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FOREWORD

This research and development  was conducted  in response to Navy Decis ion
C o o r d i n a t i n g  Paper, Personnel Supp ly Systems (NDCP—ZO107—PN) , under sub—
project ZOlO7—PN .l1~ Selective Retention : A Longitudinal Analysis , and under
the spO Y~1iTj5~~5Tthe Deputy Chief of Naval Operat ions (OP—Ol). The overall
objective of this subproject is to identify factors related to attrition
of first—term enlisted personnel that will aid in retaining those who can
best benefit the Navy. This will be done by administering attitudinal
questionnaires to enlisted personnel at various intervals during their first
enlistment . This report , the first in a series , concerns results obtained
from questionnaires administered during the first week of recruit training.
Subsequent reports will concern results obtained from questionnaires adminis-
tered at other assessment points.
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SUMMARY

Probl em

I n cr e a s i n g  turnove r ra tes  among enl i s ted  personnel , e i t h e r  because of
attrition occurring during the first enlistment cycle or their failure to
reenlist at the completion of that cycle , results in increasing recruitment ,
selection , p lacement , and train ing costs. During FY78, the attrition rate
of first—term enlisted personnel in recruit training exceeded 12 percent .
If this rate is to be reduced , the causes of recruit attrition must be
identified and corrective measures developed and implemented.

Purpose

The objective of this research and development was to ident ify fac tor s
that are predictive of attrition during recruit training. This effort is
the first in a series designed to identif y factors relating to attrition
of first—term enlisted personnel at various points during their enlistment .

Approach

A questionnaire was developed that addressed the relationship between
attrition and individual and organizational factors. This questionnaire
was adm tn~ stercd to 4911 recruits during their fourth day of recruit train-
ing to obtain informat ion on their background , motivations for joining,
general attitudes toward the Navy , personality dimensions, rated desirability
of work outcomes, and expectancies of realizing those outcomes in the Navy
and civilian environments.

Questionnaire data obtained for attrites and nonattrites were compared
to identify differences between the two groups, and a stepwise multiple
regression analysis was performed on responses of a validation samp le to
determine those variables that best predicted attrition in recruit training.
Finally, records of attrit es were analyzed to determine reasons for and
time of attrition .

Results

1. At the end of recruit training, 428 recruits or 8.7 percent had
attrited .

2. Nonattrites were more likely to join the Navy to meet specific in-
dividual goals; and attrites , because of external or environmental influences.

3. Both attrites and nonattrites reported finding recruit training differ-
ent from their expectat ions. However, the expectations held by attrites con-
cerning what they would experience in the Navy were generally more negative
than those of nonattrites.

4.. Nonatt rites had given more thought to their enlistment decisions and
were more certain of their reasons for joining the Navy than were attrites .

vii 
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5. Attrites responded more negatively to the work outcomes and did not
expect them to be found in the Navy to the same extent as did nonattrites.

6. The best predictor of attrition behavior was the recruit ’s stated
intent ion to complete the enlistment , followed by his perception of the oppor-
tunity to travel provid ed by the Navy.

7. Most attritions were due to motivational and/or attitudinal problems ,
and over half had occurred by the end of the fifth week of training.

Conclusions

1. Since the reactions of eventual attrites were more negative than those
of nonattrites as early as the fourth day of recruit training, it appears
that these differences were elicited eithe r prior to en~ isting, prior to
reporting for active duty, or during the first week of training.

2. Providing a realistic and accurate depiction of positive and negative
aspec ts of Nav y life would not only allow individuals to make more knowledg—
able enlistment decisions but also serve to make them aware of events that
will occur so that they will be better equipped to cope with these events.

3. At the beginning of recruit training, indiv idual variables are mor e
predictive of attrition than organizat ional variab les.

Recommendations

1. A preview program that realistically and accurately depicts Navy life
should bc developed and implemented .

2. In conjunction with this preview program , a method should be developed
for teaching recruits how to cope with various stresses of boot camp .

3. A personal counseling program should be provided for individuals who
are uncertain about their career goals and how these goals can best be met
in the Navy.
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I LI’RODI.C I  I

l’ robl c-rn

‘h it’ i I l c r t . i s i I l g  t u r n o v e r  r a t e s  :l:T1 n4  e n l  j~~t , ’cI persoii:u I have ca iist-d
ili cr cnis ing concern .~ moi ’ig N a y ’, n a n p o w ~’r pLinners and p~’ I 1 vi’cikcrs . This
turnov er is  classified as e i t h e r :  ( 1 )  a t L r i t  i n , whi ch has t o  do with r e c r u i t s
being discharged prior to  exp i r a t i o n  uf ac L ly e  o h l  igated serv ice (L AO S)  ~
(2) retention , which has to do with re~ rui t s reeni istinc after EAOS. This
increasing turnover results in increising c sts assoc ii ted with recr u itmeat
select ion , placement , and t r a i n i n g .

A t t r i t i o n  of first—term enlisted personnel occurs throughout Lhe enlist-
ment cycle , from recruit training to EAOS . Attrition during recruit train-
in g, which is the c o n c e r n  of this report , has increased f r ::: around 9 per-
cent in FY72 t o  over  12 pe r c e n t  i n FY78 . A cer tain amo int o~ attrition
d u r i n g  r e c r u i t  t r a i n i n g  m ay  be d e s i r a b l e ;  tha t i s , i f i t  r i d s  the N a y - .’ of
i n d i v i d u a l s  who w o u l d  cause  d isc  i p l i n e  or p e r f o r : ’~ i n c e  p r o b l e n s  a t  s ’re
l a t e r  t ime . However , t he O f f i c e  of t h e  S e c r e t a r y  of  D e f e n s e  (dSP ) con-
sider s t h e p r esen t r a t e  u na c c e p t a bl e ~nd has m a n d at e d  th i . t  a ccii in°, of
7 — 1/ 2  pe rcen t  be p laced  on a l l ow a b l e  r~~~r u i t  t r a i n i n g  I t t r i t  ion f o r  F Y 7 9 .

This mandate a p p a r e n t  lv assumes tha t the p r e s , - n L  rate of r e . ’ r u i t  : I t t r  1—
t ion ir  a ~unc~ ion ~ f v e r l v  l en ien t  d i s c ha r~~e po l  ft ies. H o w e v e r , if the
r a t e  is ac t i i a l I v  due  t o  o t h e r  c au s e H , a m a n d a t o r y  r e du c  t inn in at t n  i an
du r i n g  r e c r u i t  t r a i n i n g  m a y  r e s u l t  in  such  u n a c c e p t a b l e  outcomes as h i g h e r
a t t r i t i o n  or  i n c r e a s e d  disc i p l i n a r ’ ’  p r o b l e m s  at some l i t e r  p o i n t  in  the
c’n I f t t : n e n t .  To ivoid t h e se  :in d o t h e r  P o t e n t  i i i  p robl e : - : s  , t he c au s es  of
r e c r u i t  i t t r i t  Ion m u s t  be identified so tha t t h e  nes t  appropri ate proce—
du:es  f r  reduc ing r e cr u i t  at tr  i t  ion can be d e v e t o p e d  and imp]  em e n t e d .

The objec t lye ‘t this et ’ f o r t  was to  identify ta c tc r s that are  p r e d~ c —
t ive of att rit ion during recruit training. ‘Ibis ef for t is t h e  first in .3
s e r i e s  i n d e r  a subproject designed to identif y tactors related to attri-
tion of first—term enlisted p e r s o n n e l .  This w ill be d o n e  by a n a ly z i n e
resul ts obtained through I t t  i t L l d i n a i 5 iest i on n a  i r es completed by a cohort
of  e n l i s t e d  pe r sonne l  a t  n ine  a s sessmen t  p o i n t s  ( s ee  Fi gur e 1) d u r i n g  t h e i r
enlistment cycle.

