighfly congsistent will be considered a
negafive influence on the career decisionr

A response of Gno” to the guestions concérning
the utilization ofvand‘forecast for futuré |
utilization of education and skills indicates
a possible negative influence toward the-. |

individual remaining in the Army,

Questions

Active Duty- Questionnaire - 10, 11, 12, 14, 35,

36, 37, 40, b1, 42

Resignee Questionnaire - 11, 12, 13, 15, 38, 39,

40, 43, L, b5



24

Hypothesgis 4
- The‘gréatér the officer's :
dissatisfaction with his required
daily duties the greater the
influence to leave the Army,
Independent Variable - The officer's dissatisfaction
withvhis reguired daily duties,
Indicators | |
1. Day-to-day duties not consistent with
| expectiohsn
2, Being assigned an excessive numbér of
" additional duties
3, Influence ofithe additional_duties on the
| ﬂcareér dééiéioh; |
L, Influence éf'assignmehts received,
5,'-Influence of the‘forecast éf future aséignme‘nts°
Measﬁres
1, A response thatAdaily duties were not consiéfeht
"oy only slightly consistent will be considered
as an indication that duties were not consistent
‘withiexpectationsg
2. Unless. the respondent indicates that the number
of his additional duties were not excessi&e

they will be considered excessive,



An indication that additional duties were a

slight to stfong influence to leave will be

considered an influence to resign,

Respondent who answers that assignments

mwnageivedﬁor&possibleﬁfuturenassignments were

" a slight to strong influence to leave will be

congidered influenced to resign,

~ Questions

'ACﬁive Duty Questionnaire - 15, 16, 17, 38, 39

Reéignee Questionnaire---l6, 17, 18, 41, 42

Hypothesis 5

The less an officer perceives the

exigtence of certain intrinsic job

motivators the more likely he is to
- be influenced to leave the Army,

Independent Variable - The officer's perception of

~the existence of intrinsic job

motivators, .

Indicators

1

Feeliné that the officer's efficiency report

system is unfair and the influence of that

system on the career decision,
,Théiexistence of and the influence of each of
the following on the career decision.

a, Opportunity to pe*éreafive

b°’ Feeling of achievement
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c, Delegation of authority

d. Granting of responsibility
e, Recognition |

f. Opportunity for a private 1life

W&o - High. status and prestige in the military

community
h, High status and prestige in the civilian
| community | |
Feéling that the promofion system is unfair and
the influence of that system'on the careér

decisionD

Measures\

1,

An answer of "no" to the gquestions concerning

- the fairness of the officer's efficiency report

and promotion systems indicates the respondent's
feeling of'the-uhfairness of ‘Jche‘se‘systemso

An indication that the:efficiencyxreport or
prombtion systems'wefe a slight to strong
influence to- leave di3plays the iﬁfluence of
Tthese systems on the respondent‘s career |
decision, |

An indication that an intrinsic motivator exists
to a moderatebor high’degree will be sufficient

to acknowledge its existence within the Army,



Questlon
Actl

Resi

27
Unless an individual]indicates‘an intrinsic
motlvator was of no influence or an influence
to stay it will be cons1dered the motivator was
a negative influence on che career decision,

S

ve Duiy Quostwonnalre - Ly by 46, 49

gnee Questionnaire - L7, 48, 49, 52

Hypotheéis 6

Independ

The amount of Army pay received
and/or the officer's disillusionment
. with the Army's fringe benefits are
"not important influences on the
officers decision to leave the Army,

ent Variable - The pay received and/or the

fringe benefit package,

Indicators

_19

‘The officer's feelings toward the adequacy of

~ the pay»réceivedvand its'relation to actual

respongibilities.

~The influence of the amount of pay received on

the_career'décision,

The amount of additional éalary that might have
influénced a resignee to sféy‘in the Army,
Posgible influence of a "bonus" system on the
resignee;s career decision, | |

The officer's feeling toward the adequacy of

the fringe benefit package.
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6. The influence of the Army's early.retireﬁent )
benefit, | -
Measures | |
1. An officer who‘ihdicates his pay was not
commensurafe with his responsibilities will 56
- congidered negatively influencede |
2. An indication that Army pay was-marginallyr
adequate, inadequate or very inadequate portrays
a respondent's displeasure with his-Army payBA
3, Individual‘s'indicating the amount of their
‘Army pay was a slight to strong influence to
leave will be conSidered’disillusiohed_with_.
their pay. |
L, A response that additioﬁal salary or a bonus
would have kept an individual in the Army is
furtherlproof of his displeasufe with hisrArmy»
pay and the importance of money, | |
5. An officer considers the fringe Eehefit package
inadequafe if he answers that any one of the
benefits are inadeguate,
6, Only those individuals indicating thaﬁ the
Arm&'s retirement system is an influencelﬁo
gtay will be consgidered positively influenced

by this benefit,
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Questions

1Active Duty Questionnaire -~ 25,26, 27, 28, 29, 30

Resgi

Hypothegis 7

gnee Questionnaire -~ 26, 27; 28, 29, 30, 31,

32, 33

The U.S. involvement in Viet Nam is
not an important influence on the
~officer's decision to leave the Army,

Independent Variable - U.S. involvement in Viet Nam.
Indicators ’
1. Number of involuntary Viet Ném tours
2. Agreément with National Viet Nam policies
3°> Influence of National Viet Nam policies
L, Influence of theiprospécts for future Viet
fNam,fours‘on'the_caréer decision
“Measﬁres | |
| 1., More than one involuntary Viet Nam touf‘will
be considered excessive, | |
2, Only those men‘indicating Viet_NamApoiicies as
no influence or an influence to stay will be
considered not influenced to leave the Army by
those policies,
Respondents answering that the forecast for-

future Viet Nam tours wére a slight to strong
influence to leave will be considered

negatively influenced by thisg factor,
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Questions _
Active Duty Questionnaire - 18, 19, 20, 21, 22, 23

., Resignee Questionnaire - 19, 20, 21, 22, 23, 24

Hypothesis 8

The officer's decision to leave the
- gervice is primarily his own decision
and the influence of others is minimal,
Independén£ Variab1e - Influence of dthers
Iﬁdicafors |
1.,  Degree of wife's influence
2, Degrée of other's influence
Measures
 1,7 Those indications that the wife's attitude
was no influence or influence to stay are
cbnsidefed as positive influences on the
career decision, .‘:
2, An indication by the regspondent of the
 ,individual héving the most influence on his.
career decision, |
Questions

Active Duty Questionnaire - 47, 48

Resignee Questionnaire -~ 50, 51



CHAPTER 3
METHODOLOGY

To introduce the actual research involved in this
étudy it'iS'necessary to first review the methods used in
compiling the data.. The sample, the two questionnaires
used, and their development and mailing will be discussed

during the course of this chapter.

The Sample

Altﬁough it is intended that this thesis deal
~ primarily with the factors influencing young, West Pbint"
graduate, officers tolleave the Afmy, it is necessary to
poll bofh fhose'officers who have resigned from the Army
and those presently on.active dutyn In this way a
Qomparison can be ﬁade between the factors influencing the
officer to leave the Army and those influencing ﬁim~to
femain and work toward an Army career. It is conceivable
that a particular factor or experience might heavily |
influence one individual to leave the service and another
to make the Army his profession, , ;

Tt was decided to use the West Péint‘ClaSéVOf 19622 '
as the main statistical base for the'stﬁdyo The Militéry |

Academy Classes 1963, l96@land 1965 were chosen to be the

31
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,ba51s of 1dentlcal research in an attempt to validate the

data obtalned for the 1962 ‘class, These four. classes were
~chosen becuase members of the classes have had an adequate-

opportunity to resign from the Army if they so desire, The

'MQMLQQZM@laSS;bécameﬁﬁligiblentQMresign in June 1967 and each

succeedlng class could resign in June of succeeding Vears°

y The Class of 1965 was- the last of the four classes to

pecome eélglble to resign as their initial service
Obligaﬁions'wére fulfilled in June 1970, :

'Adequate addresses for separated officers Were
_extremely‘difficult to obtain. The 1970 edition of the

Regiater of Graduates of the United States-Militarv Acadenmy

published by the West Point Alumni Foundation was the
primafy.source_ofvall addresses used in the mailing of the
"questionnaire“' This lack of addresses was the paramount
‘influence ih choosing the Class of 1962 for the main study
as thiS-cléss had a larger number of addresses available
for its-reeigned officers than did 1963, 1964 or 1965,
Addresses were available for 83 separated officers
in the Class of 1962 Elghty«one questionnaires were sent
’-to>the former Army officers in fhat clagss, An equal number
- were mailed to the 1962 graduates still on active duty, In
' the valldatmon research 20% of the separated Army offloers.
in each class, 1963565, were polled and similarly an equal

number of questionnaires reached the active officers in
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these year groups, The total number of questionnaires .
mailed in the ValidatiOh study was equal to the totals in
the primary research; The chart below indicates the eiact
number of questionnaifes mailed, | |
o TABLE IT

ANALYSIS OF QUESTIONNAIRE MAILING

West Point Questionnairevaaiied'To '
Class Active Duty Officers Regignees Total
1962 8L | 81 162
1963 | | 26 26 52
1964 28 | 28 | 56
1965. 27 S  _;22 sk

PoTALS 162 162 32

No questionnaires were mailed to individuals forced to
resign from the Army due to medical, disciplinary or other

similar reasons,

Limitations

It is possible a guestionnaire bias may ex1st 51nce 
,the 1nd1v1duals selected for regelv1ng quesblonhanres were
those who_had sent current9 adequate addresses to thelrr
Alumni Associatiénp‘ This‘pOSSibility is acknowledged but
in view of the fact that all other aftempts to gather
‘addregbes met with failure little could be done to 1mprovel

"~ the sample in this respect, This author sees no reason to
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conclude, however, that these individuals keeping their
addfesses curfent Wiﬁh the.Alumni As%ociation are any
different from thqse who do not have current addresses
. available. Therefore_it is doubtful that this particular
...factor will have any.great beéring,on the responses
received'in this résearch;

Further it should be pointed ouf that ali‘responses_-
are based entirely on the opinions of each subject and
there is no way, within the scope of this study, to
_correlate the actual on-the-job performance of each officer
‘with his answers. Certainly some men will be guite
objective in theirvreplies_while others may be hesitant in
mentioning experiences having a large bearing on fheir
career decision but reflecting poorly on themselves, In
addition, there was no control over the respondents to

answer every question,

Questionnaire Development

The original questionnaire was pretested in the
Tucson area., Nine actiye duty Army officers, memberé of
the Military Academy Claqges 1962, 1963 and 1964 answered
the questlonnalre desmgned for the in-service peroonnel
In addition, nine oiher Army officers attending the.
A_ Unlver81ty of Arlzona answered the questlonnalre pertalnlng

to resignees, These 1nd1v1duals were agked to place
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themselves in the place»of Academy graduates who had‘_- |
resigned from the,Afmy and to answer the queétions with'

;this in mind, The fact it was impossible to locate '
i,resignees from these classes in the Tucson area forced the B
’,}useGof‘thiswparticular\approaoh; The .purpose of the pre- .
test wa§ not to determine what_anSWers might be given but.
rather to check the clarity of the quesfions and the actual’
time required to complete the exercise, A1l men who
partioipated in the pretést were personally interViewed by

this author and all responses were carefully reviewed and
studied., As a result of the pretest three guestions, deemed
repetitious and irrelevant, were eliminated from both |
unestionnaires, Several questions were slightly reworded
in the interest of clarity and a question was added to the
resignee's questionnaire asking if the resignee had been
- accepted for a position with a civilian firm prior to
~ submitting his resignation,

In addition, the pretest resulfed in a por%ion.of

tﬁe introduction letter (Appendix A) to each respondenf
‘being devoted £o general instructions.as to the procedureé

for answering the questionnaire,

Questionnaire Mailing

- Questionnaires were placed in United States Army"7

,,'prepaid.envelope83 Additionally each envelope contained a



letter. of introduction.(Appendix A) and a stamped, addresséd .
envelope to be used by the requndent'to returhrthe |
 questionnaire, | | |
- - The guestionnaires were prepared for mailing;just ~ :'
Qﬁﬁ@pﬂior;to“Cﬁris$masvl970ﬁbut.were_not.mailed”until | |
’  December‘279 19709-_If was.hoped that by waitihg>untilr
“after the Christﬁés méil rush that theré wduld be less
chance of the questionnairés beihg lost_in the mails or
perhaps mislaid by the respondent -in the haste of the
hdliday season, | |
The first response from the quesﬁionnairé'was'(v:
" received within five days of thé.initial mailing.‘ Forr
: approximately ten days thereafter responses Were received
 ;at a rate of 20 to 30 per day. After this initial
~onslaught the response rate dropped to- approximately 2-7
per déye
The majority of the gquestionnaires were received
. pfior to the February lp 1971, cut off date requéétedvin
.the letter of introduction. Nine reéponses wefe received
after that date, The last two replies were received on
_~March”29 and April 2, réspectiVelyo The responses found in
these two questionnaires are nof included in the data
related in the main body of thig thesis due to‘théir late
~return, A general outline of these answers can befommdy

however, in Appendix F,



RV

| The Questionnaire
:A,revieW-Qf the two questionnaires wili reveal
reléted guestions used to éxplore the posgible validity of
the hypotheses outlined in Chapfer 2. The related questions
‘are for the purpose of cross Qhecking responges, There are
'basiéally seven areas to be studied, in this research, to
Vénalyze:the'intrihsic,and extrinsic factors affecting a
youhg‘Army officer's career dééisioh;
vBeféré'discussing fhese areés it is necessary to-‘

ekplain tﬁé formaf of tﬁis gection of the chaptéf, |
- Following the text explaining each of the seven basic areaé
- will be the Questions'pertaining to that area frém thé
‘resignee’s questionnaireo The cérfesponding question
number from the active duty questionnaire will be in
parenthéses ad jacent to each of these guestions, The

actual questions-forrthe in-service personnel can be found
in Appendix B, but in the interegt of brevity they will not
be reiferated here, It should be noted that the questions
aré basically the same for both questionnaires with only the
- time frame of the active duty questions being changed to
indicate the current active status of those respondents,
in»é few_instahces theré~will bé-no corresponding quéstion;
. fdr’the activé_military_officers@ These particular questions

will be so indicated,



138

Socioeconomical

This‘area of questioning was.designed to give the -
researcher én idea of who the respondents are and their |
initial career intentions, Although the answers td these
..queries.will probably not materially contribute to proving
or disproving the hypothesés of this study it was felt they
were important mainly to attempt tg determine the type of
individuals who resign from and who stay a part of the
Army. Question 8 on the resignéefs guestionnaire appearé
only on thatkque»stionnaires It was asked in an attempt %o
determine the general time frame in which most officers
decided to resign from'the Army, It is conceivable that a.'
firm time referénce could be eétablished and if so,.if |
would be a valuable planning tool for Army programs :
designed to retain junior offiéers, Questions 6 and 7
vpertaihing to initial career intentions were inserted in
an effért to recheck the validity of the related findings 7
in the Zald and Simon study described in'Chapfer 2, |

Question | |

1. (1) What was your age at.the.time you left active
duty? -

2;‘(2) What was your marital status at the time you
~left active duty?

A, Married
"B, Single (never married)
C, Divorced ' -
gs- Separated

Widowed
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(3)

(4)

(5)

(7)

g w >

e & ©o o

5
How many dependents, excluding. yourself, did
you have when you left the service?

Which of the following best describes where you
lived most of the time between the ages of
6 and 187

Big City (over 100,000)
Small City (20,000-100,000)

. Small Town (5,000-20, 000)
Rural Community

What state or states did you, live in most of
the time between the ages of 6 and 18 years? ___

Why did you become an Army officer? (Circle
one or more)

Best way to complete my military obligation
Looking for excitement :
Hoped to receive responglblljty and
challenge

Thought I would gain prestlge and respect
West Point would help me get through college
Family tradition A

. Other (please specify)

m o o

® & o

QEET Quw

What were your intentions the day you were
commissioned?

A, Definitely planned to resign at the end of
my initial obligation

B, Thought I probably would resign at the end
of my .initial obligation

C. Was undecided about an Army career

D, Thought I would make the Army my career

E,  Definitely planned an Army career

During what £ime period.did you definitely
decide to resign from the service?

A, Entrance to Wesgt Point

B, During 4 years as a cadet

C. During first year of service .

D, During second year of service

E, During last year of service

F, During last six moriths of service
G, Other (specify)
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- 9, (8) What wasg your - grade at the time of your leaving
’ ,the serv1ce° : _

A, Major .
B, Captain L
C. Fjrst Ljeutenant

As91gnments and Dutles

PHTS CLECbhe "largest drea "of questlonlng and it can
“be further d1v1ded 1nto questions concerning the Mllltary
Occupatlonal Spe01a11ty (MOS) branch preference, proper
utlllzatlon of skillg and background, daily duties, the
Viet Nam War and other assignments, Questions,lO-l&_ére
related to. the officer’s branchséssignments during his

Army career, Question 15 is an atfempt to determine the
individuals feeling foWard his occupational speciality in
the sefvice, Questions 16w18}and 38-L0 query the service;
_manFsAthoughtbon the Army.dutiés hé was reguired to perform
and their relation to his.abilities;' This_séries also
félates fo the Zald and Simon_findings which ranked the
‘importance of career experiences very high in determining’
later career commitment. The'answers to these questions
will be used in regard to thé.hypotheses concerning improper
utiiization (H3) and daily duties (H4), Questions 19-24
rsléte to the hypothesis concefhing.the Viet Nam War (H7).
Questions 25 and H1-l6 are an attempt to determine the

influences of assignments received and frequent relocations,
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: They are asked to determine the véiidity of the_hyﬁotheées
concerning family: separatlons (HZ) impfopér-utiiizations
(H3) and duties (HM) |

‘Question

AlQEM(:9) To what branch were you asgnmned upon- leav1n?
USMA?

