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• ABSTRACT

The Army is losing many of ‘i ts fi nest young officers

to positions in civilian in dustry. ‘~This study is designed

= to deterrnirte what factors are influencing fhes~ juni or

officers to leave the mili tary organization .

A questionnaire was mailed to 324 West Point

Graduates . The sample was e q u a lly  d i v i d e d  between ac t ive

duty  o f f i c e r s  and o f f i c e r s  who  had resi gr ied from the  Army .

Personnel vie-re queried rega rd ing  the i n fluence  of

extrinsic aid i n t rin s i c  factors  on t h e i r  care er d e c i s i o n s .

Responses wer c an alyzed throu~ h text. and tables thron~ hou t

this stud y.

Results indicated that both exl ;r i  r isi c an d  i n t r i n s i  C

factors inf luenced  the young o f f i c e r  to stay in  or leave

the Arrii y .  T h e in f luence  of ~ :“ r~5 or off i eers , fami ]y

separat ions , p e rcep tiV e—i of proper u t i l i z a ti o n  of backgr ound

s k i]  is , m o n e y ,  f r i  n~~e b en e f i ts  and i n t r i  r~si c rnot i  va tors

were f oun d to be impert an i ;  i n  i rifli ;enci nc r tha ~‘n i or

o f f i c er ’ s e~~’emr d e c i  si on .

Tt  i_ s e~~i. d en t . th a t  this re~ narcP has on ’~v U

t ouched  the c -u h j e ct  of ,iu - ’ i or o f C i c - ~~ ’ r e l - en t i  on . I t  is

~~~~~~~~~~ ~t ~~~~~ ~~ - -  ~~~~~~~ ~~~~~~~~~~~~~~ r~~~F r
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~~~ research and in that aspect materially aid the Army with

the retention problem and in turn increase the young

officer ’s ~oh sati sfacti on, ~
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research and in that aspect materi ally aid the Army w5t h

the retention problem and in turr increase the young
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officer ’s job satisfaction ,
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• CHAPTER 1 
V

/

IN TRODUCTION

The post World War II Cold War has considerably

expanded the number and types of Army missions. The

development of highly technical weapon ’s systems and the

F 

new politico-military env~ronmerit has created a need for a

new breed of Regular Ai~my Officers .

This need was realized and many changes were

- initiated in the education , training and recruitment of

junior o f f i ce r s  in the period fol lowing the Korean

Conflict. The United States r~i.litary Academy , in

particular , made large s t r ides  to revamp thei r  academic

curriculum in order to be more attuned to the reawakened

educational necessities of a new era ( Earn s 1971, p. 9).

This academic evolution at West Point produced an

officer more qualified and sought after by civilian

indust ry .  The new graduate looked about and saw a

ge -neral] .y prosperous civil i . an economy w i t h  increased

comfort and leisure time. W ith  rerinant s of the homogenous ,

relatively intimate , old Army s t i l l  in f] .uen cing  the young

officer ’s supeni  em thr ~~n civi. lian eond i. t i o~~~ , describ ed

a bV :  -~~~~ , ~eca~ V e .  i r~ re~t~ I r, 1~: att: h ~~~~ The cr ~ •~~~ c-~

the Viet Nam War brought a general d ovmgradin-~ of the

1

- V .. -
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mi litary ’s prestige among 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 combat tours. Thus as the

alternatives to an Army career became more attractive the

junior officer retention problem became more severe .

Under present circumstances, the Army can expect to

retain , past the length of their  ini t ia l  obligation , only

18 percent of its junior grade officers (The Franklin
V 

institute Research Laboratories 1968 , Volume II , p. l) .

~This s-taggering turnover rate creates numerous serious

personnel pr oblems in e f f i c i e n c y  and waste of available

resources. It  fur ther  makes  i-I; almost impossible  for the

Army to exercise any degree of choice in se lec ting  those

junior of f icers  that it  would most like to re tain .  This

turnover rate can be cor~pared to one of 50 percent ~~~~

college graduates leaving their first civilian ,job (“People

at Work” 1970, p. 7) .

In conjunction with the generally hi gh rate of

separation of jun ior  grade o ff ic e r s  - there  has also been an

alarming ly h i g h  nurr~)cr of gr~t ~~~~~ of the U n i t e d  States

I~ii1itary Acadeiiy re~ ig~ ing- f r o r~ the service . This rate for

~~~~~~r~~~~ ;~~~~V ; )~~ Cet~~~i y •~~U ~ ~1e t— .- r~:si ~~~ ~; 
~~~ ef ~~~~ c~~c ne ~~ i r~

Table 1 ( c~ i ~~ c-~ 1970 , I ic-1o~Fur ~ 3) .

IL~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
—

~~~~~
-- -- — - -  

~~~~ - - _~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ _ _ _ _ _ _
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- TABLE I
- 

,
‘ RECENT ARMY RESIGNATI ON RATES

FOR WEST POINT GRADUATES

Number Resigned (Army only)
Class As of 30 June 1970 % Resigned

1962 134 25.5

1963 120 26,9

1964 135 27,4

1965 139 26.7

Somewhat comparable figures for the Academy year

groups 1951 through 1961 show that the resignation rate for

V these officers at the end of their initial service

V obligations was onl y 15.5 percent (Deputy Chief of Staff

for Personnel , U.S. Army 1970, p. 1-1-1). Army officials

are naturally quite concerned over the recent ly  high

resignat ion rate since the time , expense , and degree of

training a West Point officer is considerable . This fart

coupled with the clamor for an all volunteer Army has -J

prompted the Defense Department to attempt to de termine
S.

exactly why the young o f f i c e r  is leaving the service.

Conjecture as to the resigriee ’s motives is not sufficient

to initi ate workable progrars aimed at r e t a i n i ng  the h i ghly

qualified junior leader . Thus , the purpose of th i~ t hesi s

i s to ~~~~~~ ~ ze the ~~~~~~~~~~~~~~~~~~~~~~ c ~~~~~~~ in  Jr ~ n- ;5c :ac :irs a:~fe-~ti ‘a

the career decisi ors of West Point educated j un i or grad e

officers who have r e s ign e d  from the United States Army.

_  ~~~ ~~~~~~~~~~~~~~
• -

~~~
--

~~~~~ V -  -
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The purpose of l imiting the subject to Mil i ta ry  Academy

Army officers is not to insinuate that other services ,

individuals or sources of commissions are less important .

Rather , the sample was narrowed to the West Pointer

primarily because his address was more available , through

his Alumni Association , than other separated of f ice rs .  It

is impossible at this point to state whether or not the

Academy Graduate is necessarily representative of all

separating junior officers, however , it is felt the results

V 
of this study, thoughtfully reviewed , will be beneficial in

the retention of the major i ty  of junior of f icers  becoming 
V

eligible for separation. H

.5



CHA PTER 2

LITERATURE REVIEW AND RESEARCH HYPOTHESES V

This chapter will seek to point out the facts

surrounding numerous studies previously conducted which are

considered to be ~elated to this research. Following this

review of literature the research hypotheses for this

thesis will be carefully related .

Literature  Revi ew

The transformation of the military establishment,

discussed briefly in Chapter 1, has had an extreme impact

on the military officer and his  career (Simon arid Zald

1964, p. 257). First , the small , homogeneous officer corp

of pre-Worid War II has been destroyed and in its place is a

huge , impersonal , very complex bureaucratic mi V l i tary

establishment. Second , the technical  and political

awareness requirer~ents now essent ial  for  a mi l i tary o f f i c e r

has led to a p ro l i f e ra t ion  of p rofess iona l  skill require-

ments and forced the Army to train young officers in skills

compatible with civilian occupations (i.e., Civil -

Engineering, Aerospace Engineering, In t e rna t iona l  Rela t i  ens ,

etc . ) . Third -th e H ii te.~’y ~~~~V I 1 n ; tv i r~~~ ~ fl:~ 
‘

5 -  - 

~~~~~~~~~~~~~ ~~V _ V V ~~ -~~ V - -
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from its civilian counterpart; more civilians have been a

,
‘ part of Army life , more Army men are being trained in

civilian institutions and more military families must live

as part of civilian society due to an inadequate number of

available on-post homes. These trends have considerably

affected military, career commitments in that primarily the

young officer of today is well aware of what is going on

within the civilian community and the opportunity to

transfer to civilian employment is a very real ~ OSS1b11~V t ~~,

This was not necessarily the case with pre-Worid War II

- 
- officers. 

V

Few organizations of any type emphasize the -

assimilation of a role as does the military (Janowitz 1965,

p. 50). Not only must the officer be technically qualified

he must also master a complex code of professional behavior

and etiquette which governs hi~ deportment on ar1d off the

job. The process of assimilation teaches the -young officer

the required behaviors expected of one in his position and

he is expected to perform in th is  manner regardless of his

personal preferences.

Such assimi lation requires stronc; positive motives

if military tasks are to be perfori ed in an exped ien t
V V V C .~~~ +)‘~(. ‘~~~V~~’~~~ T-~~ C r’-~- ~~ ~ f ~

‘
~~~: - ~~ 

‘ V 1~~~~~
’ C~~ ’ V~

V 
cc1 -~3 t a r i t L y  -~~iar ~g5 ug r

~~ :e to th-: imIr ~ot of ‘~ o c H ; V ; l o : : y ,  t h i s  
V

assimilation of the professional officer is a process ~— h i c h
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7
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 extensive training. The

complexity ol’ the training and the confusion iVnvolved in

these role changes is further emphasized by the cold war.

Presently the military professional must be prepared for

a thermonuclear war , a limited war , and a brushfire or

guerrilla war such as Viet Nam , Thus , not only are the

Army officers being trained for multiple , changing roles

but also for roles about which -there is little clarity -or 
—

agreement.  -

In addition to his numerous m i l i t a r y  roles every

of f i ce r  has other roles which can potentially hinder  h i s

abi l i ty to perform his mi l i t a ry  du t i e s  (Jan owitz  1965,

pp. 106—107) . The obligations of fami ly  li fe , the

attractiveness of other careerE ~i~ci the cros~;--pressures

resultirt~’, from frequent ciV v il i a n  co :r r u n ity  contacts  resu l t

in numerous ro~ e conflicts for the mi l it ~.ry man . The

adequate mana~~em e n~ of t h er e  role c c i Y l i  cts i s a mu s t  for

the mi l i t a ry  es tab l i shment  if t h e y  wis ’i to rot~, ’V i n  t hese

you n~~~ ? r ’:~i~ ~~~~~ O-I ~~i C , ~~r~’~.

(c ~ -p~
. 

~
-
~~~~ :

- T V ;  ~V ;  ~~~~~ ~~~~ ~~~~~~~ ~ ~-~t

of fac tors . Such chol cc~ ~re ~~jd to co~ :;is’~: of r a t iona l

- -——-V. ~~~~~~~~~~ -
~ ~~~~~~~~~ ~~~~~ ~~~~~~~~~~~~~~ ~~, — - - -
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decisi ons , psychological identifications , family

traditions, and opportunity possibilities (Simon and Zald

1964, p. 271), Choice of a military career , as an officer ,

would seem to originate from a wider motivational range

than most other occupations since family and regional

traditions, desire to avoid the draft, actually being

drafted , and numerous other factors could influence such a

decision. 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

V regard however , Simon and Zald in examining the career

plans of individuals entering the service found that with

the exception of f-’lilitary Academy graduates , overall that

original career intentions had only a slight relat ion to

later career plans. Among the Military Academy graduates

however , very few origina]1y planned only a minimum tour of

duty and it was only among the Academy o f f i ce r s  that in i t ia l

in tent ions  to follow a m i l i t a r y  profess ion could ac tua l ly

be linked with  career plans , The same stud y emphas ized

that o f f i cer s ’ inten± io~ s to stay in the service were

substantial ly s t rong-thuned i f  they f e l t  the i r  s i n u s  were

being u t i l i z e d  e f f e c t i v e ly by the m i l i t a r y  establishnent ,

Th~n~, r~~n ’e t i znn ~- c ~~~~~ V r ~~~~~~~~~~~~~~~~~~~ ‘~~r—~~er c n : t o~~~~~ TV n c e : ,  • V ~~~~V~~~T~~~

Seem to bc- a 1 
~~ r i~~~ ni~ u ~r~ce the y ’~:~~ o~ f ic or~~’ c:n -ocr

decision ( Simon and Zm4 d l96~- , p. 2 7 6) ,  
-

—  ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - -- V V V ~~ - --- V — -— --— . -~~~~ -- - - -!



For many years it has been hypothesized that an

V individual ’s on-the—job values or motivation s could be

classified as intrinsic or 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 benefits, This division is certainly not new ,

However, there has been a considerable resurgence of interest

in this dichotomy in the past decade . This new interest

has been the result of Herzberg , 1~ausner and Snyderman ’s

V job satisfaction research which  was published in 1959.

They concluded the factors leading to job s a t i s f ac t ion  were

separate ari d completely distinct from the factors causing

job dissatisfaction . It was d iscovered that these fee l i ’n -c~
are not opposite but are rather unipolar. In other word s,

the opposite of job satisfaction is not job dissatisfaction

but is rather no job satisfacti on. Likewise , the oppos~ te

of job di ssa -t iV sfact ion is no job d i s s a t i s f a c t i o n. I nt r 3n s i c

job fac tors  were labeled as “m o tiv a t o r s ” and were found to

cause j~
) s a tis f a c tio n  whi le  cont r i ,bu t in ~ very l i t t l e  to j oh

d i s s a t i s f ac ti on . Simi lar ly  the re~~c?archer s equa ted  j ob

C l T~~~~ ’- t L ~ .ac .’~~’n ~~~~ th c:-:-t r in s~ e ~~o
’
~ i’a - ~~~r~~ 

‘V ; ’~ V~~ ch ‘
~~~~~

-:-‘

cal lcd “ Y € • ~~’~~~ ” • 
V

V . -
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There has been considerable cr i t ic ism of Herzberg ’s

theory based on several different aspects. His methodology

of using the critical incident approach has been under f i re

as has the fac t that his study dealt with a restricted 
V

occupational sample. Numerous learned individuals have

disagreed with his duality approach which completely

separates the “motivators ” and “hygienes ” , Nevertheless ,

rio matter what the cr i t ic ism or praise of Herzberg ’s

theory might ’ be it has certainly caused considerable new

interest in the field of job satisfaction ,

Rosen (1963 , p. 37_ti~3) sampled 93 research and

development personnel of varying specialiti.es, educatioh

and organizational levels. He had each individual relate

the importance of 118 different items to their desire to

leave their present positions, Generally, Rosen ’s findings

agreed with Herzberg ’ s stud y in that mos t  of the important

itoms , which if riot present would cause them to seek new
V 

employment , were similar to Herzberg ’s “moti,vat.ors” ,

Friedlander and Walton (l96~~, pp. 19’4- -207)  s tudied

82 scientists arid e n g i n e e r s  in var ious  j ob spe c i.a lit i ,es ,

The researchers used a semi—structured interview in which

the subjects  were basically asked what were the most

i ap ~~~ .V ~~an 4. f~-.o ;or~ ccn -~ r~
-
~ t~~ V

-
~~rn’ -~~ t r ~~~ ‘T - c r.r: t o— ecv ~ :na ~

and what  other  fm~ ~er:~ al i c~w~;e t h e~. ma leave . A~v~ n

- - ———

~
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this study ’s conclusions basically agreed with Herzberg ’s

- ,-~ findings. Reasons for remaining with the organization were

primarily “motivators” and were different from , and not

merely opposite to, the factors that might cause the

interviewees to leave , which were basically “hygi enes”.

- Saleh (196L~, p. 312) researched 85 male managers in

12 different companies. Using a “Herzberg-like ” interview

he presented a paired comparison format with a 16 item job

attitude scale, The subjects were all senior managers who

would soon be retiring from their respective companies .

The findings indicated that the pre-retirees , looking back

on their careers , found that “motivators” had in fact been

their biggest source of sa t i s fac t ion  and “hygienes ” the ir

largest source of dissatisfaction , However , looking at the

time left until their retirement , the same men indicated

V “hygiene ” factors to be a large source of sati s fac t ion.

In 1966, Wern imori t published in the Journal  of

Applied Psychology the results of h is  stud y ent i t led

- .• “ In t r ins ic  arid E x t r i n s i c  Factors In Job Sat isfact ion ” . The —

results showed that the i n d i v i d u a l  approaches h i s  emp loyivent

with definite views as to what the company should co-itrihute,

to him , in return for his services , efforts and personal

co~;t. Svch r e t v r n~~ 1’ee~— 
~~~~~~~~ 

( : O - T T ~~r1 y ,  n’~~n v-e ’. b;-~ ~i :

CTT p 1OVnT C , - en- ~ i ~‘Tont f’cnei to r~e c-~ tr ~~ a jo~n Tt~ sfCc.n.

factors or Hc -rzher i~’ s ~~~~~~~~~~~~ The orr ployee also looks

-— -

~ 
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at what he is expected to contribute to the company and

L - 
thus -sets his own personal goals or objectives. These

goals are the intrinsic job satisfaction factors or the

“mot ivators”. The attainment of these intrinsic aspirations,

the research found , equaled job satisfaction , whereas, lack

of attainment brought dissatisfaction . ~When people found

that their company measured up to what they expected in the

way of extrinsic factors -then these items were no longer of

— concern to them a-nd they concentrated on satisfying their

intrinsic desires, In the same vein , however , the research

showed that people tend ed to place more importance on

extrinsic factors for d5~~satisfaction when given the

opportunity to do so. Thus they seemed to complain most

about ext r ins ic  fac tors  bu-t the intr insic  factors  seemed to

be the larger motiva-tor ,

A similar mot ivat iona l  theory was explore d in ~-Ta~ ch

and Simon ’s Organiza t ions  (1958 , p-p . 83—i l l ) .  I t  was

labeled the theory of organi zati onal equilibrium and dealt

with the conditions under which ~he organization can induce

its employees to remain a part of the organization and thus

assure organizational survival. These men postulated t hst

the emp l oyee makes “contributions ” to the organization for

w h i c h  he receives , from the or~ ani.7ati on , “inciuceme r~ts ”.

t- -c C ’(: cn~ ~-1 ~~~~ v 1 1 r er ’ Rir i  ~ ~-~r~: of th’~ orr~r~r~ ‘~~t O~~ OV ~J~’
V as long as the “induceme~its ” he r e ce ives  are as great or
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greater than the “contributions” he is called upon to make.

The value of these “inducements ” are measured in terms of

the employee ’s values and in regard to his  opportunity cost.
V 

The “contributions ” of the employees are the sources by

which the organization acquires the “inducements ” for the

employees. If the organization is to survive these

“contributions” must be sufficient to provide “inducements”

large enough to continue to motivate the employees toward

their “contributions ” ,

V f~iarch and Simon acknowledge the f ru ti l i ty  of

attempting to measure  actual “ contr ibuti ons ” and “induce-

ments” but suggest that this postulation is reasonable

although not empirically ver i f i ed . They fur ther  divide the

inducement—contr ibut ion  balance into two maj or  components

which are: the perceived desirability of leaving the

organiza t ion  and the p erce ived  ease of leaving the

organization. V 
-

The perceived desirability of movement from the

V 

organization is p r i n V a r i V ly  a functi on of the employee ’s

present job satisfaction and his perception of the

a l t e rna t ives  ava i 1~~Vbl C to h i m  i5 thin his present organi 7V a -

tiori , The pe rce ived  ease of le avin~ the organ . ation is a

i u o t ~ c-~ c . ~~ . ;~-.h~’r c ;f r~~rc~~~v - i :~~~-r~ — o~~~::i~ ~~~ on : .

alt n~ t iv~~; av~t JabI -~ to t he ev~ lov~s. ~-h~ch f~c ~ors

the level, of the ccono~~r , the er~ployc-~ ‘ s a~e and sex are

—- - ,
~~ V ~~
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considered here. Thus , the T’~arch and Simon ’s approach to

- 

- 

“ motivation is considerably more complicated that the “run of

the mi l l”  job sa t i s fac t ion  theory as it considers a large

number of variables in leading to the employee ’s decision

to participate.

!~IacGregor (1957, p. 22), using a slightly different

approach , interprets these same motivational problems in

terms of ~i1aslow ’s well-~ now n need hierarchy (i95L~) .  He

feels that organizations devote too much time and effort to

satisfying the physiological and safety need- s of the

individual employee even after these particular needs have

long since been satisiied . Accordingly , r~a.cGregor points
- 

to management’s greatest mi stake as their fai lure to

recognize tha t  their employee ’s dissatisfaction and apathy

toward their work derives from the lack of opportunity to

sat isfy the higher  level ne eds , social , ego and self

fulfillment,

U sing i-~aslow ’s hierarch y, Porte ;’ ( 1963, pp .

lL
~
l_lLj8) ran a series of studies to assess the extent of

perceived defici~ ncies in need fulfillment as a fu~ction

of job level and of l ine versus staff types of ~ohs. Hi~
samp le was from inau~~rria 1 m -~~er~ent  personnel, Pas~ica l)v

r - oat. -~c,i th-~~ - : ~~~~~ r~ -~~t -~~e~ ~~~~V~~ V c  ~~~~~~~~~~~~~~~~~~

were in as1o’~ ‘s Ih , h t ? r ‘ m c  ~~~~~~~ c ’-~o and seif—fulfi 1 ~-‘~ nt

-_- — - a--- .—_~-_ -- - —  ‘—- - — - —_  
~~~~~
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and that these deficiencies tended to increase at each

- ,‘ successively lower level of management ,

Johnson and Marcrum (1966 , p. L4~5 7)  f ollowing

Porter ’s format conducted a similar study in the perceived

deficiencies in individual need fulfillment of career Army

officers, Their sample was 504 officers ranging 5Vfl rank

from Captain to Colonel and the conclusions agreed basically

with Porter, Perceived need fulfillment deficiencies tend

to increase at successively lower levels in the mi l i t a ry

hierarchy. ~ Generally, need f u l fi l lm e n t  d e f i c i en c i e s  were

greatest in the ego and self—fuliillirent cator~eri.e3 ,

Surpris~ ”-ig1y , the deficiencies which apD~ared to have the

most adverse effects on the accomplishment of Army goals

were thosE~ associated with the opportunity to exercise

authority and the comparative amounts of recognition

received .

Johnson and ~arcrum (196 8, p. 460) were able to

rank the re la t ive  irnpor-ta’ico the officers attached to

eight  d i f f e r e n t  needs . They arc shown he 1o~’: ~- .‘i1;h the n~ost

important  need on -t o-p .

1. Fe~~],j n~ of wor -Lhwh i le accev pli sh;r e~~t

2, Oppor~unit y to r ea l i7V e fu l l  po t en t i a l .

3. C’~
-
~ r - — - --’-~

-
~v - . • 

~~~~ 
_
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~
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~
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5, Opportunity to associate with his caliber
-
‘ persons

- 
- 

- 

6, Recognition

7, Opportunity to exercise authority

8, Prestige

The “feeling of worthwhile accomplishment” neared unanimity

in selection as the need the officers felt was most
V important. Likevlise , the perceived deficiency for this

need was not great. Oddly, and somewhat in contrast -to the

conclusions outlined above , the study found that the officers

had the greatest  need fu l f i l lmen t  d e f i c i e n c y  in recognit ion ,

opportunity to exercise au thority, and prestige ,

The Franklin Institute Research Laboratories (FIRL)

performed a stud y ( 1968) d i rec ted  toward i d e n ti f y i n g  the

relationships among the vari ous factors that i n f l u e n c e  Ai-my

jun ior  o f f i ce r ’ s career dec i s ions . Throue !i w r it t e n  
-

- 
questionnaires and interviews , 4,532 junior officers took

part in the research , Generally t h i s  study concluded that

there  were s u f f i c i e n t  numbers of ju?-L~ or of f lce r s, on scti.ve

dut y,  who are favorably  in c l i n e d  toward an Army career to

meet the Army ’ s r e t ent ion  nee d s and -to provi de  a broad base

for sel.ection , Further , FIRL conclu d ed that  the young

~~~~~~~ ‘‘1~~-:e ~~~i : ’
~~~ r~~~ c-~

-.~~~
1 ‘ ‘~~~~‘,r n z i- ~~ ~re i;e~

( ey t r I i i ~~iu f~ y e - :~~) ~~~ ;- ‘D ve ~ I~ ~y ’~ r~;Ic :ee-] a 
- 

:-~re i-ct

- - 
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through duty assignmei~ts are highly motivated toward an Army

career (FIRL 1968, Vol. II , p, 4),

In addition to these general conclusions , the study

V 

- revealed numerous additional factors which affect the

junior officer ’s career decision . For instance , it was

noted that junior officers who have a good relationship with

their senior officers definitely are encouraged to stay in

the Army and vice-versa (FIRL 1968, Vol. I, p. 49—50), In

conjunction with the senior-junior officer relationship,

FIRL found that career counseling sessions significantly

influence young off icers  toward reten t ion . However , the

study further revealed that 46% of the officers interviewed

had never been counseled 1 Those who had been counseled

felt their senior officers were truly interested in their

careers and as such were very posi t ively  in f luenced .