This r epo r t  concerns  r e s u l t s  o b t a i n e d  f rom quest  ionna i res  a dn i n i s t e r e d
during the first week of recruit train in . Sub’a qii en t reports will con-
cern results obtained from questionnaires administered at other assess-
ment points.
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Bac k ground

Several colli pr eheilcl vt r e v i ew s  01 r e sea rch  on c iv i l i an  and  m i l i t a r y
personnel  t u r n o v e r  have been c o n d u c t e d  ( B r ay fi e l d  & Crocke t t , 1955; Schiuh ,
1967; P o r t e r  & S t e e r s , 1973; Mobley ,  G r i f f e t h , Hand , & Meglino , 1977 ;
Hand , Griff ethi , & Mobley, 1977). An overvi~w of this  past research has
shown that investigations have generall y focused on eithe r individual
(personal) or organizational (work environment ) factors . Individual factors ,
which have typicall y received the most a’tention in attrition/retention

• researco, include assessments of (1) intentions (e.g., how long one intends
to stay in the organizat ion , (2) expectations (e.g., what one expects to
occur in the organization), (3) demographics (e.g., age , education , marital
status , and numbe r of dependents), and @+) personality attributes. Organiza-
tional factors have been concisely grouped by Porter and Steers (1973) into
three categories: (1) general organizational considerat ions (e.g. , size ,
structure , and pay), (2) perceptions of the immediate work environment
(e.g., supervisors , peers , and habitability), and (3) perceptions of aspects
of the job itself (e.g., autonomy , repetiveness , and responsibility).
The specific variables associated with individual and organizationa l factors
are discussed below.

Individual Factors

Behav ioral Intentions. The most consistent predicto- turnover
behavior u ris been the stated intent ion to either remain within cc  1 eave
the organization (Newman, 1974; Kraut , 1975; Bruni , James, & Jones , 1975;
Mobley et al., 1975; Lau, 1978). At chinson and Lefferts (1972) found a
positive relationship between the frequency that Air Force pilots thought
about quitting and their actual terminat ion behavior , and that the closer
in t ime that reenlistment intentions were measured to the actual behavioral
decision , the more accurately intentions predicted behavior. However ,
Graen and Ginsburgh (1977) reported that the closer in time intentions
were measured to the actual behavior the less valuable or meaningful such
predictions become .

Expecta t ions. Porter and Steers (1973) found that there was a
relationship between expectations and turnover behavior. Hoiberg and
Berry (1978) reported tha t recruits who were discharged during training
had inaccurate expectations of that training; and Knowles (1964), that
receiving expected wages was significant ly related to staying on the job .
Furthe r , Weitz (1956) found that individuals who had received a realistic
job p rev iew , which included both positive and negat ive aspects , had higher
retention rates than those who had not received such a review. Finally ,
Katzell (1968) found that student s who remained in school felt that their
initial expectations had been n~~t to a greater extent than those who left .

Demographics. Variables such as age , education , marital status ,
4 and numbe r of dependents have typically been assessed (often through the

toe o post hoc, univariate , archival , and/or descriptive analyses). These
procedures have resulted in moderate , yet consistent findings : Nonattnites/
reenlistees generally are older , are married , have larger families , and

4 come from lower socioeconomic backgtounds than do attrites/nonreenlistees
(St oloff , Lockman , A llbriUori , & Mc~~in1ey , 1973; Locknan , Stoloff , &

3
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A l lb r l t t o n , 1972;  Brun i et  al . ,  1975; Lockman & O ’N e i l l , 1973; LaRocco ,
Pugh , ~ Gunderson , 1977; Glickma n , Goodstad t , Korman , & Romanei.uk, l’-~73;
Locknan , l’)75; Sands , 1971).

[‘ersonality Attributes. While personality attributes generally
have been weakl y related to turnove r behavior , locus of control (internality!
externality) measures have shown promise as ~~derator variables (Porter 4
Steers , 1973; Brun i et al., 1975). For example , Broedling (1975) reported
that internals (as measured on the locus—of—control personality dimension)
were motivated to work harder than were externals. Additionally, internals
and externals have been found to react differently to leadership styles
(Mitchell , Smyser , & Weed , 1975; Lau , Pavett , & Seybolt , 1976) that may
affect subsequent turnove r decisions.

Or&anizational Factors

The variables described below were based , to a large extent , on the
classification developed by Porter and Steers (1973) mentioned previously.

General Organ izat jonal Considerat ions.

1. Satisfaction,. Results of past research have indicated that
consistent  re la t ionships exist  between various o rgan iza t iona l  s a t i s f a c t i o n s
and turnover behavior (Vroom, 1964; Por t e r  & Steers , 1973; Bray f ie ld  &
Crockett , 1955; Mobley et al., 1977; Freeman, 1978). Turnover among N a v y
personnel has generally been found to be lower among individuals who were
more satisfied with (a) Nay’ life in general and (b) specific aspects of
Navy l i fe  (e .g . ,  pay,  suporvisors , peers , and the job itself) (LaRocco ,
Pugh , & Gunderson , 1977; Orend , Stroad , & Michaels , 1976; Brun i et a l . ,
1975; Drexle r , 1975; Bowers, 1973; Drexler & Bowers , 1973; Stoloff et al.,
1973; Lockman et al., 1972).

2. Pay and Promotions. Inconclusive results have been obtained
from research on these two variab les. Generally, a negative relationship
has been found between pay/promotions and turnove r (Friedlaitder & Walton ,
1964; Ronan , 1967; ll ulin , 1968). Similarly, in several sJlitary settings ,
general economic conditions and pay increases were found to influenc e re-
enlistment behavior (Lockman & O’Ne ill , 1973; Lockman et al., 1972). Tellv ,
French , and Scott (1971), howeve r , did not find any significant relation-
ship between perceived pay/promotion inequities and turnover. On the other
hand , Knowles (1964) reported that the extent tc which expectancies about
pay were met was a better predictor of turnover than actual pay.

Perceptions of Immediate Work Environment. This heading includes
the effects of supervisory styles on employee behavior. Turnover was
highest for work groups who rated their supervisors low in consideration
(Fleischma n & Harris , 1962; Hulin , 1968). The more perceived inequity
in treatment received from supervisors , the lower the satisfactions and
the hi gher the resultant turnover (Tell y et al., 1971; Stoloff et al.,
1973).

4



l’ eor re t at i o n s h t i po a Isa IL’ive been re lat ~~~~ t t+jr~o v+’ r . The inp o tance
of group cohesiveness i s  a I im it i ng dot err inant of  t t i r n o v c  r has been f o u n d
hy seve r-il in v e s t  i gators (Bowers , 11)7 3; Drc’xl or 4 Bowers , 1973; Lott & I. a t
1965; SLt’gd ill , 197 + ; Drexler , 1075; Farris , 1 971; Terhorg, Liotore , &
DeNi nno , 1976) .  P o r t e r  and Steet ’s (l ’)73), however , repd)rt both (onf i rriog
and disconf irming evidence regardin g the i n p I r t  i n c  of peer relationships
and turnover .

Percep t ions  of Job Asje’ to . Within the job i t  self , aspects such
as task  r e p e t i t i v e n e s s, ~ob ch a l l e n g e , bo redom , r u t  n o m v , an d f e e d b a c k
have been associated with turnover (Hackman & Lawler , 1971; Hackm.-in &
Oldha m , 1975; Guest , 1955; Wild , 1970; Orend et al., 1976).

Conc los ions

Caut ion must be exerc ised when interpret ing the results 1 man y
of these inves t ig a t i o n s .  Since many of the findings a r e  based on j~~~:t hoc ,
descri ptive data , only l imited inferences and 4 en e r a l i z at i on s  can be d r a w n .
Furthermore , data have typically bc-en collected at only one point in t ime ,
usua l l y 2 years  or less p r io r  to EAOS , after most attritions have occurred .
Thus , p o t e n t i a l ly  v a l u a b l e  i n f o r m a t i o n , such as tha t c o n c e r n i n g  i n i t i a l
motiva t ions and changes in attitudes , was not available for either .tttrites
or nonattrites. Furthermore , these variables have traditionally been
assessed from a u n i v ar iat e  pe r spec t i ve so tha t shared variance between
variables has not been considered . Thus, tit - variance accounted for by
each of these variables ma n’ have been artificially inflated. Although
outcomes  using these procedures  have sugges ted  i m p o r t a n t  relationships
w i t h  a t t r i t i o n , they  have added l i t t l e  toward u n d e r s t a nd i n g  the tu rnove r
process  and how it may be m o d i f i e d .