11, (10) Did you change branches while in the service?
If so, to what branch did you change?

12, (11) Did you attempt to change branches while in
the Army but your appllcatjon was. dlsapproved°
Yes No

13, (12) Were you satisfied with your first branch
assignment? Yes _ No __  If not, to what
degree did this dlsqatlsfactlon 1nfluence
your resignation?

. No influence

. wotrong influence to leave

. Moderate influence to leave
. Slight influence to leave

. Influence to stay

moQw»

14, (13) What was the duty title. (Artlllery Commander,
Medical Supply, etc.) of your primary MOS
while in the service?

15, (14) To what degree did you feel your MOS
classification was consistent with your
personal occupational interest?

A, Not consistent at all .
B, Highly consistent

C. Moderately consistent
D. Slightly consistent

16, (15) To what degree were. the day-to-day duties you
performed in the Army consistent with what you
expected they would be?

A, Not con31stent at all
B. Highly consistent
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18,

19,
20,
21,

22,

23,

(16)

(17)

HUQw>

(18)
(19)
(20)

(21)

(22)

'mu0w>

b2

C, Moderately consistent

‘D, Slightly consistent

While in the Army did you feel the number of
additional duties you were called upon to
perform excegssive? Yes __ = No __

Usually ___ Sometimes __

To what extent dld.these "additional duties”
influence your decision to resign?

A No influence
Strong influence to leave .
Moderate influence to leave
Slight influence to leave
Influence to stay

How many RVN tours did you serve?
How many involuntary RVN tours did you serve?

Were you wounded while in RVN? Yes _ No ___
Did you agree with national policies concerning
Viet Nam at the time you resigned? Yes

No If not, did you feel the U.S.
Government should pursue a policy of .

‘A, 'Immediate'withdrawal

B. Gradual withdrawal

C, Total victory

D, Other

To what extent did natlonal Vjet Nam pollczes o

“influence your re91anatlon9

No 1nfluence,
Strong influence to leave

. Moderate influence to leave
Slight influence to leave
Influence to stay

How did the prospect of future RVN tours
influence your career decision?.

A, No influence
B, Sirong Jnfluence to leave



25,

38,

392

40,

ok,

(24)

(35)

(36)

(38)

43

C, Moderate influencé to leave -

D, Slight influence to leave

B, :Influence to‘stay'

How many involuntary unaccompanled tours,
other than RVN did you serve?

Did you feel that generally your education
and skills were properly utilized in most

duty assngnments° Yes No

Did you feel that if you had stayed in the
Army future duty assignments would have .
probably better utilized your education and

"skllls? Yes: No _ Undecided
(37)

- education and Skl]lS influence your career

To what degree did the utilization of and
forecast for future utilization of your

dec1 ion?
A..’No influence

B, - Strong influence to- 1eave
C, Moderate influence to leave -

- D, Slight influence to leave

E, Influence to stay

What influence did’ the assignments you received
while in. the Army have on your career decision?

A, No influence

B, "Strong influence to leave

C, Moderate influence to leave

D, . Slight influence to leave

(39)

 BUQwR.

E, Influence to stay

What influence did the assignments'that YOu‘
could have looked forward to in your career

.pattern have on your career d90131on°

No.lnfluence ‘ :
- Strong influence to leave
Moderate influence to leave

Slight influence to leave

Influence to- stay



U
43, (40) While in the service what was the 1ongést

- period of time you served in a particular
~location? __ :

 44, (41) Generally, what were your feellngs toward the .
o length of PCS tours? .

- A, Should be 1-13 years

'MB,WNShouldabe,l%.B .years

~C, Should be 3-4 years

"D, - Should be longer than 4 years
E., No preference : ,
F, 'Other (specify)

455'(42) What influence did frequent relocations have 7
- on your career decision? :

A, No 1nfluence'

B, Strong influence to leave.
C. Moderate influence to leave
D, Slight influence to leave
E. Influence to- stay

L6, (QB) To what degree did the frequency of or fear~
S - of family separatlons 1nfluence your career

dec181on9
- A, No influence ‘ :
B, - Strong influence to leave
-C, Moderate influence to leave
D, 8Slight influence to leave
E,

Influence to stay

Pay and Frlnge Beneflts

Questjons 26-33 pertawn Speczflcally to pay and
fringe benefltse, These two subgecis cannot be separated
“in that the ?rlnge benefit packag@ is rebuted to be. worth
countless dollars to the Army family and it 18, in facﬁ?:
cons;dered by Congress when.computlng the military man's  7f
‘salary, . This_sectibn_obviduély tests the hypotheses o

concerning finéncial security and fringe,benefits-(Hé)o
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Questions 28 and:BO“are asked only on the resignee .

questionnaire'as they pertain to. the amount of money; if

- any, that could have kept those individuals onractive_duty,]f 

Question

26,

27a

28,

. 29e

30.

(25)

(26)

(27)
- commensurate with your responsibilities?

What were your. feellngs on the amount of pay
you were re061V1ng at the tnme of your
re81gnatlon° :

A, Adequate

. More than adeqguate
« Marginally adequate
. Inadequate

. Very inadequate

HoOQw

What influence did the amount of pay received -

in the service have on your career decision?

A, No influence

B, Strong influence to leave
C, Moderate influence to leave
b, ©Slight influence to leave
E. Tnfluence to stay

What amount of aialtlonal salary would have
1nf1uenced you to stay in the Army‘>

. No increase would have 1hl1uenced me to
- stay

. 7.5 to 10% of base pay .

. 11 to 15% of base pay

. 15 to 25% of base pay

. More than 25% of base pay

While in the: service did you feel your pay was -
Yes. No __ Usually

If a "bonus system” for officers, similar to

" Enlisted Variable Bonus system, existed at the

time of your resignation would this have
influenced your ultimate decision? Yes
No Maybe . If so, what size bonus would

~ have influenced you to extend your Army career
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$1,000 - 1,999

$2,000 - 3,500
$3,501 - 5%000
More than $5,000

“No amount would have influenced my

decision

(28) Wha+ 1nfluence dld the frlnge benefit packaqe
'(medlcal care, PX, Commlssary) have on your
career de01snon° : :

6
-]
[
e

A
B
C
D
i

'No 1nfluence
" Strong influence. to leave
. Moderate influence to leave

Slight influence to.leave
Influence to stay

32, (29) How did the early retirement benefit of the

Army influence your career decision?

No influence

Strong influence to 1eave
Moderate influence to leave
Slight influence to leave
Influence to stay

’339 (30) Which of the following fringe benefztsrdjd you

find inadeguate during your period.of service? -

_»(Clrcle as many as de81red)

Senior Officers .

roEETUQwWR

- Tax benefits

Medical care I, | Incentivé‘pay

Dental care J° " Hazardous duty pay
PX K. Officer clubs
- Comissary L, Civilian schooling
Housing. : opportunities
Retirement M, Travel
" Insurance N, Survivor benefits
Oa Post schools

" (for children)

_ The series of questions numbered 34«37_deals

- exclusively with the individual's opinion of his sénior_ .

officers and their influences on his career decision (H1),
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Question

34, (31) From your observations how would you generélly
rate the senior officers under whom you served?.

A, Outstanding E, Below Average
B, Superior F, Poor -
C. ZExcellent G, Incompetent

D, Average

35, (32) Overall; to what degree did the conduct of
senior officers influence your career decision?

A, No influence '

. wotrong influence to leave
Moderate influence to leave
Slight influence to 1eave

- Influence to stay

 HOOW

36, (33) How many formal_or informal career-counseling =
- - interviews did you have with senior officers .
prior to leaving the service?

A, 1 . D, L4-8
B, 2 ' - E, More than 8
C. 3 . - F. None

37, (34) What influence did the careerw counqellnv have
’ on your career decision?

No influence

Strong influence to leave
Moderate influence to leave
Slight influence to leave

. Influence to stay

HOOQ W

Intrinsic Motivators

Pertaining to the hypothesis concerning intrinsie
job éatisfaction (H5) this heading can be divided'into two
areaé, Quésﬁions>47, L8 énd»52 deal with the Officers
EfflClency Report (OER) and promotion systems, These

subjects are touched upon only llghtly and the answers w111
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be used as they relate to the job satisfaction factors

"recognition”

and "achievement", Question 49 gives the

respondent an opportunity to indicate to what degree eight 

- different intrinsic "motivators" exist within the Army and

to rate the influence or importance of these factors to_'

gstay with or
Question

b7, (L)

L8,

9,

(45)

(46)

leave the military organization,

I

Do you feel the Officer's EfflClency Report
System is fair? Yes . No : :

To what degree did the OER system 1nfluence
your career decision? ,

No influence =~

Strong influence to leave
‘Moderate influence to leave
Slight influence to leave
]nfluence to stay

HOQW >

In your opinion, to what degree d1d the

- following factors generally exist within the

Army and how did they influence your career

‘decision? (Circle one in each column)

Opportunity to be Creative

A, Exist to a high A, No influence

: degree B. ‘Strong influence
B, Exist to a : . to leave
: . moderate degree C. Moderate 1nf1uenoe
C. Exist to a slight . to leave
degree b, RSlight influence
D, Does not exist . = to leave :
at all B, Influence to stay

Feeling offAchievement

A, Exist to a hlgh A, No influence
degree B, Strong 1nfiuence

B, Exist to a ‘ %o leave»

moderate degree



A,
B.
C.
D

e

Exist to a slight - C,

degree
Does not
at all

Exist to
degree

Exist to
moderate
Exist to
degree

Doeg not

at all

exist

a high

a

degree

a slight

exist

D

E,

Delegation of Authority

-4

A
B
C.
D
E

[

- _49.;

Moderafe 1nf1uence .
to leave '
Slight. 1nfluence
to leave o
Influence to stay

No influence

¢
. Strong influence

to leave

Moderate 1nfluence
to leave ‘

Slight influence.

to leave. .
Influence to stay

Granting of Responsibility

N
B,
C.
D

[

Recognition for a Job Well

A,

B.
C

€

D,

Exist to

~degree

Exist to
moderate

Exist to
‘degree
- Does not

at all

Exist to
degree
Exist to

moderate

Exist to
degree
Does not

“at all

a high

a

degreeé

a - sllght

exist

a high

a

degree
a slight

exist

A,

e

6

L

Opportunjty for a Prlvate

Exigt to

.degree

Exist to
moderate
Exist to

“degree

.a

a.hlgh s

degree
a slight

A,

B,

'

c.

B
C
DB'
E,

No influence .
Strong influence

to leave ,
Moderate influence -
to leave

Slight 1nfluence

to leave

Influence to stay

Done

No influence

Strong influence

to leave

Moderate influence
to leave

Slight influence

to leave

Influence to stay -

Life

No influence

Strong influence
o leave _
Moderate 1nf1uence
to leave
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D, - Does not ex1st | D, Slight influence
at all , : to leave
S ‘E, Influence to stay

High Status and Prestige in the Clvzllan 7

Community
. A, Exist to a high A No influence
. degree B Strong influence
B, Exist to a to leave
. moderate degree C., Moderate 1nEluence
C. Exist to a slight to leave _
: degree D, Slight 1nfluence
- D, Does not exist to leave
: at all ~ E; 1Influence to stay
High Status. and Preatlge in the Mllztary
Community
A, Exist to a high A, No influence
degree B, - Strong influence
B, Exist to a to leave
- moderate degree = C, Moderate influence
C. Exist to a slight to leave:
- degree D, Slight influence.
D, Does not exist to leave
- at all ‘E, Influence to stay

52, (b9) Do you feel the promotion system with the Army
: is fair? Yes No - If not, to what
degree did thies influence your career decision?

A, No influence

B, Strong influence to 1eave
C, Moderate influence to leave
D,  ®Blight influence to leave
E, Influence to stay

Other ] Influence

Two questlons, Numbers 50 and 51 try io determlne

. who has the most 1nfluenoe on a young offlcer when it comes  ,' 

time for him to decide on an ArmJ or 01v1llan career,,,The



hypothes1o relating to the 1nf1uence of others on the
c-offlcer 8 career decision (H8) 1is iested in these-
_ questlonsg

Questlon

‘-_: 5 (4?) Wthh of the fo]loW1nﬂ Jnd1v1duals 1nfluenced
your career decnalon the mosc9

A, Wife - - Dy, Frlend : R
B, Mother R, None - it was my own

C. Father B ' v decisgion .

~ : ' R, Other

51, (48) ‘What wnfluence did your W1fe S atfltude have
' on your career decision? .

" No Jnfluence
Strong influence to Teave
Moderate influence to leave
Slight influence to leave

. Influence to stay )

s © o o

HOQW®

"Re81gnee 8 Questnons
Que9t7ons 53 = 56 are found only on the resignee’s

VQUeStionnaﬁre.' Numbers 53 and 54 will be used to gajn a

- better underqtandlng of the attltude leadlng to and,

'c1rcumstances surroundlng the young offlcer s decision to

leave the Armye”,The last two questions are an'attempt-io_i S

allow the subject to expandvon'any éaréér decision
ihfluences aiready diseﬁssed in the Questionnaire,or.tdf
lbring to light any influehces which‘wére not covered, | It7
was hoped that these two querles would beget answers whléh
could be used to. 81d other answers in valjdamlng one or

more of the initial hypotheses,
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Question

53, ( ) Had you been accepfed for a position W1th a
civilian firm prior to submitting your
resignation? Yes No Tentatively

5i, (=) SlnceyleaV1ng the Army have you ever seriously
wished that you had made a career of the Army°
,Yes No.

55, (=) What single incident or factor had the most
bearing on your influence to leave the Army?
(Use back of page if more space is required)

56, (-) What, if anything, could have been done to have
' kept you on active . duty?



CHAPTER 4
PRIMARY STUDY*®S RESPONSE

~The quality and guantity of responses to the

quesfionnaire were éxcepﬁional, A tofal reéponse rate in
excess of 83% was achieved and over 70% of the respondehts-
toqk the time 1o add supplementary,remarks‘of some nhature
to the specific ansWeré required in the course of the,‘
qﬁestionnaires |

| As previously 1nd10ated 162 questionnaires were
malled o members of the West P01nt Class of 1962 Half
Qf the questionnaires went to 1nd1v1duals who had resigﬁed
from the Army while the other half were sent to active duty
Army officefsa Seven of the questionnaires intended for
/reéignees were returned due to incorrect addresses, Two of
fhese questionnairés Were remailed to alternate individuals
- for whom addresses'were:available, It is believed that all
active duty Army officers received their questionnaires;
Thus, the final number of questionnaires reaching the field
.totéled 81 for the active personnel and 76 for the |
resigheesg-lBl of the 157 questionnaires were retﬁrned -Thé
percentage of actlve mllltary officer's returning questlon«.
naires was 86, 4% (n=70). This can be compared to 80,3% &Fél),

1'of the present 01vilians'who responded to this questionnaire,

53
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Questionnalire Response

'This chapter ‘is concerned with reviewing the.
ansWefs of thé 131 réspondents° The format for thé,review
.will be identical with the bréakdgwn used in the pfeceding'_”
| chapter as the responseé will be categorized into sevén |
separate‘areasav Where percentages are furnished, a
summaﬁibn of the individual vaiues'may not’eQuélﬂlod% dué.v
to a small humber of respondents who failed to anéwerrsomer
questibns and/or‘beoause some respondents answered a‘- |
'Vpérticular~question with mbre than one aﬁswer. The sam?ie”
size (n) for the active group varies from 67'to 70 while
ﬁhe.resignee'sample size ranges from 58 tovéi, Duevto the
fact that thé sample was not selected randomly allichi'
SQuare_values are intended to be descriptive rather than
'inferential statistics. |

Thig chapter will not relate separately eacﬁ and
.eVery answer to the quéstionnaire; Rather, the responses
for each major area will be summarized,' For detai}ed-
answers and the exaét sample size fdr‘eaCﬂ‘question the

reader should refer to Appendices D and E,

'ASbcipeconomical
' The average aotave duty respondent is presenfly
30% years old, married, has obtained the rank of Major and

has 3.0 dependents not including himself, A similar picture '
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of théireéignee'ét thé'time'of his separation from the
Arﬁy'would indicate hé was a_28 year old Céptain, married -
and had 2,1 dependents., Since the West Point entranéé '
requirements for age are quite rigid it can be assumedrfhati
"both groups of men, being classmates, ére generally the
same age and thus that.the average reSignee‘has beén»a ,
civilian for approximately 2% years, _LikeWisé the
' difference in number of dependents and rank can aléo be
aftributed to this Z%Hyear time lapse.,

- Table III indicates the resignee tends to be frdm
the city and the éctive duty man from the small town or
rural area, The fact fhat many Army‘installations are-
located in somewhat rural areés might be relevaﬁt to
keeping this group in the service. |

TABLE TIT

COMMUNITY ORIGINS FOR RESPONDENTS

Big City |Small City |Small Town | Rural

Active Duty 15.7% (11) | 34,3% (24) 128,6% (20) |21,4% (15)_}

Resignees | 39.4% (24) | 27.9% (17) |23.0% (14) |11.5% ( 7)

Chi Square = 9,64
Significant at 025 .