The FIRL study attached considerable importance to

the influence of family separa-ti.ons on the young officer ’s

career decision (FIRL 1968, Vol . I, p. 63 ). It was found

that officers intending to leave the Army resent these

family hardships quite strongly, The staying o f f i ce r  also

complained about fami ly hard ships but seemingly was willing

— to accept them cs part of the career he had chosen .

Pay and fringe b en e f i t s  wcre  foun d to be a m o d er e t o

5 n f ~~~~ c-n ~J e vo~ni , ec’~~ n e r o ’ d -~n~~ 5c~ to ],c~n:e t’~-’ n-’: 

- - -V - - ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - -~~
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(FIRL 1968, Vol. I , P~. 53-56). 
Most young officers felt

theiiZ pay was not commensurate with their responsibilities.

They felt they worked harder and longer , for less pay , than

their civilian counterparts. In conforming with today ’s

American society most young officers indicated they believed

success to be measured by the amount of pay received . The

importanc e they attached to their pay was in relation to

the pay received by their civilian friends. Many young

officers felt they were viewed by civilians as “inferior”

merely because of the amount of pay they wore receiving,

In general, fringe benefits were considered a

strong influence to stay in the Army by the staying group

of officers while the leaving and undecided officers

indicated fringe benef i t s  inf luenced their  decis ion only

moderately or not at all. The one benefit all groups agreed

upon as a strong retention influence was the Army ’s

ret irement ben ef i t , 
V

V FIRL also investigated the r e la t ionsh ip  between

retention and the Vie t  N am War (FIRL 1968 , Vol , I , pp. 48 ,

70-71). In general the junior  o ff i c e r s  displayed very

little overt, negative react ion to the war , Wj th few

exceptions , it was found they do not like to go to war and

risk their livc~ hut reaTh~.ze it is ~~~~
- u ’or - ’ -~~~e r’-’r of

t h e ir  cer eer . c-iiy 50 o f f i r e r ~ be~ i ~ -“~d ~~e ~~~

_ _ _ _ _ _  A
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should not be involved in Vj.et Nam and as a result wanted

- 
- to disassociate themselves from the Army.

As can be seen from the brief discussions of the

numerous research studies outlined above there is certainly

a great deal of interest in and importance attached to the

study of job satisfaction and of what really motivates

people toward staying with or leaving an organization . It

is hoped that this study will be able to at least add a

- 
- small page in the ever—increasing book on job sat isfact ion

and in turn , hopefully aid the United States Army in thei r

important battle , wi th civilian indus t ry ,  to re ta in  t he i r

most qualified junior officers , 
-

Research Hvn ot h e s e s

After a careful review of’ the literature in the

f ie ld , eigh t hypotheses  are proposed for s tudy in th i s

thesis . Each hypo thesi s  is listed and for clarification

each is disected to portray the hypothesis ’ independent and

dependent variables and indicators used -to measure these

variables , The numbers of those ques tions  r e l a t i ng  to each

hypothesis are also listed. It should be noted that  not

all q u e s ti o ns  re late  d i r e c t l y  to a p~rticuiar hypothes~s

but ra th er  some are used for ~-enera1 infor~-a-t i on . Al so ,

se ;:. ii~~sti o:~~- r e l at e  to r n - c  tnei c-ne ‘~- ‘-j ot h e s ~ s , Ii

_ _ _ _ _ _ _ _ _ _  
- - - -~ 
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every hypothesis the dependent variable present is

separation from the Army .

Hypothesis 1

The greater the young officer ’s
disappointment with his seni or
officers the more likely he is to
leave the Army.

Independent Variable - The young officer ’s

- disappoin tment  w i th  h is

senior officers.

Indicators

1. A poor competence rating of the seni or

Officer ’s under whom respondents served .

2 . An i n d i c a t i on  that senior  o f f i c e r ’ s conduc t

influenced the officer to resign ,

3. An indication that the officer received few

career counseling sessions and was generally

not positively influenced by these sessions. Jj
Measures

1. Poor competence ratings are those of average ,

below average , poor or i n c o m p e te n t . *

2 . An o f f i c e r  was influencc~-d to resign 5 f he

indicates the s e nio r  o f f i c e r ’s conduct  was a

s l i e~~; to ~ L r - ~, ~~~~~~~~~~~~~~~~~~~~ -‘~ r~ 1 r - :v u ~

3. An o 1’f~ ccr .-~-no  r e :  l e s s  t h en  c-ieht.

career counaelinr~ sessions wi l l  be considered

_ _ _
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2].

‘ inadequately counseled , Unless an officer

indicates the counseling session he received

influenced him to stay in the Army he will be

considered negatively influenced by those

sessions.

Questions

Active Duty Questionnaire - 31, 32, 33, 34

Resi.gnee Questionnaire - 34, 35, 36 , 37

Hypothesis 2

The greater the fear of or the
larger the  number of actual
extended separations of’ the young
officer from h is  f a m i l y  the
greater the influence to leave
the Army.

Independent Variable - Fear of or a large number of

actual extended separati ons of

the o f f i ce r  from his famil y .

m d  icators

1. Number of unaccompanied  tours

2, If a large number of unaccompanied tours were

served the de -~ree of in f l u e n c e  of a s s i an r ~ent s

on the career decision .

3. Ante~.1 ~ r - 1 i r H  on that, *e f’cen ‘~~~‘ ‘ -~ 
‘ — ‘ p  r~f  or

f ea r  (~ f -~eii 1 - - p -e -~-, .- ‘~~s ~~~~ i -~ fL ~e~~oc

to leave.

-j
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Me asures -

1. Two or more unaccomparuicd tours will be

considered excessive for the short careers

of the respondents.

2, An officer with two or r~ore unaccompanied

tours.will be considered influenced thereby

to resign if he indicates assignments received

were a slight to strong influence to leave .

3. Unless the of f icer  indicates  the frequency of

or fear of fami ly  separation are of no

inf luence  or an i n f l u e n c e  to stay he wi l l  be

considered influenced to leave the Army. -

Questions

Active Duty Ques t i onna i r e  — 18, 19, 2I!- , 38, 43

Resignee Quest~onnaire - 19, 20, 25, 41, 46

~y~ o the si~~~~

If the young o f f i c e r  perceives h is
back groun’i arid s~-ill s are beingimproperly u t i1 i ’-~ed t h i s  w i l l  i n f l u en c e
him to leave the Army.

Indep~.nc1ent Variable - The o f f i c e r ’s perception of the

utiii.zati on of his bach~~rcun:1

and s k i l 1~~,

T ~~~~~ t. r~~, c .

I i-n ~
— 

~t~-~~uL to c~~ n~ e c r  a’~ l,~ l1j e~~~ i~~~ ng

branc~’es .

L - —
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2. Dissatisfaction with first branch assignment

3. Military Occupational Specialty (MOS) not

consistent with personal occupational interest,

4. Feeling that education and skills were not

properly utilized .

5, Feeling that the forecast for the utilization

of’ the officer ’s education ari d skills was not

con ducive to r e m a i n i n g  in the Army.

Measures

1. An indicat ion that the respondent  changed or

attempting to change branches .

2. An indication that the r~ilitary Occupational

Specialty (~ OS) was not consistent or only

slightly consistent w i l l  be cons idered  a

negative inf luence  on the career decision.

3. A res ponse of “no ” to the ques t]  ori s concern ing

the utilization of and forecast for future

u t i l i z a t i o n  of e du c a t , i on  and ski l ls  in d i c a t e s

a possible negative nfluence to-.--i~rd the

individual remai n ~g i n the- A rry .

Questi. ons

Act ive Duty Questionnaire - 10, 11 , 12, 1l4~, 35 ,

~~~ ‘~_, - - , i - ,  ‘~~~~ — - e  -—

Res~~:. noe  ~~~~~~~~~~~~~ — 11 , 12 I I S ,  15 , 3~
, 3Q ,

11.0 , 3 ~ 14. , 145 
-

_ _



Hypothesis 4

The greater the officer ’s
dissatisfaction with his required
daily duties the greater the

V influence to leave the Army.

Independent Variable - The officer ’s dissatisfaction

with his required daily duties.

Indicators

1, Day-to-day duties not consistent with

expections. 
-

2, Being assigned an excessive number of

additional duties

3. Influence of the additional duties on the

career d e c i s i o n ,

~-i , Influence of assignments received .

5. Influence of the forecast of future assignments.

Measures

1. A response that dai ly duties were not consistent

or only s l ight ly consis tent  wi l l  be considered

as an in d ica t ion that  duties  were not cons i s ten t

with expectations ,

2, Unless the respondent indicates that the number

of h i s  a d d i t i o n a l  dut ies  were not excess ive

th ey ~.- .‘~ l1 he coer~ ~e-rrH e-:c-ss~ ye ,

_
_ _

_
_ _- - - _ _- -
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3, An indication that additional duties were a
V slight to strong influence to leave will be

considered an influence to resign.

4, Respondent who answers that assignments

received or possible future assignments were

V 
a slight to strong influence to leave will be

considered influenced to resign .

Questions

- Active Duty Questionnaire - 15, 16, 17, 38 , 39
- 

~-Resignee Questionnaire - 16, 17, 18 , 41, 42

~Iynot _~

The less an o f f i c e r  perceives  the
existence of c~rtain intrinsic job
motivat ors  the mor e likely  he is to
be inf luenced to leave the Army .

Independent Variable — The officer ’s perception of

the exis tence of i n t r ins i c  job

Tnotivators. 
V

Indica tors

1. Feeling that the o f f i c e r ’ s e f f i c i e n c y  report

system is u n f a ir  and the i n f l u e n c e  of that
- system on the career dec ision ,

2, The existence of and the iriflu~ r c e of each of

~he :rOI V I O V , V ,~~~ (
_

, V, :- -
~~~ -~ c~r-ec -H

a. O pportui~i ty to b ci-eat i  ye 
- -  -

b, Feeling of achi.e\-cn--ont

~~~~ t,t -—~~~~~~~~~~— ~V - —— - — ——V ~ _~~~- V~_ .~ — — — - V
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c. Delegation of authority

V 

- 

d, Granting of respons~.bility

e, Recognition

1’. Opportunity for a private life

g. High statu s ari d prest ige in the military

community

h. High status and prestige in the civilian

community

3~ Feeling that the promotion system is unfair and 
•

the influence of that system on the career

decision .

Measures -

1, An answer of “no” to the questions concerning

the fairness of the officer ’s e f f i c i e n c y  re port

and promotion systems indicates the respondent’ s

feeling of the unfa i rness  of these systems .

2, An indication that the efficiency re-port or

promot ion  systems were a sli ght to strong

in f l u e n c e  to leave d i su l ays  the i n f l u ence of

these syste~is on the respondent ’s career

decision .

3. An i n di c a t i on  that an i n t r i n s i c  mot iva tor  ex i s t s

to a c H r et e  cr-’ ~iY ~ ‘~ r—~ .-~~~I i . he

to ~~~~~~~~~~~~~ i t ~~ eXi ~:,te -  ce - .v~ L~’ i n  ~:~; O :.ry v ,

_____ -~~ -~ V 
-~~~~~ -~~~~~ -- - - V 

- -- -
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~i. Unless an individual indicates an intrinsic

motivator was of no influence or an influence

to stay it will be considered the motivator was

a negative influence on the career decisiori .

Questions

Active Duty Questionnaire - 1.4-4, 45, 46 , 49

Resignee Questionnaire — 47, 48 , 49, 52

~ ypothesis 6 -

The amount of Army pay rece ived
and/or the o f f i ce r ’s d i s i l lu s i o n m e n t
with the Army ’s f r inge benef i t s  are
not important  inf luen ces  on the
officers decision to leave the Army, 

-

Independent  Variable — The pay received and/or the

f r inge b e n e f i t  package .

Indicators

1, The officer ’s feelings to-.ard the adequacy of

the p~y received and i t s  relat i on to actual

responsibilities . 
-

2 . The i n f l u e n c e  of the amount of pay received on

the career d e c i s i o n ,

3, The amount of a d di t i o n a l  salary that m i g h t  have

influei-tce d a resignee to stay in t h e  Army,

4. PossIble influence of a “bonus ” sys t em  or . the

rc~— 5 ~n - - -~ ‘ o~~
- - - -nr d cci si

5. ~he ~~~ c e : - ’ s feeling to~-.ayd the adequacy of

th e f r inge  hnr~cfi t pad . ~~
- :c ,

L.
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6. The influence of the Army ’s early retirement

benefit.
- ; 

I
,

Measures

1. An officer who indicates his pay was not

commensurate with his respons ibi l i t i e s  wil l  be

considered negatively inf luenced .

- - 2. An indication that Army pay was marginally

adequate , inadequate or very inadequate portrays

a respondent’s displeasure with his Army pay.

3. Individual ’s indica t ing  the amount of the i r

Army pay was a slight to strong in f luence  to

leave wil l  be cons idered  d is i l lus ion ed wi th .

their pay. - 
-

4. A response that  add i t i ona l  salary or a bonus

w ould have kept an iridivi . dua.l In the Army is

further proof of his  disp leasur e w i th  h5. s Army

pay and the impor t ance  of money.

5. An officer consi ders the fringe benefit package

inadequate i.f he ansv:ers that any one of the

benefits are inadequate .

6. Onl y those i n d iv i dual~ in di catir~ that  the

Army ’ s reti i ’emeni : sys~ ern 5 s an in f l u e n c e  to

~ t n y  
~
- ‘j ] I h’~ cn~:s~ (~~~r n -~ ~~~~~~ f . - -

~~ 
- -  

~~~~~~~~~
‘- ‘m— ’’

b th~ s i:-~~~ I~ ~:.
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Questions
- - 

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

V 

Resignee Questionnai.re — 26, 27, 28, 29, 30, 31,

32, 33
Hypothesis 7

The U.S. irivolvemeri -t in Viet Nam is
not an important influence on the
officer ’s decision to leave the Army.

Independent Variable - U.S. involvement in Viet Nan ,

Indicators

1. Number of involuntary Viet Nan tours

2. Agreement with  Nat ional  Viet  Nan policies

3. Inf luence of National Viet  Nan policies

4. Inf luence of the prospects for fu ture  Viet

Nan tours on the career decision

Measures

1. More than one involuntary V i et  Na n  tour ‘- ‘ill

he cons idered  excessive , V

2, Only those men indicat i .ng V ie t  Nan policies as

no influence or an inf luence to stay wi l l  be

cons idered  not in f luenced  to leave the  Army by

those policies .

3. Respo ry 1e .~ts ans l;erin -g that tb? forccast for

fu ture  V iet  Nan - tours were a sligh t to strong

Sr rm~--~~y--~ - ~;o le;~v~ -~~~~ ii b-n co- r~ i - re

negat~~vol y I 1 J u en c c i  by thi~ f a c tor ,

. -~~~~~~ - -~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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Questions
V 

Active Duty Questionnaire — 18, 19, 20, 21, 22, 23

H Resignee Questionnaire — 19, 20, 21, 22, 23, 24

Hypothesis 8

The o f f ice r ’s decis ion to leave the
service is primarily his own decision
and the influence of others is minimal ,

Independent Variable - Influence of others

Indicators

1. Degree of wife ’s influence

2, Degree of other ’s influence

Measures

1. Those indications that the wi fe ’s attitude

was no inf luence or inf luence to stay are

considered as posit ive inf luences  on the

career decision ,

2. An indication by the respondent of the

individua.1 having the most influence on his

career decision .

Questions

Active Duty Questionnaire - 47, 48

Resignee Que stiot - ina ire  — 50, 51 

—* — - -V~~ --~~~~- - - --- -~~~-— -----—--- -~~----- - 
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CHAPTER 3

- 
.

METHODOLOGY

To introduce the actual research involved in this

study 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 SarnDle

Although it is intended that this thesis deal

primarily with the factors inuluercing young , VVI es t  Poin-t

graduate , officers to leave the Army, it i_ s necessary to

poll both those officers who have resigned from the Army

and those presently on active duty. In this way a

comparison can be made between the fac tors  in f l u e n cin g  the

officer to leave the Army and those influencing him to

remain and work toward an Army career , it  is conceivable

that a particular factor or experience night h e av i l y

influence one individual to leave the service and another

to make the Army his profession ,

It was decidc . i  to use the V7 est Point Class of 1962

95 tb-n r n  s~~ Y - -
~~ ~~~~~~~~~~~ ~~~~ -~~- ~d - -~ ~Y 

‘ - -
~~~

‘-  
, ~~~ ~ ‘

~~~~~~~~~ c~ ~~~~~~~~~~~~~~ 
1 C i ~3 ~~~~~~~ 

-
~~~~~~

- eI crr-n to h~ t h e
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basis of identical research in an at-tempt to validate the

data obtained for the 1962 class. These four classes were

chosen becuase members of the classes have had an adequate

- 

- 

opportun i ty to resign from the Army if they so desire. The

1962 class became eligi ble to resign in June 1967 and each

succeeding class could resign in June of succeeding years.

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

become eligible to resign as their initial, service

obligations were fulfilled in June 1970.

- - - - --Adequate addresses for separated officers were

extremely difficult to obtain, The 1970 editi on of the

Register of Cradua-~os of the Uni te d Staten r-’~i]itarv_Aca~e~v

published by the West Point Alumn i Foundat ion was the

primary source of all addresses used Sn  the mailing of the

questi.onnaire. This lack of addresses was the paramount

influence in choosing the Class of 1962 for the r r a in  stud y

as this class had a larger number of addresses available

for its resigned officers than di d 1963, 1964 or 1965.

Addresses were avai lable for 83 separated officers

in the Class of 1962. Eighty—one questionnaires were sent

to the former Army o f fic e r s  in tha t  class , An equal number

were mai led to the 1962 graduates still, on a c t i v e  du t y ,  In

thn  ~jali da~ i c .  rc--.~nn. - ‘ni. ?CJ ,  Ci b e  ~-a~a~ 
- -;. oLbb C-

in eac~h cia , I~~~~~~~— -E5 , v.~
- ’~-- c - rnfl.~ ; Vi 

~n-.i ~~~ l~~-~~’ an

number of q u e n t i o m - a i r e s  reached the  a c ti v e  o f f i c e r s  in  

~~~- -—- --~~~~~~~~~~~~~~~~~~~~~~~~~~~~ — ~~~-- - - - - -4
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these year groups. The total number of questionnaires

- 
‘ mailed in the validation study was cqual to the totals in

the primary research, The chart below indicates the exact

number of questionnaires mailed .

TABLE II

ANALYSIS OF QUESTIONNAIRE MAILING

West Point Questionnaires Mailed To
Class Active Duty Officers ResiEnees Total

1962 81 81 162

1963 26 26 52

1964 
- 

28 28 56

1965 27

TOTALS 162 
- 162 324

No questionnaires were mai led to individuals forced to

resign from the Army due to medical , disciplinary or other

similar reasons.

Limita t ions

it is possible a questi onnaire bias may exist since

the individuals selected for receiving questionnaires were

those who had sent current , adequate addresses to their

Alumni Association . This possibility Sn ac)mow]e~1c~ed but

in view of the fact that all other atter~pts to gather

afld rc5nn T~~i~~~~~ . ’ th ~ u :’e l i t t le  co’’ hn d o e  to

the sampl ri in th~ s re?; e-;t. ~‘hi a au Lhor scea no - a n o n  to
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conclude , however , that these individuals keeping their

addresses current with the Alumn i A~sociation are any

different from those who do not have current addresses

available. Therefore it is doubtful that this particular

factor will have any great bearing on the responses

received in this research.

Further it should be pointed out that all responses

are based entirely on the opinion s of each subject and

there is no way , within the scope of this study, to

correlate the actual on-the-job perforinar-ice of each officer

with his answers. Certainly some men will be quite

objective in their replies while others may be hesitan-t in

mentioning experiences having a large bearing on their

career decision but reflecting poorly on themselves. Tn

addition , there was no control over the respondents to

answer every question ,

Quest ionnaire_ De~ elonment

The original questi onnaire was pretested in  the

Tucson area. Nine active duty Army of f i c er s , nombers of

the Military Academy Classes 1962, 3963 and 1964 answered

the questionnaire desi gned for the in-serv ice  per sonnel .

In addition , nine other Army officers a t t en~1i n ~ the

Uni ve -—E*~y of /i-r ~~ :‘~~~~r.~~: ar~~~. - O ~~C’i be cun - ; ~i~~~a~ie ~~~~~
to resignees . Thene ind i.vi du~ is were asked to place-

, J
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themselves in the place of’ Academy graduates who had

resigned from the Army and to answer the questions with

this in mind , The fact it was impossible to locate 
- V

resignees from these classes in the Tucson area forced the

use of this particular approach , The purpose of the pre-

test was not to determine what answers might be given but

rather to check the clarity of the questions and the actual

time required to complete the exercise , All men who

participated in the pretest were personally interviewed by

this author and all responses were carefully reviewed and

studied . As a result of the pretest three questions , decried

repetitious and irrelevant , were eliminated fr -am both 
-

questionnaires. Several questions were slightly reworded

in the interest of clarity and a question was adde d to the

resigriec ’s questionnaire asking if the resignee had been

accepted for a position with a civilian firm prior to 
-

submitting his resignation , 
-

In addi t ion , the pretest  resulted in a port ion of

the in t roduc t ion  let ter  (A ppendix A )  to each respondent

being devoted to general instructions as to the procedures

for a.nn--’oring the qu est i onnai r e,

Queati ori~ re ~~~~

, ;cre i~~~~ -~- n ’  ~ 5i I~~d e d  ~ c~b~~n

prepa~ d e n v el o pes. Add i t iona l ly  each envelope contained a
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letter of introduction (Appendix A) and a stamped , addressed

envelope to be used by the respondent to return the

- 

- questionnaire.

The questionnaires were prepared for mailing just

prior to Christmas 1970 but were not mailed until

December 27, 1970, It was hoped that by waiting until

after the Christmas mail rush that there would be less

chance of the questionnaires being lost in the mails or

perhaps mislaid by the respondent in the haste of the

holiday season.

The f i r s t  response from the questionnaire was

received within five days of the in i t i a l  m a i l i n g .  For

approx i mately ten da3~ the rea f te r  responses were received

at a rate of 20 to 30 per day,  Af te r  thi s  in i t ia l

onslaught the response rate dropped to approximately 2-7

per day.