M i l i t a r y  Turnover  Modei

A conceptual model , developed from the findings described above , was
utilized to investigate the combined , interactive effects and relative con—
tribut ions of both individual and organizational variables as they impact
upon attrition/retention (see Figure 2). The need for such an approach has
been suggested by many investigators (Porter & St eer s , 1973; G o o d s t a d t  &
Glickman , 1975; Mobley et al., 1977; Sinaiko , 1977; Lao , 1978). The model
employed was based on a generalized expectanc y model of organizational behavior
that assumes tha t work—related behaviora l choices can be predicted from (1)
the valences attached to various role outcomes and (2) the subjective assess-
ment of the probabilit y of attaining these outcomes (\‘room , 1964; Cam pbell ,

• D u n n e t t e , Lawler , & Weick, 1970; Heneman & Schwab , 1972; Mitchell , l9~ 4 ;
• Locke , 1975).

In the present stud y, the expectancy model was used to tssess the rela-
tionship between various work—related outcomes and tu rnover  behavior . In
these assessments , it was hypothesized tha t the behavioral choice to stay in
or leave the Navy depended on the value of each work outcome and the expec-
tancy of ob t a in ing  tha t ou tcome w i t h i n  e i t h e r  a Navy or a c iv i l ian  env i ronmen t .
For example , if the  d e s i r a b i l i t y  of  “having supervisors who are help ful”
def ines  the  value  of one work outcome , then the produc t of this value and
the  l ikel ihood of o b t a i n i n g  i t  in the  Navy would , in p ar t , measure  the
attractiveness of the Navy as a role choice. Attractiveness ratings 

for5
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these outcomes can then be combined to pro duc e  an index f cac t i  i n d i v i d u a l ’ srole s t r e n g t h  fo r working  w i t h i n  e i ther  a Navy or a civil ion e n v i r o n m e n t .Direct comparisons between th e attractiveness of these two environments
can thus be made (Schneider , 1976; Mitchell , 1974;  Thibaut  & K e l l e y ,  1959)to assess d i f f e re n c e s  in the  at t r a c t i v e ne s s  of t he  Navy as a role choicefor r ec ru i t  training attrites and nonattrltes. Furthermore , because f thel o n g i t u d i n a l  design being employed , changes in the a t t r a c t i v e n e s s  ratingscan be assessed over time .
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FIGURE 2. RESEARCH MODEL OF MILITARY TURNOVER



METHOD

Subjects

Subjects consisted of 4911 enlisted personnel who were tested on th~~ir
fourth day of recruit training in June or July 1977 . The distr ibut io+-i of
these subjects by recruit training center is shown in Table 1.

Tabl e 1

Distribution of Subjects by Recruit Training Centers

Number of Recruits
____________________________________ Percent of

RTC Male Fem ale Total Sample

Great Lakes 2228 0 2228 45.-,

Orlando 1 528 214 1742 35.5

San Diego 941 0 941 19.1

Total 3697 214 4911 100.0

Measurement  In s t r u m e n t

A questionnaire (see appendix) was developed to collect data on individua l
(personal) and organizational (envir nm en ti l) factors . Items desi gned to
obtain these dat a are discussed hel w .

• individua l t~ rs

• D no+~r,iuh u s .  Items were inc laded t ob t a i n  da ta  on r e sp o n d e n t s ’
age , sex , educ ,it L u  level , and m a r i t a l  s t a t u s .  (Data  on AFQT and race
were collected from the Enlisted Master Ta1e .)

Mot iva t ions f o r  J o i n i n g .  N i n e t e e n  i tems , h osed on results of inter-
views , pi1~ t d a tu , and previous research , were included to assess the in-
fluence of various fac t ro on decisions to join the N a v y . Responses were
scored on a 5—point Likert—type scale that ranged from “No Influence” to

• “Strong Influence .”

I n t e n t i o n s ,  E xp e c t at i o n s ,  and General Attitudes. Fifteen items
were i n c l u d e d  to assess respondents ’ i n t e n t i o n s  ( e . g . ,  to comp l e t e  enlist-
ment), expectat ions (e.g., of boot camp), arid general attitudes (e.g.,
amount of thought given to enlisting). Responses to these items were
made on a 5—point Likert—type scale tha t ranged from “Creat in Disagree ” to
“Greatly Agree.

” 9



• •

Persona l i t y  Attributes. ti ’ , t t ~~ t ’ of up ic ~ ‘ 1 i uui i t i t  i on s , a mod i f  j e t
v e r s i o n  of R o t t e r ’ s I n t e r na l  i t y—Extu’ r n u l i tv  ( I — F )  Locus  of  C o n t r o l  scm I
(IOta ) was included . It consi ste t  of t h e e i g i u t  items with the highest
reliability and va l idity indice s (Robinson & Shaver , 1 969). Individuals
wlic~ score on t h i t ’ hi t cr 11. 1 end of  t lie s ca l e  p roe  ive h a v i n g  some c o n t r o l
over events in their liv e s , and those scorin g on the externa l end , having
l i t t le  control. Each i t e e  ‘ ai sis te l of a dicho t omous response al t e r n m t i v e ;
sum b~ t’c t s  w e r e  t o  se l e c t  tha t alternative they most closel y agreed with .
Au index based on the sums of the l—E measures was computed : Low scores
inehicated “interna l” or i euu tat j o l t s ;  and h igh  s c o r e s, “e x t e r n a l  “ orien ta—
t lOt i S .

Organizat i ona •1 Factor s

Outcome Desirability Rat ings. Respondents were presented with a list
of 55 w o r k — o u t c o m e  v a r i a b l e s .  These outcomes  were s e l e c t e d  s ince f i n d i n g s
of previous research showed tha t t h ey  were r e l a t e d  to  (1) g en e r a l  organiza-
t iona l c o n s i d e r a t  i sis , such as pay po l ic ies  and g r o u p  size , (2) the immediate
work e n v i r o n m e n t , such as peer relationships , leadership , and habitabilit ’~’
cons i I e r , i t  ions , a n d / o r (3)  job  a s p e c t s , suc h as autonomy , repet it iveness ,
and role c l a r i t y .  S u b j e c t s  were aske d to i n d i c a t e , by means of  a 5 — p o i n t
Likert—type scale , the extent to which they would l ike to have the out-
comes associated with work situa t ions , in genera l. Responses ranged from
“Would Great ly Dislike ” to “Would Greatl y Like .”

Outcome Environmental Expectanc ies. For each of the 55 work out-
comes , suh~ ects were asked to indicate whether they would most likely
expect them t occur in Navy or civilian life. Responses were to be made
on m 5—point scale rang ing from “Much More in Civilian Life ” to “Much More
in the Navy. ”

P r o c e d u r e

O u R - s t  i onnai res  wer e  a d m i n i s t e r e d  to r e c r u i t  companies  d u r in g  the fourth
day of t he  f i r s t  week of r e c ru i t  t r a i n i n g .  The n u m b e r  of r e c r u i t s  w i t h i n
companies varied , as well as t h e  n u m b e r  of companies t e s t e d  a t  any  one
s es s ion .  For exampl e, company size r i n g e d  from 50 to  80 recruits.

)ui e st ionnaircs were presented Ic b o ok l  et  forma t , and responses were
r i o  r d e d  on machine—readab le answer sheet . I n s t r uc t  ions on how t o  com-

p lete the answer sheets were not onl y included in the booklets bitt were
also read t o  the groups at each testing session.

‘01!  I

1. Comparisons were made between responses made by attrites and non—
i t t r i t e s  to  i d e n t i f y  any d i f f e r e n c e s  between the two groups .

2. Role attraction and role force indices were computed for all
siu b~ ects. The role attraction index was determined by summing the cross
products of the subject ’s outcome—des irability ratings and the outcome—
e x p e c t a n c i e s .  In t h i s  m a n n e r , a repr u sentat ion of the relative role

10
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strength for being in the Navy was obtaitied . A positive score indicat ed
a positive attraction for being in the Navy; and a nega t ive score , a nega-
t iv e  at t r a c t i o n  ( i . e . ,  the civilian environment was perceived as more i t —
t rac t iv e ) .  Values fo r  t h i s  index p o t e n t i a l l y  ranged  between scores of
—110 to +110. Zero values would indicate no preferential attraction for
working either in the Navy or a civilian environment. Role fo rce  in d i c e s
were based on the individua l ’s attraction index weighted by his stated
i n t en t ion  to comple t e  h i s  e n l i s t m e n t , to c o m p l e t e  r e c r u i t  t ra in ing ,  and
to reenlist .