This slight difference in geographicai upbringing
can be carried over into the states.in which the subjects
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spent their early years, The larger percentage of both |
grdups were from the Middle Atlantic States of New Jersey,
New York and Penhsylvania with the resignees having 2&,6%
of their people from this area as compafed to only 18,6% of -
the aqtivewgroupe The second and third most popular
answers from the resignees were the Great Lake States
(Illinbis, Indiana, Michigan, Ohio, Wisconsin) and the
South Atlantic States (Delawarey.Flbrida, Georgia, Maryland, -

.bNorth and South Carolinag Virginia) With 19.7% and 1800%, |

respectively, from these areas, In contrasf,-lZ.Q%'of‘the

active_military people were froﬁ the Great Lakés States and

,.17;2% were from the South Atlantic area. These were thé R

. £ifth and second areas in order of reéponse fdr'the éétive
members. It should be noted here that 12,9% of the
 indiVidua1s gtill ih the éer&ice aé'compared to 1.,6% of the
- resignees indicated that their fathers had been career -
military men and they had "lived all over the world", There
was a sﬁrprisingly small number of men from thé Southern
and Mouhtain states, This is in contrast to the Franklin
Ihsfitute Research Laboratories Study (1968, p., 40) which

'no%ed that men from the Southern ahd Mountain states were

. most likely to puréue Army careérs’thanimen from any other

areas in'the United States,
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Questions é and 7 dealt with initialrmotivations
" and career intentions, The ansWers most ofteh given aé to‘_
'why they had becomeian Army officer'were first, a desire
"to0 receive responsibility and challenge” (5605% active,
,55,7%{resignees)vand gsecond, "West Point woﬁld help me get- _
thféugh college" (50,8% active, 44,3% resignees), .

| Initially, 4@04% of the career men relative to?
34,4% of the present,ci&ilians intended‘to maké the Army
their career, In the active group, 31,4% "definitely"
planned an Army career as compared with only 19.7% ambng
the resignees. Interestingly,-lé;M% of the reéignees
?lanned to resign their commission from their first_day of
service. Among the career men 5, 6% said they too
ofiginally planned to resign but later changedvtheir mind.’

Question 8 on-thg resigneefs guestionnaire was -

asked only of that group in an effort to establish a timei
frame in which the young officer actually decides to resign
from the Army, Many individuals (24,6%) did not make their
fesignation decision until the last year of their obligated
" tour of duty. However, 21.4% of the former officers |
decided to resign during their second yeaf of active dutys
Thus, it is difficult to establish an exact timevrefereﬁée
for the resignation deéisioh.' The responses-did indicate

however that only 13,1% of the men who later resigned-had'



»made up their minds to do so by the end of thelr first year
of service and that Jnltlal career Jntenflons ‘are probably
not as important as later career experiences,

ASSJQnments and Dutiesg

Table IV reflects the 1n1t1al branches of both

groups.,

TABLE .IV
INITIAL BRANCH ASSIGNMENTS
Aftillery Infantry. |Engineers | Armor géggil
Active _ : I3
- Puty ©139,2%(27) |26,1%(18) {21,7%(15) N1,6%( 8) |1,4%(1)
Resignees | 39,4%(24) (24,6%(15) | 9.8%( 6) {19,.7%(12) '635%(4)

Of the reSJvnﬂes, 23.3% indicated they were unhappy
Wlth their initial branch a381gnments while only 3,4% of the

',actlve personnel dlsplayed the same dlssatlsfactlon. Among

'  the dissatiegfied resignees a full lOQ% said this unhappiness

Vwith their branch was an influence to resign,

| ’,Thirfymone percent of fhe resignees attempted tb'
; change branches while in the Armyu._Almost'lO% of these
réquests for new branches were disapproved and the resignees
'wéré forced to continue to work in a branch which they foﬁnd
undesirable,' Only- ll 4% of the actlve group had attempted

a branch transfer and 98, 67 of these requests had been
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appfovedg It‘should»Ee-noted, however, that a larger' |
.pércehtage 6f7resignéés-thah aotiye men did actually'changé_
brancheg and that fhesermén still were unhappy and ieft the
Army., This may indicate'thatvthe resignee's displeasure
‘with his branch waé not as large a negative influehce as
he perceived it to be,

The vast majority of both groups indicated their
primary Army duty title to be that of Commander in.their
respective branches, This was true of 85,2% of the active
Vreébonses'and 7706% of the resignees, 1t was,surprising‘tol
‘note that 87.2% of the active group and 85ﬂ0% of the
reéignees felt their}duty ciaésifiéation was moderaﬁely'to: 
highly consistent_ﬁith théir personal occupational interesfg
. This does not correspond with the large percentage of |
dissatisfied resighees. portrayed in the responée t0  the -
branch questionsg'_Thé reason for this discrepahcy is not
readily apﬁafent hdwe&ér, it can be surmised that the
| resignee's unhappiness was céused by factors whiéh he-&id
" not necessérily consider to be a part of his job.' Fof'
instéhceﬁ an Infantry officer might truly enjoy his job as
company commander but dislike the field duty found in the
Infantry. ' ‘ '

Both groupé génerally'felt their day—tb-day duties
wére moderatelylcdhsistent with what they héd expected (HL),

However, the nuﬁber of resignees responding that their
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duties wefe‘not at all consistent4With.expectafions was |
séven'times the number from the active groﬁpo Additiona11y9 
.more of the resignees also.Said‘the number of additiohal |
duties they Wereréalled upén to-peffbfm were excessiVey
Even among the resigneeé;-hbwéver, thé majority of thg
individuals didrhot feel thié to be'true, Neverthéless,‘
37,7% of the resignees did indicate that tﬁese additional
duties inflﬁenced their resignation in some respect, Of
the present officers, 77,2%'said>that‘additional duties
were of no influence %o ﬁhéir decision to stay in or 1eave
the military, | |

The questions concerning Viet Nam (H7) showed thatv
ali of the active duty‘men had served at least one tour in
_the_combét area wﬁile 22 (36i1%)'of the resignees had never
been.to Viet Nam; This correépondS'wifh the Frahklin >
Institute.Study (19689 p. 49) that found that more junior
officers who had served in‘Viet,Nam,selécted an Army career
than those who had»notB The average time spent in that‘l
'country for the two groups was one year and four months~fqr-
the active personnel and slightly over six months for the
resignees, The active officers said 60% of their Viet Nam
tours were involﬁntafy while, surprisingly, only 42% of the
resignees tours were of an involuntafy>nature, Almost
one-quarter of the active men were wounded while in combat

as compared with 15% of the resignees who served in Viet
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Nam, Almost half of the resignees indicated they did not
agree with the Govermment's policies concerning Viet Namvi
Slightly over one-third of the active men felt simiiarly,
Interestingly, moré members of the active'duty group than
¢of the;E@signee;gnoup,indicated that‘the national Viet Nam
policies were an influence to leave-the Army. Fiftyaseven"
percent of the re51vnees and 460 of the active men
responded that these policies were of no influence to their
career decision.._This point was somewhat clarified however
by the responses of both groups 1o the guestion concerning'
the 1nfluenoe of future Viet Nam +tours. Sixty-five percent
of the resignees sald this prospeqt had influenced them to
reSign° vFifty—four percent of.the active men felt these |
péssible future tours were an influence to leave iheb
‘service, |

vThe results of'the guestions concerning the

utilization of education and skills (HB),is_displayedAin
Table V, 1t is obvious from this table that the career men
feel‘more properly.utiiized than their presenﬁ civilian
counterparts did while they were a part of the_Army;- Of ‘
the aotive'regﬁondents, @7,8%_indicated‘that‘thekutilizatidn'
and forecast for futuré utilization of tﬁeif‘educatibn;aﬁd
skills was in fact an influence-to.stay.ih the Armyﬁ_ Thiéf-
"large peroentape can be contraw*ed wxfh only 4 Q% of the o

' req1gne@9 Who felt 1n a 81m11ar manner..
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AThe response concerning the influence of past and
fﬁture assignments is revealing (H4), Of the active
officers, 79,8% indicated their assignments to date were an,:
influence for them to remain in the Army. Additionally,
55.8% of the same men said their prospects for future
assignmehts were an influence to continue their military
careers, Among the resignees the assignments received
while in the Army were an influence to stay for only 18,1%
of the men and contrarily these agsignments were an | |
influence to resign for almost 61% of the same group,r The
forecast for future assignments for the resigneés influenced
78.3% of the men to actually resign. Only 11.7% felt the
outlook for future assignments was promising enough to
influence them to remain in the Army. »

Both groups respbnded.that permanent duty>tours
should be lengthened with most men indicating fhat the time
between changes in station should be 3 to 4 years., The N
éverage timelfor the 1ongest’period between actual
permanent relocationé for both groupS‘was_just over 28%
ménthsﬁ The influence, on both groups, of this frequent
relocafing was primarily to leave thebservice (58,5%';
actives, 57,4% resigneeé)@~ -

'Question L6 queried thé'ianUencé of frequenf

family separations on the career decisions of both groups



ACTUATL EDUCATION AND SKILLS UTILIZATION

TABLE V

AND

Significant at ,005

Significant at ,025 -

Significant at ,0005

- THEIR INFLUENCE ON CAREER DECISIONS 
S - g : Influehce.dn‘
Properly Utilized. Forecast For Future Decigion To
In Assignments Proper Utilization Leave the Army
Yes Mo Yes | No Undecided | syioh, |goocrate
hotive | | - o N N - - |
Duty 69.6%(48) 130,4%(21) (47.1%(33) 118,6%(13) |34,3%(24) | 40,3%(27) |11,9%( 8)
Resignees | 42.6%(26) |57.0%(35) |37.7%(23) 39.4%(24) |22,9%(14) | 54,1%(33) uloo%<zsﬂ
Chi Square = 9,77 Chi Square = 7,26 Chi Square = 14,07

€9
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- (H2), No one in either group responded that this facet of
Army life was aﬁ influence td reméin in the Army,

' Surprlslngly, 13% of the men in each group indicated that
frequent famlly separatlon was ho 1nfluence on their career ;}
.decision. .In. the same..token. howeverp 47.8% of the |
Vre81gnees as compared to only 27 8% of the actives .
1ndlcated this was a strong influence to leave the service,

Pay and Fringe Benefits

Table VI vividly portrays the feelings of both
groﬁps foward the ambunt of:salary received as Army
officers (H6), It shouid be noted that more resignees
than active personnel felt their pay commensurate with
their responsibilities and more-than-adequate, At the
same ‘time more resignhees also felt their pay inadequate.

Almost one-~third of both‘groups responded that the
amount of Army pay they were receiving had no influence on
their Army career de01s1on,‘ A large contrast.can be nofed
“in the percentage of men from each group indicating that
, the pay received was an 1nfluence to remain in the Army.
Of.the active personnel, 16.2% so indicated asg opﬁosed to
only 1.7% of the resignees, Sixty-five percent of the
resignees and 54k, 4% of the active officers said that the
‘pay received was a%,influenée to leave the Army,

| Questions 28 and 30} found ohly on the resignee’'s-

questionnaire, were a further attempt to measure the



" TABLE VI

 FEELINGS TOWARD ARMY SALARY »

Pay Commensﬁrate Feelings Toward Adeqﬁacy'
With Responsibility - Of Army Pay
: : : More
Yes No . Usvally |Adequate Than {(Marginally | Inadequate
Active . : , ' | - cL -
Duty 14,7%(10) | 61,8%(h2) | 23,5%(16) | 39.7%(27) {1.5%(1) j48,5%(33) 110,3%( 7) |
Resignees L6%(13) | 61,7%(37) | 16.7%(10) 38,4%(23) |5,0%(3) (36.6%(22) [20,0%(12)
'Chi Square = 2,45 Chi Square = 5,07
Significant at .15 Significant at ,10
TABLE VII
GENERAL EVALUATION OF SENIOR OFFICERS
UNDER WHOM RESPONDENTS SERVED
v Superior. and - | Below Average
| Outstanding. | Excellent Average and Poor Incompetent
ctive Duty 16,2% (11) | 60.3% (41) 19,1% (13) h4% (3) 0.0% ( 0)
Resignees 6.5% ( 4) | 23.0% (14) 41.0% (25) | 24.6% (15) w05 (3) |-

Chi Square

= 31.36

Significant at .0005

59
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importanoé of ﬁoney to the resignee. The responses to
'these-questipns geem to indicate that money was nof as ah
imporﬁant factor as fhe previous answers might.reflect;~ of
"the men who responded, 61,6% said that no amount of salary -
incredse could have kept them in the Army and'accordingly
70% séid no cash bonus, howéver large, could have influenced
them tb rémain on active duty for five additional years,
‘Never%heless, these answers show that a 25% increase 1n7
~salary or a cash bonus of over $5,000 would have probab]y
1nf1uenced.approx1mately one-quarter of the reblgnees to

-:remaih a part of the Army.

-The fringe benefit package, although deemed adequate ‘

by only 5% of the actjve men and JO% of the res1gnees,
seems to be an 1nfluenqe‘to atay in the Army, This was
'f:ihdicaﬁed'by 60,3% of the present officers and 32,8% of the
resigneescv Almost twice as many resignees (50;8%) |
career men (26,5%) héﬁed that the ffingé benefits had no
influence to their Army career decision; Only 13.2% of the
acfive éuty personnel and 16.4% of the resignees said the
fringe benefit package was an influence on them to leave
the Army, The +two benefits found most inadequate by both
,'groups were housmng and denfal care,

| -The question perta1n1ng to thp influence of the

':Army 8 opportunufy for earller retlrement found that 79 w%
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- of the career men and 41,1% of +the reéignees were '
~influenced to stay in the Army as a result Oflthe early
retirement benefit, At the same time more of the resignees
(55,7%) than the active‘men (19nl%) indicated this factor
had no. influence on theif career decision, |

Senior Officers

Thg generai eValﬁation each group gave thé Arhy,
senior officers under whom they had served is guite
revealing (H1), Téble VII gives these evaluations.,
Obviously the resignees have a much lower opinioh of tﬁeif
former bosses than do the active duty men. It should be
noted that over 55% of both groubs commented that they felt
- this question difficuit to answer, Most indicated they had
served with senior officers in each of the evaluation
_categories and that.their.answefs were based on an
‘"avéraging" of the evaluations of all their senior officers,
Such anvaveraging}fechniQue'is'certaiﬁly difficult and
‘could be somewhat biased.when éne considers the méasuring
of human performance cann§t'be easily quantifiedc ;Nevere
theless, the responée betweeh fhe(two groups is so
‘divergent it is felt that the ratings will be useful in
analyzing the hypothesiéfdealing with senior officers,

The influence of the senlor officers on the career

decisions of both groups is'given in Table VIII,



celhebive Buty [ 11v7% -(8) - “209% (2) {11.7% ( 8) | 19.2% (13)
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TABLE VIII

INFLUENCE OF SENIOR OFFICERS' CONDUCT ON THE
OFFICER'S CAREER DECISION TO LEAVE THE ARMY

None . Strong Moderate Slight

Resignees 13,1% (8) [42,6% (26) |23,0% (14) 13=l% ( 8)

Chi Sguare = 47,04
Significant at 0005

Not shown in Table VIII is the fact that 54,5% of

the active group responded‘that'the conduct of senior

offieers had influenced them to remain a part of the Army.
(This was considered in compufing the Chi Sqguare figure),

In contrast only 8.2% of the resignees felt the same way,

Thus, it is apparent that 78.7% of the resignees were

influenced, to some degree, to resign from the service

~ because of the conduct of their senior officers,

Surprisingly, slightlyfdver»onemthird of the career military

"men are also similarly influenced, .

These adverse feelings toward senior officers can
be further noted in the response to the questions concern-
ing career counseling. _Thesé answers would seem to indicate
senior officers are not doing their jdb in this area as -
69,5% of the»activés and 60,5% of thebresignees said they

had received three or less career counsgeling sessions
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during their entire Army careers., The fact that the
bAresignees had more counseling in a_shorter'Army'céreer.c&hv
probably;be,attributed to.counseling sessions brought about
| by the req1gnees actually 1ndlcat1nv that they wished to-
resign 1rom the Army. Such paperwork initiated by a Jjunior
‘usuallyVmotivates_a senibr officer to attempﬁ to counsel
the young officer on his career intentions, Intefestingly,
\ éf the resignees who rated their senior officers below
average, poor or incompetent none had received more than
eighw counseling sessions durlhg their careers,

Fifty percent of active men and. 75 5% of the
resignees who had been counseled said it had been of no
influenoe'to'fheir career deciSions._ Of’the career
bersonnel, Liy, 3% indicated that their_career counseling
session had influenced them to staykin the Army. Only
16.4% of the resignees so indicated,

Intrinsic Motivators

‘SIightly over 40% of both gfoupé'feel‘the Army's

" officer éfficiency rebort system isvfair,"However, |
approkimatelyi50% of‘both’groups saidAthat the system was
of no influence on theirldecisibn fb_sfay in»orAleave the
Army, A_fairly large pe}cehtage of the éctive duty wmen
(21, 4%) feit that the system was, in fact, an influence to -

remain in the Serviogq Only 8°3%70f the fesignees felt

L
o
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similarly, 'Alﬁdst ﬁ?%.of the resignees group and 32% bf‘°
the activeé said the system was an influence on them.to
1eaye thekmilitaryg

There was less agreement on the relative fairness
‘hof the%gffiqerﬁsﬂﬁromotion§Sysiem,.»Of the.present officers
63.8% compared to only 48,.4% of the resignees responded
that fhis system was failr, Of the individuals who
considered the system unfair, 80% among the active duty men
| and 74% ambng,the resignees, saild this unfairness was an |
influence to resign. ‘It is difficult to completely énalyZe
- the respohées ih regard to the efficiency repdrt and
prémétion systems in that the respondents records were not
availablé for review by this author. It is possible that .
thevrespondents who considefed thé systemé unfair did so |
because of the,badffeports-they-themselvés had received,

The most important.qﬁestibn in fhis.area asked the
respondents to indicate the degree to which certain
"motivators” exist within the'Army and their influence on
”the career decision. Thé results of this question are
portrayed in Tables IX A, B, C, and D,

Tables IX A énd B indicate a genheral agreemenf
between the £wo groups as to the perceived existenoe,
within the Army of the fmotivators" oreativity, achieveﬁentyv

authority and responsibility, A difference can be noted



TABLE IX

THE DEGREE TO WHICH RESPONDENTS FEEL

INTRINSIC MOTIVATORS EXIST IN THE ARMY "

AND THEIR INFLUENCE ON THE CAREER DECISION

Opportunity To Be Creative

Feeling of Achievement

Exist To A - Active -Resigned Active Resigned.|
High degree 17.1% (12) 8.3% ( 5) b5,7% (32) 20,0% (12)
Moderate degree L2, 9% (30) éle6% (13). 4@;3% (31) - 38.4% (23)
Slight degree 35.,7% (25) 61.8% (37) 110, 0% ( 7) L0, 0% (24)
Does not exist - L,3% ( 3) 8.3% ( 5) 0.0% ( 0) 1.6% (1)

Chi Square = 11.73
Significant at ,005

- Chi Square =:29,78

Significant at ,0005

o Infiuende 35.0% (20 12.6% ( 9) 8. 5% ( 8) 2.0% ()|
Influence to leave 2L, 7% (17) 73.7% (42) 7.5% ( 5) 55.2% (32)
Influence to stay | 46.4% (32) 10.5% ( 6) 8. 0% (58) 32,8% (19)

Chi Square = 31,70
Significant at ,0005%

Chi Square = 40,52
Significant at ,0005

T



- . TABLE IX, continued

THE DEGREE TO WHICH RESPONDENTS FEEL
INTRINSIC MOTIVATORS EXIST IN THE ARMY
AND THEIR INFLUENCE - ON THE CAREER DECISION

Delegation Of Authority

Granting of Reéponsibi1ity

Exist To A -

Active

Resigned

Active

Resiéhed

High degree

19.1% (13)

31.7% (19)

L2, 6% (29)

36.7% (22)

Moderate degree

sh,2% (36)

33,3% (20)

39.7% (27)

38.3% (22)

Slight degree 26.2% (18) | 30.0% (18) 16.2% (11) 25.0% (15)
Does not exist 1.6% ( 1) 5.,0% ( 3) 1.5% ( 1) 0,0% ( 0)
Chi Square = 7,11 Chi Square = 2,51

Significant at ,05

"Significant at ,20

No influence .