The majority of the questionnaires were received

prior to the February 1, 1971, cut off  date requested in

the letter of int roduct ion , Nine  responses were received

after that date. The last two replies were received on

March 29 and April. 2, re spect ivel y, The renporises found in

these two questionnaires are not includ e d in the da ta

r c 3  i~~’ -1 t~ ~~~i of ‘ ‘ 
- ‘:. T -  ~;ø ~‘ 1 ~

- ~r

re ~~~ • I 10 ~~~~ c i  ~ I ne of these an ~~~ . -~~~~~ C~ - 0 ~‘0 foi~n c 1  ,

however , in A pp end ix F , 
- -

—

~

- - - V

-- - ~- - -



T~~I

37

The Questionnaire

A review of the two questionnaires will reveal

related questions used to explore the possible validity of

the hypotheses outlined in Chapter 2. The related questions

are for the purpose of cross checki ng responses, There are

basically seven areas to Le studied , i r t  this research , to

analyze the intrinsic and extrinsic factors affecting a

young Army officer ’s career decision,

Before discussing these areas it is necessary to

explain the format of this section of the chapter .

Following the text explaining each of the seven basic areas

will be the questi ons pertaining to that area from the -

resignec ‘s quest ionnaire . The correspon din e .  question

number from the active duty quest ionnaire  wi l l  be in

parentheses adjacent to each of these questioni . The

actual questi ons for the i n — s e r v i c e  personnel  can be found

in A ppendix B , but in the interest of brevi ty they will  not

be rei terated here , It should be n o ted  that the questions

are basically the same for both q u e s t i on n a i r e s  w i t h  only  the

time frane of the act ive  duty cuest i  ons be l nu ch anged to

indicate the cu r r en t  act ive status of those res pon d ents ,

In a few instances there will be no correspondin-~ que st i o n

for the act5.v~ ~~~~ i i  t~ ‘
~~~ ci fl I~ ~~~~~~~~ ‘~hose ~o~--~~ o~-~ -‘ au e : :t ~. c- ~ n

wil l  be so 1 r ~ -~~j~ 2~~ t - .

- - - - - 

-
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Socioeconorniçal

This area of questioning was designed to give the

researcher an idea of who the respondents are and their

initial career intentions. Although the answers to these

queries will probably not materially contribute to proving

or disproving the hypotheses of this study it was felt they

were important mainly to attempt to determine the type of

individuals who resign from and who stay a part of the

Army, Question 8 on the resignee ’s questionnaire appears

only on that questionnaire . It was asked in an attem pt to

determine the general t ime fram e in which most o f f i ce r s

decidod to resign fron, the Army . It is conceivable that a

firm time reference could be e st ab l i sr e d  and if so , it

would be a valuable pl anning tool for Army programs

designed to retain jun ior  o f f i ce r s , Questions 6 and 7

pertaining to init ial  career int enti  ori s were inser ted  in

an effort to recheck the validity of the related findings

in the Zald and Simon stud y describ ed in Chapter 2.
•0

Questi on

1, (1) What was your age at the t ine  you l e f t  ac t ive
duty?

2. ( 2 )  ~
‘hai; wan your m a r it a l  s t a tus  at the -t5~ -

~~ you
lef t  act i ve  C1 Ut \ ,T?

A . :o~ -~
k, t~ r - ~~~- o ~ -~~~n’~ 

- - 
- )

C , I) 
~- 0 : 0 0 ’

D, Sep~raLe~i 
- -

Wj (ic)ved

V -- - V -~~ -- - -
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3, (3) How many dependents , excluding yourself, did

you have when you left the service? 
—

L~, (Li~) Which of’ the following best describes where you
lived most of the time between the ages of
6 and l8? 

-

A . Big City (over 100,000)
B. Small City (20,000-100,000)
C, Small Town (5, 000 — 20 , 000)
D. Rural Community

5. (5) What state or states did you live in most of
the time between the ages of 6 arid 18 years?

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

A . Best way to complete my military obligation
B , Look ing for exci tement
C , Hoped to receive  respons ib i l i ty  and

V challenge
D. Thought I would. rain prestige and respect
E, West Point would help me get through college
F, Fariily tradition
G . Oth er (please spec i fy)  

_________ ___________

7. ( 7 )  What were your i n t en t ions  the day you were
comrn issi  oiied?

A , Def in i t e ly planne d to ro s5~~n 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 , Though t I would r ra k e  -the Army my career
E, Definitely planned an Army career

a. 
8. ( — )  D u r i n g  ‘That t im e  pe r iod  d i d  you d e f i nit e l y

decide to resign from the service?

A , Entr anc e to ~?est Poin t
B, Durin~ ~ years as a caci -ot
C, Durinc~ f i r s t  year of servi ce
D, Durin~ r~~con d year of scrv i c e
I- , , ~ h~~~

-- 
~~~~~~~ lc-,:~t --

~~~~~~~~
- cf  n~io- ’v~~oe

. I ) u r i e r ’  l - s~ s~~:, ~- r - ~~~)~~ of ~~~~~~~~~~~~~ c”
() L~ioi - (, ~~~‘~~0i f:;) __________ __________

--
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9. (8) What was your grade at the time of your leaving
the service?

V ‘ A . Major
B, Captain
C. First Lieutenant

Assignments and Duties

This is the largest area of questioning and it can

be further divided into questions concerning the Military

Occupational Speciality (MOS), branch preference , proper

utilization of skills and background , daily duties , the

Viet Nam War and other assignments. Questions 10—lu are

related to the officer ’s branch assignments during his

Army career, Question 15 is an attem~t to determine the

individuals fee l ing toward his occupational speciality in

the service, Questions 16—18 and 38_LW query the service—

man ’s thought on the Army du t i e s  he was required to perform

and their relation to his abi l i t i e s,  This series also V

relates to the Zald and Simon findings which ranked the

importanc e of career experiences very high in determining

later career commitment . The answers to these questions
5 u

wil l  be used in regard to the hypotheses coricerni ng improper

utili zation (H3 ) and dail y du t ies  ( H L I ) ,  Quest ions  l9-2~4

relate to the hyrot} osis concerning the Viet Nan V T ar ( H 7 ) .

Questions 25 and t4 i~J46 are an at t e mp t  to d e t e r m i n e  the

ii ~tlu~-nc .~ ; of ~~~~~~~~~~~~ ~‘~ ce ‘-~~~~~~ z;n-~ f - - o n ’ ’ c ’ :o~’ r~:1’- - at~ c-: ’-- ,

— ~~ - - -  — - —..— -— -& — _ _  — _ — ~~~~~~ ___________ -—
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They are asked to determine the validity of the hypotheses

concerning family separations (H2), improper utilizations

(H3) and duties (H4),

Questi on

10. ( 9) To what branch were you assigned upon leaving
USTV!A? 

____

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

______

12. (ii) DId you attempt to change branches wh i le In
the Army but your a’oplication was disapproved?
-Ye s No

13. (12) Were you satisfied w it h  your f i r s t  branch
assignment? Yes 

— 
No If not , to what

degree did this dissatisfaction in f luence
your resignation?

A , No influence -

B, Strong inf luen ce to leave
C, Moderate i n f l u e n c e  to leave
D e Slight influence to leave
E, Influence to stay

14. (13 ) What was the duty t i t l e  (Artillery Com r~ander ,
M ed ica l  Supp ly ,  etc . )  of your pr i m ary IVIOS
whil e in the service?

15. (14) To what degree did you feel your MOS
class i f icat ion ‘~‘as c on s i s t e n t  w i t h  your
personal occup at ional  in te res t?  - 

-

A , Not con si st en t  at all
B , Hi ~h J y  c o n n i  s tent
C. 1.~o-1erately consi s ton t
D. Si i ght ly  co c si n~ ent

16. ( 15) To wh at cleoree v--tm er e  the  d a y - t o — d a y  du tie s  you
p er f or r -o1  i n  th e  Ar-~io,r crne i stent with v,Lat you

— - - -- • V - ’ _ ; ’ V
•
~~~

’
_
~ 

‘
~

- A , ~- o L  : ‘o’~~s n e : ’~~; :~~ ; 
~~‘ 1

B, H .i r ; h J y  coisi ~ ~ent -

L.
-- -— V — -~~~ ~~~ ___V ~~~~~~~~ ~ —- — __ a_V
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C. Moderately consistent
- 
J

’ D. Slightly consistent

17. (16) While in the Army did you feel the number of
additional duties you were called upon to
perform excessive? Yes 

— 
No 

—

Usually 
— 

Sometimes

18. (17) To what extent did these “additional duties ”
influence your decision to resign?

A , No influence
B, Strong influence to leave
C. Moderate influence to leave
D, Slight influence to leave
E, Influence to stay

19. (18) How many RVN tours did you serve?

20. (19) How many involuntary RVN t ours did you serve?

21. (20)  Were you wounded whi l e  in RVN? Yes No

22. (21) Did you agree wi th  nat ional  Dolicies concerning
Viet Nam at -the tin— c you res5 good? Yes 

—

No 
— 

If not , did you feel the U.S.
Gov ernment should pursue a po l i cy  of

A . Immediate withdrawal -
B, Gradual. w i th drawal
C. Total victory
D, Other _ 

V

23. (22) To what e x t en t  d id  na t iona l  V i e t  Nam po l i c ie s
influence your resi~~~at~ on?

.5 V
A . No influence -

B. Strong i n f l u e n c e  to leave
C , r-- o d er a t e  i n f lu e n c e  to leave
D . Slight i n f l u ence t o lea ve

F E. Influer1ce to stay

24. (23) How did the ~ros~ect of future R VN tours
1~~~ ’~~~~

’
~~~~~~~~~~ •~~ ’ ” ~, -T;- ’~ ~~~~~~~ ~~~~~~~~~~~~~~~~~~~

A , ~::~ ~~~ -~-~e -

B, Si~-on~ j n f l u e n c o  to lea ve -

I 

~~~~~~~~~~~~~~~~~~~~~~~~ 
_
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‘ C. Moderate influence to leave
D. Slight influence to leave
E, Influence -to stay

25. (24) How many involuntary unaccompanied tours,
other than RVN did you serve? 

_____

38. (35) Did you feel that generally your education
and skills were properly utilized in most
duty assignments? Yes No

39. (36) Did you feel that if you had stayed in the
Army future  duty ass i gr in - ents would have

V probably better utili zeci your education and
- skills? Yes No Undecided

40. (37) To vihat degree did the u ti l i z a t i o n  of and
forecast for futur ~V u ti lizatio n of your
education and ~~i]1s icf)uence your career
deci s ion?

A . No i n f l ue n ce
B, Strong influc’-m ce to leave
C , Moderate influc-~ce to leaveD, S1i~ ht i nfl~~:noe to leave
E, Influence to stay

41, (38) What influence did -the a sic r~-.erits you recc i ved
while in the Army hav e on your career d e c i s i o n ?

A . No inf luence -

B . St rong in f luenc e to le ave
C. Mo-Jerate influcnce to leave
D, Slicht in f l u en c o  to leave
E, Influence to stay

42. (39)  What i n f l u e n c e  ~1id the assignments that you
could hove looked for war d to i n  your career
p r b t e r n  have oo your  c a rc cr  d o c i  s i a n ?

A . No infl u~ nce
B . s~-~ ‘~~m ’ r  ~~~~~ fl~~~i ~-r ’ r~ ~~rm 1 r~ ’~~m ’ ~~
C , lV :O- -: C, - -~ - - - -~ - - -C :’ ~~(;

D, Si i ‘d t~ i - - ‘l ~~~~~- - ‘ -~~~. - to i~~~~e
~:. In f l u~’~.co L o  f—; ; p ’~- 

-

-

- ~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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43. (40) While in the service what was the longest
period of time you served in a particular

/ location? —

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

A , Should be l-l~- years
B. Should be l~ -3 yearsC, Should be 3-4 years
D, Should be longer than Lj~ years
E, No preference
F, Other (specify) ____________

45. (42) What influence did frequent relocations have
on your career decision?

A , No influence
B . Strong influence to leave
C . Moderate i n f luence  to leave
D, Slight influence to leave
E. Influence to stay

46, (43) To what degree did the frequency of or fear
of fauily separations influence your career
dcci si on?

V 

A , No influence
B. Strong influence to leave
C. Moderate influence to leave
D, Sligh t inf luence  to leave
E, Influence to stay

Ques t ions  26 — 33 pertain specif ical ly to pay and

frinr-:e r~e fi t s , Th ese two subjects  cannot he separated

in that the fringe benefi t paei~age is reputed to be worth

countlc-~~i dol1av~- to the Arm y faoi ly  an d i t  is , in  fac t ,

considered by Con~:ress when computing the mil ilary man ’s

s~- l ~~
- - -- , ‘ i h~~s ~r’ -O o- - c~~-r~ c on1~ te~~:~ t~ - -~i h — ~ : - ~:-~

V concerning financial security a-nd f r i n ge  bene f i ts (~i6 ) .  -

~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ -~~~~--~ 
- - - ---
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V 
Questions 28 and 30 are asked only on the resignee

questionnaire as they pertain to the amount of money, if

any, that could have kept those individuals on active duty.

Question

26. (25) What were your feelings on the amount of pay
you were receiving at the time of your
resignation?

A , Adequate
B, More than adequate
C. Margi nally adequate
D , Inadequat e

- E, Very inadequate

27, (26) 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 , I~odera te influ enc e to leave
D, Slight influence to leave
E, Influence to stay

28. ( -) Wh at amount of addit ional  salary would have
- influenced you to stay in the Arm :~,r?

A , No increase would have influenced me tp
stay

B. 7.5 to lO~ of base payC, 11 to )t~~, of base 
~~~D, 15 to 25~-i~ of base payE, T~ioro than 2~ -~ of base pay

29. (27) Wh i le  i n  -the se r v i c e  d i d you feel your pay was
commensurate  w i th  your r e spons ib i l i t i e s?
Yes No Usually

30 , ( -) If a “bonus  system ” for of f icer s , s i m i l a r  to
En l i s t ed  Var iable  Bon~~ Sy~ter~, existed at the
t~ T-~c of ‘~‘gi~~r r p s i g n t i  r ’- : .  ‘- .‘o’~’ -1 t~- i  ~
i - - f J . ~ :~~

- 
~~~

- -
~~

-
~ ~~~~~~~ 

m A i ~~~ - - -~ -
~ ‘-.Cj~

-
~~ 

¶ ) ~~‘. :  ‘1•e~i
I f  so , ~~~~ :~A~~- onu \ o a l r i

ha - . ’ i n f l  n~~c:cJ vov to e~:to~ I your  i’u -~-y cvr ee r

-V 
—
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A , ~l,O00 — 1,999
B. ~2,O00 — 3,500
C, ~3,50l — ~,Ooo

V D, More than $5,000
E. No amount would have influenced my

decision

31. (28) What influence did the fringe benefit package
(medical care , PX , Commissary ) have on your
career decision?

V A , No influence
B, Strong influence to leave
C, Moderate influence to leave
-D . Slight influenc e to leave
E. Influence to stay

32. (29) How did the early retirement benefit of the
Army influence your career decision?

A , No influence
B. Strong influence to leave
C , M oderate i n f l u e n c e  to leave
D, Sligh t influence to leave
E. Influence to stay

33. (30) Which of the fo l l owing  f r i n ~ e benefits did you
find ina-1c a~ a~e -~uri’-ir  y our  r~ri od of service?
(Circle a~ n~-~ny o c ;  ~e~~i ro’i )

A , Medical care 1 , Incentive pay
B. Dental care J. Hazard ous duty pay
C. PX K , O f f i cor clubs
D, Comissary L, Civi lian schoolinz

— 
.5 E, Housinr: o~por-tu~-~itie sF. Retireiren-t. M , Tra ’;el

G , I n su i -once N , Sur .~’ivor  benefits
H, Tax b e n ef it s  0, Post schools

( for ch~’]dren)

Seni or Officers

The r i r :.~ -~~f o11~~ ::-~
-
~ —r~~ n - ’~

-
~

- - - --’ ‘ ~~~~~~~ —~o-’l~-

e< c lu -
~~ 1 vol ‘.~ - -; i: ~~~ 

- . 1 ~ 
- - —

~ i. ‘ ~‘ a — c; i of ‘r~ ~- - r or

ofui cers and their influences on his car eer d o~ j~~ on (Ui),
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Question

314, (31) 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

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

V 

A. No influence
B, Strong influence to leave
C. Moderate influence to leave
D, Slight influence to leave
E, Influence to stay

36. (33) How many formal. or in fo rma l  career-counsel ing
interviews did you have with senior officers
prior to leaving the service?

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

37. (34) What i n fluence  d i d  the career—c ounse l ing  have
on your career decision?

A , No influence
B, Strong influence to leave
C1 Moderate influence to leave
D, Slight i n f l ue n c e  to leav e
E, Influence to stay

.5

Intrins i a I-~oti vators

Pertainin g to the hypothesis concerning intrinsic

job satisfaction (H5) t h i s  h e a d i n g  ca-n be d i v i d e - i  i n t o  t. ;o

areas, Questions L~- 7 ,  48 and 52 deal wit .h the Officers

i~ f _ i ~ 0V~~ ~~~C ’~ ~~~~~~~~~~~~~~~~~~~ 
- .!~~~ ~ C~~~~ ’ 0 :  - +r - -

.

sub~ccts arc t- -~c- -~o~ ‘~~~- n ~~ c - l y  r~~-~i ’  ~~~ -~~~g a~- i : - - -- - r ~~ ~- -~ 1l.
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be used as they relate to the job satisfaction factors

“rec6gnition ” 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

stay with or leave the military organization .

Questi on

47, (44) Do you feel the Officer ’s Efficiency Report
System is fair? Yes — No

48. (45 ) To what degree did the OER system influence
your career decision?

A, No influence
B, Strong influence to leave
C, Uoderate influence to leave
D. Sligh t influence to leave
E. InfluenOe to stay

49. (46) In your opinion , to what degree di d the
folio-in-a factors generally cxi St ‘- -~i t b i n  the
Army and how d i d  they in f luence  your career
decision?  (Circle one in each co lumn )

- Opportunity to be Crea t ive

A . Exist  to a h i g h  
- 

A , No influence
degree B . Strong influ e n ce

B. Exis t  to a to leave
moderat e  degree  C . r-~oclerate  in f l u e n c e

C , Ex i st to a slight to leave
degren D, Sli~~ht influenceD. Does not exist to leave
at all E, I~~fiu en ce to s t a y

Feeling of Achievem ent

A , E—-~ at 
-~:o — ~~~~~~~~~~~ t r ’ ,-, .-- , ---‘i,,,-.

-~, ‘~~ - i n  -~ ta los -~r o _ ~ ora l C d c -

_ _ _  _ _ _ _ _ _  _ _ _ _ _
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- “ C. Exist to a sligh t C. Moderate influence
degree to leave

D. Does not exist D. Slight influence
at all to leave

E. Influence to stay

Delegation of Author i t y

A . Exist to a high A . No influence
degree B. Strong influence

B, Exist to a to leave 
V

moderate degree C . Moderate influence
C. Exist to a sligh t to leave

degree D. Slight influence
D. Does not exist to leave

at all E , Inf luence to stay

Granting of Responsibility

A , Exist  to a high A . No influence
degree - B . Strong in f luence

• B, Exist to a to leave
moderate degree C . Moderate inf luence

C, Exi st to a slight to leave
degree D . Sli gh t. in f luence

D , Does not exis t  to leav e
at all E. Influence to stay

Recognition for a Job Well  Done

A , Exist -to a high A . No influence
degree B , Stro n a , i n f l u ence

B. E~jst to a to leave
mod erate degree C . P~odorat e in f luence

C. Exist to a slight to leave
degree D, Slight influence

D, Does not exist to leave
at all E , Influence to stay

Opportun i ty for  a P r i v a t e  L i fe

A • F~y~ at to -~~~~~ 
t_ l’~o i r- f l  un ’~c

0 ~~~~ - -~~- C -  ~~~~~~~~~~~~~~~~

F~, l~; ~~~~~ ~~ C: to I ~~ 
-

I o— ) c~r-a1:e ~~E~~
-
~- 1- e e  C . v o- -t~i

C, Exist to a sligh t to leave
de ,’~, ree 

~~~ -~~ - - - - --
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- D, Does not exist D, Slight influence
- - at all to leave

E, Influence to stay

High Status and Prestig~e in the CivilianCommunity

A , Exist to a high A . No inf luence
degree B. Strong influence

B , Exist  to a to leave
moderate degree C. Moderate influence

C. Exist to a sligh t to leave
degree D, Slight influence

D. Does not exist to leave
at all E. Influence to stay

High Sta tus and Prestige in the ~ilitaryCommun i. ty

A . Exist  to a high A , No influ enc e
degree B , Strong inf luence

B , Exj st to a to leave
moderate degree C , Moderate inf luence

C , Exj ~~t to a s l ight  to leave
degre e D , Sligh t inf luence

D , Does not ex i s t  to leave
at all E, Influence to stay

52 , (49 ) Do you feel  tho pro~. otion system with the Army
is f a i r ?  Yes —— No 

—~~~ If  riot , to w h a t .
degree did this influence your career decision?

A , No ir~:r]uenceB. Stron c- influence to leave
C, 1\ :odera-t e i n f l u e n c e  to leave

a’  D 1 Sligh t i n f l u e n c e  to leave
E, I n f l u e n c e  to stay

Other ’s In f luen ce

Two ques t ions , Nu mbers  50 and 51 , t ry  to deter m i n e
who has the ron i n f ] u n n o ~ on a ‘‘r ~ - - c -  ~~~~ n ”~~ - - -

~~~ ~~ c~~
-
~ 

- -
~~~

: c- :  h~ r, ho d-~c ~e n~ n o  Ar p  er c yj l  ~~~~~~ 
~
—
~~~u— 

‘J’
~~~

L ~~~~~~~~~~~~~~~ V -- ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - -



51

hypothesis relating to the influence of others on the

officer ’s career decision (H8) is tested in these

- 

- questions.

-
V 

Question

5G. (47 ) V~hich of the following individuals in f luenced  V

your career decision the most?

A , Wife D , Friend
B , Mother B , N one - it was my own
C , Father decision

F, Other ——
51, (4 8) What inf luence did y our w i f e ’ s at t i tude have

on your career dec is ion?

A , No i.nfluence
B . Str ong i n f lue nc e t o leave

- - 
- - C , Moderate i nf lu e n c e  -to leave

D , Sl igh t in f luence  to leave -

E, Influence to stay

Rcsicmee ’s Quest ion s

Questions 53-56 are found oniy on the resi.gnee ’s

questionnaire . Numbers 53 and 54 wi l l  be used to gain a

better  unde r s t and ing  of the a t t i t ude  l eading to and

circumstances surrounding the young officer ’s decision to

l eave the Army . The last tv-i o quest ions  are an a t tempt  to
S.

allow the subject  to expand on any career de c i s ion

inf luences  already discussed in the  qu e st i o n na i r e  or to

bring to ligh t any in:C]uences  w h i c h  were n o t  covor~ -~ . I t

was honed that th e a e  -two qu er i es w ou l d  bca c t a n a - ~ers ‘.- .~~~ch

ce~ 1d ~~ ~~~~~~~~~~~~ ~~~~~~ ~~~~~~~~ 
o-
~~

- -
~~

- 
~~~~~~~~~~~~~~~ in ~~~~~~~~~ or

T ore of th e i nih ia ] } c ~; n n , -

_ _  _ _  ~~ - - - --- -~ - _ _
~~~~
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Question

53, ( — )  Had you been accepted for a position with a
civilian firm prior to submi tting your
resignation? Yes — No Tentatively

54, ( — )  Since leavi ng the Army have you ever seriously
wished that you had mad e a career of the A rmy?
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 ac tive  duty?

U.

-

~

- -V — - --

~

- -



- CHAPTER 4

PRIMARY STUDY’S RESPONSE

The quali ty and quantity of responses to the

questionnaire were excepti onal. A total response rate in

excess of’ 83% was achieved and over 70% of the respondents

took the time to add supolementary remarks of some nature

to the specif ic  answers required in the course of the

questionnaire ,

As previously indicated , 162 questionnaires were

mailed to members of the West Point Class of 1962. Half

of the quest ionna i re s  went t~ ind iv idua l s  who had resigned

froni the Army while  the other ha) .f were sent to active duty

Army officers, Seven of -the q u e s t i o n nai r e s  in ten ded  for

resignees were re turned du~ to ir)eo~~rcc- T acl ’iresses , Two of

these quest ionnaires  were remailod to a] ‘-ei-nate i ndi vi duals

for whom addresses were avai lab le , 
- 

It  i s  helieva’~ th~:U all

.. active duty Army officers r e c e iv a - i  the i r  qurationnaires .

Thus , the f inal  numb er of ques t .5 onna ~ res r o a ch in a  the field

to-haled 81 for tho active personnel and 76 for the

resignees , 133. of the 15’? q ue s t i ou n n ir o s  vier e re turned , The

percentage of active ri].i t nr y  o f f i c e r ’ s re t u rn i  r - g  0~~ O5 t i  on—

na~ ros ‘a s  ~~~~~~~ (s~-yO ) , Th~~~ can ic- cc- en~~-~ ~-s J-fl , 5~~~~ (a 
-
~ :t~

of the present  c i v i l i a ns  who responded to i;h i~ quonti onnaire.

-- V ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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Quest.ionnaire Response

- 
V 

This chapter is concerned with reviewing the

answers of the 131 respondents. The format for the review

will be identical with the hreahdown used in the preceding

chapter as the responses v-ill be categorized into seven

separate areas. Where percentages are furnished , a

summation of the individual values may not ~qu~.1 100% due

to a small number of respondents who failed to answer some

- 

- ques-tions and/or because some respondents answered a

particular question wi th more than eri e answer , The sample

size (r i ) for the active group varies from 67 to 70 w hi l e

the resignee sample size ranges from 58 to 61, Due to the

fac t that the sample was not selected rand oml y all chi

square value s are i n t e n d e d  to be descr ipt ive  rather than 
-

i n fe ren t i a l  s tat ist ics,

This chapter viill not relate so~ nr a te 1y each and

every answer to the questionnaire. Ra ther , the responses

for each major area will  be summa i- i zed , For de ta i l ed

an swers and the exact saup le size for  each quest i  on the

reader should refer to A ppendices P arci E .

Scc io o~- n n i . ccd

The avn - -~~c~ ac t i v e  d u t y  re snoc~~e n b  i s  pr e s e n t ly

3C~; ‘- - - -~
- - — 5  r ‘ -

~ 
- - - 

, ~- :~ ~ i-t 
- 

- - - : - hc- I- :; 
— 

C ~~~~~~~~~ -~~~

h~s 3. fl nc ~~~~~~~~~~~~ ~r n ~ }Ha ~ c~~f , si~~i ~
-

V -~~ - ~~--V -V — - - -- ,----
~~~~~~

- - V - V— — - -
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of the resignee at - the time of his separation from the

Army would indicate he was a 28 year old Captain , married

and - had 2.1 dependents, Since the West Point entrance

requirements for age are quite rigid it can be assumed that

both groups of men , being classmates , are generally the

same age and thus that the average resignee has been a

civilian for approximately 2~ years, Likewise the

difference in number of dependents and rank can also be

attributed to this 2~ year time lapse.