3. To determine the combination of variables that best predicted
recruit training attrition , a stepwise multiple—re gression was performed
using attrition/nonattrition as the criterion , and organizational and
personal variables as predictors.

4. Records for attrites were analyzed to determine the reasons for
their  a t t r i t i o n  and when tha t  a t t r i t i o n  occurred .

11



RESULTS

Of th e  4911 s u b j e c t s  vito were t e s t e d  on t h e i r  f o u r t h  1a~ of r e c r u i t
t r a in i n g  in Juii e or Ju l y 1977 , 42 8 (417 male s and 11 f e m a l e s)  or 8 . 7 per-
cent at iri red , and 4483 (4280 mal es and 203 females) or 91.3 percent re-
mained  on d u t y .

Measurement Instrument Data——Attrites vs. Nonactrites

Individual Factors

Demograp hics .  Table 2 , wh ich  compares demograph ic  da t a  fo r  a t t r it e s
and u o n at t r i t e s , shows tha t  a t t r i te s  had less fo rma l  educat ion , were more
likely to be married , were sl ightl y old er , and had lower AFQT scores than
nonattrites. However , no significant differences were foun d between the
two groups as to sex , race , or location of recruit training center.

Motivat ions for Joining . Table 3 compares responses of attrites
and nonattrites on i t ems  assessing the i r  motivat ions for  joining the Navy .
As shown , i n  most cases , the rank o rder ing  of the mo t iva t i ons  l i s ted  was
the same for both groups.

Both groups felt that the most important reasons for joining the
ha\’y d~ al~ wit~i opportunitie s to obtain specific individual outcomes (e.g.,
skills , education , opportunity to travel , job security, and benefits).
When considering the amount of influence these factors had on enlistment
decisions , i t  can be seen that  the a t t r i t e s  we re less s t rongly i n f l u e n c e d
by them than  were the nonattrites. Converse ly ,  the factors that had the
least amount of reported inf luence  for  jo in ing  the Navy were more influential
in the enlistment decisions of the attrites than of the nonattrites. These
influences reflected responses to environmental events (e.g., trouble within
the family, no thing else to do , lack of a job , or the influence of a recruiter).

To determine whether the motivations for joining the Navy reflected
any basic cons tructs, a factor analysis using a varimax factor rotation
was perf ormed . Table 4, which provides results of this analysis , shows
that three basic factors emerged , which accounted for 81.8 percent of the
variance. The first two factors reflect different types of personal acquisi-
tion needs. The first factor , “maturity, ” suggests the need for intrinsic
outcomes that respondents feel the Navy provides ; and the second , “self—
improvement ,” the need for tangible or objectively measurable outcomes .
The third factor , “situat ional—environmental ,” on the other hand , repre-
sents external, situational , or environmental events that motivated
respondents to jo in  the Navy . When t h i s  In f o r m a t ion is related to the
results shown in Table 3, i t  becomes apparent that r ec ru i t  t r a i n i n g  at t r it e s
were more influenced to join the Navy because of external or s i t u a t i o n a l
determinants; and nonattrites , by acqu i s i t ion—needs , bo th  tangib le  and
intangible in nature .

13
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Table 2

Comparison of Demographic Var iables  fo r
Attrit es (N = 428) and Nonattrites (N = 4483)

Va riable Attrites Nonattrites df
(7.) (7.)

E d u c a t i o n  4l .59** 3

Less than high school 28.5 16.6
CEO 8.4 6.2
High school 55.7 67.8
More titan hig h school 7 .4  9 .3

Total  100.0 99 .9

M a r i t a l  S t a t u s  14.78** 2

Never married 90.0 94.4
Marr ied  8.1 4.1
Previously married 1.9 1.6

Total 100.0 100.1

Sex 3.09

Male 97.4 95.4
Female 2.6 4.6

Total 100.0 100.0

Rac e 2 .39 2

Caucasian 85.8 85.3
Negro 9.9 11.3
othe r 4.3 3.3

100.0 99.9

R e c r u i t  T r a i n i n g  Location 5.46 2

San Diego 32.2 18.0
Orlando 31.i 36.0
Great Lakes 36.2 46.0

Total 100.1 100.0

Mean S .D.  Mean S .D.  t

AF’QT score 51.14 16.14 58.58 17.82 8.66**

A ge 20. 0 3.61 19.64 3.32 _ l .97*

~ote . Totals do not ;ml w u v s  equal 100 percent due to rounding.

“ .05
.- .01
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lab l e 3

comp ari sOn of Motivat ions for Jo tuiL n~ the Navy for
At t r it es (N — 428) and Non at trite s (N 4483)

Per centage Reporting influence Level

No or Much or
Mo tivation for Joining Group Li ttle Some Strong Mean5 S.D .

To le arn a skill Attr i te 13. 7 16 .4 69.8 3.93 1.27 5.48k
Nonattrit e 5.0 12 .5 81.5 4.27 .98

To get an education Attr it e 19.0 22.6 58.3 3.66 1.34 7.09*
Nonattrite 9.3 16 .6 76.0 4.14 1.10

To trav el Attrite 23.1 23.1 53.8 3.48 1.33 5.45*
Nonatt rlt e 11.9 23.1 65.0 3.84 1.14

Job sec urity At trlte 29.5 20.6 50.0 3.32 1.43
No nattr jte 19.1 23.0 57.9 3.60 1.35

Benefi ts (financial , A ttr i te 26 .9 25.5 47.7 3.30 1.33 4 .22 *
medical , insurance) No nattrite 17 .0 28.5 54.4 3 .58 1.18

Time to decide what I Attrite 31.8 23.9 44.3 3.19 1.47 2.60*
want to do with my l ife No rta ttr tt e 26 .1 24 .2 49.7 3 .39 1.35

To develo p a sense Attr it e 29.5 25.8 44.8 3.19 1.36 2.77’
of responsibili ty Nonat tr ite 21 .0 27 .0 50.0 3.38 1.23

To be part of A t t r i te 36.2 25 .9 37.8 3.00 1.38 4.66*
something important Nonat tri tc 25. 2 28.4 46.4 3.32 1.25

To serve my country A t trit e 38.1 33.9 28.1 2.87 1.28 2.66*
Nona ttrite 27 .9 42.0 30.2 3.04 1.12

To mature Att r ite 42.7 26.3 31.0 2 .77  1.37 3 .55 *
Nonattrite 34 .9 27.8 37.4 3.00 1.30

Want naval career A ttr i te 48.6 21.9 27 .5 2 .64 1.42
Nonat tri te 35 .4 31.0 33 .5 :.98 1.32

cuing to sea A ttrite 49.8 24.9 25 .3 2.57 1.41 3~~~ *
Nonattr i te 4 :.  7 2 6. 7  3 0 . 5  2 . 78 1. 3 4

To ge t away from home A ttri te 58.9 23.2 17 .8 2.25 1.30 .90
Non at tr i te 58.1 24.2 17.6 2 .31 1.23

My recr uiter Attrite 51.5 23.3 25.2 2.57 1.39 _ 4 .2~ *
Nonattri te 60.5 23.6 15.7 2 .27 1.19

Diffic ulty in finding A t trite 51.7 17.2 31.1 2 .57 1.57 _ 3 ,85*
a civilian job Nonat irite 61.3 15.9 22.9 2 .27 1.43

Advice from family A t t r i t e  61. t~ 19 .3 19.1 2 .25 1.34 —1.69
member s Non n t t r ltc 64.0 20.7 14 .9 2 .11. 1.24

F riends At t rt t e 71 .1 16.5 10.4 1.89 1.17 — 1 . 7 2
N on a t t r lt e 76.3 15.3 8.3 1.79 1.08

Had nothing better A ttr it e 68.5 17.8 13 .6 2 . 0 3  1 .28 _ 4.64*
tO  d o . ia t t r j t ’  78.9 12.3 8.7 1.7 3 1.10

Trouble w i th famil y ft t t r i t e  77.4 11.0 11.6 1. 75 1.23 _ 4 .66*
members 5 uut . u t i t r l t c  87.1 7.5 5.4 1.47 .94

“Based on 5—point s .ilt (1 — No inf l uen c e; 5 Strong Influence)

.01

15



0
•.-4 OD ro r~~ -,~ cci ~r, os O~ r-.. I- . sf C
‘0 r- r— ~D Lfl -~zt —CI’ CO CO CO CO (0
ci
0
‘-3

03
0
0
Ci

0
‘r4
‘-4 U)
“-4 0 0
0 •,-l ci

-‘-4
to U) ‘— 4
00 5 ‘—Io o ci 5.