26,8% (18).

29,3% (17)

16,4% (11) -

25,8% (15)

Influence to leave

16.5% (11)

46, 5% (27)

10,5% ( 7)

36.3% (21)

Infiuence to sﬁay

560 7% (38)°

24,2% (14)

73.7% (L9)

37.9% (22)

Chi Square = 17,29
Significant at ,0005

‘Chi Square

14,21

Significant at .0005

2l



TABLE IX, continued

‘THE DEGREE TO WHICH RESPONDENTS FEEL
INTRINSIC MOTIVATORS EXIST TN THE ARMY
AND THEIR INFLUENCE ON THE CAREER DECISION

Recognitioh | PrivateTLifé
Fxist To A - , - Active .’Resigned' ' Active B Resighed
High degree 26,1% (18) | 10.0% ( 6) | 12,9% (9) | 5.0% ( 3) |
Moderate degree 49,3% (34) 56.7%. (34) 38.5% (27) | 20,0% (12) |-
Slight degree 23,2% (16) | 33.3% (20) Lo,0% (28) : 43.3% (26)
Does not exist 1.4% (1) | 0,0% ( 0) 8.6% ( 6) - | 31,7% (19)
Chi Square = 7,08 Chi Square = 14,96
Significant at .05 - Significant at ,0005
No influence 16,4% (11) 43,1% (25) 1 31.9% (22) | 22.4% (13)
Tnfluence to leave 16.4% (11) - | 37.9% (21) - b2,0% (29) 72.4% (42)
Influence to stay 67.2% (45) 19.0% (11) . 26.1% (18) 5.2% (- 3)
Chi Square = 28,60 Chi Sqﬁare = 14,63

Significant at ,0005 ' Significant at ,0005

€L



TABLE IX, continued

THE. DEGREE TO WHICH RESPONDENTS FEEL
INTRINSIC MOTIVATORS EXIST IN THE ARMY
AND THEIR INFLUENCE ON THE CAREER DECISION

Status, Prestige in ‘ Status, Prestige in

Military | - CivilianHCommuhity
Exist To A Active  Resigned | Aéfivé ) Resigned
High degree | 1b.% (10) | 23.4% (14) 1.4% (1) | b.9% ( 3)
Moderate degree | 45.7% (32) | 35.0% (21) | 14.3% (10) | 14.8% ( 9)
ISlight degree | 28.6% (20) 28,3% (17) u8,6% (34) | 45.9% (28)-
Does not exisf ’ ll,#% ( 8) 13.3% ( 8) 35,7% (25) 34,4% (21) .
Chi Square = 2,46 - Chi Square = 1,289
Significant at ,25 Significaﬁt at .35
No influence 40,6% (28) . | Uh,9% (26) 46.4% (32) | 35.6% (21)
Tnfluence to leave | 11,6% ( 8) 29.2% (17) 31.8% (22) 55.8% (33)
[nfluence to stay h7.8% (33) 25,9% (15) 21,8% (15) 8.6% ( 5)
| Chi Square = 9,15 Chi Square = 8,65

Significant at ,01 Significant at ,01

L
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in the degrée‘to which the two groups feel these items
exist. The active men feeljthey exisgt fo a higher degree
‘than do the resigneeé,. A surprising difference can be
noted however in the relative influence of the facfors on
the groups. The active men are overall influenced to stay
in the Army by the percéived existence of these "motivators",
 On the other hand, this_influence is not as easily trans-
blaﬁed amonglthe resignees group where fewer menﬂare

:influenced to stay‘and,more tb resign by the existence of
the “motivators”, It can be noted that Where there is a
:1arge influence to leave among the resignees there is a
.iarge number of this group thaf feels the factor exists
“only to a slight degree, .Similarly the percentage‘of
‘career men who are influenéed to stay rises as more feel
,ther"motivaﬁor" exists to a high degree, |

The agreement between the two grdups is not as

ciéarcut in Tables IX C and-De Béth agree'that recognition
for a job well done exists but while the active men are |
~influenced to stay in the Army the larger number of the
resignees say'the existence of recognition was of no
influence on their resignation? There is a general
. diéagreement between the groups as to‘Whether;or not the
,bpportunity for a privaté life exists within the service,

Perceiving that this exists only slightly or not at all
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influenced'resignations froﬁ almost three-quarters of thé
resignees,. The existence of'statugvahd prestige in the
vmilitary»cbmmunity'is géherally thought to exist by both
groups; héwevery_this fabtorrseeﬁs to have no infiuence on-
the resignees while fhe.actives are split between it having
no_influéhce and influencing them to stay., Status and |
prestige of the military man in the ciﬁilian community was
thought not to exist by most respondents, This factor |
seems to have little influence,'however, on the decisions
of either groups, |

Others Influence

An overwhelming number of the respondents indicated
- that their decision to leave or stay in the Army was totally
'-‘their own decision (51,4% actives, 66,1% resignees),. Many
officers (31,4%'active; 24;1%,resignees) regponded +that
their wives influenced thelir cérééf decision more than'any
other individual, In a follownup:question'asking épecifi—
cally for the amount pf influence_of'the subject's wife én
the»career decision it'ﬁas found.that 27,1% of the current
Army wives were influencing their husbands toward resigning,
On the other hahd, 50e8% of the resignees said their wife's
attitude had in fact influehced them té leave the Army,

Thus it would seem}that both groups are influenced by theirv
wives with the active Wifes:being more_willing to’acoept

family hafdéhips assoclated with an Army career,
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Resignee's Qﬁéétions

In these'qu.estionsy found only on thé resigneefs
| guestionnaire, 77% said that they had not been-accepfed for
a éivilian position prior to'submiftihgrtheir reéignationé,
wLikewise_there“seemed to be very little regret among the
“resignees as only 16,4% indicated they had_gt times
seriously wished they had not resigned,

The final two questiong'gavé]the resignee'the‘
opportunity to express exactly what;facfor had the most
bearing on his resignation and what could-have been doné
to keep him on active duty. The response to these questions
‘was excellent with only one man failing to answer the first
quéétién ahd three men‘passing'on’the second, - Some men
wrote several pages of explanations and others sent copies
of their actual letter of resignation,

| .Thére were many different‘fsingle incidents” cited
ag having the largest bearing on éach.individual's decision
to resign., Only 4 of the 61 respondents indicated there was
really no single incident that influenced theif resignation,
By far the most often mentioned factor was the fegr of
family sepérafions as 21,3% of the men mentidned this item, A 
| Almbst 10% of the resigneés said the Viet Nam War
“had been the largest influence on their decisiohn Amdng'

these men only one was actually against the United States
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presenée in Viet Nam“r One»haif were diécoﬁraged with.the
war because of what they termed general indifference among
the Congress and the American publié, |
 Equal to therfficer's diépleasure with_Viet Nam

#wwésfhiswdisappeinmmenfwwithwsenior~officers,':Ten percént
'respOhdéd that poor senior officers had beén the greatest
‘influence in their career decision.

Othér answers which were mentioned more than once-
‘were having poor efficiency report (4 times), a desire for
more freedom and initiative (4 times), and finally being
turned down for gfaduéte school By their brénches when they
'desired to attend (2 times)., All other reéponses were on a
_onewfimebbasis'and genefally persohal to_fhé individuals.
Typical answers ranged,from "wanted to be i_Gélf Pro” to
"agsigned by Army- to San Frahcisco'and justicouldn't 1eave",'

In.response to "what could have been done to keep
you on active duty" over 35% of the former officers said
"nothing". SurpriSingly; these anSWers-did’not seem to
correspond with the ”singlé incidents"” listed as havihg tﬁe
most important bearing ohltheir resignation. Only two ﬁen
mentioned'fewef'fémily separations and only one man
“indicated that better senior officers wbuidjhave'kept him
in the Army,. . Five individuals»said'a promiée of either

graduate or law school would have influenced them to stay
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wﬁileiseven men said more mohey’could'have kept them on
active duty, Five former officers felt that a more |
"personal" branch personnel section, which catered to the
officer's individual preference, Would have infiuenced them
to make the Army their career, SixAresignees mentioned
Vlet Nam in reference to keeplnﬁ them on active duty, Two
wanted the Government to Strlve for total victory or
1w;thdraw-1mmed1ately; two others desired the Government to
\déclare waf in Southeast Asia,vaﬁd;thé last two meh said
'they would have remained in the Army if the United States
had withdrawn from Viet'Nam prior to thelr resignations..
1Again allvofher answers to this question were mentioned
only once and tended to be personal to thetindividuals

‘concerned,



CHAPTER 5
. VALIDATION STUDY'S RESPONSE

'The reéponses fate for the validatidn gstudy Was

- 79;6%; Slighfly'qver 73%.of the réspdhdenﬁs-addéd
”'supplementary remarké to their answers, o

| As in the primary study, 162 éuestionnaires were
mailed, These questionnaires were sent to membérs of the
West Point Classes.of 1963, 1964 and 1965, They were.
equallyidiVided among active duty personnel and individualé
:.who had left the.Army¢ 'Novquestionnaires.weré returhéd

for improper éddresseé and it is assumed‘thatrall personnel

concerned received their questionhaires,"Slightly over 79% _ "

of the active duty men returned their-questionnaires and
80;2% of'the resignees responded, Three,éfrthe‘men
receiving questionnaires intended-for active duty personnel
had recently resigned from the Army, These men did respond
~to the questions and where possible their answers‘are

"included with the resignee group,

Questionnaire Response

Thig chapter is included to revieW.the answers of
the 129 respondents from the Classes of 1963-65 and to
compare their answers with those . received; in the primary

‘gtudy, from the Class of 1962 in an effort to validate the

80



.81
response of that study. Once‘again it ié necessaryito
.;bOint'OUﬁ that included percentages,may,nét foﬁal 100% due
to some men not answerihg particglar questions or giving
more ‘than one answer to a gquestion. The sample size (n) for
~the -resignees varies froﬁ 63 to-68 while theractive duty
sample ranges from 58 to 61, For detailed answefs and.the‘
exact éample gize for each questibn refer to Appendices |

D and E, | | |

Socioceconomical

The respdndents for the. validation study are
somewhat younger than the men in the primary Study underm
sﬁandably reflecting their later West Point gréduation
date, The éverage resignee, at the time of his separation
from”the Army,,was_slightly over 27 years old, a marriéd
. Captain with two dependehtsa' The active'duty”respohdént is
_’presently just.over 28% years old, a Captain; married with
}2% dependents, | |

Table X reflects. the type of communities in which
the requndents were raised, Here a contrast witﬁ the
primary group can bé,nofed, The lQéZ\resﬁonses.showed the
acfive dutyrmeh as being”from the rurél'or‘Smaller type of
community.'vTable X indicateS'just the'opposité for the

validation group.



TABLE X~

, COMMUNITY ORIGINS FOR
VALIDATION STUDY RESPONDENTS
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Big City

small City

. Small Town Rural
‘Active'Duty“ 35.1% (22){ 21,3% (13) 27Q9% (17) | 14.,7% (9)
Resigneés 26.5% (18) | 35.4% (24) | 28.0% (19) | 11.8% (8)

'Chi Square = 3,38
Significant at

025

The regions of origin of both groups generally

agreed wiﬁh'the primary study,

The larger percentage of

- both groups hail pramarlly from the MlddWe or South Atlanflc

States or +he Great Lakes States,

active duty group (16,4%) than from the r631gnees (7.4%)

indicated they were from Army families,

The validation groups answers concerning initial

motivations and career intentions agree quite closely with

the primary studyeA

Among both the active and the resignee

grdups the answer most often given as to why they had

Anann, more men from the

become Army officers were identical with the primary study,

First, they indicated a desire

and challenge"

“"to receive responsibility

(33.3% active, 52.9% resignees) and second,

"West Point would help me get through college" (33,7%

active, 42,7% resignees),
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. Among the actlve duty meny 32087 initially 1ntended
; to make the Army the1r career and Surprjs1nﬂly; 45 6% of
A_the resignees felt: the same way, The percentage of ‘those
."dellnltely plannlni an Army career on the day they were
bﬂécommissiohedlweregLB;O%uinmthe~active duty group-and~10,3%
among the resignees, This is only élightly lower.thah in

the primary‘study, Six mén in both groups said théy.planhed
‘ 'tb resign from their first day. of coﬁmissioned service,
‘vaiously the sii men from the active group later chaﬁged
their‘minds, R :

| In attempting to estabiish a time frame‘for the

.”éareer de0181on 1t was found that the largest percentaﬂe
A (35 M%) of re81gnees did not decide to resign untll thelr
 ;1ast year of service,  Only 10,7% of these men had de01ded
%o resign by the'egd of their first year of active duty.
" "Both of these figufeS'correspond guite closely with ﬁhe

"primary sfudyn

‘;Assignmehts and Duties' .
| Table XIvrefléots the initial branches of théx
~validation groups. There are no huge discrepahcieé in the
initial branohes of the respondents in both studies, |

| Similar to the primary qtudyg almost 23% of the
1f931gnees and 11% oF the active auLy men 1ndncated

”unhapplness with their initial branch 8881gnments, All
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of these individuals with fhe exception of one mén said
their unhappihess was an influence to resign their -
commission. |

| TABLE XI

INITIAL BRANCH ASSIGNMENTS
o VALIDATION STUDY

Artilleryl Infantry | Engineers Armor rgiggzl
Active R
Duty 39,2%(27)| 26,1%(18)] 21,7%(15)| 11,6%( 8) 1.4%(1
Resignees | 39.4%(24)| 24, 6%(15)] 9.8%( 6)|19.7%(12) | 6, 5%(k)

’Agreeing very closeiy with the Clasé 6fvl962, over
30% of the resgignee group attempted to cﬁange branches
while in the Army. ‘Over 15%'of‘these requests for branch
transfers were disapproved, Only 13% of the active officers_
-tried to change branches and 98g5%-of their requests were
approved | - | |

Most of both groups responded that Thelr prlmary
duty tltle in their respectlve branches was that of
C@mmander_(8886% active, 84% resignees). Responses
“indicated that 85,3% and 7097%-of the active duty,and:
resignees groups, respectively,vfelt ﬁhat'theif duty
classification was moderately to highly ¢onsistent With

their personal occupational interest, This corresponds

very closely with the primary study.
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Inlregard to the-consistency of day-to-day dutiés
and the number of additional duties the men were.célled upon
to perfqrm there is no appreciable difference in respdnses
between the two studies, -
| . waheﬂamenagewtimejépént.inrViet.Nam.Was 1% years

for the active duty men and slightly over one~year for
the resignees, As in the primary study all Of'the active
men had been to Viet Nam., Just 12% (8) of the resighees had
never served in that combat area. Agreeing With the primary
~study a 1afger percentage of the active duty gréup‘s Viet |
Nam toufs (73,8%) were of an involuntary natufe.than'wéfe
'thoée of the resignee sample (66,2%), More of both groups
responded that they did not agree with the Go?ernment's
Viet Nam policies (52,5% actives, 60% resignees), The
,influénoe~of the Government's policy on the individual to
‘resign from‘the Army was almost identical witﬁ_the iﬁfluehce.
found in thevprimary study, Cohcefnihg tﬁe ihfluencé of
future Viet Nam tours the vaiidation‘étudy did find a
iarger number of resignees influenced to leave by'this
factor, The number of active_mén S0 influehced,borresponded
very closely in both studies, |