Table III ind ica tes  the resi.griee tends to be from

the city and -the active duty man from the small town or

- -

I 
V rural ar oa~ The facl that  man y  Army in~~ta1]ations are -

located in somewhat rural areas might be re levant  to

keeping this group in  the service ,

TABLE I I I

C0?-’r~uNITY ORIGINS FOR R:~sPO: :DENTS

Big C i ty  ~~ ma] 1. Ci ty Saall Town Rural

\ctive Duty 15.7% (ii) 34 , 3~ (21 i~) 28 , 6~ ( 2 0 )  2t . k:~ (15~

~esi gnees 39, 4% (24) 2 7, 9 ~ ( 1 7)  2 3, O~ (14) l1,5~- (

Chi  Square 9, t~J~S i g n i f i c a nt  at . 025

Th~ s n h - --b - i- (~ :~‘r~~~ -v ’~~ -~~ ( - --~~~~~- - ‘  ~~- ‘~ “ ~~‘ 
- ‘-‘,‘ i -~ 

-

c~~n hc- (~n T - ~ O~- - ’ ir ’tc tie r t ’ c n i n  ~~ ~~~~~~~~ ‘ J ’ cV -’~~

V - ~~~~~~~~ -~~~~ --— —— ---- —~ — — -  V -
~ 
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spent their  early years. The larger percentage of both

groups were from the ~iddle Atian-bic States of New Jersey,

New York and Pennsyl vania with the resigriees having 24.6%

of their people from this area as compared to only 18.6% of

the active group. The second and third most popular

answers from the resignees were the Great Lake States

(illinois , Indiana , lVl ichi gan , Ohio , Wisconsin) and the

South Atlantic States (Delaware , Florida , Geor gia , Marylnnd ,

North and South Carolina , Virginia) with 19,7% and l8,O~ ,

respectively, from these areas , In contras t , 32 ,9% of the

active mil i tary  people were from the Great  Lalces States a rul

17, 2% were from the South At lan t i c  area . Thesa wer e the

f i f t h  and secon-1 areas iri order of response for the a c t i v e

members . It should be noted here  that .  l2 , 9?- of the

individuals still in the service as com pared -to 1.6% of the

resignecs I nclicated that -their fathers had been career

military men and they had “lived all over the world” . There

was a surL’risingly small number of r~~n from -the Southern
U a

and I’lountai n states. Th is is i n  contrast  to the Franklin

Institute flesearch Laboratories Study (1968 , p . ‘~- o) w h i c h

noted that u~en f ror ~ the Sou thern  and i.~ouni :ai ri states v:ere

most 1i~ e]y  to p~ r sue  Army care-nrs than men from any other

U ’ ,

-V— - ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ —-- - V -~~~~~~- - -  ~~~~—~~~-V~~~~~~~~~ —-V - - —~~~ -~~~~~- - - -V -~~~~-- - -— —-—~ - -~~ -V 
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Questions 6 and 7 dealt with initial motivations

and career intentions . The answers most often given as to

why they had become an Army officer were first, a desire

“to receive responsibility and challenge ” (56 .5% active ,

55.7 % r esignees) and second , “West Point would help me get

through college” (50,8% active , 44,3% resignees),

Initially, 44.4% of the career men relative to

34,4% of the present civilians intended to make the Army

their career. In the active group, 31.4% “definitely”

planned an Army career as compared wi th only 19.7% among

the resignees. Interestingly, 16.4% of the resigriees

planned to resign their commission from their first day of

service, Among the career m en 5.6% said they too

originally planned to resign but later changed their mind .

Question 8 on the res-ignee’s questionnaire was

asked only of tha t  group in an effort to establish a time

frame in which  the young officer actually decides to resign

from the Ar-my, r - iany in d iv idua l s (24,6~ ) did not make their

‘U resignation dcci si on un t i l  the  las t year of the i r  obli gate d

tour of duty, However , ~~~~ of the fo rmer  o ff i c e r s

d e c i d e d  to r e s ign  durtnc~ their  second year of ac t ive  d u t y ,  —

Thus , it i s  d i f f i c u lt  to cs tab l i  sh an e> :act t i m e  r e f er o nc e

fn~ ~~~ c ~~~~~~~~~~ c-~ c-~~- on , U~~r 
~~~~

- 

~~u’n:~ 
:ii ‘~ ~~~H c~~:c-

L:~~~t 5;~ l~~ i~~. 1- of th c  r o n  wUr-  la te ’ rc~ ;~ g~~~i h a l

V -V -~~~~~~ —— V —- - - - ~~~~~~~~~~ - -~~~~~~~~ - — -- —--~~~~~~~
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made up their minds to do so by the end of their first year

of service and that initial career intentions are probably

not as important as later career experiences,

Assignments and Duties

Table IV reflects the initial branches of both

groups , - V

TABLE IV

INI TiAL B}ThNCH ASSIGNJ-~ENTS

_ _  

Arti llery lIn f a n tr y  lEngineers Armor 
-

V 

~ctive)uty 39.2%(27) 26.i%(18) 21,7%(15) ll.6%( 8) l.4%(l)

~esignees 39,4%(24) 2L ’ , 6%( l5)  9, 8%( 6) 19, 7% ( l2 )  6,~%(4)

Of the resig-nees , 23,3% i n d i c a t e d  they were unhappy

with their initial branch assignments while only 3,4% of the

active personnel displayed the sane dissatisfaction , Among

the dissatisfied resignees a full 100% said this unhappiness

with  thei r  branch was an influence to resign ,

Thirty-one -percent of the resi~ nees attempted to

change branches while in the Army . Almost  l0~ of these

requests for new branches were d isapproved and the resi gnees

were forced to cont inu e to work in a branch ‘- - h i  ch they foun d

un cles  5 r able , 0n~ v 1~ 4~ o f the  ar -t . i 
~~~~~ ~‘O~~ n 1

a b n V n eU tr a -c~ :i e r  or~ i C
~d , -~

-
~~~

- of  ~
. h ’- - -- - r ’  r~ -~~~’nt s ~:ad U c e n

—- ~~~~~~~~~ ~~~~~~~~~~~~~~~~~~ -— — —-V------- ~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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approved . It should ~e noted , however , that a larger

percentage of resignees than active men did actually change

branches arid that these men still were unhappy and left the

Army. This may indicate that the resignee ’s displeasure

with his branch was not as large a negative influence as

he perceived it to be.

The vast rnajo~ity 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

responses and 77.6% of the resignees . It was surprising to

n ote that 87,2% of -the active group and 85.0% of the

resignees felt their duty cla~sifi.ca1;i.on was moderately, to

highly cons i s ten t  wi th  their  personal occupational  in te res t .

This does not correspond wi th  the large percenta ge of

dissatisfied resi gnees portrayed in the response to the

branch ques t ions . The reason for th i. s diser e~ -~ncy is not

readily apparent however , it can be surmised that the

resignee ’s unhappiness was caused by factors wh i ch he d id

not necessar i ly  consider  to he a par t of h i s  job , For

instance , an Infantry officer mi gh t t ruly e n j o y  h i s  job as

company corrn~ander but d i s l i k e  the f i & ~lci duty  foun d in the

I n f a n t r y ,

Bo th gro unc-~ a c - n - n~~al 1r fr~] -1- 1*~~ i r da~’ - - to— Thy  du ~:ies

~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~ -j-~ 
-
,

V
,

V~~~~~~ • - 
~~~~~~~ ~~ r e ~~p- ~ (~ U . )

However , the  n u m b er  of r e~~l rm ecs  re~ non d S n~ tha t  t h eir
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V duties were not at all consistent with  expectat ions was

seven times the number from the active group. Additionally ,

more of the resignees also said the number of additional

duties they were called upon to perform were excessive .

Even among the resignees , however , the majority of the

individuals did not feel this to be true. Nevertheless ,

37.7% of the resignees did indicate that these additional

duties influenced their resignation in some respect . Of

the presen-h officers , 77.2% said that addi t ion a l  duties
- - were of no influence -to their  decision to stay in or leave

the military,

The questions concerning Vie-t Nam (H?) showed that

all of the active duty men ha d served, at least one tour in

the combat area while  22 (36. 1%) of the resignees had nev er

been to Viet Nam , This corresponds w i t h  the Franklin

Institute Study (1968 , p . 49) that founc~ tha t  more j u n i o r  1

’

off icers  who had served in Viet  Nam selected an Army career

than those who had riot , The average time spent i n that

country  for  -th e two groups was one year ar1d four mon ths  for

the ac tive  personnel and sl igh t ly  over six m onths  for  the

resi.griees. The active offi cers said 60% of their VI el; r’!a~r

tours were involuntary ‘— -‘bile , surprisS na]y, only L! ?-~ of the

re .gV~-~~~ ‘~~~-rs 
-~~ n~ ~~~~~ — o ’’~-—- t:- - ’,; .e~ u o , i~’on~;

on e--c~~ar-ter of t~:e ac’. ~~ ‘ : wc~-c ‘,- ,‘~~,~ dc ::1 y b ]V e I cc~ Uc- !-.

as compared WI th l~ % of the  resi -~nees  who served S n Vie t

L. - ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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Nam . Almost half of the resi-~nees indicated they did not

- 
,‘ agree with the Government ’s polic ies concerni ng Vi,et Nam ,

Slightly over one-third of the active men felt similarly.

Interestingly, more members of the active duty group than -

of the resignee group indicated thai; the national Viet Nam

policies were an influence to leave the Army . Fifty-seven

percent of the resigriees and 46% of the active men

responded that these policies were of no influence to thei.

career d e c i s i o n , This point was som ewh ot  c l a ri f i e d  however

‘by the responses of both group~ to the questS on concerninm

the influence of future Viet Nam tours. Sixty— five percent

of the resignees said this pro opect. had influenced them to

resign . Fifty—four percent of the active mien felt these

po ssible  fu ture tours were an i n f l u e n c e  to leave the

service,

Th e resul ts  of the quest i  ons concerr i i rig the

utilization of education and skills (H 3 ) is displayed in

Table V . I t  is obviou s from this table that the career men

feel more properly utilized than their pre~ c ni ; c i v i l i a n

counter  parts did ~‘:hiJ e ‘they were a part of the  Army .  Of

the active re~~ponients , )~‘7• ~~~~~ S ridS cated- -th~ ~~
. the ut i i~ 7 .5 -Li on

and forecast  for  fu ture  u t i l i z a t i o n  of thei r education an

-~ r—~- — - - - ~~~~ 
-‘ , ~,

- i;- - :  - -v . ‘
~
‘- ; i ~

l~, r~~r 
~~rcri ;i ,a~- c :- n  t r -~ c n- ;-r~V tr ; (H ‘H t j ~ c’-~~y ~~~~~~~ c-f ‘he

rc-s1~ nees who fC ]V t i n  a si ~~ ] ar n r o m nr ,

L.. ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ -
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The response concerning the influence of past and

V future assignments is revealing (HLI-), 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 the i r  prospects for fu ture

assignments were an influence to continue their military

careers. Among the resigriees the assignments received

while in the Army were an influence to stay for only 18.1%

of the men and contrarily these assignments were an

influence to resign for almost 61% of the same group. The

forecast for future assignments for the resigrees influenced

78.3% of the men to actually resign. Only 11.7% felt the

outlook for f u t u r e  a s s i g n m e n t s  was p r om is i n g  enough to

inf luence them to rerrtain in the Army .

Both groups responded that permanent duty tours

should be lengthened wi th  most men indicating i -hal ;  th e t i me

be tween change s in s ta t ion  should be 3 to 4 years. The

average t i~ie for the longest  p er iod  bet~, .~een actual.

perman ent  relocations for  both group s was jus t  over 28-i

months .  The i n f l u ence , on both groups , of this frequent

relocating W as p r im a r i l y  to leave the service  (5 8 . 5 %

ac t iVve s , 57 ,
L~~~.; resi~ nces),

Qu e~~t % on ~; “~ cue ’-] ed the  S n f l  u c r c ’ e of fr e-~n e n t

s iy se~~~~-~itL ( - 1 ,: on t’- -  ~~~ 
en ; — Ti - - c ]  ~i 

-
~~:- ~~: c f  bc~-h ~, ;— ou 1.s
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(H2), No one in either group responded that this facet of

V ( Army life was an influence to remain in the Army .

Surprisingly, 13% of the men ir each group indicated that

frequent family separation was no influence on their career

decision , In the same token however , 47,8% of the

resignees as compared to only 27.8% of the actives

indicated thi.s was a strong influence to leave the service,

~~~~~and Frin~ce Bene fit s

Table Vi V iV i d ly  portrays the fee l ings  of both

groups toward the amount of salary received as Army

officers (1-16). It should be noted that m ore res ignees

than active personnel felt -their pay commensurate wi th

their r e s p o n s i b i l i t i e s  and more than adequate .  At the

same t ime more resignees al so fe l t  their  pay inadequate .

Almost one-third of both groups responded that the

amount  of Army pay they were recciv5 n~ had no influence on

their Army career decision . A large contrast can be noted —

in the percentage of men from each group in d i c a t i n g  that
V the pay received was an influence to r ema in  i n  the A r m y .  V

Of the act ive  personne l , 16 .2% so i n c I i ca -t ed  as opposed to

only 1.?~ of the  r e s i r~nees .  S i xt y- f i v e  percent of the

resi gnoes and 54 , Li- 2~ of the a c t i v e  o f f i c e r s  said that  the

~~‘ - ‘  r e”~-~ ’ r  - ~~ - 
- ~

V V~~ ~~ ‘“v ~I~ -? ‘~,Ø ~~~~~~

(-h, ; - ~~: ’ ~~~~~~~ 2 6 a - i - ]  30 , fc-~n -~ c-n] :; c i  -t ‘u r-c ~ ~ no— ; ‘

q u e s t i o n n a i r e , were a fu r th e r  a t t e m pt  to measure  ‘the

- , - ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ -
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importance of money to the resignee . The responses to

V 

these questions seem to indicate that money was not as an

important factor as the previous answers migh t reflect. Of

the men who responded , 61.6% said that rio amount of salary

increase could have kept them in the Army and accordingly

70% said no cash bonus , however large , could have influenced

them to remain on active duty for five additional years.

Nevertheless , these answers show that a 25% increase in

- - salary or a cash bonus of over $~ ,000 woul d have probably

- -
~ V 

influence d approximately one-quarter of the resignee-s to

- - remain a part of the Army .

The fringe benefit package , although deemed adequate

by only 5% of the act ive men and 10% of the resignees ,

seems to be an influence to stay in the Army . This was

indicated by 60,3% of the present officers and 32.8% of the

resignees . Almost twice as many resi~ , r-iees (50 ,8%) as

career men (26.5% ) no ted  that  the  f r inge  bene f i t s  had no

influence to their Army career dec]sion , Only 13,2~ of the

active duty personnel and 16. Y~ of” the resi grices said the

f r i n ge b e n e f i t  packa~e wa~~ an influence on them to leave

the Army , The two benefits foun’l i- ’o~~t i,nad rlqllate by both

groups were housing and dei’i’tal care .

The ~~~~ ~~~~~ w’ r ~~~~ 
i —~~~ ri ~r n f ]  ;- “ ‘ :e  r) { ‘~~~~.

~ 
(~~~~

S ) V ) ~ V~ ~~~~~~~ V~~ ~ f~~~~ ’ -1-~~a-I~ ~ C: 
-

-V —~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - -  - --~~~~ 
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of the career men arid 41,1% of the resi~nees were

,- 
influenced to stay in the Army as a result of the early

retirement benefit, At the same time more of the resigriees

(55, 7%) than the active men (19,1%) indicated this factor

had no influence on their career decision ,

Senior Officers

The general evaluation each group gave the Army

se~ ior officers under whom they had. served is quite

revealing (Hi). Table VII gives these evaluations .

Obviously the resignees have a much lower opinion of their

former bosses than do the act ive duty men.  I t should be

noted that over 55% of both groups commented that they lelt

this question difficult to answer , r-~ost indicated they h2l

served wi th sen i or officers in each of the eva lua t ion

categories and that their answers wore based on an

- - “ avera~ i n g ” of the eva luat ions  of al 1 th eir ~~~~ or offi cers.

Such an averagi ng technique is certainly di ffi cul-t and

could be some’--,’hat b~ ase-1 vtl~en one co ;i d cr :~’ the T”easurin~

of human performan ce canno t  he eas~ ly q u n n t i  ~ i e l , N e v e r —

thele is , the  re spon ;-~e be tw een  the  two f;rou t:-! i s so

divergent it is felt that the r a t i n~ :; ~-;i 13. he usc~fu 1. in

an a lyz iVng ’  the hy po t h e si s  ~oa1in~ w i t h  seni  or off ~ cers .

‘-‘l~ ~I ~~~ ‘O- - ‘  c- ‘ 
~
‘ 

Z
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TABLE VIII V

INFLUENCE OF SENIOR OFFICERS’CONDUCT ON THE
OFFICER’S CAR E E R DECISI ON TO LEAVE THE ARMY

None Strong Moderate Slight

~ctive Duty 11.7% (8) 2,9% ( 2) 11.7% ( 8) 19.2% (13)

~esignees 13.1% (8) 42.6% (26) 23.0% (14) 13,1% ( 8)

Chi Square 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 se-nior

officers had influenced them to remain a part of the Army.

(This was considered in computing the Chi Square f igu r e ) ,

In contrast only 8.2% of the resienees felt the same way .

Thus, it is apparent that 78,7% of the resigneea were

influenced , to some degree , to resign fr om the service  
- 

-

because of the conduct  of thei r  senior o f f i c e r s,  
-

Surprisingly, slightly over one-third of the c~treer military

men are also sinniarly influenced . -

.0
These adverso f e e l i ngs  toward sen ior  o f f i c e r s  can

be fu r the r  noted in the responso  to the ques tions  concern-

ing  career co~ n s e 1 in ~~, These ans~’-’ers would seem to i n di c at e

senior o f f i c e r s  are not d o i n g ,  t he i r  ~j ob in t h i s  area as

rY .5 ’ c—f ~~~) -  

~ct~~~co ~~~~ (ç~~~~ o ’ -
~~~~~~~

- 
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during their entire Army careers , The fact that the

resignoes had more counseling in a shorter Army career can

probably be attributed to counseling sessions brought about

by the resignees actually indicating that they wished to

resign from the Army . Such paperwork initiated by a junior

usually motivates a senior officer to attempt to counsel

the young officer on his career intentions , Interestingly,

of the resignees who rated their senior officers below

average , poor or incomp etent none had received more than

eight counseling SCSS~~~V OflS during their careers.

Fifty percent of active men arid 75.5% of the

resignees who had been counseled said it ha d been of n o -

i n f luence  to the i r  career decis ions , Of the career

personnel , 44.3% indicated that their career counseling

session had influenced them to stay in the Army . Only

16.4% of the resignees so i nd ica t ed ,

Intri nsi  c P-~ot iv at o r s

Slightly over 40% of both groups feel th e Ar~.y ’s

officer efficienc y report system is fair . However ,
a 

approx imate ly  507~ of’ both group s sa id  that  the system wo~;

of no i n fluence  on their  d cc i si on to st ay i n  or lea~re th e

Army . A fair - i large oercer it age of ’ the  act i ve  dut  me n

(2L’!-/- ) feU; that the svstc~’ ‘- ‘o~~, in f n e i , an i r ’ ’ - ’~e’~ ~ o

r e,~o n n l b  e n~~- 
~ -o , C~c1’ -’ ~_ ; 

. 
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similarly. Almost 42% of’ the resignees group and 32% of

the actives sai d the system was an in f l u e n c e  on them to

leave the military.