- ‘-4 ~D. C) U)
0 U) ..4 

~.4 C) U)
“-4 0) -o ~ 0o ij 0) ,0 O c i  0)
-) S

O t4.~ 03 0 0 0  ‘-4
C-. ~ 0 -o 0 ,—4 ~.l C

(0 ‘ii 0 5  ~-. t. ’o 0
~ U) ~~~~~ ‘—4 0)0 ~~Cl) ~‘~4 0 ‘—~~- ‘ o  ~C 4-I Ct) —~~ c O 5  E ‘~~~4-~ Cio C~) U) • ,-~~~0 c i  ci 0) 5’Z ~~~a o o o  ~~~41 Ci ~s U ) ’0 • , l id .,-4 41

—Zr ci ~ i E ol tO 0
5’ 0~ •,-4 c8 ~-

‘ 0 4 . J 5 > ~ 5
0) ~~~ 0 0 )  ~~ C i. • -~~~a

—i C-~ a C ci U) C).) J ~~ ~~4 r—4
.0 0 W~~~ 0 ) -  41 U)~~~~~4-1 a ~Hci Z 5’~~j  aJ C0 4-) .r-4 C U 0 C ) 0 0  CO
1-4 0) Ci U) 0.) Q) C)-1 0 0 W c i ’~-4

‘0 5 ,— 00 0) ‘~-4 03 ¶.d ‘4-) ‘00 .0 5 5 ’ .~ 4 ~~~~ 0)
0 0  0 0 0 0 3  ‘0~~ .d 5’~~ci~~~ ~j

(0 H i—I ‘~) H E - ’ 4 ~~~ ~~~~~~~ ‘-4
U) 0.5-. 5

0
ci C)ci
-‘0 0

0
41

41o C)
1’•. 0)

‘-C
.0

ci
4_I (0
C
03 (0
S C
C -co
i-C

41 .,-4 ‘4-)
0 5’ 0
0 0

ii 0
0 0) I 0
4-i 5’ ,—l (0
O 0 (0 0
Ci i-I 0 0
l~-I 5’, 0. 0C ‘r (0

- --I --4 0
I ci

a S
41 ‘— 4 4) 0
Ci 0) 0

Cl) Cl)
‘0
03
U)

-~ -s
5—) 5—)

‘—4 (0

lb 

~~ - -~~~~~~~~~~ --~~- —-
~~ 

.--
~~~~~~

- - “-- -------- --
~~~

-- - - --
~~~



~~~~~~~~~~~~~~~~~~ -~~ -~~
_ 

- - 
- -

Tntentions , Expet-tations , and General Attitudes. A comparison of
responser  of a t t r i te s  and nonattrltes to i tems assess ing  c e i i e r a l impress ions
and at titudes toward the Navy is shown in Table 5.

1. I n t e n t i o n s .  As shown , the responses of a tt r i t es  d i f f e r e d  sig-
nificantl y f r o m  those of the  r ionat t r i t e s  on a l l  f i v e  i n t e n t i o n  i t e ~~s . The
la r ge $t difference occurred for the item concerning intention to comp lete
one ’s enlIstment : 91 percent of nonattrites agreed with this in~ en t ion ,
compared to 61 percent of a t  t r i t e s .  S i m i l a r  r e s u l t s  were found  f o r  t h e
Item on intentions to comp ’ete boot camp . For the item on intention of
having a naval career , howeve r , attrites reported more disagreement and
less uncertainty about their intentions than did nonattrites. Further ,
attrites agreed more often than nonattrites with the intentions “n t  to
reenlist ” and “to leave the Navy if i t  were possible. ”

2. Expectations. Al though items concerning recruiters are not
strictly considered to be expectations items, they were included in this
category because information supplie.i by recruiters was assumed to affect
recruit ’s expectations of boot camp and the Navy. Table 5 shows that a
larger percentage of attrites than nonattrites indicated that their re-
cruiters had not been truthful and had not supplied sufficient information.
Further , a larger percentage of attrites than nonattrites expected to do
more desirable things in boot camp , felt that boot camp differed from their
expectat ions, and expected the Navy to be a continuation of boot camp . These
d ifferences occurred despite the fact that most of the nonattrites also
found boot camp to be different from their expectations.

3. General Attitudes. Attrltes reported being less satisfied with
the Navy than were nonattrites. As far as enlistment decisions were concerne i ,
attrites indicated they had given less thought and were more uncertain
about why they had made tha t decision than were nonattrites. Similarly,
attrites regretted having made the decision to join the Navy and thought
more about leaving than did nonattrites .

Personality Attributes. No significant differences were found between
responses of attrites and nonattrites to the locus of control items .

Organizational Factors

Outcome Desirability Rat ings. Table 6 presents the 55 work outcomes
according to their overall desirability ranking indicated by the total group .
Overall , when differences between groups occurred , attrites generally
responded more negatively than did the nonattrites. The most desirable
outcomes generally were rated more positively by the nonattrites, while
the least desirable outcomes showed no differences between groups. Yet ,
for the remainder of the less desirably rated outcomes , attrites responded
more negatively than did the nonat~ rites. For the middle range outcomes ,
nonattrites were generally more positive than were the attrites .
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T a b lc  S

Compa r i — . o s i  sO t n t c n t  iona . Exp ect at  ions , and General At t i t u s l e s
I s s w i r s j  t he  Navy  of A t t r i t e s  (N — 428)  snd Nun ~ t t  r i t e s  (N  — 4 483 )

Percentage of Recruits ~,eporting
5

Item Group Uisagree Uncerta in Agree Mean
h 

S.D.

I ntent t une

To c omp le t e  , - n h l s i , n & • n i  A L t r l I t -  4 9 . ’., 1 9 . 2  6 1 . 1  4 . 16 1 . 46 l 2 . 7 l ~N o n d I t i r I t , -  3 . 2 5 . 9  90. 44 4 . 68 .80

lu co,cp l e t e  bout c -ornp A t t r i t s -  16 . 3  4 5 . 9  6 7 . 1 1 . 95 1 . 45 1 0 . 7 M m
Non a t t r l t , -  0 . 2  4 . 1  92 . 4) 4 . 7 2  . 8 ( 4

To (aVe nava l career Ai tr i l L -  41 .1 3 9 . 3  1 9 . 6  2 . 5 4  1 . 3 5  7 . 2 4 *
N o n a t t r ( t ~.- 2 4 . 0 S 3 . €. 2~~.2  3 .03  1.15

Not to r e e n l i s t  A u n t s  20 .4  4 1 . 3  3 8 . 3  3 . 3 3  1 . 3 7
No n a t t n t t e  24 .6 56. 4 18.9  2 . 9 2  1 . 42

Would leave I f  possible  A t t r l t e  3 6 . 7  2 5 . 2  38 .1  3 .0 1  1. 5 7  _ 1 2 . 2 - . *
N o n a t t r i t s -  6 5 . 6 20 .4 14 .1 2 .05  1.2 8

E~~~ect at ton e

R ecru i te r  was g e n e r a l l y  A t t r i t e  45 . 0  17.1 37 .9 2 .8 4  1.49 4 63*
t r u t h f u l  N o n a t t r t t e  30 .0  15 . 7 4 8 . 2  3 . 1 9  1 . 3 9

Expect to do thing s in A t t r l t e  13.8 1 3 . 1  7 3 . 1  4.04 1 . 2 9
boot camp I do not like N o n a t t n i t e  8 .8  9 .6  81.6 4 . 2 6  1 .08

Many things recruiter Attr ite 15.2 7.7 7 7 . 1  4.10 1.32  _4 . 41*
did not discuss N on a tt nlt e 21.3 9.3 69.4 3.80 1.40

Boot camp really like Attr ite 45.6 33.4 21.0 2 .53 1.29 _ 4 ,56*
the Navy N on attn ite 55.6 31.9 12.5 2 .24 1.11