. The reéponges rela%ing fo'the,utilizatioh of
education and skills can_be.fbund in Table XII. A
compafisén of Table XIT with Table V indicates very similar

results, In the validation study, however, the resignees



TABLE XIT

ACTUAT EDUCATION AND SKTTLS UTILIZATION AND
THEIR INFLUENCE ON CAREER DECISIONS

VALIDATION STUDY

Utilized

‘influehce On

Properly Forecast For Puture BDecision To .
In Assignments Proper Utilization ‘Leave the Army

. . ané/ Moderate/

Yes No ?es No Undecided | o445 7y Strong
Active | | IR ' ey R
Duty 67,3%(L1) | 32,7%(20) | 47,5%(29)] 24,6%(15)27,9%(17) | 77.0%(47) | 23,0%(14)
Resignees | 38.2%(26) | 61,8%(42)| 21,5%(14)| 57,0%(37)| 21, 5%(14) | 36,9%(24) | 63.1%(41)

Chi Square = 10,78 Chi Squére = 14,79 "~ Chi Square ='26;51

- Significant at ,005

- Significant at ,0005

Significant at ,0005
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wererléss optimistic about tﬁe'foreéast for future-prbper
| hu&iiization and this fadtof was a considerably»iarger

.influence on this grou?ito 1ea§e the Army than it was in
the primary research. |
: The response to the guestions concerning thé
influence of past and future assignments, length of tours,
‘énd family separation compared very closely with the
fprlmary study's response to the same questions, The 1963-65
reglgnee group Jndjcated that the frequent relooatlons They
 had been subjected to were a greaier influence to leave the
Army than did the Corfeéponding men from the 1962 sample,

Pay and. Fringe: Benefits

Table XIII indicates the feelings of the validation
group toward the amount éf pay they received as Army
officers. A comparison with Table VI indicates that
these feelings correspond Quite clogely withvthé resp0nses
~ from the Class of 1962, Likewise the influénce of the
amount of pay received on the career decision is almost
identical in both s_’cudiese |

The fringe benefit package was again deemed

| adequate by only a few men from each group, however, as in
the primary research, it nevertheless was an influence on
»  botﬁ groups to remain a part’of the Afmy Once agaln

'hOUSJhg and dental care were the two benefits found most



CTABLE XIII

FEELINGS TOWARD ARMY SATARY

VALIDATION STUDY

Pay Commensurate
With Responsibility

Feelings Toward Adequacy

- Of Army Pay

Significant at .45

Significant at .45

Yes | No Usua‘ily_ Adequate ~-¢ 1?9??22 M_arginé.liy_ Inadequate -
S| es( 9] 60.65057)] 2. 68(0) 39,3824 9.85(6)| 27,9%(17) | 23.0%(1)
Rosignees | 14,9%(10)] 64.28(43)| 20,9%(1%) | 33.8%(23) 8.84(6)| 33.5%(23) | 23,6%(16)
Chi Square = ,262 Chi Squaré ¥ls877 |
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TABLE XIV

" GENERAL EVALUATION OF SENIOR. OFFICERS
UNDFR WHOM RESPONDENTS SEPVED
VALIDATION STUDY

'Chi Square = 20,12
Significant at ,0005.

_ Superior and ' Below Average
Outstanding | Excellent - Average and Poor Incompetent
Active Duty |21.3% (13) hh.3% (27) 1 27.9% (17) 6,5% ( 1) 0% (0)
Resignees 7.4% ( 5) 23,6% (16) 33,8% (23) 29.4% (20) 5.8% (4)

68



inadequate, The'Army‘s.oppOrtunity for early,retirement
continued to be an influence. on both groups to continue
their Army careers,

Senior Officers

,NQQreal.@iiferenceswcan-be'noted in_the opinions
of the‘éfficers iﬁ'the primary énd validatidn gtudies
-concerning their evaluations of theiriséni§r officersg
.Table XIV portrays the 1963-65 group's évaluations.
Table XIV should be compared with Table VII in Chapter 4,
The infiuencé of the senior officer on the '
validation group;s career decision is shown in Table XV,
A comparison with Table VIII indicates,oniy one slight
‘difference in the response of the two studies;A The
.Validation study”s ?ctive group fespdhded that'they were

more strongly influenced to leave the Armj becausé of

senior officer conduct than were the 1962 active officers,

Likewise, fewer of the validation group's active members
were influenced to remain a part of the Army because of

genior officer conduct.

90

This research once again indicated that the senior

officers were not doing their jobs in the career counseling

area as 57,4% of the adtive;duty men and 66,5% of the

resignees indicated they had received three or less career

counseling gessions during their entire Army careers,
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Similar to the primaryﬁstﬁdy; 52,5% of the actives and 72%
of the resignees said that_the-career oouhselihg'sessions
they had'reoeived were.of no influence on their careef
decisions. | |

_ TABLE XV o

l:fTNFLUENCE'OF“SENIORfOFFIdERS;CONDUCTV 

: ON THE OFFICER'S CAREER DECISION
TO LEAVE THE ARMY"VALIDATION STUDY

None Strong Moderate Slight

Active Duty

19.?% (12)

14.7% (- 9)

16.4% (10)

Resignees

1k, 7% (10)

4 1% (30)

L,'eg% ( 3)

122,1% (15)

13.2% ( 9)

Chi Square = 16,65
Significant at 0005

Intrinsic Motivators

In the validation reséaréh more men from the
resignee gfoup (39,4%) +than from the aétive_dﬁty group
(3197%)_felt the Officer's Efficiency Reporf System is
- fair, Jusf as in the primary study almost 50% of both
groups indicated that'the’system was no influence on |
- their decision tb remain in orrleave the -Army, Eighf men
from both groups‘said the system was an influence fo remain
on activevdutye_ This figure can be compared with the main
'1study in which lS_actiVé duty men and SAresignees responded
similarly. The number of men ihdicafing that-thé system
- was an ihfluence on them to leave the military was almost

identical in both studies,
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‘The active duty personnel in the validation
‘research respohded thét they felt. the Army‘promotioh
system less fair than did the 1962 active group,  Other
.responses relating to the relative fairness of the system
corresponded closely-between the two studies,
| The response of the 1963-65 group, to the.
questions relating,tovintrinsic job_motivators'are'
"portrayed'TablésVXVI A, B, Q,~an_d--De These tablesvshoﬁld_
be compaféd with Tables IX A.,VABg C, and D, respéctivelyo
In regard to the first tWo tables there are only two
differences in the responses from the two studiése Thé
'.Vélidation7resignee group indicated that they did nbt
~ perceive the existence of "creativify" as-greatly és did
fhe resignees from the 1962 class, However, in contrast,
the validation resignees felt the motivator “"authority"
existed to a higher degree than did the primary group's
resignées. | | | B |

Foﬁr primary differenges can be noted betwéen.the
two studies when the final two tables are comﬁareds These
differences ére ih the resignee group, Considerably more
Aof the 1963-65 people felt that “"recognition" andb”status
and prestige in the civilian community" did not exist, Not
surprisingly, more of the resigneeé from this groﬁp indicéte
the absence of these'faétors as anjinfluence to 1éévé the

Army,



TABLE XVI -

VALIDATION STUDY

THE DEGREE TO WHICH RESPONDENTS FEEL -
TNTRINSIC MOTTVATORS EXTST IN THE ARMY
AND THEIR INFLUENCE ON THE CAREER DECISION

Opportunity To Be Creative

Feeling of Achievement .

Significant at

. 0005

Bxist To A - Active Resigned Active | Resigned

High degree 22,9% (14) 3,0% ( 2) 43,3% (26) 25,3% (17)

foderate degree - 37.7% (23) 14,8% (10) 41,7% (25) |. 25.3% (17)

Slight degree  36,1% (22) 58.4% (39) 15.0% ( 9) Lé,4% (31)

Does not exist | 3,3% (2) 23,8% (16) 1 0,0% ( 0) 3,0% ( 2)
Chi Square = 28,01 . Chi Square = 17,08

Significant at ,0005

6.9% ( 4)

-Significant at ,0005

No influence 25,4% (15) 21.1% (14) 15,0% (10)

[nfluence to leave 21.1% (13) 72.8% (48) | 15.6% ( 9) 49,2% (23)

Influence to stay 52,5% (31) 6.,1% (4) | 77.5% (45) 35.8% (24)
Ch1 Square =IUOB?61 Chi Square = 15,08

Significant at ,0005.
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TABLE XVI, continued

VALIDATION STUDY

"THE DEGREE TO WHICH RESPONDENTS FEEL
INTRINSIC MOTIVATORS EXIST IN THE ARMY
AND THEIR INFLUENCE ON THE CAREER DECISION

Delegation of Authority

Exist To A -

Active

Resigned

Active

Granting of Résponsibility :

" Resigned

High degree

18,0% (11)

17.9% (12)

47, 5% (29)

35,8% (24)

Significant at ,15

Moderate degree sie,2% (33) | 38.8% (26) | 36.1% (22) | 41.8% (28)

Slight degree 26,2% (16) 38.8% (26) 16.,4% (10) 17.9% (12)

Does not exist 1.6% (1) 4,5% (3) 0,0% ( 0) bosh ( 3)
| Chi_Squafe'= 3,97 Chi Square 3,832

Significant at ,15

No influence

20,4% (12)

23,8% (16)

13.6% ( 8)

25,3% (17)

Tnfluence to leave

27.1% (16)

b7.9% (32)

zomj% (12)

29,9% (20)

Influence to stay

- 52,5% (31)

28,3% (19)

66,1% (39)

hiy,8% (30)

Chi sSquare

8,317
" Significant at .01

Chi Square

5,94

Significant at ,05

46



TABLE XVI, .continued

THE DEGREE TO WHICH RESPONDENTS FEEL
INTRINSIC MOTIVATORS EXIST IN THE ARMY
AND THEIR INFLUENCE ON THE CAREER DECISION
' VALIDATION STUDY

Recognition Private Life
Exist To A - Active Resigned Active - Resigned
High degree ©28,3% (17) | 1L.9% ( 8) | 5,02 (3) | 1,5% (1)
Moderate degree 45,0% (27) | 44,8% (30) h3,2% (26) | 19.4% (13)
Slight degree 26,7% (16) | 3b.4% (23) | 46,8% (28) | 50,7% (34)
Does not exist 0.0% ( 0) | 8,9% ( 6) | 5.0% (3) | 28u% (19)
‘ | Chi Square = 10,18 Chi Square - 17,25
Significant at .01 Significant at ,0005
No influence 17.3% (10) | 23.9% (16) | 25.9% (15) | 13.4% ( 9)
Influence to leave 18,9% (11) | 47,.7% (32) 51.7% (30) | 82,1% (55)
Influence to stay | 63.8% (37) | 28,4% (19) | 22,4% (13). | 4.5% ( 3)
Chi Square = 19;68‘ Chi Sguare = 14,61 |
Significant at ,0005 - Significant at .0005

f§6



TABLE XVI, continued

THE DEGREE TO WHICH RESPONDENTS FEEL
- INTRINSIC MOTIVATORS EXIST IN THE ARMY
AND THEIR INFLUENCE ON THE CAREER DECISION
VALIDATION STUDY

Status, Prestige in - Status, ?réétige'in
- Military Civilian Community
Exist To A - _ ‘ : Active Resigned | . Active | ;u_Résigned_
|High degree 18.3% (11) | 15.2% (10) | 1.6% (1) | 1.56.( 1)
Moderate dégree 33.3% (20) 34.8% (23) | 13.1% ( 8) | 10,6% ( 7)
| Slight degree 35,0% (21) 34,8% (23) L4, 3% (27) 25,8% (17)
Does not exist | 13.4% ( 8) 15,2% (10) ‘41,1% (25) 17,0% (31)
Chi Square = ,30 ’ Chi Sqguare = 3959'
Significant at 49 Significant at ,25
Vo influence 34.5% (20) | 40.9% (27) | 46.6% (27) | 27.3% (18)

Influence to leave | 19,0% (11) | 28,7% (19) | 43.1% (25) | 65.1% (43)

{Influence to stay  #6,5% (27) 30,4% (20) 10.3% ( 6) | 7.6% ( 5)
Chi Square = 3,68 Chi Square = 6,241

Significant at ,10 Significant at ,025

96
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Others Ihfluencé

As in the primary study moct cespondenﬁs ‘indicated
':that their decmslon to leave or remain in the Army wasg
'thelr ownvdec1s;on (43,4% actives, 62,2% 1:*981gnees)‘x The.
validation study showed slightly more of the resignees and
“less of the active duty men responding that their wives had |
;influenced their career decision more'than any other
‘individuale In the.related question'asking.specifically
for the amOuntVof.influence of the wife it waévfoundrthat
24, 6% of the active ﬁersonnel wives were an influence:Oh
their husbands to resign from the Army. kaew1se, 507
of the resignees %a1d their wzves had influenced themn to
,:re51gn; Both Flgureq correspond closgely to the reldted
numbers  in the prlmary study,

Resignee's Questions

Little different from:the primary study, 86% of
Vthe.l963~65 resignees had not beeh,accepted for a civilian
pogitioh prior to submitting their resignations, _Likewise
only 9.5% of these men indicated %hat they had ever
regretted their resignation from the Army. |

The respohse t@ the open-end question in the
_validation‘study.was eicellent.wifh_only one man falling
to-answer each df_the two guestions, As in the primary
study many men sﬁehf'CCnsiderable time and energy7in

answering these particular queries.,
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The validations group’s answers to these questions
were fairly consistent with the answers they gave to
earlier gueries. in the questionnaire., There were, however,
.many difféfent “singlevincidentS" noted as having the
lérgest béariﬁgvon each individual to 1eave'the Army,
Only 3 of the 68 resignees indicated there was really no
single'incident,that‘influenced their resignafions, The
most often cifed factor was poor senior officers as almost
one~quarter. of the men mentioned this item (éompared to
10% in the primary study). |

‘The  fear of family separations;'the'most popular
answer in the priméfy study, was mentioned by just over 12%
6f the 1963-65 résigneés, | . |

Surprisingly, 8 ihdividualg from thé validation
group mentioned poor branch personnel management as the
single incident that most influenced their reéignationsn
This was not mentioned by any of the primary group
re%oondents in answer to this partncular quethOh

Vlet Nam -wag again mentloned by almost 107 of the
vresignees as having the largest influence on their
"~ decision, None of the e men were acfually aﬂalnqt the
United Stateq presence in Viet. Nam but ra+h@r were

displeased With the handling of the war by the Government,
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One man also voiced a disapproval of the military‘é
_6perations in Viet Nam terming them as “"inefficient and
wasteful", R |

Four resignees 1éft»the Afmy in order to attempt a
professional’céreer as a doctor or lawyer,

Other answers which were mentioned more than once
" were lack of job satisfaction (3 times), a poor promotion |

systém (3'times) and a poor efficiency report system (2 .

'times)o Allvothef fespdnses were mentioned only once and
tended to be personal to the individuals concerned, |

Again, agreéihg guite closely with the primary
'study, 37% of the former officers”respohded that "nothing"
- could ha#e been doné to keep them on active duty, Seven
men ihdicatéd that a bettér, mofe "personal” branch |
'personnél managemenf.sectiOh might have kept them in the -
Army, Six men said that money in the form of a bonus
and/of additional salary would have influenced them to stay
L with their military careefse_ Sik otherﬂmen mentioned that
a'betﬁer promotion systém_based mdré-bn ability thanlén
‘séniority would have influenced their career decisions,
An»additional six resigneés indiCatéd that an'assignment
system which allowéd the officer mQre preference would haVé'
kept them on active duty., Seven individuals sajd a promise

of graduate or medical school would have positively
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inflﬁenced them, Other answers menfioﬁed more than qhe
time were, eliminate the ”deadWOOd"rfrom among the‘senior
1.offi¢ers (4 times),'make authority equal to responsibility :
(2 times);.a better efficiency report system (2 times) and
the initiation of a win or withdréw_poliqy in Viet Nam -

(2 times)., The remaining answers to this qﬁestion were‘
mentioned only once and again were deeﬁéd persﬁnal to
individual resignees,

Conclusion .

.Thé validation study's responseg compare guite
closely with the responses in the primary study. _Avfew
differencesg as noted above, do exisf but'none are. -
'importanf-or.large enough to cast a shadow bf doubt on .
vthe responsés to be used in the attempted validation of
the research hypotheses,‘ Therefore, the primary study's

responsges will be considered valid.