- 

V 

There was less agreement on the re la tive  fairness

of the officer ’s promotion sys-t;ern . Of the present officers

63.8% compared to only 48.4% of the resignees responded

that this system was fair, Of the in d ivi duals wh o

considered the system unfair , 80% among the active duty men

and ~~-% among the resigriees , said this unfairness was en

influence to resign.  I t  is d i f f i c u l - t to com ple te ly  analyze

the res ponses in regar d to the e f f i c i ency r eport an d

promoti on systems in that the respondents records were not

available for review by th i s au thor . I t  is possi ble that

the res pondents  who consi dered the systems unf air d i d so

because of the bad reports  they th em selves ha d received ,

The most 5m p o r t ar ~-~ quc’sti on in this area es~ ed the

re sponden -t s to i n d i c a t e  the degree  to which certai.n

“mo t ivat o r s ” exi  at w i t h ~~ the Army an-i their i nfluerc-e on

the career decisio n . The results of this qu’~~~io n arc~
0 0

portraye d in Tab le s IX A , B , C , and U,

Tables IX A anc~ B i n d i c a t e  a gene~-al a~ r eeaent

between the  two groups as to the  p e r c e 5~ n-~-c1 e x i s t e n c e ,

v-’ t h i r ~ t~ .r ’ I- - n ’’ 
~

-
~~~~~

-
~
‘ ‘‘ ‘ y ’ ’ -~~’ ~~~~
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in the degree to which the two groups feel these items

exist. The active men feel they exist to a higher degree

than do the resignees. A surprising difference can be

V 
noted however in the relative influence of the factors on

the groups. The active men are overall influenced to stay

in the Army by the perceived existence of these “motivators ”,

On the other hand , th is  Inf luence  is not as easily trans-

lated among the resignees group where fewer men are

influenced to stay and more to resign by the existence of

the “Inotivators”. It can be noted that where there is a

large influence to leave among the resignees there is a

large number of this group that feels the factor exists-

only to a slight degree . Simi larly the percentage of

career men who are in f luenced  to stay rises as mor e feel

the “motivator” exists to a high  degree .

The agreement  between the t - io  groups is not  as

clearcu-t in Tables IX C and D, Both agree that r ecogn i t i on

for a job well done ex ists but wh i l e  th~ active men are

- - influenced to stay i.n the Army the larger number of the

resignoes say the existence of recorm i. tion was of no

influence on their  r e s i gn at i o n.  There is a ~eneral

disagreement  between t~~e groups as to whi~~her  or not the

or~-c~ - -t: u nj  t ’, - ‘‘‘r ~ r ’ — ~ ‘ rç ~ 
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V influenced resignations from almost three-quarters of the

resignees. The existence of status and prestige in the

military community is generally thought to exist by both

groups; however , this factor seems to have no influence on

the resigriees while the actives are split between it having

no influence and influencing them to stay. Status and

prestige of the military man in the civilian commun i ty was

thought not to exist by most respondents. This factor

seems to have l i t t l e  in f luence , however , on the decisions

of either groups.

Others i n f luen ce

An ~ve rwhe im i ng number of the re spondents  ind icated

that their decision to leave or stay in the Army was to ta l ly

— their own deci s ion  (5l.~1-% act ives , 66 . i~ r e s ign ees) .  r-~any

officers (31.4% active , 24.1% resignees) responded that

their wives i nf luen ced t he i r  career  d e c i s i o n  more  than any

other individual . In a follow—up question asking specifi-

cally for the am ount  of i n f l u e n c e  of the  sub j ec t’ s w i f e  on

the career decision it wan foun d that  27, l~’ of the  current

Army wives were influenc5r~r their h~ sb~rt1s toward res °nine ,

On the other han d , 50, 8~-~ of the r e s-~ - n C e s  sa~ d t h eir  wj f e ’~
attitude har-1 in fact i nfluenced then to leave the Army .
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Resignee ’s_Quest ions

- ( 

- 

In these quest ions~ found only on the resignee ’s

questionnaire , 77% sail that they had not been accepted for

a civilian position prior to submitting their resignations.

Likewise there seemed to be very l i t t le  regret among the

resignees as only.16.4% indicated they had at times

seriously wished they had not resi gn ed .

The final two questions gave the resignee the

opportunity to expresn exactly what factor had the most

bearing or-i his resignation and what could have been done

to keep him on active duty. The re sponse to these ques t ions

was excellent with only one man failing to answer the first

question and three men passing on the second , Some men

- 

- 

wrote several pa~es of explanations and other s  sent copies

of their actual letter of resignation,

There wore many different “sini~io inci dents ” ci ted

as having the largest bear ing on each individual ’s dec i s ion

to resign . Only 4 of the 61 resp ondent s indicated there was

SI really no ~~ r~~1e i n c i d ent t ha t  i n f l u e n c e d  th e i r  resi ~n at ~ on ,

By far  the most often r l )ont i .or~e-1 f ac to r  v-:as the fear of

family separations ss 21. 3~ of the n on m e n t i o n e d  t h i s  i tem .

Almost lO2~ of the rosicr,nees su~ d the  Vi.et  r-~ar~ ~ar

h ’’l 1 ’ V~~’ 
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pr esence in Viet Nam. One—half were discouraged with the

war because of what they termed general indifference among

the Congress and the American public .

Equal to the officer ’s displeasure with Viet Nam

was his disappointment w ith senior officers. Ten percent

responded that poor senior officers had been the greatest

influence in their career decision.

Other answers which were mentioned more than once

were having poor efficiency report (4 times), a desire for

more freedom and initiative (4 times), arid finally being

turned down for  graduate school by their  branches when they

desired to attend (-2 times). All other responses were an a

one-time basis and generally personal to the individuals .

Typical ansv-’ers ranged from “wanted to he a Golf Pro ” to

“ assigned by Ar-my to San Francisco and just couldn ’t leave ” .

In response to ‘ wh a t  could have been dono  to k een

you on active duty ” over 35% of the former officers sai d.

“n o t h i n g ” . Surpr i s ing ly ,  these answers  di d not seem to

correspon d w i t T h  the “ sin ’:le inciden t s ” l i s ted  as havin-~ the

most im por tant  bearing on their resignation. Only two men

m e n t i o n o d  fe- -e r  f a mi l y sepor at i  ons and onl y ono man

indicated tha t bet tor  s e n i o r  o f f i c e r s  would  have  kept  h i m

i n  4 - - -~ ‘- ‘ ‘:
~~ 
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while seven men said i~ore money 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 influenced them

- - to make the Army their career . Six resi gnees mentioned

Viet Nam in reference to keeping them on active duty. Two

- wanted the Government -to strive for total victory or

- withdraw immediately; two others desired the Government to

declare war in Southeast Asia , and the last two men sai d

they woul d have remained in the Army if the Unite d States
- had withdrawn from Viet Nai prior to their resignation s.

Again all other answers to th-i s questi on were mentioned 
-

only once and tended to be personal  to the 5 n d 5 v i d u ~~~s

concerned .

V •~~
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CHAPTER 5

VALIDATION STUDY’S RESPONSE

The responses rate for the validation study was

79.6%. Slightly over 73% of the respondents added

supplementary remarks to their answers ,

As in the pri mary study, 162 questionnaires were

maiVled . These q u e s t i o n n air e s  were sen t  to members of the

— 

- West Point Classes of 1963, ]V96~~ and ~965. They were

-
V 

equally divided among ac t i ve  duty personnel and indivi duals

who had left the Army.  No q ue s t i on na i r e s  were  returno d

for i mproper addresses  arid it I s assumed that all personnel

concerned r e c e i v e d  the i r  questiV o -lr aires . S l igh t ly  over 79~

of the active duty men returned the i r  quest ionna ir e s  and

8O.2~ of the  resignees  respon ded . Three of the  m en

receiving questionnaires in-tended for active duty personnel

had recently resigned from the Army. These men did respond

to the questions ari d where poss~ hle -the ir  answers are

includ ed with  the reni  gn ee ~-rou p,

Q’.;n s t i  (~-~nr~ rc;

This chant-or is I nc-lnrled to rovi ow the  ar~s -:ors of

iThe 120 r-r~ ~~~~~~~ ~ ~~~
,- ç-~~ i m,Y: _J ~~ ~~~

C O mç- O r e  the~ r- ~& n n - ---e r s ~-;i h tì~~ -e ~~~ E V C C I  ‘ - o ~~~ , i n  t O~~~_ ~H~ -a r -~r
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response of that study, Once again it is necessary to

point out that included percentages may not total 100% due

to some men not answering particular quesi i ons or giving

• more than one answer to a question . The sample size (n) for

the res iV gnees varies  from 63 to 68 while the active duty
- 

- sample ranges from 58 to 61. For detailed answers and the

exact sample size for each questi on refer to Appendices

D and E.

~~QQJ O~~Q On  Cmi cal

The respondents for the va l ida t ion  study are

somewhat younger than the men in the primary study under-

stan dably reflecting their later West Point graduation -

date, The avera-~e resighee , a-t the time of his separation

from the Army, was sli~ht1y over 27 years old , a married

Captain with  two dependen t s , The active duty respondent is

presently just over 28~ years old , a Cap ta~ n , marri  ed wi th

2~ dependents. - 
V 

-

Table X reflects the type of communities in w h i c h

the r e s p o n d e n t s  were raised , Here a con t ras t  wi th the

pr i mary grouo can he noted . rj th e 1.962 re sp on ses  showed the

active du-ty men as hoi ng from the rurol or smal ler t i ~c of

communi ty. Table X i nd i c a t e s  ju st  the oppo si~te for the

m u  ~~~~ ~‘n

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ -~~~~~~~~~~ ~~~~~~ -~ ~~~- -— - -
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TA BLE X
- 

‘ 
- 

COP1~1UNIT Y ORIGINS FOR
VALI DATI ON STUDY RES PONDENTS

Big Ci ty  Small C i ty  Small Town Rural

Active Duty 35,1% ( 2 2 )  21,3% ( 13) 27 .9% ( 17) 14 .7% (~~~~)

Resignees 26 .5% ( 18) 35, 4% ( 24 )  28 , 0% (19 ) 11. 8% (8 )

Chi Square 3.38
Significant a-t .25

V 
The regions of on -gin of both groups generally

agreed wi th the pr iVmary stu dy. Th e larger percentage of

both groups hai l primari ly  from -th e Ihiddle or South At lan t ic  —

States or the Great Lakes States. Again , more  men f rom the  —

active duty group (16,4%) -than from the resi gne es ( 7 , 4%)

ind ica ted  they were from Army far;liliV os .

The v a l i d a t i o n  gr oun s  answers  c o n c e rn i ng  i ni t i a l .

m o t i v a ti o n s  and career in t en t i o ns  agree qui te closely \ - I V t h

the primary study.  Am ong both the active and the r e signee

groups the answer most often given as to ~~7 ì V !Y th ey ha d

beco me Army of f i c ers were ide n t i c al wi-t h the er i mary  s tud y ,

First , th ey i nd i c a t e d  a des~ re “ to  receive rcspnns~ bi l it y

an d cha l i  er ~~ e ” (33. 3/~ ac -L i ‘;c- , ~~~~~~~~~~~~~~~~~~ -~-r-~- - -s~ cond ,

“West  P o in t  —-i ould h e l p  ri -c i-~et throi~ j  cofl er ~o ” (33 .  7~~~

, ~~~~ 
, 7~ ~~
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Among the active duty men , 32,8% initially intended

to make the Army their career and surprisingly, L~5,6% of

the resignees felt the same way, The percentage of those

“definitely ” planning an Army career on the day they were

commissioned were 16,0% in the active duty group and 10,3%

among the resignees. This is only slightly lower than in

the primary study, Six men in both groups said they planned

to resign from their first day of commiss ione d service .

Obviously the six men from the active group later changed

— 
V 

- their minds ,

In at tempting to establi sh a t ime frame for -th e

career decision it was found that the largest percentage

V 
( 35, 4%) of resignees did not decide to resign until their

last year of service , Only l0,7~ of these men had dec ided

to resign by the en d of their f i r s t  year of ac t ive  du-ty .

Both of these figures correspond quii.e closely wi th the

primary study, 
-

Assignments and Duties

Table Xl reflects the initial branches of the

validati on group, There are no huge discrepancies i n  the

i n i t i a l  b r an c h e s  of the  r e spon d en-t a in  both s t u d ie s .

Simi la r  to the p r imary  stu d y ,  almos t  23~ of the

rnsir~~c~~~ ~ r n  i i~~~
’ 

c~~
’ h’~- ~- c t ~ - : -  ~ U~~

— r i-~ ;~~~~ ‘ J C  

u ’ p ~i~ nenn ~-;~ -tb ;) -i . i i~ i L~ i - .~~ br an ch  a m n i  ~ - ;meri i-s. ~-J_l 

--- -- - ~~~~~ ---~~~~ -V - - 

j
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of these individua l.s with the excepti on of one man said

their unhappiness was an influence to resign their

V 
commi ssion ,

TABLE XI

INITIAL BRANCH ASSIGN M ENTS
VALIDATION STUDY

Artillery Infantry Engineers Armor

~ct5ve 
-

)uty 39,2%(27) 26,i%(18) 21,’~7(l5) 11.6~( 8) i,4%(i)

Resignees 39,4%(24) 24 . 6 % ( 1 5)  9. 8%( 6) 19.2%(l2) 6,~ %(4

Agreeing very closely with the Class o-f 1962 , over

3O~ c’f the resignee group att -emp -ted to chang,e br~ r~ches

whi le in -the Army, Over l~~ of these reques t s  for branch

transfers were disauproved , Only 13% of the a c t i v e  o f f i c e r s

t r i ed  to ch ange  b r a n ch e~ and 98 ,~~~ of t h e ir  r eque s ts  were

approved .

t~ost of ho-t Th group s re sp ende-l  t h a t  t hei r  p r im ary

duty  t i t l e  in the i r re spect iv e branch es was that  of

Commander  (88 ,6~ ac t ive , ~
- resianees), Responses

i n d i c a t e d that 85.3~ and 70,7% of the  active d u ty  and

resi  gr o o s  grou~’~ , r~ cp e c t i v e i y,  felt that the~’r d u t y

cies~~ f i~ - -~~~ ~~~
- -
~ ~~~~~ r ’~~-r 7  

~~
‘
~~? t r~ ~~~~ ~~~

- 1~ t c~~- -~~~ ~~~

t! i-H -r- :- - -~c r - a l  oc- - - 
- V • r-~- ’ - ~--~--- ~ ~~ ~~~~~~~~~~~~~~~

very ci osoly wi  t~h Li e ir~i~-nry ~ -Ludv,

____ - . 
-
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In regard to the consistency of day—to-day duties

and the number of additional duties the men were called upon

to perform there is no appreciable difference in responses

between the two studies.

The average time spent in Viet Nam was l~ years

for the active duty men and sli&’htly 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 res5gnee~ had

never served in that combat area. Agreeing with the primary

study a larger percentage of the acti.ve duty group ’s Viet

Nam tours (73. 8%) were of an i nvo lun ta ry  nature than  were

those of the resignee  sample (66.2%). tV~ore of both grouDs

responded that  they did not agree wi th  the Government ’ s

Viet Narn policies (52 .5% actives , 60% r es i g n e e s) .  The

influence of the Government’s policy on the i.ndivi .dual to

resign from the Army was almost identic~ 1 w it h  the i n f luence

found, in the primary study. Concerning the influence of

future Viet Nam tours the  v a l i d a t i on  stud y d J d  f i nd  a

larger number of resi -~~e~ in f l u e n c e d  to leave by t h i s

factor. The number of active men so influenced correspnnded

very closely in both studies .

The respon ses  relat i  ru~ to the  u t i  l i za t i  on of

cdi ~~~~~~~~~~~ c~~ t;~~ fO ’~ ’H ~~fl Th” X 1 T .

coi~m’-&r t E~on of ~ebi. e X H w i t h  Tab le  V i n:i i cat~~; vc rv sir~i Thr

resuli;s . In the  val  i d~~4~i o~ St, u rl v , h o ’:nv ~ r , th7 re~;i ~~~~~C•E~

—, —-—-—..~~ .-~~~~~~~rn -~~~~~ _, ~~~~~-- . -—
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were less optimistic about the forecast for future proper

uti1izatt~n and this factor was a considerabl y larger

influence on this group to leave the Army than it was in

the primary research.

The response to the questions concerning the

influence of past and future assignments , length of tours,

and family separation compared very closely with the

primary study ’s response to the same questions. The 1963—65

resignee group thdica-ted thai; the frequent relocations they

had been subjected to were a greater influence to leave the

- 
- Army than d i d  the corresponding men from the 1962 sample .

~~~~~~~ Fringe Berefits

Table XIII ind i cates the feelings of the vali dation

group toward the amount of pay they rece ived  as Army

officers, A compar ison  w i t h  Table VI indicates that

- ; these feelings correspond qui te  closely with the resoonses

from the Class of 1962 . Likewise  the in f luence  of the

amount of -pay received on the career decision is almost

identical in both stud ies .

The fringe benefit package was a~ain deemed

adequate by only a few m en from each group ,  however , as in

the primary research , i t  never theless  was an i r f l u e n ce  on

both ~rou ns to ~~~~~ n ~ r~r’t c~l’ t’ e A~~r’~,’, ~~- ‘e —
~~

hou~~i ~~~~ and ~wr -~, n i  ~ ~~~~~ ‘t-~~~~~ t~~o 1~ ‘.‘f ~ ts f-~”n.~ ~- c—~-~

- ~~~~-— — — — ~— -  - -
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inadequate. The Arm~’-’ s opportunity for early retirement

continued to be an influence on both groups to continue

their Army careers,

Senior Officers

No real differences can be noted in the opinions

of the officers in the primary and validation studies

concerning their evaluations of their seni or officers.

- 
- Table XIV portrays the 1963-65 group ’s evaluations.

Table X I V should be cohipared wit h  Table VII in Chapter 1~,

The influence of the senior officer on the

val idat ion group ’s career dec i s ion  is shown in Table XV ,

A comparison with Table Viii indicates only one slight

difference in -the response of the two studies , The

validation stud y ’ s active group responded that they were

more stron gly influenced to leave the Army because of

senior o f f i c e r  conduct  than were the 1962 ac tive  o f fic e r s .

Likewise , fewer of the va lida t ion  group ’s active members

were influenced to remain a part of the Army because of

senior officer conduct ,
* u s

This research once again i nd i c a t e d  that  the senior

officers wore not doing their jobs in i~he career counsc?iin-g

area as 5 7• LI~2~ of the acti ve duty m en and 66 .~ % of the

resi  t~nc ’os i n d ~ cate~ f !- ? ’ .~ ~~~ r~ c~~i v~~i t,hre ~ or less career

n:: ~~~~~ ‘ - : ~~ c~ rir~’ ~~~~ r ~r~ ;ir’~ ~~1I  - ‘ ~~~~~~~~~

L. ~~~~~~~~~~~~~~~~~~~~~~~~~~~~ _
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Similar to the priinai’y study, 52,5% of the actives and 72%

of the resignees said that the career counseling sessions
- ; (

- - 

they had received were of no influence on their career

- 

- decisions, -

TABLE XV

INFLUENCE OF SENIOR OFFICERS ’ CONDUCT
ON THE OFFICER ’S CAREER I)EC I SI ON

TO LEAVE THE ARMY - VALIDATION STUDY

None Strong Moderate Sli.gh-t

~ctive Duty 19.$ (12) 14.7% ( ~ ( 3) 16 .4% ( 10)

~esigriees 14.7% (10) 4L~.l % (30)_122.1%_(15) 13.2% ( 9)

- Chi Square 16,65 -

- Significant at . 0005 -

Intrinsi c_Motivators

In the v al id a tio n  research m ore men from the

res5gnee group (39.4~-) than from the ac t ive  duty group

(31.7%) felt the Officer ’s Efficiency Report System is

fair. Just as i.n the primary study almost 5~% of both

groups ind i ca t ed  that the system was rio in f l u e n c e  on

their  d e ci s i o n  to remain  i n  or leave the Arriy,  Ei ght  men

from both groups sa i d  the system was an in f lu e n c e  to remain

on a c tiv e  du t y ,  T h i s  f i g s i r ~’ c~’r be cc-~~t~~rod w i t h  th c~ r a ~ n

study in w h i c h  15 active du ty  n o n  and 5 res~ r -lr -es  r espor~-1 ed

~;L-~i i~ r-l~ . ~h~- r~u~ ~~~ o~ ‘~~~~~~~‘ i ‘~~ - c~ - 
- -~ 

i)- . t :  i } ’O  s - ’~ h-:-

was an i j iuenc~’ on hE -~n to 1~-~~v Ti e ~~~~ 1 i t~~~y w~~s

i de n t i c~’i i n  bo f .h s -f;!~( 1J or ; , 

- -- --_ - . - ~~ - - ~~~~~- - -- — --—~~• _ -  - -



The active duty personnel in the validati on

research responded that -they felt the Army promotion

system less fair than did the 1962 active group. Other

responses relating to the relative fai rness of the system

corresponded closely between the two studies ,

The response of the 1963-65 group, to the

quest ions re la t ing -to in t r ins ic  job moti. ;ator s are

portrayed Tables XVI A , B, C , and D, These tables should

be compared with Tables IX A , B , C , and D, respectively.

In regard to the f i r s t  two tables there  are only two

differences in the responses fr om the two s tudies , The

va l ida t i on r e s ign e e  group i n d i c a t e d  that they did  not 
-

perceive the e x i s t e n c e  -of  “ c r e a t i vit y ” as greatly as did

the res ignees  from the 1962 class. However , in contrast.,

the validation resignees felt the motivator “authority ”

exi . st~ d to a h i g h e r  degree th an d~ d the orir~ary ~rou n ’~
.resignees .

Four rr imary  d i ffer en rr v ~ e~in be no+erl bo +w een the

two s tudiec when the f i na l  two tables are com oared . These
--

differences are in the resignee gr oup. Co nsi d e r a b l y r~ore

of the 1963—65 people felt that  “ reeo~ ru i t i  en ” and “status

and p res t ige  i n  the c i vi l i a n  C OTTTI ’un i ty ” d id not evi st. Not

surpr i n5. n ,n i ~~r , ~ore of the res~ gneos frrl~n th~ s r~-rou n ‘)~~ca~ e

~~~~ -~~-~~:~- c ~ 0 ” ~ -~~s ~~ c~~ c-- i’n ~~~~~~~~~~~~~~~~ ~T ( )  ‘ ‘~‘.v~ 
- i - . .~

Army .  - -
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Others Influence

- 

As in the primary study most respor-Idents indicated

that their decision to leave or remain in the Army was

their own decision (~-i-3 •~~ act ives , 62 ,2% resi~nees), The

validation study showed slightly more of the resignees and

less of the active duty men responding that their wives had

influenced their  career d e c i s i o n  more than any other

ind iv idual .  In the related ques t ion  aski .ng s p e c i f i c a l l y

for the amount  of in f luen ce  of the w i f e  it was found that

214 .6% of the ac tive  personnel  w i v e s  were an in f l u e n c e  on

their husb ands  to resign from the .Arr ’y , Likewise , 50%

of the resigi-lees said their wives had influenced them -lo

r e s i gn . Both f igures  correspond closely to the re la ted

numbers in the pr imary  stud y.

Re s i .gnne ’s ~ nesU ons

Li-t Ile different from the p i- irn ary  st- u~~y ,  86% of

the 1963-65 resi:nees had no~u been accepted fpr a civilian

p o si t i o n  prior to subr :~i - t t i n g  t h e i r  r e s igna tions , Litev.’ is e

only 9 .5% of these  won i n d 5  cated t h a t  thp~ r h ad ever

regret~ ed th e i - r .’ r e si g n~~i;ioi-i from -I-he Army .