Boot camp differ ent A t t r i te 12.1 11.0 76.9 4.12 1.20 _4~ 57*
from ex pectat ion N on att r i t e 20.9 ~ 7.7 71.5 3.83 1.34

Gen eral A tt l tude8

Gave much thoug h t  to A t t r i t e  22.1 14 .8 62.7 3 .62 1.42 8 . 5f ~
enlisting No n at tr i te 9.6 8.6 81.9 4.23 1.08

General ly satisfied At uni te 40.2 22.7 3 7 . 2  2.90 1.39 7 ,91*
so f ar N o na t tn i r e 24.6 19.9 55.5 3 .45 1.23

Do not kn ow why I A t t n i t e  5 2 . 1  16. 1  3 1 . 8  2 .6 1 1. 5 8  — 1 0 . 0’~
joined N o n a t t r i t e  76 .9  9 .4  13. 7 1 .82  1 . 2 3

Re gr et j o i n I n g  tI,t’ At u rit . 41.6 2 2 . 9  35 .5  2 . 8 7  1 .5 6  — 1 1 .  19*
Navy N o n a t t r i N  70.0 1 7 . 6  12 .4 1.~49 1.18

Th ink ,c t ot abou t A t t n i t s -  3 5 . 5  1 1 . 1  4 7 . 4  3 . 1 1  1 .5 4  _ l l . o 3 *
log out I’I O f l f l t t r  I t s  64 .9 11 .0  2 4 . 1  2 . 2 5  1.36

autsagr ee percentage s r e f l ec t  “Gre a t l y Disagree ” and “Some Disagreement ” responses; and agree percentages ,
“Great l y Agree ” and “Some Agi~~eme nt ” responses.

bBaeed on 5—poin t  scale (1 G r e a t l y  Disagree , S — Gre a tly Agree).
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i n  an  a t  t i5mp t t o  (l i t e r os inc whi,- t 144-r t his 55 w o r k  ‘~~s I or Si  ‘-. .old r S ssed
(4r ’g.tn i zat lona I v i i ’ i , i b l  ~~~— O t i s ’ Ii  as c i  irfl~it &~ dUd j o l i  dimensions , a t d t ’  t s ~ r

j I L L 1  vsis using a varima x factor rotation w .s s 5 5 - r  f o r m e d  on t h e desirabil ity
rat ings. Four primary f ,sc- ~ s t r O  

• 
w hirhi ~ccssi, n ted for 90 .4 p55- ri en t of th e

v , I r i . I n i ’e , emerged . As showis in Table 7, tile most import ant fsiet r reflects
‘ 1 5 1  c ( 4 m ( s conc-er rw d with sa t i s fy i ng  va r ious  self n e e d s ;  that is, outComeS
in which the i n d i v i d u a l  bene fited personally. These outcomes generally were
eval uated positivel y (see Table 6), and cu t a c r o s s  a v a r i e t y  of organizational
factors (i,e., general considerations , immediate work environment , and job
.Ispects) . The nex t  most important factor concerns d i s c i p l i n e d  superv is ion

‘ I S I  comes , which were evaluated on the undesirable end of the continuum ( T a b l e
6 ) .  The out omes r e l a t e d  t I C  job autonomy and interpersonal relationshi ps
werC rated within the moder ate , although slightly desirable , evaluative range S

Outcome Environmental Expectanc ies. Table 6 also p r o v i d e s  respon-
den t s ’ e n v i r o n m e n t a l  expec tanc ies  ( c iv i l i a n  or Navy) for the 55 work out-
comes. ~enera1ly, more nonattrites than attrites expected work “stcomes
rated as either most or least  d e s i r a b l e  as more l i k e l y  to occur in the
Navy than in civilian life. Further , nonattrites expected the m a j o r it y
of the outcomes rated most Slesirahie to occur within a Na\’\- environment
to a greater extent than did the attriteo . As shown , 1)5 th groups generally
expected  the  outcomes  r a t ed  as least  des i rab le  to occur within a Navy
env i ronmen t ;  however , fo r  many of these o u t s - ,C m t ’s , a significantl y greater
p e r c e n ta ge  ~sf  nonattritc~s than attrites expected them to a- d I r  in the Na’, ’:,

Role A t t r a c t i o n  and Force indices

A comparison of the role attraction index (i.e,, the relative att ra —

t iveness  of the  Navy as compared to civilian work environments) and role
force indices (motivations to remain in the N,ivy) determined for the t w o
groups is provided in Table 8. The role attraction index was based on
the sum of each of the 55 outcome desirab ility measures multiplied by
their respective environmental eXpectanl - ies (i.e., Na’5”- ’ or civilian).
The more positive this measure , the more attractive the Navy was per- -e ived
as a role choice. As shown , the Na’. ’-’ was perceived as more attractive
by the nonattrites than by the attrites , desp ite the fact tha t the indices
for both groups were relatively low.

The role force indices were based on the role attr i tion index multiplied
by the various role intentions. As shown in Table 8, the role force indices
were higher for the nonattrites than for the attrites , which suggests
tha t their motivations for completing boot camp, completinc their enlist—
men t , and reenlistirig were stronger than those of the attrites .
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Tabl e 7

Fact S ,r Ana l - -s ols of  Outcome r)esii-abilltv Ra I l S) 0 -

Factor (Omp0000t Lead ir ,,

1: Self Needs Good W o r k i n g  (‘.ond lt i I I r is .83
Good ~sala ry
Good Benefit s 67
Chances to be t te r  myself  

-~~~~

Being treated In a lair manner .64
Superv tsors /1eaderss who think of me as a per son .62
Helpful ~uperv isor s/1eader s
Interesting work/job du t t es
Treated w i th respec t by l e a d e r s/ s u p e r v i s o r s  .61
H a v in g job se cu r i t y
Knowin g exactl y wh at I ’m expected to do ,hr l
Able to talk and work wel l w i th nther s ~~‘fl

Lea rning skills that will be useful later in my life .58
I~~ roving the q u a l i t y  of my li fe .57
Regular pro me tlorta and advancement .56
Good leader ship/supervi sion ~54
Treated with respect by fami ly and frienda ,53
Sup erviaors/leaders who set examples for others to follow .52
Getting credit when I do my work duties well .51
Opportunity to have privacy
Doing the type of work I want
Able to question supervisors/leaders about what they want me

to do , 43
11: Discipline , Supervision Following strict rules of behavior ‘I-

Following strict rules about the way I look and drese
Told exac tly what to do 60
Working in close quarters with others .46
D i s c i p l i n e d  for poor work .43
Superviso rs/leade rs who watch  their workers  c l o s e l y  .42
Doing hard physical activity .42

III: Job Autonomy Able to set my own pace in getting my work done .62
Freedom to set my own work goals .58

IV: Interpersonal Relationshi ps Cow orkers who are helpful on the job .59
Friendl y feelin gs between coworkers .53
Supervisors wi lling to liaten to my problem s .47
Meeting and making new friend s .41

on responses of 4873 subjects who completed all items on outcome detoi rahi li tv .

_ _
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Coup i r I O S ) I ’i i i  f kole At i. r i ’ - ion :iiid
Force Indii ’ i-s b r  A l t r i t e s  -md N S I I I , t t t  r i t e S

Ind ex ( 4 r 5 S u p  Mean S.I). N t

1~o1e A t t r a c t i o n  A ttrit e 7.13 2~~. 12 4 1 2  7 . Q~~
N o n a t t r i te  17 .53  2 4 . 0~ 4 4 1 2

Role 1-’o r ce :

To comdiete enlistment Attrite 46.85 114. ’i3 411 6 77*
Nouat trito :ib.91 114 .31 4410

To reen li ot Attrite 11.35 l”~1.~~3 410 5.s6*
,5onat trite /1.01 73 .g8 ~4C1I4

Ts,r complete recruit tr--i ining A tt rit e 1,6.43 ll (s .50 4 1 2  6 . h d *
Nonattritu ‘lb.4~ 115. 41 4410

~ .01

~ r ed ictocs  of A t t r i t i o n  in R e c r u i t  Train ing

To determine the combination of vi ri ,ib 1 es that best predicted recruit train—
iu~-, attrition , the total sample for which all the data was complete (N 41,17)
was randomly divided into i two—thirds valid it ion samp le (N 26 s ’s) and a
one—third cross—validation sample (N 1511). A st e ~~w iso  mul ti ple—r e~’ression
analysis , using attrition/nonattrition as the criterion and the personal
and o rgan iza t ional  var iab les  as the predictors was then per formed on the
val idation sample. Results are prov id ed in Table 9, which li sts the eig ht
best predictors in the order in which additional or unique information is
c o n t r i b u t e d  by each subsequent predictor . In order to assess the stability

5 
of these predictors in explaining t~Ic variance of t4e c r i t e r i o n , 1 C T O S S —
validation procedure was performed for the smaller  sample in which the
same composite of predictors was correlated with the criterion. Piffert, n”es
in the multiple correlation for tite validation and the cross—validation
samples  indicated tit e amount of ~~~~~~~~~~ or deere iso in accountable vari-
ance tha t resulted by usin°, t h e same pred ic tors on this ssa- r n l  sample .
In general , the less the shrinkage , the more s imi lar  t h e  m u l t i p l e  cor rela-
t ions  m d , consequentl y,  t i e  more stable t h e pred ic tors.