CHAPTER 6
SUMMARY AND CONCLUSIONS

Chapter 6 will study each of the eight hypotheses
and summarize the data used to measure and judge tﬁe
Validity of these hypotheses, This brief summary will be
coneiuded in each cése with a final judgement.as to the
 va1idity of the hypothesiso |

| Since the sample used in this résearch is not
random in nature it is acknowledged that it is‘impossible
“+to actually prove @r:fully validate aﬁyrof the hypotheses
presented in‘this study; Therefore itvis necessary to
point outvfhat wérdjdf phrages in +this ohaptér which allude
to validating, proving, or substantiatinﬂ~é hypothésis are
meant to be descrlptwve only and do not correspond to the

scientific meanings Someflmes attached to such words,

" Hypothesis 1

The greater the young officer’'s
disappointment with his senior
officers the more likely he 19
to leave the Army.
Resgignees generally tended to evaluate the senior
officers, under whom they served, very lowly, Forty-three

of the resignees (70,5%) rated their senior officers as

101
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Héither average, below éverage, poor or incom’pe’be_'nto When
this figure is compared té the 16 active duty men (23,5%)
who. rated their senior officers in ‘the same categories it
can be seen that fhe junior~senior officer relationship is
?f.amvijal_componént of satisfactipn With an Army career,

| | When respondents Were aotuaily_queried as to the
influence of senior 6fficers' COhdUCt'Ohftheir éareer
decision the firét hypothesis was further supported.
'_Fofty-eight resignees indicated that they were moderatély‘
(14) to strongly (26) influenéed‘to leave by senior
officers; conduct, AThﬁs the importanoe of the Jjunior
'.sénior relationship is fufther,empbasized,

»Both groups of»men‘wereAinadequately counseled by
seniof officers as only six resignees and eight active men
had réoeived over eight career counseling sessions»dqring
their entire Army career, This lack of communication could
adéount for the obviously poor opihiohs the junior officer
has of the senior officer, VTwehtynthree (32,8%) of the
active officers were influenced to stéy in the Army as a
result of the career couhseling sessions'they had received,
V,On tﬁe ofher hand, only eight (13,1%)’of the reéignées were
so influenced, I 2 '

Ovefall this research would seem to overwhelmingiy

support hypothesis one, Senior officers, for the most
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part, are not.communicating.with junior officers andras a
result the senior-junior relationship is;verylpoor, Where
jthis problemnis greétest there is a definite tehdency er »;
v%he‘junior offibef to resign from fhe Armyn,‘In‘contfang'-
”f;$hose,juniqrﬁgificersAwho~haveAhad,positive experiences
with, and favorable impressions of, tﬁeir sénior officers

are influenced to make the Army a career,

vaothesis 2

The greater the fear of or the
larger the number of actual
extended separations of the young
- officer from his family the :
greater the influence to-leave the
. Armyo . : o S
Eleven of the resignees and thiriwaour active men
had served two or more unaccompanled tours., This large
dlfferPnce between the two groups can probably be attrlbuted
to the difference in lengths of careers, The men who
stayed in the Army have been subgected to the poq51b111ty
of a Viet Nam tour every two years?
Six of the éight resignees serving two or more
“uunadcompanied tours said their assignments received while
in the Army were an influence to leave the‘!Armys Ohly;hine
of the active personnel in this category were so influenced,

This would seem to”substantiate the FIRL study related in

QZChapter Zlas the career officer seems willihg to accepﬁﬂ
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the‘family hérdships:assoéiated with their bhosen’profession
while ‘the fesignee group is not so inclined, This fact is
vividly portrayed'by the.almost 50% of the resignees who
indibated that family separations were a strong influence
‘ﬁqwleaie,the Afmy. Only_Z?% of_the active men résponded'
;similérlye It is inferesting to note, however, that the
‘same percentage'(87%) of both groups indicated they'were
influenced to leave the Army by this factor., While the
resignees said they were strongly influenced, the active
'péfsdnﬁel were only slightly influenced,

| The‘importahcebof family separations was further

-stressed by the résponse bf the resignees to the openéend
Questibns, The factdrlmost,oftén mentioned as thé single
" incident having the largest bearihg on the resigneé's
‘decision to leave the:Army waé family. separations. Almost
one-guarter of the resignees singled 5ut fhis faétort

| Ag a result of the above responses the second
hypothesis is accepted as valid. It is obvious that both
groups fear and dislike family separations and thatrfhis is
an impértant negative influence on their career deﬁision,'k
The individual who cannot accept this hardship as a ﬁart

of his career resigns from the Army,
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. Hypothesis 3

If the young officer percei?és his
‘background and skills are bheing
‘improperly utilized this will
influence him to leave the Army,

As the youﬁg officer first perceives he is béing '
impropérly utilized it would seem natural for him to look
for a néw type of job. In fhe Army this process is best
facilitated by chahging'branches, Almost dnquuértervéfr
" the resignees were displeased with their initial branch
assighnﬂe‘ntss Only three of the career military ﬁeﬁ-
'expefienced a similar displeasure. Thirty;one-pefcent
of the resignees and 11% of active men-attempted to éctually
- change branches., These fequests were approved for 98,6%vof
‘theracfives and 90% of the resignees, Thus‘aﬁ least 10% 0£
the unhappy resignee group were not allowed to change their
branch when they desired to do so. This would tend té
furfher increase their unhappiness; |

Both groups were seemingly ihterested {n.their job
‘as only nine men from each group’felt their military
occupational spéciality (MOS) was‘hot consistent or only
slightlyrconSistent with their personal intéreste

- Twice as many resigheés‘(ﬂz) as active men (21)
 felf‘£ﬁeir educétion énd skills were being impropérly
utilized. Similarly? 40% of the resignees said, had they

stayed in the Army, they felt that future‘assignmehts would .



106
have also improperly utilized their education’and_ékilisn
Only 19% of the active men felt similarly. |

Although the evidence éuppdrtiﬁg Hypothesis 3 is
_hot as sfrong as that substantiating Hypotheses 1 and 2 |
,if:is felt that sufficient evidence eiists to also warrant -
the validationléf Hypothesis 3. The present day emphaéis
roh the importance of education has brought with it an -
:ihéreased concernAwith'the prober and effectiVe use of-'ir
that education, Whether one's background and skills are
- being properly utilized dépehds on the percepfion thereof
by the effected individual. The fesponses of this study
~ show that the man leéving the Afmy generally believes he
"was improperly ufilized‘or_miséssigned; The career:
ﬁilitary man feelé to the contfary as he generally
Vperceives-hié-skiils and backgfound as Being properly
utilized, Additionally, if he perceives improper
utilization he is able to excuse it and look forward to
his next assignment where he.optimistically forecasts -a

more proper utilization.

Hypothesis 4

The greater the officer's dissatisfaction
“with his required daily duties the:
greater the influence to leave the Army,
The young officer just entering the Army has

certain expectations for the type of duties and assignments
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he will be'called.upoh to perform,. This research found the
_resignee group to be méfe diSappoihtéd with their dufies
- than the actiVé men, Overall both‘groups,Ahowever,'felt
‘their duties consiétent with ekpebtations as only 17 of
the resignees,and 8 of the career men regponded that

their daily duties Were not consistent or only slightly
consistent with their expectations. |

| The number of. additional duties an officer'performs
~are time consuming and makes it difficult for him to
- perform his primary duty. This often leads to problems
- and frustrations, ForfyFeight of the resignees said the
additional duties‘they were‘called upon to perform wére
excessive;'_Only 14 from the acfive'Army found this to be
the'_casee Although terming their additional duties
excessive only 23 resignees said fhese duties actually
influenced them fo leave the Army, Thirteen‘&dti#@ﬁ
- respondéd similarly, |
The assignments receiﬁéd by the resignee while in
Af'the Army was an-influence bn'18% to remain-in the'Afmye
This can be confrasted'with almost_SO% of the career Arﬁy
men Who considered their assignments a positive influence
~on their career decisiﬁnu Likewise the forecast for
vfuture assignmenfs influenéed aimoét 80% of the 1ea€ing
group to actually resign and 56% of the éctive»men'to stay

in the Army,
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When this data is combined with the information
fconcerning the large number of men who found théir initial
5brahch assignments.unsatisfactbry, Hypotheéis L is
- Validatede.'The officer who 1s dissatisfied with his
..everyday duties is definiteiy'inflﬁenced,toward resigning

from the Army,

Hyvpothesis 5§

The less an officer perceives the
existence of certain intrinsic job
. motivators the more likely he is to
~ be influenced to leave the Army,

The reépon ses relative to Hypothesis 5 1nd1cate

. that the man who makeq the Army hlS career is more

fulfilled’in regard to hisAba51c intrinsic needs than is
the man who decides to leave the Army.
| " There was genefal agreemen% between the two groups
as to the unfairnégs of thé officers’ efficiency report .
system, Almost 60% of ali respondents felt‘fhat system
was:unfairﬁ ‘Whereas, almost bnemhélf of the resignees
'»éaid £hié unfairness was an influence 6n'them to resign,
only’oné«third of the.activé individuals Wére’so influéncedg
In regard to the fairness of the promotion system
about one-half of the resignee ‘group and 36% of the active
men felt the system was unfair, The influence of this

perceived unfairness was much more pronounced ag almost
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half of the resignees indicating the system uﬁfaif said
it was a strong influence to resign., In contrast, half
of the active men who indicated unfairness were'slightly
vinfluenced-toward resighing. o |
'The'question dealing'with.intrinsic motivafors,
~found génerai'agreement'aﬁong the two grbups,asvto the
existencé of these factors within the Army. However, the
degree to which these factors were perceived to exist
varied'greatly.betweenVthe,two.groupég The tw6~groups,
acfually peréeived the exiétence of the motiva£drs as
shown in Table XVII, The factor percgived~to‘e£ist to the
highest degréé is shownrfi'rsf:u | . |
A comparison of Table XVIT with Tab].es,IX‘A, B, C,
and D shows that most of the active officers perceived the
existence of important intrinsic motivators from a moderate
to high degfee and are thereby influenced to remain on
éctive‘duty. On the other hand the resigﬁees did not.
acknowledgé the existence of these factors to such a
high degree and were consequently irfluenced to lea&e. It
is interesting to note that active'duty men are not |
appreciably'influenoedbby their status and prestige within
the civilian community and»likewise, the resighées ére not
infernced by their status and -prestige in thé ﬁilitary.
‘community@ Thus it wéuld ééém eéch has separate reference

groups which they deem important.



TABLE XVII

RANKING BY DEGREE OF PERCEIVED EXISTENCE

OF INTRINSIC MOTIVATORS AND THEIR
INFLUENCE ON THE CAREER DECISION

Influence On

Factor | Career Decision |
Active Duty. ,Achievemént To siay
' ReSponsibility “To stay
Recognition To stay
Authority To stay
Creativity » Sligbtly to stay
Status, Prestige in Military - Slightly teo stay
- Opportunity for Private Life _ 'Slightly to stay
_Status, Prestige in Civilian Community None
Regignees Responsibility - Slightly to stay
Recognition None
Authority To leave
Achievement S ‘To leave
Status, Prestige in Military None
Creativity  ' IR " To leave -
Opportunity for Pfivate~Life To leave -
Status, Prestige in Civilian Community To leave

01T
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These responses éhce again support the validation
of,Hypbthesis 5. As ﬁumeroﬁs other research has already
Lhdicéted the existence of certain intrinsic motivators

‘causes the individual to remain a part of the organization.

" Hypothesis 6

';Thé'amount of Army pay‘recéived and/or
the officer's disillusionment with the
Army's fringe benefits are not important
influences on the officers decision to

~leave the Army. -

Botﬁ groups replied that their pay &as not
commensurate with their responsibilities, Almost 60% in
- each group indicated their Army pay was margihally adequate

to very inadequaté, fThe‘amount of pay'reéeived was an
‘influence.to resign on- 37 of the active meh and‘BQ of the
~fésignees. Thué there.waé general displéasure in both:
~groups as a resuit of‘the pay. received: from the Army,l

| The fringe benefit package was viewedras completely
’ade@uate byVOhly 2 individuals from each group. Never-
~theless, almost 70% of the éctive men and 35%70f the
.resignees'indioated the fringe benefit package as an
. influence to stay on-active duty. Only»a total of -19
people said the inadequacy of the‘packagerwas a slight to

moderate influence to leave the Army,
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'fTHe‘Armv'S eafly retirement benefit was widel?
acoepted by both groups as only 3 people responded that
it was an 1nfluence to leave the Army, |

ReS1gnees, when querled_concerning the amount of
,ﬁoney which éoﬁld have kepﬁ them in the service, generallj
responded "ho amount", A salary increase of over 25%,
however, would have probably retainéd almbst 30% of the
resignees, Similarly_a‘cash bonus of over $5,000 might
have influenced.BO% of the resignees to stay on active duty
for an additional five years,

Hypothesis 6 isrslightly supported by the data
presenfed'abové; _Itvié clear, however, from this evidence
-rthat-many'officeré, probably about ode~fhird do consider
money as an 1mportant igsue in mak1ng Thelr career d801swon.
Therefore, in conSWderlnn the retention of junior grade
officersy itils not.gustlfled to assume pay has no 1nfluenéé
on their career decisiohvand'Hypothesis 6 should fherefore

be rejected,

Hypothesis 7.
The U.5. involvement in Viet Nam is
not an important influence on the
officer's decision to leave the Army,
The number of involuntary Viet Nam tours served by

both groups cannot be considered excessive as only 9 active

~duty men and ] resignee had'served more than one involuntary
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tour in V{et'Ném.ixSixtynﬁercenf'of the resignees resﬁondedl
~ that NaTiohal Viet Nam boiiciés were either of-ho influence 
on their re81gnat10n or was, in fact. ah.infjuence to sfay.f
The correspondlnv percentage for the active duty officers
- was. 55,1%,

| The pfosﬁects of future Viet Nam tours was»a
‘negafive iﬁfluehce on almost 54% of the active duty men

and 65% of the resignees. Only 1 active indivﬁduai aﬁd-

2 resignees-said these prospects.were an influence on them
to stay in the Army.

It is 1mposs1ble 1o validate Hypo1heels 7 due to
the large number of men whose d@@wswons are negatlvely
‘influénced by_the prospects of ‘future Vlet Nam tours.

‘Ffom the smali‘humber of people who actually-disagreevwithr
thé_UpSa=Viet Nam policies it can be hypothesized that the
>»'negatjvéiinfluen&e found in regard to future tours'is 
prdbably-a result of the men's fear of and dislike for

- family separaﬁionsrwhich, of course, wouid be ‘a part 6f
any future Viet Nam-toursw. Nevertheless, without further

research, Hypothesis 7 must be rejected as invalid,

Hypothesis 8

The officer's decision to leave the

service is primarily his own decision

and the 1nf1u@noe of others is
..mwnlmal
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This research indicates the influence of the wife
oe the officer's career decision should not be under-
estimated, Over one-half of +he reelgnees said +hp,_
wife had influehced their decision to re81gn.r leew1se,
the acti&e duty ﬁen indicated 27% of their wives were en
influence to leave the Army and 57% of Them were an
influence to'stays_ It should bhe realized however that 31%
of the resigheee and 24.6%vof the current officers say'
their wife ie no influence on their career decision.

-When asked who has the most infiuence on their
career decision botﬁ groups asserted their independence.
and replied that they had made the decision totally on
~ their own. The.only other ihdividual'giveh_much ereéit
for influencing:the officer was his wife, Onefquarter of
reeignees and ene«third of the eotives listed her as fhe
individual most influencing the career decision,

It is difficult to validate the 1ast hypothe81s.
Altbouoh the largee+ nuwber of officers responded that
their career de0181on wag their own, the wife is still a
very real power in this decision., The Army shoulq note
the number of men_who actually admit te beihg;iﬁfluehced
by their wife;e'It‘is obvious that careef~couhseliné
segsions for wivee might go a long way toward influencing

many young officers to remain in the Army.
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Recommendations

'::This'study ha§ indicated a basis for s%udying the
factors Whicﬁ'influence the junior Army officer toward
'1eaving or remaihing a;paft of the Army. Thé résearch
‘V'hypotheses presented herein have served to émphasize
':éértain areas of important. influence in the young officer's
éareef decision;‘ Thevdaﬁa presented is_but_one small step
:iﬁ studying the retention problem among junior Afmy-
ﬁr}bfficefs, New approaches and more detailed studies should
be utilized tp actually verify the results of this research.

| One possible productive area for further‘research
' hotzpreviously alluded to in this study is in regard to
thhe detefminanée_of tolerance levels of incoming young

‘officers, ‘This thesis has_poihted to‘a‘definife
- difference in the feelings»of'the men who'resiqn from and
ﬁﬁe men‘who stay in thé Army. Tt may be pdssible,'through
mﬁch more detalled research, to determine what . factors
actually influence thé majority of the resignees toward
leaving the Army anhd in turn to measure the tolerance level
of each'officer candidate téward these‘faétOrs, Thé
'individual whorscofes.high-Oh such a test would dispiay
é-tolerance toward these hegativé factors which might
‘allow him to disrégardrthém to a small degreé'and'thus

"femain a part of the Army,
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 5 It isrhoped that this;étudy will serve as a o
'-stimulus‘for others to conduct fﬁfther research in this
subject., To retain the most qualified young officers
the Army must not only do éonsiderable further research
but they must make the results of this reseérch available‘
to each and e?ery commander sé that he may pfoperly piay
his @art in the retention of ﬁhe qUélified,.young-officér.
Such emphasis should result in higher retentién!ahd'in |

turn it shbuld make the Army a more efficient and effective

organization,



APPENDIX A
LETTERS ' OF INTRODUCTION
3 December 1970

Dear Wes% P01nter,

I am a member of the USMA Class of 1962 currently
‘attending the University of Arizona where I am working
toward a MS degree in Management. My thesis is to be
written on officer retention. Specifically, I am trying
to determine why officers leave the Army., I am using my
classmates as my statistical base and the Classes of 1963,
1964 and 1965 as a validation type study. Thus the motive
- behind the somewhat bulky questionnaire I have enclosed,
Could you pleasep gsometime before 1 February 1971, fill 1t
out and return it in the enclosed envelope? It should not
require more than twenty minutes of your time and believe
‘me it will be greatly appreciated by myself. Feel certain
that I will not disclose your specific answers to anyone,

The.only instructions I have for completing the
questionnaire is to keep in mind that the questions pertain.
generally to your total Army career and not to a specific
a881gnment

Please excuse this. form letter but the number of
- questionnaires prohibits me from writing to each of you.
personally as I would like to do, Thank you for your

- assistance,

"‘ Sincerély;

THOMAS E., MURRAY, II

117
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3 December 1970

" Dear Classmate,

I am currently working toward my MS degree in
Management at the University of Arizona., My thesis is to
be written on officer retention. Specifically, I am trylng
to determine why officers get out of the Army. I am using
our class as my statistical base and am also using the

TrrClasses of 1963, ‘1964 and "1965 for a validation type study,

Thus, the motive behind the somewhat bulky questionnaire I
have enclosed. Could you please, sometime before 1 February
1971, fill it out and return it in the enclosed envelope?