The i-es~ onse to the o p e n — c n n n u e s -t~ en in the

vaii.d~d:i ( i ~ stnii ’.i ‘- - ‘as e~ceilent . w i t h  onTh~ one man fai 
~~~~ ~~~~~

10  ~~ -1 — -~ c -.~~’ r- - s ’ ” ~ n - C ‘ih ( :  ‘1~~-c~ ~~~~~~~~~~~~~~~~ ~~~
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The validations group ’s answers to these question s

- 
,
.- were fairly consistent with the answers they gave to

earlier queries in the questionnaire . There were , however ,

many different “single incidents ” noted as having the

largest bearing on each individual to leave the Army,

Only 3 of the 68 resignees indicated there was really no

single incident that influenced their resignations. The

most often cited factor was poor senior officers as almost

one-quarter of the men mentioned this item (compared to

10% in the primary stud y).

The fear of family separations , the most popular

answer in the primary study, was mentioned by just over 12%-

of the 1963-65 resignees.

Surpr isin~ ly,  8 individuals from the validation

group mentioned poor branch personnel management as the

single i n c i d e n t  -I -hat most  i n flu e n c e d  thei r  resi-snations .

This was not mentioned by any of the primary group

re soondents  i n  ans’.— :er to  thi.s par t i cu la r  qu ei~t i o n..

SI V iet Nam was sn~a5 .n m en t i  on~ d by aJ.most io% of the

resignees as having the 1ar~test influence on the ir

dec isi or-i . i’~on e of th e sr ~ men  were  act~X - ll\ ’ a~ a i n c t  the

United States presence in Viel; N an but r a th e r  ‘.- -‘ere

d~~~’- 1 - n- ~~n 1 _
_ _ _ ‘~~~

_ ‘_
~

_
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One man also voiced a disapproval of the military ’s
-

‘ -. opei-ations in Viet Nam terming them as “inefficient and

wasteful” . 
- 

-

Four resi.gnees left the Army in order to attempt a

professional career as a doctor or lawyer.

Other answers which were m e n t i o n e d  more than once

were lack of job satisfaction (3 times), a poor promotion

system (3 times) and a poor efficiency report system (2

times). All other responses were mentioned only once and

- ‘ 
tended to be personal to the individuals concerned .

Again , agreeing quite closely w i t h  the primary

study ,  37% of the former o f f i c e r s  responded that  “nothing ”

could have been done t~ keep them on active duty. Seven

men indicated that a better , more “personal” branch

personnel management secti on mieht have kept  them in the

Army .  Six men s a id  that  money  in the  fo’~n of a bonus

and/or a d d i ti o n a l  sala ry  would have in f l u e n c e d  them td stay

with their mi litary careers , Six other men -nenti oned that

a better promoti on system based more on ability than on

s e n i o r i t y  would have influenced their career decisi ons .

An a d dit i o n a l  s i x  r es ij~nees indicate d that an a s s ign m e n t

system w h i c h  allowed the  o f f i c e r  mor e p r uf e r en ic e  would h~’ve

‘n n -f  ~~1-~~’ ’ - -  o~’ ~~‘~ - l - j - r - - ~ - l u - ’ :’- , Seve’- ‘ii ~~i l ~~;C 1s - i ’ - ~. s rrc—— ~~s - --

n -  ~
‘
~-t :  C ~~- _‘ )  -~~~i - ‘.- c’ -~ i - - 

~~~~~~~~~~ ~~5 -  I - 

~~~~~~~~~~~~~~~~~~~~~~~~~ -- -~~ —---- ~~~~~--~~~~-~~~~~ - - - -~~~~~



ii 
‘ 

100

influenced them . Other answers mentioned more than one

time were , e l im i nate the “deadwoo d” from among the seni or

officers (4L times), make authority equal to responsibility

(2 times), a better efficiency report system (2 times) and

the initiati on of a win or withdraw policy in Viet Nam

(2 times). The remaining answers to this question were

mentioned only once and again were deemed personal to

individual resi.gnees,

nc -

The vali dation study ’s respon ses compare qui te

closely w i t h  the respon ses in the pr i mary s-r ud y. A few

differences , as noted above , do exis t  but none  are -

important or large enough to cast a shadow of doubt on -

the responses to he used i ri the attempted vali d a t ion  of

the research hypo theses , The re fore , the primary stud y ’ s

responses ;- ‘j 11. be considered valid .

S.

~ 

- - - 
-
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- ,‘ - CHAPTER 6

SUMMARY AND CONCIJUSTONS

Chapter 6 will study each of the eight hypotheses

and summarize the data used to measure and judge the

validity of these hypotheses . This brief summary wil l  be

concluded in each case with a f in a l .  judger’ent ~s to the

va l id i ty  of the hypothesis .
- 

Since the sample used in this research is not

random in -nature it is acknowled ged that  i t i s impossibl~
to actually prove or fu l ly validate any of the hypotheses

presented in this study-. Therefore it is -necessary to

point out that word or phrases in th 5. s chapter W~’t i  ch al lud e

to validating,  proving, or subs tant ia t ing  a h ypothesis  are

meant to he descri ptive only and do not correspond to the

scierit i fi .c meanin g s  somet im es  attached to such v:ords.

~~~
p o t he s i s l

The n~reat e r  the young  o f - f l e e r ’s
- d. isaur , oi~it~~eri t- w i t h  h i s  sen i or

o f f i c e r s  The more li kel y he i. s
to leave  th e  Army .

Resignees .r~ene-ca l l y  t en ded  to eva luate  the seni  or

of fi  eer s , ue~ er w h r-~ tv .’ s-: rved , v~~
-- 

~ 
n-~l i ’, P’n~~~

-Hr— 1- h rp o

of th~ 
v~e::;~~;~~~~ s ~~~~~~~~~~~~~~~~~~~ ~~~~~~~ t~ ~~r :~-~~or ~~ -

~~
- 

~~~~~
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either average, below average , poor or incompetent . When

this fi gure i~s compared to the 16 active duty men (23.5%)

who rated their senior officers in the same categories it

can be seen that the junior—senior officer relationship is

a vi ta), component of satisfaction with an Army career.

When respondents were actually queri ed as to the

influence of senior officers ’ conduct on t.heir career

decision the first hypothesis was further supported .

Forty-eight resignees indicated that they  were modera te ly

(1L-) to strongly (26) influenced to leave by senior

officers ’ conduct . Thus the im p o r t a n c e  of the  j u n i o r

senior relationship is further emphasized . -

Both grouns of men were i nadequately counseled by

seni or offi cers as only si ‘~ resi.~~nees and ei r~bt active men

had reo~ ived over eight career counseling sessi ons durin~

their entire Army c~~ ee~ . This lack of cor~r~uni cat- i on could

account for the obviously -poor opinions the junior officer

has of the  s e n i o r  o f fi c e r . T w e n t y— t h r e e  (32 . 8%) of the

act ive  o f f i c e rs  were i n f lu en c e d  to stay i n  -I-he Army as a

result of the career counseling sessions t hey  h ad rece i ved .

On -the o t her  h an d , o n ly  eigh t (13. V-)  of  the  resi frr lees v /cr c

so i nfluenc ed .

r - ~ -u~~-r ’ - ‘ ~~~~~~~~~~~~c - ~ ~~~~~~~~~~~~~~~~~~~~~~~

:~~p~r r -L ~-y ~~ - ~~~ ~~ o:~-~ , ~~C r i i  Cfl’ ~~~~~~~~~~~~~ f~c-I-r’ ~~~

~ 
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part, are not communicating with junior officers and as a

result- th6 senior—junior relationship is very poor. Where

this problem is greatest there is a definite tendency for

the junior  o f f i ce r  to resign from the Army . In contrast ,

those junior  o f f ice rs  who have had positive experiences

with , and favorable impressions of, their senior officers

are influenced to make the Army a career ,

- 

Hypothesis  2

The greater the fear of or the
larger the number of actual
extended separati ons of the young
officer from h i s  fa!r i ly t h e
greater the i n f l u e n c e  to leave the -

A rmy .

Eleven of the res ignees  arid thirty-four active men

had served two or more unacco m -n an i e d  tours , Thi.s la r ge

difference between the two groups can probably be a t t ri bute d

to the d i f f e r e n c e  iii lengths of ca reers , The men who

stayed in the Army have been subjected to the possibi l i ty

of a Viet  N am tour every two years.

S~x of the eigh t resignees serv i ng two or more

unaccomp an ied  tours said t h e i r  assi gnment ~s rece ived  whi  in

i n  the Ar~ y were  an i n f l u e n c e  -i .o ine”r e  th e  A r m y .  Onlv n i n e

of the a ct iv e  pe r sonne l  in t h i s  n a t e~-o ry  were  so i n f l u e n c e d ,

T h i  ~~-~ r o ~~:-~~r-~ ‘ r 
~~ 

tt 
~~- - n h - :~v ‘-n  n t~~-i

C h a pt e r  2 m~; -~hr c~ r e er  o I L i  cer ~ -~n~’- n w ~ 1 i ng r-o a~ cO
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the family hard ships associated with their chosen profession

-~~~~~ while the resignee group is not so inclined , This fact is

vividly portrayed by the almost 50% of the rest~ riees who

- 

- indicated that family separations were a strong influence

to leave the Army . Only 22% of the active men responded

- 

- similarly. It is interesting to note , however , that  the

same percentage (87%) of both groups indicated they were

influenced to leave the Army by this factor . While the

resigriees said they were strongly influenced , the active

personnel were only slightly influenced ,

The -importance of family separations was further

stressed by the response of the resigriees to the open-end

questions. The factor most  o f t e n  menti oned as the sing le

inc iden t  hav ing the largest beari r i~ on the resignee ’s

decision to leave the Army was fam ily separations . A]m o~t

one—quarter of the r esi~~n ees  s ing l ed  out this factor,

As a result of the abov e responses the second

hypo thes i s i s  accepte d as vali d . It is obv i ous that both

.. group~ fear arid disl ike family separations and that this is

an important nogat~ve influence on their csreer decision .

The individua l. who cannot accept this hardship as a part

of hi.s career resip :ns from the Ar my .

_ _  

~~~~~~~
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othesis 3 
-

If the young officer perceives his
- ,‘ background and ski u s  are hei ng

- - 
- improperly utilized this wi ll.

influence him to leave the Army.

As the young officer first perceives he is being

improperly utilized it would seem natural for him to look

for a new type of job. In the Army thi s process is best

facilitated by changing branches , Almost one-quarter of

the resignees were dis-nleased wi-I-h their initial branch

assignments . Only three of the career military men

experienced a similar displeasure. Thirty—one percent

of the resignees and 11% of active men attempted to actually

change branches, These requests were approved for 98,6% of

the actives and 90% of the resignees. Thus at l east 10% of

the unhappy resigoce group were not allowed to change their

branch v-shen they des i red  to do so. T h i s  would tend to

further increase their unhappiness.

Both groups were seemingly i nterested in their •job

as only nine men from each group fe l t  t he i r  m i l i t a r y

occupational speciality (ItiOS) was not consistent or onl.y

slightl y consistent, with their personal i nterest,

Twice as m a n y  resignoes (~-2) as active men ( 2 1 )

felt tnei.r education and skills viore l -~ in~-~ improperly

1’ ~~ ~ 
1 - : • ‘ C o~ ~~~~ ~ ~

-
~~ : ~~~ 

— - -
~~ ; r~

- - y~ , he --  1-h

S t J ,> - CcI in t ic  .r;~ ~- , th~~v fc - l t  th ;1 u i-c e ~si grm~c~n 1s ~--ou l.d
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have also improperly utilized their education and skills,

Only 19% cf the active men felt similarly .

Although the evidence supporting Hypothesi s 3 is

not as strong as that substantiating Hypotheses 1 and 2

- - it i.s felt that sufficient evidence exists to also warrant

the validation of Hypothesis 3. The present day emphasis

on the importance of education has brought with it an

— increased concern with the proper and effective use of

that education, Wh ether one ’s background and skills are

being properly utilized depends on the perception thereof

by the effected individual . The responses of this stud y

show that  the man leDving the  Army genera l l y beli eves he

was i mproperly utilized or mi sassi~~ned . The career

m i l i t a r y  man feels to the contrary as he generall y

perceives his skills and background as being properly

utilized , Add it i onal.iy, if he pcrcei yes improper

utilization he is able to excuse it and look forward to

his next assignment. where he o p t i m i st i c a l l y  forecas ts  a

more proper utili7.atinn .

H ’r r e I - h r — s i s  ~J-

The great’~r thn  o f f i  ncr ’ s d i  ss’~~i e f act i  on
w i t h  h i s  ~‘em’ i red da~ 1 y dn~. i r~s 1*~
gre rt r~r th e  n f i 1 m e ~~e.1 to lnn ’:e -I-’~-~r~ 

- 
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he will be called upon to perform . This research found the

resignee group to be more disappointed with their duties - 

-

than the active men . Overall both groups , however , felt

their duties consistent with expectations as only 17 of

the resignees and 8 of the career men responded that

their daily duties were not consi stent or only slightly

consistent with their expectations . 
-

The number of additional, duties an officer performs

are time consuming and makes it difficult for h i m  to

perform his primary duty . Thi.s often lead s to problems

and frustrations. Forty-eight of the resignees said the

additional duties they were called upon to perform wer-e

excessive . Only lLi- from the active Army found this to be

the case . Although terming their additional duties

excessive only 23 resigriees said these duties actually

influenc ed then to leave the A rr’v , Thirteen act~vcs

respo~- ’~ed ci mi lar l y.  - 

-

The assignments received by the rosignee v-hu e in

the Army was an in f lu e n c e  on l Ft% to r e mn i  ri i ri the Army .

ThIs can be contrasted Wi th almost 8n~ of the ce~ eer Art’~\r

men who e n m n i d e r e d  -I -heir  assi ~rrien ts a positive i nf~u enc e

on t h o i r  career  d e c i s i o n . Li1’~ w i s e  the  forecas t;  for  

~~rt~~ l ;  ~~~~~~ ~~1~~~r~~ + Pf l~~ ~~~~~ ~~~~ 1 r - ~~~~~~

r’(~~~~ , -r C, ~-~t t ~ 1 -ì 
.
‘ r — - - -~ ~
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-‘.~~‘
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When this data is combined with the information

- -
,‘ concerning the large number of men who found their initial

branch assignments unsatisfactory , Hypothesis 24. j
~

validated . The officer who is dissatisfied with his

everyday duties is definitely influenced toward resi~ nin~

from the Army .

Hynothesi s_5

The less an officer perceives the
existence of certa in i ntrinsic job

- niotivators the more likely he is to
-

~ 

- ‘ 
- - - 

- 
- 

be influenced to leave th~ Army .

The responses relative to Hypothesis 5 i n d i c a t e
- 

that the man who mak es the A r my  h i s  c a r e e r  i s  more -

fulfilled in regard to his basic intrinsic needs than i.s

the man who decides to leave the Army ,

There was general agreement between the two groups

as to the unfairness 0-f the officers ’ efficiency report

system. Almost 60% of all respon den ts  fe l t  that system

was unfair , Whereas , alm est one-hnlf of the resi gne es

said  th i . s u n f a ir r e s s  was an influence on them to resi~~n ,

only one—third of the acti ye i rid lv i  dual s  were so i r i f l u en c e d .

In re~ ard to the fa  m ess of the  pron~ot i  on s~~sten

about o n e — h 7 1  f of tLe  resi  s~n -eo grou n ~~~~~ 3-~~ of the act~ ve

“~~n f,~~1 ~
- t’~-’ ~~~:T :~ 

I s ‘~n ~~~~ , r -  ~~~~‘ ‘-}~

- ‘i-~
_ _, _ _ - p

~ -- P’I ~~~~~~~~~~~~~ 
i ’ ’ t - v: — - t  ~- i e h  Ct~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~
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half of the resignees indicating the system unfair said

it v~as a strong influence to res
i gn. In contrast , half

of the active men who indicated unf&rness were sli ghtly

influenced toward resigning . 
-

The ques9-~ on dealin’~ with intrinsic moti vators

found general agreement among the two groups as to the

existence of these factors within the Army . However , the

degree to which these factors were perceived to exist

varied gr~atly between the two groups. The two grouns

actually perceived the existence of the rnot iva tors  as

- - shown in Table XVII. The factor perceived to exis-I- to the

highest degree is shown first.

A comparison of Table XVII w i t h  Tables IX A , B, C ,

and D shows that most of the active officers perceived the

existence of important  intrinsic Tiotivators from a moderate

to h i gh  de~ r~ e an—i are thereby in f l u e n c e d  to rema~ n on

active d u t y ,  ün the  o ther  han d . the resi griees did not

acknowled ge the  e x i s t e n c e  of the se  f ac to r s  to such a

h ig h  degree  and were c o n s e q u e n t l y  i n f l u e nc e d  to leave . I t
-‘ •.

is in t e r es t in g  to note that active du t y  m en  are not

appreci ably inf)~~criced by their statu s and presti~~e w i t h i n

the civilian communi ty and l i l -ew i s e , the r e si sr e e s  are not

in flnen ce l h~- ~~~o~~r ~~~~~~~~~~ nr ~ ~~ ~~ ~~~ “- il  

~~~ H U E :  i t  ::-‘- - i l - ~ ~~ -~~ - e - -~~ ~~~~~ ~~~~
-. ~~~ -~~~~~‘ - r ~~~~ ’

gr oups w h i c h  t hey  deem i mporl;ant. 
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These responses once again support the validation

of ~ypothesi s 5, As numerous other research has already

indicated the existence of certain intrins ic motivators

causes the individual to remain a part of the organ i zation .

Hypothe~ is ~

- The amount of Army pay received and/or
the officer ’s d i s i l l u s i o n m e n t  w i th  the
Army ’s f r i nge  b e n e f i t s  are not impor tan t
in f luences  on the o f f i c e r s  d e c i s i o n  to
leave the Army .

- Both groups re-plied that their pay was -not

commensurate with their responsibilities . Almost 60% i.n

each group m d i  catod the i r  Army pay was mar~~i na lly  adequate

to very inadenuate . The amount of ~ay received was an

in f lu e nc e  to resign on 37 of the  active men R~~d 39 of the

resignees. Thus there was ~e~ era] disp leasure i n both

groups as a result of the pay received from the Army ,

The fringe benefit pacH’e was viewed as co~r pletely

adequate by only 2 individuals from each group. Never-

theles~ , almost 7O~ of the active rr-’~rl and 35~ of the

resi gnees i n d i  catMd the fringe enc~~i 1; pac~ n e as an

influence to stay on active du ty. Only a total of 19

people said t}v~ i n 2 - ~r r ~~acy of 1*e r a r H g e  ~- -‘- -~s a sli ~Th t to

moderate in-f] 1, 0: - c e  to I nave the ~~~~~ 
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The Army ’s early r e t ir emen t  b en e f i t was w i d e l y

‘ accepted 
~
y both groups as only 3 people responded that

it was art influence to leave the Army .  -

Resigr-tees , when queried concerning the ‘amount of

money which could have kept them in the service , generally

responded “no amount” , A salary increase of over 25$,

however , would have probably retained almost 30% of the

resignees. Simi larly a cash bonus of over $5,000 might

have influenced 30% of the resie;nees to stay on active duty

for an additional f i ve  years .

Hypothesis 6 is sl ightly supported by the data

presented above. It  i s  clear , however , from t h 5 s  evid ence

that many o f f i c er s , probabl y about one-th i rd , do con~~i 1er

money  as an im p o r t a n t  i ssue i n  ma~ in ~ t h e i r  career d e c i s i o n ,

Therefore , in cons5deriri~o~ the retention of junior grade

officers , it is not justified to assume p ay ha -s no i n f l u enc e

on their career decision - ari d Hypothesis 6 should t h e r e f o r e

be rejected ,

Hvoothes~~e 9

The U.S. i m’nlveurint in Vi~ t Na~-’ i ~not an i m ’n r t a n t  i n f l u c � r~ce o-~ theo f f ic e r ’ ~ d i - c i  s~ o’ to leave  the  A r my ,

The nvr d er o r  i nvo] ~jn l~~rv 
\T~ ct  ~~~~ tou r serv e- -I by

h - - -H  r-r en - - ‘
~~~~; n ’- ~ ~~~~~- -  -- e - ~- r ~ -~ - ‘e~~~- c- -n ~

d u t y ~- n n  a d  ~-~~~~geen ~~~~~~~~ s e - :c-d ::oy-e ~~~~~~~ 
n- - a  ~ flv~) 3 U ’ 1~~- ’r ~r

- -. -,
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tour in Viet Nam , Sixty -percent of the resi~~nees responded

that National Vi et Nam policies were either of no influence

on their resignation or was, in fact, an influence to stay.

The corresponding percentage for the active duty officers

was 55. 1%, -

- 
- The prospects of future  V i et  Nam tours was a

negative influence on almost 5~% 
of the  active duty m en

and 65~ of the resi gnees , Only 1 active individual and

2 resi gnees said these prospects were art i n f lu e n e e  on them

to stay in the Army .

It i s irnpossi ble to validate Hypothesi s 7 due to

the large number of men whose decisions are negatively

i n f luenced  by the prospects of f u tu r e  V i e t  N am tours .

From the small number of people who actually d i sa~ree w i t h

the U. S. — V ie t  N am pd i cies i t- can he hy~ o~:hesi 7ei that ihe

negat~ ve in f l u e nc e  foun d  5.n re~ ard to f u t u r e  tours  i s

probably a resul t  of the men ’s fear of and di s li 1ce for

fa r ’ iiy  sei— ~arat ~~ons w~ 5ch , of course , would he a uart  of

any fu tu r e  V i e t  Nan tours . N e v e r t hel e ss , Wi thou i ;  f u r t h e r

reseai-ch , Hy o o th e s i s  7 must he re .iee-I;e-1 as i n v a l i d .

1-Tv e n -  ~es~ s 8

The o f fi cer ’ s d n r ~ Si o~ to l eeve th e
serv ic- i s nr j ”- n Y ’ i l - -  hi n’- . -~ ri p c~~ 3 i ç % r~1

- - ‘-p -  -
~ — - - - -~~~- 
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This research in d i c a t e s  the i nf luence of the wi fe

on the officer ’s career decision should not be under-

est imated . Over on~ — h a 1r o-~’ th e resipr~ees said their

wi fe  had i n f l u e n c ed  th e i . r C i s 1 C r - ~ to resi gn. Lttrewise ,

the active duty men indicated 27% of their wives were an

influence to leave the Army and 57% of’ them were an

influence to stay. It should he reali zed however that 31%

of the resi gnees and 2~- ,6% of the current o f fi c e r s  say

thei.r wi fe is no inf lu en ce on t h e ir  career decis~ on ,

Whe n asked who has the most in f l u e n c e  on t h e i r

career dec i s ion  both groups asserted t h eir  i n d e p e n d e n c e

- and reDli  el that  they had mad e the deci Si Ort totai l on

their own , The only other i r t d i ~ r i d u ~~l ~~~~~ much credit

for influencing the officer was h i s wi fe , One_quarter of

resignees and ore-third of the act-ives listc -’I her as t- -~e

in d iv i d u a l -  most i n f l u e n c i  n~ the  c ar e o r  r i e c i  s i c -n ,

I t  is d i f f i  c u l t -  to val i  -l a te  the  last h y p o t h e s i s.

Althou~h the largest number of office~-’s responded that.

their career dec ision vas their own , the wi fe i s  s ti l l  a

very real power i n  t h i s  d e c i s i o n . r J p A r m ~ -should note

the  number  of m en w - o  a c t u a lly  edrn i t to he i  n~~ i n f l u e -~eed

by t h e i r  wi fe . I t  i s  oh~r i .ou s t hat  car~ nr c o un se l

sr ~5si c~r~~ for v- ru- r - ---
~

- -
~~ go a l o - ’~ - :~~ ‘-~ 
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R e c o mm e n d a t i o n s

Tb-i s study has indicated a basis for studying the

factors which influence the junior Army officer toward

leavi ng or rema ining a part of the Army . The research

hypotheses presented herein have served to emphasi ze

certain areas of-important influence in the young officer ’s

career decision. The data presented is but one small step

in studying the r e t en tion  problem among j u n io r  Army

officers. New approaches  and more deta i led s t ud i e s  should

be utilized to actually veri fy the results of this research .