As shown in Table 9 , t h e  e ight  best p r N t i c to r s  e l i ci t e d  a m u l t i p l e  c-~r r ’ —
l-t t~ on of . 37 , which accounts for approximately 1 - ’- percent of the varianc e

— 
in recruit training attrition. (The multip le R for the cross—validation
group was .29.) The best ind ividual predictor of recruit training attri-
tion behavior was tile stated intention to complete one ’s enlistment (II =

.30), which accounts for approximately 9 percent of the variance. Thus,
recruits who indicate that tise\’ do not intend to complete their enlistment
are more likely to attrite than those who ind icate that they do intend to
co rp i e t e  their enlistment.

26
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Table 9

Results ot Stepwise Multi p le Regression Anal ysis for
Attrition Behavior Performed on Validation Samp le (N = 2656)

Simple R Mu lti ple
Predictor R Square R

Intend to complete enlistment — .30 .088 .
‘,()

Navy provides a chance to travel — .21 .108 .33
Intend to complete boot camp — .26 .116 .34

Navy provides  o p p o r t u n i t y  to do something
impor tan t  for  my country — .20 .122 .35

Regret joining the Navy .23 .127 .36

Marital  s t a tu s  .06 .131 .36

Level of educat ion — .09 . 135 .37

Chances to  b e t t e r  myself  — .17 .138 •3 7
a

Note. Order of predictors is in terms of additional and unique variance.
a
Nultiple R for cross—validat ion sample (N = 1531) .29.

Reasons for and Time of Attrition

The Recruit Training Centers were requested to provide information on
administrative reasons for attritions occurring during the period from June
through October 1977. Reasons provided were analyzed and grouped into eight
major categories. Finally, the reasons why attrites in the present samp le
separated from the Navy were “matched” with these categories. Results are
prov ided in Table 10, wh ich shows that the majority of losses——almost 38
pe rcen t——was  due to “military ” reasons .  This includes “ lack of mo t ivat i on ”
( 2 9 % ) ,  “nonadap tab il ity ’ ( 8 .6 % ) ,  and “functionally inadequate ” ( 0 . 2 % ) .  The
second most important cause of attrition was “psychological” reasons , which
includes “personality disorders ” (20.6%) and “situat ional reactions ” ( 1 . 9 % ) .
Combining these two reasons , it can be considered that most attrition——60.4
percent— —is due to acjditudir-ia l and/or motiv~ c ional problems . Additiona l ly,
about 17 percent attrited due to “medical” reasons , primarily for orthopedic
problems ( 7 . 5 %  of t o t a l  a t t r i t i o n ) . The ma jo r i t y  of losses due to “a c a d o : u i c ’
reasons re f l ect ed problems with reading skills.
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l~ible 10

Ns -asoiis f o r  k - ~- r s s  it Tra ining At t r i t i o n s  ( N  42 8 )

A tLrt te s

Reason .~ is~h& r h’ t -r s i i

Militar y 162 37 .9

Fsvchol og ic~i l  Ye  2 2 .  5 
3

~e~l i c - u 1  7 3  1 7 . 1

Ac ,idemi c -
, 10 . 0

Co n v e n i en c e hI )  7 .0
F’riudu lerm t eul istmeri t 17

N n sw [in 4 . 9

I n  f i t  fls~ - -Os I 0. 7

Tot ii 1’~ 100.0

‘I - ih i e h I . w h i c h  p r c h s  ots -m ttr it i sstm fo r t i m e  var ~ous reasons as a ~ui1c t i~rn
of time , was sh-vetoped to le t e r rt inc if losses were concentrated in c e t t a i n
periods, if a pat tern ap ;e i r - ’d , app r p riat e s t e p s  could be taken to count.

~is~ t pr oblems o c c u r r i n g  dur jag p e r t  i n s t i l  t i me per  j s s d s .  As shown , the n.m ~or i t v
of a t t r i t i o n — — 5 5 . 1 percent—— ha l occurred by the  end of the fifth i~eek . The
lar g e s t  p e r c e n t . i g e — — l  ‘~~. 6 — — o c c u r r e d  d u r ing the f o u r t h  weeP , fo llowed b’.- he
I i t t h  and t h i r d  w e e k s — — 17 . 3  m d  16.1 p e m .  ‘at r e spec t ive ly .  The r e m a i n i n ’
w e ek l y  r a t s - s  w e re  c o n s i d e r a b l y  lower .  F u r t h e r , the t ab l e  shows that a t t r i —

t o n  due  to n i l  i t : I r~i r i -asons occur rc” h, primaril y during the fourth and f i ’ t i u
weeks; and t hose  due  to p s y c h o l o g i ca l  reason s , dur ing  the  t h i r d  and fourth
w.-eks.

Attriti on occurred for a period of t ime past the standard ~ w - s’ks of
recruit training. Recruits who remained in tra ining more than 8 weeks yore
cons idered  is “s e t ba c k s ” ; tha t is , they had to repeat or r’uaks ’ up p o r t i o n s
of traini ng t is ’v had missed . An examination of those who atti,ited mi ter 12
weeks showed P i t some of them had entered the N i v y  up  t o  7 months be c ore
t h e  s t ’ h y was - sn rn o n - ed . The largest percenta ge of these ind ividuals w~iS
attr it ’d due to med i r- al reasons. App -mrently they had incurred some long—
lasting discharge- able injury early in boot - a i t u p ,  -mod  were  not set ’  i r a t  c i  u n t i l
tb~~’i had r ece ived  necessary  h osp i ta l  i z a t  i t t , no icui l su p e r v i s i o n , or e t h e r
extended treatment.
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I) I SCIJSS J ON AN1) CONC LU S

M easu rement  I n s t r um e n t  l i a t a— — A t t i i l e s  vs. Nonattri tes

The r e s u l t s  d e m o n s t rat e d  c o n s i s t e n t  and o v e r a l l  d l f i u r s - u c e s  between r e —
c r ij i t  t r a i n i n g  g r a d u a te s  and at t r i te s  as earl:.’ as the  f o u r t h  day of t ra in iu- i
These d i i  f e r ences , whic h wore exh ib i t ed  for  almost a l l  of he i nd iv idual
f a c t o r u t  ( behav io ra l  i n t e n t i o n s , e x p e c t a t i o n s , and some d e m o g r a p h i c s ) ,  ~n _ ~
t i m e  expec t a t i o n v ar i a b l e s  of t he  o r g a n i z a t io n a l  f a c t o r s  i r e  discussed in
t i l e  f o l l o w i n g  p a r a g r a p h s .