It should not require more than twenty minutes. of your time
"and ‘believe me it will be greatly appreciated by myself,

" The only instructions I have for completing the
-questionnaire is to keep in mind that the questions pertain
generally to your total Army career and not to a specific:
“assignment., Feel certain I will not disclose your specific
‘answers to anyone, :

Please excuse this form letter but the number of
~questionnaires prohibits me from writing to each of you
personally as I would like to do.

A .Anyone passing through the Tucson area please feel
~free to stop in and stay with us as we have plenty of room
and we are always glad to see Clagsmates; Thank you for

your assistance, ,

Best regards,

THOMAS E. MURRAY, II



- What is your age?

m@muo@>

HOOQ W :I>

“APPENDIX B

ACTIVE DUTY QUESTIONNAIRE

- What is your marital status?

“A,; Married : D, Separated

B, Single (never marrled) E, Widowed
C, Divorced

“How many'dependents;'excluding yourself; do you havé?_~

Which of the following best describes where you lived
most of the time between the ages of 6 and 18?7

A, Big City (over 100,000) C, Small Town

B, Small City (5,000-20,000)
(20,000-100,000) ‘ D, Rural Community

: What state or states did you live in most of the time

between the ages of 6 and 18 years?

- Why did you become an Army officer? (Circle one or more)

.« Best way to complete my military obllgablon

. Looking for excitement

» Hoped to recelive. respon31b1111y and challenge
« Thought I would gain prestige and respect

. Wegt Point would help me get through college
. Family tradition-
. Other (please specify)

What were your intentions the day you were commissioned?

Definitely planned to resign at the end of my
initial obligation, :

«  Thought I probably would re81gn at bhe end of my .
- initial obligation.,

Was undecided about an Army career

Thought I would make the Army my career

Definitely planned an Army career

e o o
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10,

11,

12,
13,

10,

120

- What is'your'presentAgrade?

'_AD Ma jor " B, Captain ' C; First Lieutenant'

Tb what branch were you assigned upon leaving USMA?

Have you changed branches?
If so, to what branch did you change?

Were you satisfied with your first branch assignment?

Yeg _ No __ If not, to what degree has this
dissatisfaction influenced your career decision°
A, No influence - D, Slight 1nfluence to
B, Strong influence to . leave

leave E, Influence to stay

_C, Moderate influence

to leave

Have'you attempted to change branches bufvyour'
application was disapproved? Yes No

What is the duty title (Artillery Commander, Medical
Supply, etc.,) of your primary MOS?

To what degree do you feel your MOS classification is

congistent with your personal interest?

A, Not consistent at all C, Moderately consistent

o B, Highly consistent . D, Slightly consistent

15,

16,

17,

To what degree are the day to day duties yéu perform
in the Army consistent with what you expected they:

‘would be?

A, Not consistent at all C. ‘Moderately consistent

B, Highly consistent D, Slightly consigtent

Generally, do you feel the number of additional duties

you are called upon to perform excessive? Yes __ No __

‘To what extent have these "additional duties"
~influenced your career . de0391on°

A, No influence D, Slight 1nf1uence to
B, Strong Jnfluence to leave .
leave ' E, Influence to stay

C. Moderate 1nfluence
to leave :
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18, How many RVN'tours'héve you served?
19, How many involuntary RVN tours have you served° ;__m
:»20, Were you wounded whlle in RVN? Yes ____ No

21, Do you agree with National policies concerning Viet
Nam? Yes ___ No If not, do you feel the U.S.
Government should pursue a policy of

A, Immediate withdrawal .C, Total victory
B, - Gradual withdrawal D, Other

.22, To what extent have national Vlet Nam pollcwes
1nfluenoed your career decision? _

A, No influence | D, Slight iﬁfluence to

B, Strong 1nf1uence to leave
, - leave E, Influence to stay
- €, Moderate 1nfluence‘ :
to leave : -

23, How does the prospect of future RVN tours 1n11uence

your career decision? s
: ) : o
A, No influence D, Slight influence to
B, ©Strong 1nf1uence to leave
7 leave - E. Influence to stay
C.  Moderate 1nf1uence : .
to leave

2L, How many involuntary unaccompanled toursg other than
S RVN, have you served?

25, What are your feellngs on. the amount of pay you are

receiving?
A, Adequate | - D. Inadeguate

- B, More than adeguate E, Very inadequate
CB Marginally adequate '

26, .What influence does the amount of" pay you receive have
on your career de01830n°

A, No influence D, Slight 1hfluence to
- B, Strong influence to .~ leave
leave E, Influence to stay

C, DModerate 1nfluence
. to leave
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28,

29,

30,

31,

32,

responsibilities? Yes

- Do you feel your pay is commensurate with your
No

Usually

What influence does the fringe benefit package

(medical care, PX, Comm:ssary)

have on your- career

'A,,

decision?
A, No influence D, Sllght Jnfluence to‘
B wStrong..influence to - leave
o leave E, Influence to stay
C. Moderate 1nfluehce : ' —
to leave

How does the early retirement benefit of the Army
influence your career decision?

A, No influence - D, Slight influence to
B. Strong influence to leave

leave E. Influence to stay
C. Moderate influence

to leave

Which of the following fringe benefits do you find
inadequate? (Circle as many as desired)

A, Medical care I, Incentive pay

B, Dental care J. Hazardous duty pay
c, X ‘ K, Officer clubs

D. Commissary L, Civilian schooling
E, Housing - opportunities

F, Retirement M, Travel

G, Insurance - "N, Survivor benefits
H, 0, Post schools (for

Tax benefits
' . - children)

‘From your observations how would you generally rate

the senior officers under whom you have served?

A, Outstanding E, ‘Below Average

B, Superior . . Poor

C, . Excellent G, Incompetent

D, Average

To what degree has the conduct of senior officers -

influenced your career decision?

No influence B
Strong influence to
leave :

B,
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34,

35.

36,

37.

,.»38;

39,

views have you had with senior officers?

123

C. Moderate influence D, . Slight influence to
to leave leave -

,Ea Influence to stay

How many formal or informal career-counseling inter-

What influence did the career-counseling have on your

~career decision?

" A,  No influence , D.  Slight 1nfluence to

B, "Strong influence to leave

leave - E, Influence to stay
C. Moderate influence '

to leave

Do you feel that generally ybur education and skills
are properly utilized in most duty assignments?
Yes No '

Do you feel that future duty assignments will probably
better utilize your education and skillg? Yes
No Undecided :

To what degree has the utilization of and forecast for
future utilization of your education and skills
1nfluenced your career decigion?

A, No influence | - D. Slight influence to
B. Strong influence to leave

leave . .E. Influence to stay

3 C. Moderate 1nf3uence

to leave

What influence have the asglgnments you have received

had on your career decision?

A, DNo influence : D, Slight influence %o

B, Strong influence to ~leave

leave ' E, Influence to stay
C, Moderate influence ‘

to leave-

What influence do probable future assignments in your
careexr pattern have on your career decision?
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b1,

§2,

43,

Ll

b5,

A,  Nc influence - D,

B,  Strong Jnfluenoe to

_ leave E,
C. Moderate influence

to leave

124

Slight,influence to
leave
Influence to stay

What..is. .the- lon@est period of tnme you- have served in

a partlcular locatlon°

Generally, What are your feellngs “‘toward the length of -

PCS tours?
A, Should be 1-1% years D,
B, Should be 13-3 years

be 3-4 years = E,

C, Should

Fo

Should be longer than
L years

No preference

Other (specify)

What influence does frequent relocatlonq have on your

career decision?

‘A; No influence D,

B. Strong influence to

leave - E,

C, Moderate influence
- to leave

S1light influence to
leave ,
Influence to stay

To what degree does the frequency of or fear of family
separations influence your career decision?

A, No influence - ‘D;

B. Strong influence to

leave , E,
C,  Moderate influence

to leave

Slight influence to
leave
Influence to stay

Do you feel the Offlcer 8 EfflClehCy Repor1 System is

fair? Yes ' No

To what degree has the OER system influenced your

career decision?

A, No influence ' D,
-~ B, Strong influence to

leave E,
C. Moderate 1nfluence
to leave

Slight influence to
leave

"Influence to stay
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In your opinion,

125

to what degree do the'following'

factors exist within the Army and how have they

column)

Opportunity to be creative

A, Exist to a high

~degree

. Exist to a moderate

degree

- 'degree

B
.C,+ Exist to a slight
D

., Doesg not exist at all

‘Feeling of achievement

A, Exist to a high

degree
B, Exist to a moderate
~ degree
C., Exist to a slight
. degree
D, Doeg not exist at all

Délega%ion of authority -

A, Exist to a high

degree
. Exist to a moderate
degree

degree

B
¢, FExist to a sllghb
D

. Does not exist at all

- Granting of responsibility

A, Exist %o a high degree

B Exist to a moderate
degree

C, Exist to a slight

5 . degree

, Does not exist at all

g Q we

O Q wr

‘influenced your career decision?

=
‘&

e o

(Circle one in each

No influence

- Strong influence to

leave

Moderate influence to
leave

Slight influence to
leave '
Influence to stay

" No influence

Strong influence to
leave

Moderate influence to
leave

Slight Jnfluence to
leave

Influence to stay

No influence :
Strong: influence to
leave

Moderate 1nfluence to
leave

Slight influence %o
leave _
Influence to stay’

No influence -
Strong influence to
leave

Moderate influence to
leave

Slight influence %o
leave

Influence to stay
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Recognition for a job well done -

A, Exist to a high A, No influence
degree B Strong influence to
B, Exist to a moderate leave
degree C, Moderate influence to
C, Exist to a slight . leave
degree D, Slight influence to
2:Dg-Does wnot-exist-at.all ~leave

E, Influence to stay

Opportunity for a private life

A, Exist to a high A, DNo influence '
" degree - B, - Strong 1nfluence to
B, Exist to a moderate leave
degree C. Moderate influence to
C, Exist to a slight _ leave
degree D, Slight 1nfluence to
D, Does not exist at all leave
’ E. Influence to stay

- High status and prestlge in the civilian communlty

A, Exist. to a high. A, kNo influence

, degree B, Strong 1nfluence to
B, Exist to a moderate - leave '
" degree C, Moderate influence to
C. Exist to a slight leave -

degree D, . Slight influence to
D, Doesg not exist at all leave

: E, Influence to stay

- High status and prestige in the military community

A, Exist to a high A, No influence

degree B, Strong influence to
B, Exist to a moderate ‘leave

degree . C. Moderate 1nfluenoe to
C. Exist to a slight . leave

degree D, BSlight influence to
D

. Does not exist at all . leave
- - E, Influence to stay

Which of the following individuals have 1nf1uenced‘

your career decision the mosgt?
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A,
B,
C.

Wife | b,

Mother ' - - E,
Father '

Other

127

Friend
None - it was totally
my own decision

What 1nfluence does your: Wlfe's attltude have on your

_;career decigion?

No influence D,

Strong influence to

leave : E,

Moderate 1nfluence
to leave

' Slight influence to

leave
Influence to stay

Do you feel the promotion system with the Army is

fair?

Yes No

If not, to what degree has thls

influenced your career d90131on°

No influence o : D0
Strong influence to
leave E,

Moderate 1nfluence
to leave

Slight influence
leave
Influence to stay
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APPENDIX C
RESIGNEE QUESTIONNAIRE
What waé your age at the time you ieft active duty?

What was your marital status ai the time you left
actlve duty?

A,  Married . ' ' D; ‘Separated

B, Single (never marrled) E, Widowed
C. Divorced

'How'many dependents, excludlng yourself daid you have

when you left the service?

Which of the following best deseribes where you lived

~most of the time between the ages of 6 and 187

A, Big City (over 100,000) C, Small Town

B, Small city (5,000-20,000)

(20,000-100, OOO) D, Rural Community

What gtate or s%ates did you live in most of the time
between the ages of 6 and 18 years?

Why did you become an Army officer? (Circle one or more)

. Best way to complete my mllltary obllgatlon

. Looking for excitement

. ~Hoped to receive re9p0n81b111ty and challenge
o« Thought I would gain prestige and respect

s - West Point would help me get through college
o Family tradition ,

. Other (please sp601fy)

What were your intentions the day you were commissioned?

',..Aé Definitely planned to re81gn at the end of my

initial obligation
. Thought I probably would resign at the end of my
initial obligation ’ . ‘
Was undecided about an Army career
-Thought I would make the Army my career
Definitely planned an Army career

128
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10,

11,

12,

13, .

14,

15,

16.,' '

oaEBUuQw >

' If gso, to what branch did you change?

120

Durlng what time perlod did. you deflnltely de01de to
resign from the service? , : '

. 'Entrance to West Point
» During 4 years ag a cadet
« During first year of service
« During second year of service
. During last year of service
. During last six months of service
. . Other (spe01fy)
What was your grade at the time of your 1eav1ng the
-gservice? -
A, Major B, Captain C, First Lieutenant

To what branch were you assigned upon leaving USMA?

Did you change branches while in the service?

Did you attempt to change branches while in the Army
but your application was disapproved? Yes _- No

Were you satisfied with ybur first branch assignment?
Yes . No If not, to what degree did this
disgatisfaction influence your resignation?

A, No influence - D, Slight influence to
B, Strong influence +to ‘ leave
leave E, Influence. to stay

'C, Moderate Jnfluence

to leave

What was the duty title (Artillery Commander, Medical

Supply, etec,) of your primary MOS while in the service?

To what degree did you feel your MOS classification

was consistent with your personal occupational interest

A; ‘Not consistent at all C, Moderately consistent
B, Highly consistent - D, Slightly consistent

To what degree were the day-to-day duties you oerfofﬁed
in the Army consistent with what you expected they
would be? ,

A, Not consistent at all C, Moderately consistent.

B. Highly consistent D, Slightly consistent



17,
18,
i enBewmtrong.influence .to .

.
20,
el

22,

. 2307—

24,

‘Were you wounded while in RVN?

"Nam at the time you resigned?

A, >No 1nfluence D;

" C, Moderate 1nfluence

130

While in the Army did you feel the number of addltionalk
duties you were called upon to perform excessive?.
Yes ___ . No Usually Sometimes

To what extent did these
your decision to resign?

"additional duties" influence

A, No influence D° Slight influence to
~leave

. leave E, Influence to stay
C.. Moderate 1nf1uence

ﬁorleave

-How many RVN. tours did you serve?

ﬁHow'many.invéluntary RVN tours did you serve?

Yes ___ - No
concerning Viet
Yes No If not,
did you feel the U,S, Government should pursue a

Did you agree with national policies

policy of

Totallvictory
Other

A, Immediate withdrawal C;
B,  Gradual withdrawal D,

To what extent did national Vlet Nam pollcles 1nfluence
your r081gnablon9

Slight 1nfluence to .
leave
Influence to stay

B Sitrong influence to
leave E,

to leave

How did the prospect of future
your career decision?

A, No influence D,
B. Strong influence to

leave E,
C. Moderate 1nfluence

to leave

How many involuntary unaccompanied tours,

RVN, did you serve?

RVN tours influence

Slight influence to
leave
Influence to stay

other than



26,

27,

28,

29,

30,

HUQWr
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- What were your. feellngs on the amount of pay you were
: rece3v1ng at the time of your resignation? A

A, Adequate o D, Inadequate
B, More than adequate E, Very inadeqguate
C. Marginally adequate

What influence did the amount of pay received in the

..Bervice have on your .career decision?

A, No influence D, B8light influence to
B, Strong influence to leave
leave _ E., Influence to stay
C, Moderate influence -
to leave

What amount of addltlonal salary would have 1nfluenced

S you to stay in the Army?

. No increase would have influenced me to stay
e 7.5 to 10% of base pay

o 11 to 15% of base pay

. 15 to 25% of base pay

. More than 25% of base pay

While in the service did you fee] your pay was
commensurate with your responsibilities? Yes
No Usually.

If a bonus system for officers, similar to Enlisted
Variable Bonus System, existed at the time of your
resignation would this have influenced your ultimate
decision? Yes __ No ___ Maybe __

If so, what size bonus would have influenced you to
extend your Army career for five additional years?

A, $1,000 - 1,999 ~ D, More than $5,000
B, $2,000 - 3,500 . E, No amount would have
, Ca $3,501 - 5, OOO' . : influenced ‘my decision

31,

What influence did the fringe benefit package (PX,
medical care, Commissary) have oh your career de0181on9_

A, No influence : ‘D, Slight influence to
B, Strong 1nf1uence to leave

leave E, Influence to stay
C, Moderate influence :
to leave
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33,

3Ll’n

35.

36,

) 3?0

How 4id the early retirement benefit of the Army
influence your career decision?

- A, No influence , D, Slight 1nfluence to

B, Strong influence to ' leave
~ leave - B, Influence to stay
C, Moderate influence ' :
~to leave

‘Which of the following fringe benefits did1you find

inadequate during your period of service? (Circle as

many as desired)

L2

A, Medical care I. Incentive pay
B,  Dental care J. Hazardous duty pay
Cc, PX K. Officer clubs

D, Commissary L, Civilian schooling
E. ‘Housging : , opportunltles

F.  Retirement M, Travel

G. Insurance N, Survivor beneflts
H, Tax benefits - 0, Post schools (for

chlldren)

From your observations how would you generally rate the
senior officers under whom you served? :

A, Outstanding ~ E, Below Average
B, Superior ~ F, Poor

- C, Excellent G, Incompetent
"D, Average : .

,OverallQ to what degree dld the conduct of senior

officers influence your career decision?