One possi ble produc tive  area for fur -t ;her research

not previously alluded to in this study is in regard to

the determinance of tolerance levels of incomin g young

officers, This th e-si  s has poi nt ec i  -to a definite

difference in the feelings of the men who resip-n from and

the men wi-to stay i -i the Army, It may be nossible , thro uph

much more detailed research , to determ ine what factors

actually i n f l uence  the  r n aj or i  ty of the  re - s i  r~nees  toward

)eavi r ig - the Army and in tu rn  to measure -  th e  tolorance lev e l

of each offi cer c~ r - 1 i date tov:ard these factors, The

in dividual who scores h i  ph on such a test ~- :oul I ‘1 Is-cl  av

a to l e ran ce  i -owar  these ne~:al~i “e factors w h i c h  ru 
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It i_ s hoted ~that thi s study will serve as a

stimulus for others to conduct . further research i.e this

subject. To retai n the most quali fied young officers

the Army must not only do considerable further research

but they must make the results of- this research avai l able

to each and every commander so that he may properly play

his part in the retention of the qualified , young officer.

Such emphasis should result in higher retention and in

turn it  should make the Army a more e f f i c i e n t.  and e f f e c t i v e

orgar-ti zation,

•a

~

—- - - -  
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ .~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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,‘ APPENDIX A

- LETTERS OF IN TROD UCTI ON

3 December 1970

Dear West Pointer ,

I am a member of the US~ A Class of 1962 current ly
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 s ta t is t ical  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 please , sometime before 1 February 1971, fill it
out arid re turn  it in the enclosed envelope? I t  should not
require more than twenty minutes  of your time and believe H
me it will be greatly appreciated by myself, Feel certain
that  I will not disclose your spec i f ic  answers to anyone.

The only ins t ruc t ions  I have for completing the
quest ionnaire  is to keep in min d that  the questi ons per ta in
generally to your total Army career and not to a specific
ass ignment .

Please excuse th i s  form let ter  but the number of
questionnaires prohibits me from writing to each of you
personally as I would l ike  to do. Thank you for your
assistanìce ,

Sincerely,

- TH OMA S F .  N U R R A Y , II

11? -

_
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3 December 197 0

Dear -Classmate ,

I am currently working toward my r~s degree in
Management at the University of Arizona. My thesis is to
be written on officer retention . Specifically, I am trying
to determine why officers get out of the Army . I an using
our class as my statistical base and am also using the
Classes 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 t h i s  form letter but the number ol’
questi onnaires prohibits me from writing to each of you
personally as I would like to do.

Anyone passing through the Tucson area please feel
free to stop in and stay with u~ as we have plenty of roomand we are always glad to see Classmates,  Thank you for
your assistance .

Best regards ,

THOL~AS E . ~ U R RAY , II

_ _



APPENDIX B

- 

- ACTIVE DUTY QUESTIONNAIRE

1. What is your age? 
_____  

-

2 , What is your marital status?

A , Marri ed D , Separated
B, Single (never married ) E, Widowed
C. Divorced

3, How many dependents , excluding yourself , do you have?

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

A . Big City (over 100,000) C. Small Town
B, Small City - (5,000-20 ,000)

(20,000—100,000) D. Rural Community

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

-

6 . Why did you become an Army o f f i c e r ?  (Ci rc l e  one or more)

A . Best way to comple te  my m il i t ary obligation
B, Looking for exc i t emen t
C. Hoped to receive responsibi lity and challenge
D, Thought I would gain prestige a-nd respect
E , West Po5.nt would help me get through col leee
F , Family t r adi t i o n
G, Other (p lease s p e c i f y )  

__________

7, What were your iwten t i ons  the day you were commiss ic-ned?
A , D e f i n i t e l y  planne d to resign at the end of my

initial. obl i gation . -

B, Though t; I probabl y woul d r esi gn o~t the end of my
initial obliFation,

C , Was un d e c i d e d  a i ;out  an Ars ,r career
D, Thought I woul- -~ r i r ~ -o t h r  !- . -u - r-v r .r career
E, D’~i~ - ~-~e ~~~~~~~~~~~ c~

- . r :  - c a- - - •:

11°

_ 
~~ ---~~~~~~~~ -~~~~~~~ --- --~~~~~~-—-
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8. What is your present grade?
•A , Ma jor B. Captain C. Fir st Lieutenant

9, To what branch were you assigned upon leaving USMA ?
__

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

11, Were you satisfied with your first branch assignment?
Yes No 

— 
If not , to what degree has this

dissatisfaction influenced 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

12, Have you attempted to change branches but your
application was disapproved? Yes 

— 
No 

—

13. What is the duty ~~~~~ (Artillery Commander , Medic-al
Supply, eto ,) of your pri mary MOS? _ _ _— —_ _ _ _ _

iLi., To what degree do you feel your T-.~0S classification is
consistent with your personal interest?

A , Not consistent at all C, Moderately consistent
B. Highly consistent D, Slightly consistent

15, To what degree are the day to day duties you perform
in the Army consistent wi th  what you expected they
would be? -

A , Not consistent at all C , Moderately consistent
B , Highly cons i s ten t  D . Sl ight ly  consi s t en t

16. Generally, do you feel  the number of a d d i t i o n a l  du t i e s
you are called upon to perform excessive? Yes No

17. To what ext en t  have those  “ add it i o na l  duties ”
inf luenced your career decision?

A , Nn i f 1 i~~- - -; - D , ~~‘ 
- 

~~~~‘‘~ e~~~~; ~~~~
h , ~) t O ~~, c Y ~~~~_ 

~~~~ ~~~~
F , I~-~f - :- -~ee ~:c- ~ t ; - x

C , !-o i e ra ~ e i nf h~en cc -

to leave

- -
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18. How many RVN tours~have you served? ____

19, •How many involuntary RVN~~to~urs have you served? ____

20. Were you wounded whi le in RVN?~~Ye -s No

21, Do you agree with National policies concerning Viet H

Nam? Yes — No — If not , do you feel the US.
Government should pursue a policy of

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

22. To what extent have national Viet Nam policies
inf luence d 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

23. How does the prospect of future RVN tours influence
your career decis ion?  -

A . No influence D. Slight influence to
B. Strong in f luence  to leave

leave E, Influence to stay
C , Moderate influenc e

- 
to leave -

24. How many involuntary unaccompanied tours , other than
RVN , have you served?

25, What are your feelings on the amount of pay you are
r ece iv ing?

A , Adequate  D , Inadequate
B . More than adequa te  E , Very inadequate
C. ~argiral1y adequate

26 , What in f l u en c e  ~ioes  -the amount of pay you receive  have
on your career decision ’?

A . No influence D, Sli c~h t  i n f l u e n c e  to
~~ to

~ ° 1 . I f i r - . t:: o -
~ r~ ~~~~~~~

C . 

~~~~~
- - -

~~ , ~~~~~

to Ie2j 1~e -
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27. Do you feel your pay is commensurate with your
.responsibilities? Yes 

— 
No 

— 
Usual ly 

—

28, What influence does the fringe benefit package
(medical care , PX , Commissary) have on 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

29. How does the early reti rement 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

- G-~ Moderate influence
leave

30, Which of the fQllowing fringe benefits do you find
inadequate? (Circ le  as many as des i red )

A , Medical care I. Incentive pay
B, Dental care J . Hazardous  du ty  pay
C, PX K. Offl~eer clubsD. Commissary L. Civi lian schooling
E , Housing opportu — i i t i e s
F, Retirement M , Travel
G, Insurance N, Survivor benefits
1-i. Tax benefits 0, Post schools (for

children)

31. From your observations how would you general ly rate
the senior office rs  under whom you have served?

A , Outstandinr; E, Below Average
B, Superior F. Poor
C . Excellent G , Incompetent
D. Aver~~e

32 . To what de-~ree has the conduct of senior officers
- c~~z~~cx  - -~-~-:~i : -  o

A . ~~~ ~~~~rj~~~--~~~-~~~

B, Stron:~ inrli;on ce to - 
-

1 e aVe
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I,.

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

E. Influence to stay

33, How many formal or informal career-counseling inter-
views have you had with senior officers? ________—

34, What influence did the career-counseling have on 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

35. Do you fee]. that generally your education and skills
are properly utilized in most duty assignments?
Yes ____ 

No

36. Do you feel that future duty assi rnmonts  wUl probably
better u t i l i z e  your education and skills? Yes 

—~

No 
____ 

Undecided

37, To what degree has the utilization of and forecast for
future utilization of your educa t ion  and skills
influenced your career decision?

A , No influence D, S].j~ht influence toB, Strong influence to leave
leave E, Influence to stay

C . ~doderate influenceto leave —

38, What i n f luence  have the ansi gnr :’ents you have received
had on your career d e c i s i o n ?

A , No influence D. Sligh t influence to
B, Strong: influence to leave

leave E, Influence to stay
C, Moderate i n f luence

to l e a~ c

39 I n~
’ i L u c

ca~- e -~r ;. i c  u er~ i~~ - -i~~ on ynx - CaI - et ~c ~ e~ m i  On~
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A , No influence D, Slight influence to
B, Strong influence to leave -

leave E, Influence to stay
C, Moderate influence

to leave

40, What is the longest period of time you have served in
a particular location? 

_______

41. Generally , what are your feelings toward the length of
PCS tours? 

-

A , Should be l-1~ years D, Should be longer than
B , Should be l~~-3 years 4 years
C , Should be 3-4 years E , No preference

- F , Other ( s p e c i f y)  
_______

42. What influence does frequent relocations have on your
career decision?

A , No i nf lu e n c e  D , Slight in f luence  to
B , Strong i n f l u e n c e  to - leave

leave E, Influence to stay
C. Moderate influence

to leave

11-3 , To what, degree does the f requency  of or fear of family
separations influenc e your career decision?

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

leave E. Influence to stay
C , I~oderate influenc e

to leave

44. Do you feel the Officer ’s Efficiency Repor t  System i.s
f a i r?  Yes No

45. To what  dcr ~rec has the  OER system i n flu e n c ed  your
career decision?

A , No influence D. Sligh t influence to
T~~ , S~-rr,-- ~ ~ nfl ~;ne- ~ 

‘
~~~~

lea-\~u ~~~~ , 1 xflnex—~ to’
C . 1- ode -~ :~ ~~f1e~:-nc

to ]. (~~ Vu -

_ _ _  ~-- - ~ - -- ~~~~--~~ ~~--~~~~~~~~ - ----~~~ -- --~~ - - -
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46. In your opinion , to what degree do the following
- - / .factors exist within the Army and how have they

influenced your career decision? (Circle one in each
column)

Opportunity to be creat ive

A , Exist to a high A , No influence
degree B , Strong inf luence to

B. ExIst to a moderate leave
degree C , Moderate influenc e to

C, Exist to a slight leave
- degree D , Slight influence to

D, Does not exist at all leave
E, Influence to stay

Feeling of achievement

A , Exist to a high A , No inf luence
degree B . Strong inf luence to

B. Exist to a moderate leave
degree C , Moderate  inf luence  to

C, Exist to a sligh t leave
degree 

- 
- D, Slight influence to

D. Does not exist at all leave
E, Inf1u~nce to stay

Delegation of au tho r i ty

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 slLcçht leave
degree D , Sligh t influence to

D, Does not exist at all leave
B , Influence to stay

Granting of r e spon sib i l i t y

A , Exist to a high d egree A . No influence
B, Exist to a modei-ate B, Strong influence to

degree leave
C , Fy j~~t ~~~ n 1~ -r ~ -~~; C , r:~ -

~~
- - ‘ -

~~~ ~r-C Th~~ — r ’ - - to
c :. - -

~~~
-
~~~

-
~~~ 1- . -

~) Do o r- c- ~ - 1 
~. ~ 

— ( o

B , I n f l u en c e  to st~fy 

— - --- --~~~~~~~~~~~~~~~~~~~~ --— --- -- ---  ---
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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. Mod erate influence to

C, Exist. to a slight leave
degree D. Slight Influence to

D. Does not exist at all leave
B. Influence to stay

Opportunity for a private life

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 , Sligh t inf luence  to
D, Does not exist at all leave

E, Influence to stay

High status and prestige in the civilian community

A , Exist to a high A , No infl uence
degree B, Strong i n f l u e n c e  to

B, Exist to a moderate leave
degree C. Moderate influence to

C, Exist to a slight leave
degree D, Slight influence to

D, Does not exist at all leave
B , 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 , Modera te  i n f l uence  to

C , Exist  to a slight leave
degree D . Sli ght  i n flu e n c e  to

D, Does not exist at all leave
E . In f luence  to stay

/~‘/ , ~i:’-- 5 o -  of ~~~
- :. - -~~~~~~~~ -- -~~~

-
~ ~~~~~~~~~~~

~~~~~ coi-~’ -~ c - :-~~- ’~ - . - - - . 0
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- 
‘ A , Wif e D, Friend

B, Mot her E , None - it was totally
C. Father my own decision

F. Other 
________________

48. What influence does your wife ’s attitude have on 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

119. Do you feel the promotion system with the Army is
fair? Yes No If not , to what degree has this
influenced your career decision?

A , No inf luence  D , Slight inf luence
B, Strong influence to leave

leave B, Influence to stay
C, Moderate influence

to leave

——-

~ 

~~~—~~~ -~~~~~-- - -~~~-- - - -  - - - —  
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ -~~ ~~~~~~~~~~
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APPENDIX C

RESIGNEE QUESTIONNA i RE

1, What was your age at the time you left active duty? —

2. What was your marital status at the time you left
active duty?

A. Marr ied D, Separated
B, Single (never married) B, Widowed
C, Divorced

3, How many dependents; excluding yourself , did you have
when you left the service? _______

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

A . Big City (over 100,000) C. Small Town
B, Small city (5,000-20,000)

(20,000—100,000) D, Rural Community

5. What state or states did you live in r~tost of the time
between the ages of 6 and 18 years?

6. Why did you become an Army officer? (Circle one or nore )

A , Best way to c’omplete my military obligation
B, Looking for excitement
C, Hoped to receive responsibility and challenge
D, Thought I would ga in  precti~~c and rer~ o’ct
B , West  Point  would hel p ne get throu~oh college
F, Family tradition

-

- G . Other (p lease specify ) 
_______  ___

7, What were  your i n t e n t i on s  the day you were c on n i s s i on o c i ?

A , Definitely planned to resi r~n at- the end of n~y
initial obligation

B , Thouaht  I probably would reni gn at the end of ny
iri~~ ai o~ ’~~-~’fl r - -~C , ~a. ‘ i C C ~ ~

- . ~~~~~~~~ ? ‘ . - -- i~~~ : -~~~~~~~
‘
~~~~~~~~

‘

I ) . ~‘ cu _~ ’~ . I .-. - ~~
- : . - -~ r- 

~ :- - 
~~

B , D c : i i n ~ ~eT- ,~ ~ln -ri -~~ ai~ Ai- ;~~- ca- -ee~ - 
-

1 2i~
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8. During what time period did you definitely decide to
-resign from the service?

- 
‘ A . Entrance to West 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 months of ~ervice
G, Other (specify) —

9, What was your grade at the time of your leaving the
service? -

A , Major B. Captain C, First Lieutenant

10. To what branch were you assigned upon leaving USMA?

11. Did you change branches while  in the service? 
________

If  so , to what branch did you change? 
________________

12, Did you attempt to change branches w h i l e  in the Ari~y
but your application was disapproved? Yes 

— 
No

13. Were you satisfied with your first branch assignment?
Yes 

— 
No I f no t, to what degree did this

dissa t i s fac t ion  inf luence  your res igna t ion?

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

leave B, Influence -to stay
C , M oderate influence

to leave -

14. What was the duty e (Artillery Commander , ~edica1
Supply, etc.) of your primary ~~~ while in the service?

15. To what deo:ree did you feel  your r--os  c l a s s i f i ca t ion
was cori:~i~;tent ~- - i th your personal occupational interest

A . T-~ot consi xtr~n t  at all C. r-.~o-1erate1y cons 5 s tont
B , Highly con s~~stent  D, Sligh tly cons~istent

16, To w~-co t- dec-roe w n - -o’ ~~~ d a:. t o — d ~~v d u t ~ es y n ’  ~- o ~’-ror: - “i
3. fl - - 0 0- . - 

- 
1 - - - : ~- - : ~ ‘ :-. - 

r - - 
- 

- -
-

~
-

- -
~ 

-

~

A , I~ot consi ~;te ri -L at all C , f-~odera~c1y co~ s~~r~tcnt
B, Highly cor~~ ~ t e - i t  D, Sli ghtly con~ i~~t o nt

- - _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  _ _ _ _ _  -- -~~~~~~ -~~~~~~~~~~~~~~ - - - — - - - -—
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17. While in the Army did you feel the number of additional
.duties you were called upon to perform excessive?

- ,- 
- Yes 

— 
No 

— 
Usually Sometimes 

____

18. To what extent did these “additional duties” influence
your decision to resign?

A , No influence D , Slight inf luence  to
B. Strong influence to leave

leave B, Influence to stay
C, Moderate influence

to leave

19, How many RVN tours did you serve? 
____

20, How many involuntary RVN tours did you serve? 
_____

21, Were you wounded while in RVN ? Yes 
— 

No

22. Did you agree with  national policies concerning Viet
Nam at the time you resigned? Yes 

— 
No I f not,

did you feel the U . S ,  Government should pursue a
policy of -

A , Immediate  wi thdrawal  C , Total victory
B. Gradual withdrawal D , Other —

23, To what exten-t d id  nat ional  Vie -t  N am po l icies  influence
your resignation?

A , No i n f l uence  D, Slight in f luence  to
B, Strong influence to leave -

leave E. - Influence to stay
C , Moderate influence

to leave

24, How did the prospect  of f u tu r e  RVN tours influence
your career decision?

A , No influence D, Slight influence to
B , Strong i n f l u e n c e  to leav e

leave B, Influence to stay
C, Moderat e  i n f lu e n c e

to leave

2~ , ~~ ~~~~~~~ ro~ ’;~ tar’, ~~~~~ C~~ , Ot~~-n t h an
i- .’:: , ~~~ ~~~ i n - i - ;~~? 

-

_ _ _ _ _ _ _  —- ~~~
-
~~~~~~~~~~ - — - -

~~~~~~~
-
~~~~~~~~~- - -—-
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26 , What were your feelings or-i the amount of pay you were

•receiving at the time of your resignation?

- 

“ A , Adequate D, Inadequate
B, More than adequate E, Very inadequate
C, Marginally adequate

27, What influence did the amourit . of pay received in the
service have on 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

28 . What amount of additional salary would have inf luenced
you to stay in the Army?

A , No increase would have inf luenced me to stay
B, 7.5 to 10% of base pay
C , 11 to 15% of base pay
D. 15 to 25% of base pay
E, More than 25% of base pay

29, While  in the service did  you feel  your -pay was
commensurate with  your r espons ib i l i t i es?  Yes
No 

____ 
Usually

30 , If a bonus system for officers , similar to Enlisted
Variable Bonu s Sys tem , ex is ted  at the t in e  of your
resignat ion would th i s  have i n f l u en c e d  your u l t imate
decision? Yes 

— 
No Maybe 

—
If so, what size bonus would have influenced you to
extend your Army career for  five addi t iona l  years?

A , ~l,O00 — 1,999 D , r--:ore than ~5,0OO
B, $2,000 - 3,500 E , No amount would have
C, ~3,50l - 5, 000 in f l u e n c e d  my aeci~~ion

31. What  i n f luen ce  did -the f r inge  bcmofi . t package (Px ,
medica l  care , Cemni ssary )  have on your career  deci sion?

A , No i.n:riuence D. Sli ght influence to
F , -~~~r - o - -- --~ ~~~

-
~~~~~~~~~~~~~~~

- - - ‘ - ~ 
+ —

:~:, :.~-~ - luc~- n ?  t o
c , r~o- -~~:~:o -L ~ no

to leave - 
-

-

~

- - -
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32 , 1-low did 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

33, Which of the following fringe benefits did you find
inadequate during your period of service? (Circle as
many as desired)

A , Medical care I, Incentive pay
B , Dental care J, Hazardous dut y pay
C , PX K , O f f i c e r  clubs
D, Commissary L, Civilian schooling
E, Housing opportunities
F , - - Retirement M , Travel.

— 
- G , Insurance N , Survivor bene f i t s

H, Tax benefits 0, Post schools (for
children)

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

A , Outstanding B, Below Average
B, Superior F. Poor
C, Excellent G, Incompetent
D , Average

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

A , No influence D. Slight in f luence  to
B, Strong in f luence  to leave

. leave E , In lu enc e  to stay
C , Moderate  i n f luence

to leave

36, How many formal or informal cai ’een--counsel ing  inter-
views did you have w i t h  senior o ff i c e r s  prior to
leaving the service?

A , I ‘
~
‘
. 2 

~~~, T- 2 
-

- - -
~~~~~~~~~~~~~ . :~~~~:- - -~ 

-
~~ : -~~

-.~~~ 2 2, ::~~~
-- - --

~

37. ~~~~~ ‘ - - (n’~ d d L-nj C r~-er -~e;n~v-cL- l~ n~ i’~ v.o en v o:-r
career decision? 

- - 

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

leave B, Influence to stay
C. Moderate influence

to leave

38. Did you feel that generally your education and skills
were properly utilized in most duty assignments? . -

Yes No 
-

39, Did you feel that if you had stayed in the Army
future duty assignments would have probably better
utilized your education and skills? Yes 

— 
No 

____

Undecided

40, To what degree did the utilizati on of and forecast for
future utilization of your education and skills
influence your career decision?

A , No influence D, Slight i nfluence to
B. Strong influence to leave

leave B, Influence to stay
C , Moderate inf luence

to leave

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

A , No i.nfJ.uence D, Slight in .rluence to
B, Strong i n f luence  to leave

leave B, Influence to stay
C. Moderate influence

to leave

42 , What in f luence  d id  the ass ignm ents  that  you could have
looked forward to in your career pat t e rn  have on your
career dec is ion?

A , No influence D, Slight  in f l u e n c e  to
B , St rong in f l u en c e to leave

leave B , I nf l u e nc e  to stay
C , 1- odera to  inFluen-o c

-~o ~ -- a r e

4~3, ~~i l e  ~~~
- -m e - ~-~~~-~ -ha~; -

- - -
~~~~ t he  1c~~~~:~ . - - :.- y - ~~o~ c

t ir ; e you ser.a-d in a p~ r-Li cular location? — - —
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44, Generally , what were your feelings toward the length
of PCS tours?

A , Should be l-l~ years D , Should be longer than
B , Should be l~-3 years 4 years
C. Should be 3—4 years B , No preference

H F, Othe r ( specif y ) 
—

Li’5 . What influence did frequent relocations have on your
career decision?

A , No influence D, S1i~ht influence toB , Strong influenc e to leave
leave E~ Influence to stay

C. Moderate influence
to leave -

46 . To what degree dId the frequency of or fear of family
separations 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

Li-?, Do you feel the Officer ’s Efficiency Report System is
fair? Yes No 

____

48 . To what degree did. the OER system i n f l u e n c e  your career
decision?

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

leave
leave B, Influence to stay

C, h:odera-te influence
to leave

U.

49, In your opinion , -to what  de~ ree d id  the fo llowing
factors ge-nerally exist within the Army and ho w d i d
they in f luence  your career  decision? (Circle one in
each c o lu m n )

Opportunity to ho creative

A . 2:-H a t; to -
~~ ~ ;—; -~~~~v~~- - - , . :. -~ ~ :~~~~-a

B. nx i  r to a r n  ‘c ra ~~s 5 . h ’onn  - s~~~ ce to
degree leave - 

-

_ _ _ _ _  ~~~~~~~~---~~~~~~~~~ ~~~~~~ - -~ - - - A - ~~~~~~~~~~~~~ ---- -
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C, Exist to a slight C. Moderate influence to
degree leave

D, Does not exist at all D, Slight influence to
leave

B , Influence to stay

Feeling of achievement

A , Exist to a high degree A , No influence
B, Exist to a moderate B . Strong influence to

degree leave
C, Exist to a slight C , Moderate influence to

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

- 
leave

E. Influence to stay

Delegation of authority

A , Exist to a high degree A , No influence
B. Exist  to a moderate B. Strong influence to

degree - 
- leave

C, Exist to a slight C. Moderate influence to
degree leave

D. Does not exis t  at all D, Slight influence to
leave

E, Influence to stay

Granting of responsib il i  ty

A , Exist to a high degree A , - No influence
B, Exist to a moderate  B, Strong influence to

degree l eave
C. Exist to a slight C, 1--~oderate influence todegree leave
D, Does not exist at all D, Slight influenc e to

leave
B, Influence to stay

Recogni t ion for a job ~- -‘eli done

A , Ex i st to a h i g h  de a c e e  A , f o  i n f lu e n c e
B , it- H ; -~.: to :-  ;~~. 