A, No influence D, Slight influence to
B. Strong influence to ' leave

leave - E, Influence to stay
C, Moderate influence .

to leave

~How many formal or informal career-counseling inter-

views did you have with senlor officers prior to

leaving the service?

A, 1 B.2 €,3 D, 4-8 E, More than 8 F. None

What 1nfluence did the career«oounsellng have on your
career decision?

N
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A, - No influence D, Slight influence to

B, Strong influence to ~ leave
. leave E., Influence to. stay
C, Moderate influence A
to leave

.Did .you. feel that. generally your. education and skills

were properly utilized in most duty a381gnments°

Yes No

Did you feel that i1f you had stayed in the Army
future duty assignments would have probably better
utilized your education and skills? Yes No

.Undecided

To what degree did the utilization of and forecast-for

- future utilization of your education and skllls

influence your career decision?

A; No influence | Dg  Slight 1nfluence to-
B, Strong influence to. - leave o
leave E, Influence to stay

1,

42,

b3,

>C;’ Moderate influence .

to leave

What influence did the assignments you received while
in the Army have on your career decision?

A, No influence D, Slight influence to

B. Strong influence to leave
leave E, Influence to stay

- €, Moderate 1nf1uence

to leave

‘What influenoe did the assignmenté that you could have

looked forward to in your career pattern have on your

career decision?

A, No influence - D, Slight influence to
B, ©Strong influence to : leave

- leave B, Influence to stay
C., DModerate influence .

- to leave

“While in the service what was the longest period of
- time you served in a particular location?




b,

b5,

46,

b7,

48,

b9,
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Generally, what were\your feellnns toward the length

of PCS tours?

A, Should be 1-1% years D,

B, Should be 1%-3 years
C, Should be 3-4 years E,

-3

Should be longer than
4 years

" No preference

Other (specify)

What influence did frequent, relocations have on your |

cafeer decision?

A, No influence D;
B, Strong influence to
leave B,

C., Moderate influence

to leave

Slight influence to
leave

- Influence to stay .

To whaf degree did the frequency of or fear of family

A, DNo influence D,

B, Strong influence to
‘ leave . E,

C., Moderate influence
to leave

‘gseparations influence: your career decision?

Slight influence to
leave _
Influence to stay

Do you feel the Officer's Efficiency Report Syétem is

fair? Yes No

To what degree did the OER system influence your career

decision?
A, No influence : D,
B, ©Strong influence to
. leave E,
C. Moderate influence
to leave

In your opinion,

- Slight influence to

leave
Influence to stay

to what degree did the following

factors generally exist within the Army and how did

they influence your career decision?

each column)

’Opportunity to be creative

A, Exist to a high degree A,
B, Exist to a moderate B.
degree

(Circle one in

No influence
Strong influence to
leave :



C. Exist to a slight
degree

D, Does not exist at all

.,wEeelingﬂofﬁachievement

A,. Exist to a high degree

B, Exist to a moderate
degree -

C, Exist to a slight
degree

D

u' Does not exist at all

Delegation of authority

A,  Exist to a high degree

B Exist to a moaerate
‘ degree ,
C, Exist to a sllghf
, degree -
D, Does not exist at all

Gfanting of responsibility

A, Exist to a high degree

B Exist to a moderate
degree . - »
C. Exist to a slight
: degree : .
D, Does not exist at all

Recognition for a job well

A, Exist to a high degree

B Exist to a moaerate
degree

C. Exist to a Sllght
degree

D

o Does not exist at all

135

Moderate influence to
leave

Slight influence to
leave :

Influence to stay

No influence

Strong influence %o
leave

Moderate influence to
leave _ _
Slight influence to
leave

Influence to stay

No influence
Strong influence to
leave

. Moderate influence +to

leave 7

Slight influence to
leave

Influence to stay

No influence

Strong influence to
leave ’

Moderate 1nfluence to
leave

Slight 1nf¢uence to
1eave

- Influence to stay

No influence

Strong 1nfluence to
leave :

Moderate influence to
leave



50,

Opportunity for a private life

D,
E,

VAL LEBxist to.a.high . degree A,
B, - Exist to a moderate B,
degree
C, Exist to a glight C,
degree ‘
D, Does not exist at all D,

E,

136

Sligﬁt.influence to
leave
Influence to stay

No .influence

Strong influence to
leave

Moderate influence to
leave .

Slight influence to’
leave

Influence to stay

High status and prestige in the military community

A,

B
VR
D

[

A,
B
C,
D

e

A,

B,

Co

"Exjist to a high degree A,

Exist to a moderate B,

degree

Exist to a sllght C,
- degree

Does not exist at all D,

'E}‘

Exist to a high dégree A,

Exist to a moderate B

degree '

Bxist to a slight . C

degree

Does not exist at all D,
E

Wife o D,
Mother o E,
Father - o :

No influence

Strong influence to
leave

Moderate influence to
leave :
Slight influence to
leave ‘

. Influence to stay

"High status and prestige in the civilian community

No influence

Strong influence to
leave

Moderate influence to
leave

Slight influence to
leave

Influence to stay

Which of the following individuals influenced your
- career decision the most?

Friend.

None -~ it was totally my
own - de0181on

Other




- '5]-@.

52,

53,
54,

559

56.
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,What influence did your wife's attltude have on your_

career decision?

A, No influence B Dur’Slight influence to
B, Strong influence to leave
leave E, Influence to stay

"€, Moderate influence

to leave

Do you feel the promotion system-with the Army is
fair? Yes ___ No If not, to what degree did this
influence your career decision?

: A,' No influence | D, Slight influence £0

B, Strong influence to - leave

leave - E. Influence to stay

C, Moderate influence to

leave

Had you been accepted for a pOblﬁiOﬂ‘With a civilian

"firm prior to submitting your re31gnatlon° Yes _
No Tentatlvely

Since leaving the Army have you'ever seriously wished
that you had made a career of the Army? Yes __ No __

What single incident or factor had the most bearing on

your influence to leave the Army? (Use back of page if
more space is required)

What, if anything, ooqu have been done to have kept

_'you on active duty?



- APPENDIX D

'ACTIVE DUTY RESPONSE

1. Age : : Primary - Validation
27 | .0 ‘ R
28 ' 1 21
29 o 6 ' 10
30 . _ - 34 : .10
31 16 : : N
32 , - 10
33 0
34 - 1

No,answer ' 2

OO MW

2. Answer

W\
S oA E

HOQW>
oo™ L&

3. . Dependents

R
© O\ -1 O

L N
W O OO B

N FLWO N = O

L, Ansgwer

20 93
20 o 17
s T

Do

5. Answer _ o
New England: Conn,,

" Me., Mass,, N.H., - : o . o L
Ronﬁ Vit o 6 _ ' T 3
Middle Atlantic: New - B R SR
Jere » NeYap Pa' 13 . ‘ ) . . . 21

138
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: ' Primary : o Validation
South Atlantic: Del,, : ‘ g :

Fla.,, Ga., Md., N, and
s, Car,, Va,, Wash, D,C.,

W, Va,

. 12 - 10
South: Ala,, Ky., ' |
Miss,, Tenn, | 3 5
Western South: Ark., | f
""La,, Okla,; Texas ‘9 3
Great Lakeg: I11,, Ind,,
Mich,, Chio, Wis, . 9 211
Great Plaing: Iowa,
Kan,, Minn., Mo,, Neb.,
N, and S, Dak, 10 L
Mountain: Ariz., Colo.,
~Id4,, Mont.; Nev,, New 4
Mex,, Utah, Wyo, 1 2
Pgeific: Alasg,, Calf. E
Hawaii, Ore., Wash° 10 3
Army “Brat': 9 10
Territories: 0 1
Foreign Countries: 1 0
Answer .
A L 7
B - 10 6
- C 39 20
D 26 11
E 35 20
F 14 10
G 6 11
No answer 1 1
A 2 1
B ' .2 5
C ‘ 14 ' 24
D ; 31 20
E i 22 11
A 70 19
B 0 b2
C 0 0



i _,.,lobwn

11,

12,

13,

14,

OQw>

Answer S . Primary

Artillery 27
Armor 8
Engineers. 15
Infantry 18 -

Sigrial Corps
No answer

Yes

No
Ordnance
Transportation .

Signal Corps .

Chemical Corps
Infantry
Judge Advocate
Engineers

- No answer

Yes

No

A o
B :
C
D
E _ o
No Answer

Yes
No

Commander

Aviator

Operations Officer
Construction Eng.
Instructor
Maintenance Officer
Chemical Officer
Lawyer

_Communlcatlon Systems

Engineer

‘Signal Offlcér

Communication Center Off
No answer :

OFRMMNDWVHOAW WVH OCOHNOOW] HFHOOHMHMKHNDW~g M

. W
Mo &F&H HOOO

[N

1ko

Validation

10.
.9
12
20
10
o

. o | N
HOOE OF HOMWNONE OHNDHOOOONE

R

: W : -
OO IEW OFRNDH NOOO



;'15o

16,
T N
No answer

: '17{,

.18.,'"

19,

- 20,

21,

NN Nt

ST

In
0
1

Answer
A

‘B

o

D
~ No answer

Yes.'

- B

D
E
No answer

Number of Tours

oje

1/3

voluntary Tours

2

Answer
Yes
No

Yes
No

No Answer

B
C
D N
No answer
A
B
Cc

Primary

W N
\O\W

o N R
NOOMNMOO MW W wiln

= W
DN NN

141

Validation

L
22
3L
5
.2

23
37
1
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24,

25,

C 26,

270

28,

29.

HoQwW» DO

tljUQUJ_fP =

o Answer

.~ No ‘Answer

Yes

No
Usually
No Answer

o Answer

ZEHUOUQW®> .

HOQW®

No Answer

' Primary .

7

142

Validation
18
L
0

N
NeRoNg

-

wn

= B
T OFO~NONE O ORON

=t s

e = = T R
OPFWHNE OW~I0  H\OOHWKO

=
OJ\W O O



300

310

32,

33.

’ 3“’0

HoQwWr> ZeEUCUWr ZHUQEP ZoEEUQEPE ZOZEDRGHIQEEHDQW >R

=
n
0
=
®
=

o Answer

o Answer

o Answer

Pri?ary-

L8
31
24
. 50
-2
10
23
10
9
19
5

W

Validation

12
L8

19

15
by



~ 35,

360 .

37,
38,
39.

ko,

41,

L2,

| LI.'BVnV

HoQw> =ZHuowr =Z2EHoQuw>

QEr "HUaQwr =wEgawe

Answer -
Yes
No

" No Answer

Yes
No
Undecided

o Answer

o Answer

- No Answer

Average tour
Median tour

Primary
48 -
21

33
13
2L

16

11 -
- 32

W

\r

' s
NoOHESF W EW LS

W

28,7 mdnths
28 months

0
13
4y

1

1

8

17
- 8
16

17
12
9

',19‘

b

"Validation o

L1
20
o -
29
by
17

e Iy

Him o B On O EOWHW O N~I~3~

(UVIE

'26,23.months

24 months

1
. 22
28
2
0. .
8

15
6
12 &
S L
1
16
C20
11
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‘ ~ Primary ' Validation
D T3 » 14 |
E . 0 0 '
Yes . 29 ' - 19
No - 41 39
No Answer ‘ , 0 - ' 3
33 _ 32
2 6
L ' -6
16 . . 9
15 o 8

HO QW >

‘Opportunity to be Creative

=

Exist. Influence
Primary ~ Validation - Primary - Validation.
A 12 - 14 20 15
B 30.- 23 2 1
c 25 : 22 . 5. 5
D 3 2 10 7
; - - : = 32 - 31
No Ans O 0 0 .2

- Feeling of Achievement

Exist o Influence - :
Primery  Validation Primary = Validation
A 32 26 ' 6 by
B 31 25 1 2
c 7 9 1 0
D 0 0 3 7
E - - 58" L5
No Ans O 1 1 3
Delegation of Authority
Exist : ~ Influence
Primary  Validation Primary  Validation
A 13 . 11 _ 18 12
B 36 33 2 2
-Cc. - 18 16 2 6
D 1 1 7 8
E - o - 38 31
No Ans 2 0 3 2
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Granting of Respdnsibility

Exist : : Influence :
Primary Validation Primary  Validation

A - 29 29 . 11 8 -
B 27 . 22 ' 1 3
- C 11 10 by 2

D - 1 0 : 2 - 7
B - - 49 39
~eNo-Ans. -2 -0 3 . T2

- Recognition for a Job Well Done

v - Exist v Influence
- Primary = Validation Primary . Validation:
A 18 17 _ 11 10 '
B - 34 27 ' 1 1
c - 6 - 16 : ' 1 5 .
D T 0 ! 9 5
B . L - Lsg 37
No Ans 1 1 3 3
Opportunity For A Private Life .
S - Exigt ’ - .. Influence
- Primary Validation - Primary Validation
A 9 3 22 15
B 27 26 : 3 5
c 28 . 28 : 7 9
D 6 3 19 16
E - K - . 18 - 13
No Ans. 0 1 - 0 3
High Status and Prestige in the Military Community
' - Exist ' Influence
Primary Validation Primary Validation
A 10 11 28 20
B 32 20 : 0 5
c 20 - 21 . "3 3
D 8 8. 5 3
No Anss 0 1 ' 1 3

High Status and Prestige in'the Civilian Communitytr

Exigt Influence
- Primary Validation ' - Primary Validation
A 1 - 32 27
B.. 10 - 8 3 8

-

c - -.34-'_,.. . .27 _ ' 7 _ 10 .
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Exist . : Influence _
Primary Validation _ Primary Validation
D . 25 v 25 12 ' 7 :
E = - - 15 6
No Ans O 0 -1 , -3
‘Answer "Primary , . Validation
A 22 - 16
C R Q
D 1 3
E 36 26
Fo -5 5
No Answer ' 0 1
A 11 15
B 3 2
c 7 5
D~ 9 8
E 4o 31
Yes ’ Ll 32
No : 25 28 .
No Answer T 1
A b 4.
B 3. 9
- C . ' 5 7
D ' ' 12 7
E _ 1 0
No  Answer 0 1
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" APPENDIX E

RESIGNEE'S RESPONSES

Age o Primary'

27 1
28 ' o o 14
29 . R 13

Answer

ependents

ngwer _

: 24
17
17

New England: Conn,, Me,.,
Mass,, N,H,, R.I.,, Vt, 8

Middle Atlantic: New

© Jer,, N.Y., Pa, 15

South Atlantic: Del,,

" Fla,, Ga., Md,, N, and

.S, Car., Va,, Wash, D. Co,

W, Va. 11

South: Ala,, KYGs Mlssos _
Tenn. : . b

Validation.

2
15
23

43

Iy

0

0

O M ==I @

18
2
19 -

16

__31’-



~ Western South: Ark,,

La., Okla,, Texas 6

i»-Creat Lakes: I11. ;-
“Ind,, Mich,, Ohio,
-_vWiSCG' : S '

" Great Plains: Iowé,
_..Kan., Minn., Mo., Neb.,
- N, and S, Dak, : _' 7 -

Mountain: Ariz., Colo.,

.. Idaho, Mont;; Nev,,

n New Mex,;, Utah, Wyo, -1

* "Answer

AEEDOW> HUQWr> RmEEUQW>
l—-J
e8]

Pacific: Alas,, Calif.,

‘Hawaii, Ore,, Wash,

3
- Territories: 0
0

. Foreign Countries: .

s

- No Answer 0

A 12

B ' ... ko

 Primary -

b9

L‘Vélidafion,

o
10

.10



10,

B \ll 0y s

.

Yes

‘Military Intelllgence

- Artillery

- Signal Corps
Yes

" No Answer

- B

- - Missle Maintenance
-Fire Direction Officer

No Answer

150

- Answer o ' Prlmary . o Valldatlon :

Artillery ' ' 24 o - 29
Armor . _ 12 S L
Engineers - 6 L 18
Infantry ' .15 - 11

" Signal Corps . S L . 4

No Answer . - 0 T : 2

_ N A
No - ‘ : S
No Answer

W
NO

e O O\W W D

Infantry
Ordnance
Adjutant Generals

Air Force
Engineers

No

AR Wb
N NONO

Yes
No
No Answer
A i

B

C

5

s

WOOOHHETWNOOHO OOWAHRAOHTER OB OOHKNKMFNAD OW .

No Answer

Commander - S L
Aviator ~ I
Operations Officer .
Instructor .
Signal Officer

Ad jutant ‘
Intelligence Offjcer
Engineer Officer .

Radio Officer
Electronic Warfare OIf_

TRHDNHHONRORHOW NO &Sniw e



- 15

16,

iA:l7&_

18,

10,

20,

21,

22,

HO QW

3

No Answer

-2

Answer
i
B

Cc

D

No. Answer

A

. B
:C,
D
No Answer

Yes -

" No

UsUally:

Sometimes -
No Answer

No Answer

Number of Tours -

O .
1

15
2

23

Involuntary Tours

0
1

No Answer

Yes
- No'
No Answer

Yes
No

No Answer

W

oVl OJULE OFWUKWN

oW

151 o

 Validation

9 .
.22
- 2b
10
3
12
1k
26
11
5.

7
26

- 6
26
3

Cno

B
8
1w

26
39



23.

24,

25.

26,

27

28,

HOQW > zmbo&P uom>>'} 

zEUQw» ZEDQW>

ZEUQw >

o
R
o

o Answer

No Answer

N

o0 Answer

o Answer

o Answer -

g
]
}..Jc
=
o

PWvom0x3¢2_0~qc>axgb.

22

152

Validation

jav]

O & NW O\W

N

23 ~3\0 =

wWoONRRO O & O

1

6
20

9
3

29

.10

11

16
TS

0

12
26
12 -

18
0
0

= N

et

o

O b U



29?; |

30‘9

Answer
" Yes

No .
Usually
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