- - - ~~~i~~~ . i i : n - ~ t~~~

C, I t -Hu l -  L~ j—. ~I i ’ t ~. C , - o Hn.’~t t e f l u - -;cc t c
degree ~eave 

-

D. Does not exist at all 

—--
~~~~

-—
~~~~~~~~~~~~

-
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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D, Slight influence to
leave

E, Influence to stay

Opportunity for a private life

A , Exist to a high degree A , No influence
B, Exist to a moderate B. Strong influence to

degree - 
leave

C, Exist to a slight C, Moderate influence to
degree leave

D, Does not exist at all D. Slight influence to
leave

E. Influence to stay

High status and prestige in the military community

A , Exist to a high degree A , No influence
B. Exist to a moderate B, Strong influence to

degree leave
C, Exist to a slight C. Moderate influence to

degree leave
D, Does not exist at all D, Sligh t i nfluence to

leave
E, Influence to stay

High status and prestige in the civilian community

A . Exist to a high degree A , No influence
B. Exist to a moderate B. Strong influence to

degree leave
C. Exist to a slight C. Moderate influence to

degree leave
D, Does not exist at all D, Slight influence to

•U  - leave
B. Influence to stay

50. Which of the following individuals influenced your
career decision the most?

A . Wife D, Friend
B, Mother B, None - it was totally my
C. Fa-~hur o:”n -The~~s i on

F, Other 
_______________

~

- -—

~

-

~

- -

~ 
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51. What influence did your wif e ’s attitude have on your
- 

,‘ career decision?

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

— leave B, Influence to stay
C. Modera te in fluence

to leave

52. 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 to
B . Strong influence to leave

leave B, Influence to stay
C. Moderate influence to

leave

5 3,  Had you been accepted- for a position with a civilian
firm prior to submitting your resignation? Yes
No Tentative)y -

52-i-. Since leaving 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
n-tore space is required)

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

U.

~1

~
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~

-

~
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- APPENDIX D

ACTIVE DUTY RESPONSE

1. ~~~ 
Primary Validation

27 0 14
28 1 21
29 - 6 10
30 34 10
31 16 - 3

32 10 2
33 

- 

0 1
34 1 0
No answer 2 0

2. Answer
A 64 54
B 4 5
C 2 2
D 0 O~
E 0 0

3. Q~ p~ nd ent-s
0 4 5
1 5 6
2 9 1?
3 26 24
4 20 9
5 3 0 -
6 3 0

4 , Answer
A 11 22

r •~~ B 24 13
C 20 17
D 15 9

5, Answer -

New England : Corin,,
M e . ,  £‘iass , ,  N . H . ,
R ,I., Vt, 6 3

1~ ~~~ ~~~~~~~~~~ ‘~
- u e , i

.1, , i— a , 13 21
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Primary - Validation
- 

- 
South Atlantic : Del,,

- 
- 

“ 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 ,,
La,, Okia. , Texas 9 3
Great_Lakes: Ill,, m d . ,
Mich,, Ohio , WI s , 9 11
Great Plains: Iowa, -

Kan, , Ninn. , Mo , Neb,
N , and S, Dak, 10 14-

Mounta in :  A r i z . ,  C o b . ,
Id , , Mont, , Nev . , New
Mex., Utah , Wyo. 1 2

Pacific: Alas., Calf,,
Hawaii , Ore., Wash. 10 3

Army “Brat” : 9 10 
-

Territories: 0 1
Foreign Coun-tries: 1 0

6 , Answer
A ‘4- - 7
B 10 6
C 39 20
D 26 11-
E 35 20
F 14 

- 

10
G 6 11

H. No answer 1 1

7,  A 2 1
B 2 5
C 14 214
D 3]. 20
E 22 11

8: A 70 19

-- - - 

- -
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9, Answer Primary Validati.on
-Artillery 27 10

-
, Armor 8 9

Engineers 15 12
- 

- Infantry 18 20
Signal Corps 1 10
No answer 1 0

10. Yes 7 4
No 63 57
Ordnance 2 0
Transportation 1 0
Signal Corps 1 - 0
Chemical Corps 1 0
Infantry 1 1
Judge Advocate 0 2
Engineers 0 1
No answer 1 0

11. Yes 67 514-
No 3 7
A ‘ 0 0
B 0 2
C 2 3

D 1 1
E 0 0
No Answer 0 1

12. Yes 1 1
No 69 60

13, Commander 53 54 -

Aviator 6 
- 

- 0
Operations Officer 1 0
Construction Brig. 5 1
Instructor 2 0
Maintenance  O f f i c e r  1 0
Chemical O f f i c e r  1 0
Lawyer 0 2
Communication Systems

Engineer 0 1
Signal Officer 0 2
Communication Center Off 0 1
No answer 1 0

14. A 4 3
B 34 34
C~~ 2 7 -  - -18
D 5 6

~

.. ~~~~~~~~~~~~~~~~~~~~~~~ 
- ___________
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15, Answer Primar y Va lidat ion
A 1 1
B 28 22
C 34 31
D 7 5
No answer 0 2

16, Yes 14 23
No 56 37
No answer 0 1

17. A 54 35
B 0 - 0
C 2 3
D 11 17
E 3 4-
No answer 0 2

18. Number of Tours
5~ 

4~

2 18 114. .
2 1/3 - 1 1
2~ 0 1

19. Involuntary Tours
0 28 16
1 33 38
2 9 7

20 , Answer
Yes 15 17
No 55 - 44

21. Yes 43 29
U S  No 214- 32

No Answer 3 0

A o r C 2 2
B o r C 0 1
A 8 5
B 2 10
C 10 11
D 0 3
No answer 2 0

22. A 32 27
B 2 - 7
C 12

L . — ~~~ . . ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ -
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~~~~ 14-2

- Pri mar y Validation
D 17 18
-E 6 4
No Answer 1 0

23. A 31 26
B 12 9
C 14- 9
D 11
E 1 ’  1
No Answer 1 0

24- . 0 
- 

54 53
1 15 - 8
2 1 0

25, A 27 24
B 1 6
C 33 17
D 6 10
E 1 4
No Answer 2 0

26. A 20 19
B 2 5
C 11 11
D 24 16
B 11 9
No Answer 2 1

27. Yes 10 - 
9

No 42 37
Usually 16 15 -

No Answer - 2 - - 0

28, A 18 114-
B 0 2
C 3 1
D 6 3
E 41 41
No Answer 2 0

29, A 13 1.1
B 0 0
C 1 0
D 0 13
B 514~ 47
No Answer 2 .. 0

•1 
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30 , Answer 
. Primar y Val idation

-
~~~~~~ A 16 12

— B 48 4-8
C 31 19
D 24 15
E 50 47
F 2 3
G 10 1
H 23 17
I 10 11
J 9 6
K 19 18
L 5 6
M 

- 3 3
N 12 11.
0 4- 3
None - 

4 2

31, A - 11 
- 

13
B - 

17 12
C - - 24 - 15

D 13 17
E 3 3
F 0 1 -
G 0 0
No Answer 2 0

32 . A 8 12
B 2 9
C 8 3
D 13 10

F - E 37 27
No Answer 2 0

33. A 9 9
B 12 8
C 9 6r ~~ D 10 13
E 11 13
F 18 12
No Answer 1 0

314- , A 44 32
B () 3

C 2 0
D 1

23 25
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35, Answer Primari Validation
Yes li-8 4-i
14o 21 20

- ,‘ No Answer 1 0

36. Yes 33 29
N o 13 15
Undecided 24 17

37, A 16 18
B 5 7
C 3 7
D 11
B 32 22
No Answ er 3 0

38 , A - ‘4- 3
B 3 1

- - C 4 3
D - - 3 10
E 55 44

- 
No Answer 1 0

39, A 11 - 6
B 4 7
C 4 4
D 11 12
E 38 31
No Answer 2 1

- ‘  
40. Average tour 28,7 months 26,23.rnonths

Median tour 28 months 24 month s

4-1. A 0 - 1
B 13 22
C 47 28
D 1 2
B 1 0
F 8 8

42, A 17 15
B 8 6
C 16 12
D 17 14
B 12 14

43,  A 9 3.6
B 19 - 20
C 19

~

-- - -

~

--

~

.- -- -
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Prjwar~y Validation
D 23 14
B 0 0

44- , Yes 29 19
No 41 39
No Answer 0 :3

~i-5. A 33 32
B 2 6
C 4- 6
D 16 9
B 15 8

46 . Opportunity to be Creative F

Exist Influence
Primary Vali dation Prim ary Validation

- H - - - A 12 14 20 15
B -  30 23 2 1
C 25 22 5 5
D 3 2 10 7
E — — 32 31
No Ans O 0 0 2

Feeling of Achievement
- Exist  In f].uenee

Primary Validation Primary Validation
A 32 26 6 4

B 31 25 1 2
C 7 9 1 0
D 0 0 3 7
E - - - 

58 45
N o Ans O 1 1 3

Delegation of Authority

Exi st In flu eric e
Primary Validation Primary Validation

A 13 11 18 12
B 36 ~33 2 2
C 18 16 2 6
D 1 1 7 8

E — — 38 31
No Ans 2 0 3 2

_ _ __ _ __ _ _ _  -
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Granting of Responsibility

- - 
- Exis t In fluence

Primary Validation Primary Validation
A 29 29 11 8
B 27 22 1 3
C 11 10 4- 2

-
- D 1 0 2 7

- 
- E - - 4-9 39

-~~~~ No Ans 2 0 3 2

Recognition for a Job Well Done

Exist - In fluen ce
Primary Validation Primary Validation

A 18 17 11 10
B 34 27 1 1
C 16 16 1 5
D 1 0 9 5
E - - 4-5 37
No Ans 1 1 3 3

Opportunity For A Private Lif e
Exist In flu en ce

Primary Validation Primary Validation
A 9 3 22 15
B 27 26 3 5
C 28 28 7 9
D 6 3 19 16B — - 18 13

- - 
No Ans 0 1 0 3

High Status and Prestige in the Military Community

~xist 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
E - — 33 27
No Ans 0 1 1 3

High Statu s and Prest ige in the Civilian Communi ty
Exist

Pr i r a~- Validation Frir~~v Vn l .i dr t i  ~~
A 1 1 32 27
B 10 8 3 - 8
C 34 27 7 lo

- 

—~~~~
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34-7

: 1 -
,’ Exist Influence

Primary Validation Primary Validation — 

-

D 25 25 12 7
E - - 15 6
No Aris O 0 3. 3

4-7, Answer Primary Validation
- - A 22 16

B 2 1
C 4- 9
D 1 3
B 36 26
F 5 5
No Answ er 0 1

48. A - 1 1  15
B 3 2
C~~~~~ - - - 7 5
D 9 8

- B 40 31

49, Yes 44 32
No 25 28
No An swer 1 1
A 4 4-
B 3 9
C 5 7
D 12 7
B 1 0
No Answer 0 1

U.

4
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APPENDIX E

/

RESI GNEE ’S RESP ONSES

1. ~~~ Primary Vali da ti on
25 1 2
26 9 15
27 114- 23
28 14 23
29 13 1
30 7 

- 4
31 2 0

H 32 1 0

2. Answer
— 

54 58
B 4- 7
C 2 1
D . 0 2
B 1 0 -

3. pendents
O 5 8
1 16 15
2 16 23
3 18 16
4 6 5
5 0 1 H

4-, Ansv-ier
A 24 - 18
B 17 2 •
C 17 19
D 7 8 H

5, New England : Conn,, Me,, - 
I

Mass,, N.M., R.I., Vt. 8 7
Middle Atlantic: New
~er,, N . Y . , Pa , 15 16
South_A t l an t i c :  Del ,,
Fla,,, Ga,, J-- d ,, N , and.
S. Car , , , , W~

-
~~~~~h ,  D~ C,

W . Va . 11 31
South : Ala ,, Ky,, Miss,, - 

-

Tenn , 4- 6

Th.R 

-~~- --—- - - --~~~~~~~~~A
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- 
Primary Validat ion

- Western South: Ark ,,
- ( La,, Okla ., Tex as 6 5

Great Lakes: Ill,,
m d ,. , Mic h ,, Ohio ,
WI s e , 12 10
Great Plains: Iowa ,
Kan , , f’iinn, , Mo . , Neb , ,
N , and S~ Dak, 7 10
M ountain: Ariz ,, Cob ,,
Idaho , Mont. , Nev,,
New Mex., Utah , Wyo, 1 2

Pacific: Alas,, Calif,,
Hawaii, Ore., Wash, 3 5
Army “Brat”: 1 5
Terr i tor ies: 0 0
Fore i~n Countries: 0 1

6, Answer
A 13 20
B - 11 3
C 34 36
D 17 20
E 27 29
F 2 9 H
G 15 9

7, A 2 2
8 4

C 18 - 2~D 21 31
E 12 7

8. A 0 1
B 3 1
C 5 5
D 13 12
E 15 23
F 0 3
G 25 20
N~ Answer 0 3

9. A 12 3
B 49 - . 65
C  0 0

— -- -
--

~

-- -  - -
~~~
-

~~~~~~
- --- -

~~~~~~~~~~~
-- - - - -~~~~~~ -~~~~ - - -
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10. Answer Primary Validation
-Artillery 24- 29

- /  Armor 12 Ii.
Engin eers 6 18
Infantry 15 - 11
Signal Corps 4
No Answ er 0 2

11, Yes - 13 10
No 48 56
No Answer 0 2
Military Intelligenc e 6 3
Infantry 2 - 1
Ordnance 1 1
Adjutant Generals 2 3
Artillery 1 0
Air Forc e 1 0
Engineers 0 1
Signal Corps 0 1

12, Yes 6 10
No 55 56
No Answer 0 2

13, Yes 46 51
No 114~ 15
No Answer 3. 2
A 0 1
B 6 3
C _5 5
D 3 4
E 0 0
No Answer 0 

- 

- 2

3.14.,. Commander 46 53
Aviator 1 0

.5 
- 

Operations Officer 0 1
Instructor 0 1
Signal Officer 2 0
Adjutant 3 1
Intelligence Officer U - 2
Engineer Officer 1 0
Missle Maintenance 1 1
Fi re Direct ion O f f i cer 0 1
R a d i o  O f f i c or  0 2
E1oc~~r-on~~ i a ~~Tai~o Off 0 1
N o Ar i~~.--er  3 5

~ 
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~51

15, Answer Primary Va1~dationA 7 9
B 25 22
C 26 24
D 2 10

- 

- No Answer 1 3

16, A 6 12
B 10 14
C 34 26
D - 11 11
No Answer 0 5

17. Yes 12 
- 

7
No 33 26
Usually 6
Somet imes 12 26
No Answer 0 3

18. A 36 4-0
B - 1 2
C 9 8
D 13 14-
E 2 

- 

1
No Answer 0 3

19. Number o f Tours
0 22 8
1 31 4-6

0 1
2 1 10

- 2~- 1 1 -
3 0 - 1
No Answer 0 1

20, Involun t~~~~~~~i~.0 35 22
1 25 41
2 1 

- 

4-
No Answer 0 1

21. Yes 4- 9
No 57 57
No Answer 0 2

22, Yes 32 26
No 29 39
No Answer 0 -- . 3
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Primary Validation
-A or C 3 1
A 8 6

. B  10 20
C 7 9
D 0 3

23, A 34 29
B 7 10
C 9 11
D - 8 16
E - 2 2
No Answer 1 - 0

24, A 19 12
B 20 26
C - 

13 12
:1) 6 18
E 2 0
No Answer 3- 0

25, Tours -

0 514~ - 61
1 6 5
1 1/3 0 1
2 0 1
No Answer 0 0

26. A - 23 23
B 3 6
C 22 23
D 10 12
B 2 . - 4-
N o Answer 1 0

27, A 20 21
L • 

B 10 9
C 15 17
D 3_Z4~ 17
E 1 4-
No Answer 1 0

28, A 37 44
B 0 0
C 0 0
D 5 5
B 17 16
!1o An swer 2 - 

- - 3

-~~~~~- - - —~~~~~~~ —~~~~~~~~~~~ 
- - - -

~~~~~~~~~~~~~~~ - -- - -_ ~~~~~~~~~~ - -- - - -- - - — -  ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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29, Answer Primary Validation
-Yes 13 10

H 
,‘ No 37 4-3

Usually 
- 

10 XLi.
No Answer 3~ 1

30, Yes 6 3
No 14-3 42
Maybe 16 15
No Answer 3 1
A - 0 0
B 0 0
C 2 - 

2
D 19 12
B 0 0
No Answer 1 14~

31, A 31 28
B 0 8
C 5 2
D 5 3
B 20 27

32 , A 3/4W 31
B 1 0
C 1 1
D 0 1
E 25 35
No Answer 0 0

33, A 15 28
B 26 34 -

C 16 - 28
D 14 

- 

29
B 3Li~ 14-8
F 7 4-
G 8 6
H 15 7
I 6 13
J 6 13
K 13 21
L 16 22
N 5 9
N 5 6
0 9 6
None 6 2
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- 
314- , Answer Primary Vali dation

4- 5
B 2 5
C - - 3.2 

- 11
D 25 23
E 9 14
F 6 6
G 3 4

35, A 8 10
B - 26 3°
C 1Li~ 15
D 8 9
E 5 

- 
4-

36 , A 11 10
— 

B 13 17
C 7 8

D 12 10

-- i -  B 6 6
F - 12 17

37, A - ‘-- 49 4 9 -
B 3 8
C 0 2
D 1
E 8

38, Yes 26 26
No 35 42

39, Yes 23 lLi- -

No 214. 37
Undecided 14
No Answer 0 3

40. A 26 11
B 16 29
C 9 12
D 7 6
E 3 7
No Answer 0 3

41. A 13 8
B 3 11. 39
C 13 17
D 10 6

B 1 1 .  - .16
No Answer 0 2

-- -

~ 

~~~~~~~~~~~~~
--- -— - -- -- -- ~~ ~~~~- --~~~ ~~~---~---~~ - - - - - -~~~~~~~~ - - -
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I - - 

4-2, Answer Primary Validation
A 6 6

- / B 32 33
C 12 10
D 3 7
E 7 - 9
N o Answ er 1 3

4-3, Average Tour 28,6 months 33,3 months
Median Tour 30 months 24 months

4-4, A 2 0
B 2~4- - 16
C 29 42
D 4- 3
E 1 2
F 0 3
No Answer 1 2

45. A 19 15
B 

- 

15 19
C 114- 16
D 6 iS .
E 7 1
No Answer 0 2

4-6. A 8 10
B 29 32
C . 16 14
D 8 10
E 0 0

- No Answer 0 2 -

4-7. Yes 26 
- 

26
No 35 40
No Answer 0 2

14-8, A 30 30
B 9 7
C 10 12
D 6 9
B 5 8
No Answer 1 2

49, Oon~ :-- T ;i;ni ty To B~ Creat i  ye

• ~~~~~ lnf 1i e~ oe
Primary Vali dat ion Primary Validation

A 5 2 - 

9 
- 11l~

- ~~-- --~~~~~~~~~~~~~~~~ - - - - —~~~~~~~~ —~~~~~~ - -—- - - —  - 
~~~~~~~~~

-— —-- 
~~~~~~~~~

-—-
~~~ 

- -—
~~~~ 
-
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Exis t In f1uen c~
Primary Validation Primary Validation

B 13 10 17 15
C 37 39 16 23
D 5 i6 9 10
B - - 6 4
No An~ 1 3. 4- 2

Feeling Of Achievement
Exist Influence

Primary Vali dation Primary Validation
A 12 17 7 10
B 23 17 11 12
C 211- 31 11 15
D 1 - 2 10 6
E - - 19 24
No Ans 1 1 3 1

Delegation Of Authority

Exist Influence
Primary Validation Primary Validation

A 19 12 - 17 16
B 20 26 10 10
C 18 26 11 13
D 3 3 6 9
E - - - 14 19
No Ans 1 1 3 1

Granting of Responsibility
Ex~~s-t - 

Influence
Primary Validation Primary Val ida t ion

A 22 24 15 17
B 23 28 6 7
C 15 12 9 9
D 0 3 6 Li-
E - - 22 30
No Ans 1 1 3- 1

Recognition for a Job Well Done

Exis t  In fluence
Pr~~~ ry Validat ion Prirnn.r:-r Validati on

A 6 8 25
B 34 30 3 6
C 20 23 6 .  .11
D 0 6 13 15

- 
-
~~~~~~ 

-.—
_ _ _  ~~~~~~~~~~~~~~~ - - - - -~~ -~~ - -—- 
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Exist Influence
- ( Primary V~ilidation Primary Validation

E - - 1]. 19
No Ans 1 1 3 1

Opportunity for a Private Life
Exist Influence

Primary Vali dat ion Primary Validation
A 3 1 13 9
B 12 -  13 23 33
C 26 34 10 12
D 19 19 - 9 10
B - - 3 3
No Ans 1 1 3 1

High Status and Prestige in the Military Community

~xist_ Influ nce
Primary Validation Primary Validation

A i1-i- 10 26 27
B .  21 23 6 3
C 17 23 5 8
D 8 10 - 6 8
E — — 15 20
No Ans 3. 2 3 2

High Status and Prestige in the Civilian Community
- Exist 

- 

In f luence
Primar~~ Validation Primary Validation

A 3 1 21 18
B 9 7 11 14
C 28 17 . 10 12
D 21 31 12 17
E - - 5 5
No Ans 0 2 2 2

50, Answer Primary Validation
A 15 22
B 1 0
C 3 0
D 1 0
B 41 41
F 1 3
No i r  S 1  ~:r 0 2

~

- - - - --

~

--- - - ---~~ ----~~~ ~~~--- - - A
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51, Answer Primary Validation
19 26

-~~~~~ B 10 14
- C 9 7

D 12 12
- . - E 11 7
- 

- 
- No Answer 0 2

52, Ye s 29 31
No 31 34

- No Answ er - 1 3

- 
- 53, Yes 10 6

No 47 5
1i.

Tentatively 4 3
No Answer 0 5

54, Yes 10 6
- 

No 51 57
-

- No Answer .0 5

Questions 55 and 56 were open—end questions which allowed
the respondents to write as much as they desired for a
response. Therefore, it is impossibl e to list all answers
to these questions.

‘ U.

— 
—--

~~ 
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- APPENDIX F

- 
- LATE QUESTIONNAIRE RESPONSE

Ag was pointed out during the thesis text , two

questionnaires were returned too late for inclusion in the

thesis data, A review of these late responses shows no

large differences from the overall compilation covered

earlier. There were however , a few minor differences that

could be related , -

One of the men indicated he could have been

“bought” as he responded that an increase of 15 to 25

percent in base pay and/or a bonus of over ~5,OOO would

have kept him on active duty, This was not the response

most often given by other resignees , -

-Both men had been accepted by a civilian firm

prior to submitting their resignations v-ihich was also an

unusual response. -

The single incident having the largest influence

• on the resignation decision was in one case a desire to

pursue a professional career as a lawyer. The other man

resigned primarily because he felt the “politicians were

making the mili tary tho scapegoat for their  mishandl ing  of

thc- V i r :i. ~~~~:-~ si. ; a ttc ’n ’’

Both re spond ents  indicat ed 
- 
that “nothin~ ” coul d

have been clone to keep -them on act ive  duty.
159
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