In d iv i d u a l  F a ct o r s

)em ograp b i ’ s .  De m ogr aph i c  d if ierences were found between a t t r it o s
and n o n a t t r i t e s  in e d u c a t i o n a l leve l , AFQT s r e r o s , m a r i t a l  s t a t u s , and ace .
Most i mp o r t an t  in :1 pred ic tive sense , however , as found in the multiple—
regression analysis , were d i f f e r e n c e s  in m a r i t a l  s t a t u s  m d  level of educa-
t i o n .  These results were generally consistent with the results of man’.
p r e v i o u s  m i l i t a ry  turnover stud ies (Hand or a l . ,  1977 ;  Mobley  et a l . , 197R ;
Sinaiko , 1977) except  for  the f i n d i n g  tha t at t r it e s  were more l ike l y to be
marr ied t ii ,m n were nonattrites . Past investiga t ions generally assessed
attrition/retention behaviors at a point  in the enlistment cycle much later
than rccruit IL-aining . Since records show that the majority of enlisted
personnel are not married when they enter the  Navy, and f ind ings of previous
attrition studies show that those who remain or reenl ist in the N.lvv are
m arr i ed , it appcars  tha t m any ind ividuals get married while in the Navy .
The present find ings suggest tha t chose who are married when they enter
the Navy are more likely to attrite than those who are single when they

k enter and get married later. Thus, it appears t hu ’51 ind ividuals ’ perceive-i
responsibi lities to their family differ , depend ing on whether they were
married before or after entering the Navy .

Mo tivations for Joinin.~~ The moti’--i r ions for joining the Navy were
also different for actrites and nonattrites. The responses of nonattrites
indicated tha t they  were concerned wi th  obta ining specif ic  ind ividual goa ls
that they perceived could be attained in the NaVy . These goals included
l ea rn ing  usable  ski l ls, g e t t i n g  more of an e uu c a t i on , having t h e  oppor tun i ty
for training and travel , and helping to develop a sense of mat urity and
r e s p o n s i b i l i t y .  This finding indicates that having definite goals for
achieving spec i f i c  outcomes in the Navy is an important precursor to en—
l i s tn en t  -

The responses of attrites were more vague as to goal specification.
They were  less l ike ly  than the n o natt r i t e s  to know specifically wha t they
wanted . Their decision to join the Navy occur red  more as a r e su l t  of ex-
ternal or environmental influences (e.g., family trouble , lack of a civilian

- 
- 

job , and had nothing better to do) than of obtaining individual goals.
Since the enlistment decision may have represented another ’s aspirations
or influences more than those of the ind ividual , it may have been regretted
after it was made. Consequent lv , the only way to resolve this conflic t was
I-I withdraw from the situation; tha t is, to attr ite .
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t n t  ou t  ions, Expe ct at  ions~ and General At t itudes .

1 - Intent ions. As indicated prey jo siol v , di f~ ert u c s S were f und
b e t w e e n  ; m t t r i t e s  and n o n a t t r i t e s  f o r  n i l  of the “intentions ” items. Those
found in items concernine, intent ions to r e e n l i s t  and to leave the Navy
particularly supported the findings for motivations for joining discussed
above. That is, more attrites t h a n  n o n a t t r i t e s  i n d i c a t e d  t h at  they did not
intend to reenlist and would leave .

2. -;xpectation s . Both at tri t e s and nonattrites r~- p s r L e !  findin g
recruit training different from their expectations . However , the expecta-
tions held by attrites concern ing what they would experience in the Navy
were generally more negative than those held by nonattrites; thus , desirable
events  or outcomes were minimized in importance while undesirable events
were m a g n i f i e d . This may have r e s u l t e d  in nega t ive  a t t i t u d e s  and evalua-
tions by many individuals who eventuall y ittrited . This sugges t s  t h a t
attrites may not have been a d e q u a t e l y  p repa red  to cope with the environment
of boot camp .

3. General Attitudes. Differences in the general -ittitudes were
consistent in many ways with the findings for the mo t ivations for joining.
Nonattrites reported giving more thought to their enlistment dec isions
and were consequentl y more certain about why the y joined the Navy than were
the a t t r i t e s  Thus , a t  leas t , some individuals indicated that they knew
wha t they hoped to accomplish and obtain from the Navy. On the other hand ,
a t t r i t e s  were less cer ta in  about what they wanted to accomplish or what
t he i r  goals were , repor ted  b e i n g  less s a t i s f i e d , r e g r e t t e d  t h e i r  en l i s tment
decisions , and thought more about getting out of the Navy than the non—
attrites. These findings suggest the appropriateness of instituting a
counseling program fo r  individuals  who have not developed specific goals
fo r  themselves .  In this manner , guidance may be provided individuals who
are uncertain about their career goals and how these goals can best be met
in the Navy .

Personality Attributes. No meaningful relationshi p with attrition
was found for the locus of control personality attribute. It was expected
tha t internals would respond differently than would externals in relation
to attrition behavior , expectations of leadership styles , and performance
goals .  A l t h o u g h  the l i t e r a t u r e  repor t s  weak r e l a t i o n s h i p s  at  best  between
personality measures and attrition , the present results may be explained
by the finding tha t little variance was demonstrated for the locus of
control measure: A vast majorit y of recruits responded near the “internal”
end of the continuum , thus skewing the distribution of responses heavily.
In other words , differences may not have been detected because most indivi-
duals responded in an “in terna l” direction. Questions may thus arise as to
whether the Rotter scale (Rotter , 1966) is appropriate for use in detec t ing
personality differences far the present Navy sample. Also , the items in
the  scale may have elicited responses tha t individuals felt were most
socially appropriate or acceptable.

Organizationa l Factors

Outcome Desirability Ratings. Attrites and nonattrites further
differed with regard to how d e s i r a b l e  t lse y f o u n d  v a r i o u s  work  o u t c o m e s .
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In m~enernm l , attrites responded more negatively to both the desirable and
undes i r ab le  outcomes.  This general o r i e n t a t i o n  toward work situations
i n d i c a t e s  t ha t  at t r i t e s  were less c e r t a i n  about what they  considered
desi rable  in a work environment  bu t  not about  what t h e y  considered to be
undesirable. In other words , t hey  knew wha t they d id  not want  b u t  no t
what they wanted . These f i n d i n g s  support  those discussed under m o t i v a t ions
for  j o i n i n g ,  which indicated tha t attrites lacked specificity as to the i r
goal o r i en ta t ions, while nonattrites were concerned with g als related to
individua l needs; that is, with outcomes in which they personally benefited.
Whether these des i r ab le  outcomes are ac tua l l y o b t a i n e d  by n o n a t t r i r s - -s or
t he i r  expectat ions are met are m a t t e r s  that will be resolved over t ime.
Never the less , the Navy can benef i t  f rom these f ind ings concerning the neces-
s i ty  of s a t i s f y i n g  individual  needs by applying them to recruiting advertis-
ing strategies and , more importantly, ensuring that expectations elicited
by such strategies are met. Also , since such f a c t o r s  as in te rpersona l  rela-
tionships, supervision , and job aspects (e.g., autonomy and repetitiveness)
can be expected to become more salient the longer one is in the Navy (Lau ,
1978) , they must be realistically and honestly addressed in recruiting campaigns.

Outcome Environmental Expectanc ies. Although both attrites and
aonattrites anticipated tha t both desirable and undesirable outcomes would
occur in the Navy,  at t r it e s  did not  expect them to occur to the same e x t en t
as nonattrites . This finding supports  the impor tance  of e s t ab l i sh ing  an
earl y p repa ra t ion  or preview program in which both  posi t ive  and nega t ive
aspec ts  of Navy l i f e  are accu ra t e l y and realistically dep icted . In conj unc-
t ion  wi th  the  preview , some ind iv idua ls  may need to  be taught how to cope
wi th  s i t u a t i o n s  they have never prev ious ly  encountered  and which they may
f ind  d i f f i c u l t  to accept .

P red i c to r s  of R e c r u i t  Tra ining A t t r i t i o n

Cons i s ten t  w i t h  previous t u r n o v e r  l i t e r a t u r e, the f ind ings of the p resen t
s t u d y  showed tha t the  best p r e d i c t o r  of a t t r i t i o n  behavior  was the s t a t e d  i n —
tent ion  to complete  one ’s e n l i s t m e n t .  This resu l t  suggested the impor tance  of

C asking individuals what their intentions were with respect to particular behaviors
(Ajzen & Fishbe in , 1977) .  However , as indicated previously (Graen & Ginsburg h ,
1977) ,  the closer the intention was measured to the time of the actual behavier,51
decision , the  more a c c u r a t e  and , thus , less valuable  the measuremen! was as a
predictor. Since the majority of attrition behavior in the present study occurred
between 2 and 4 weeks a f t e r  the in ten t ions  were measured , the in terval  of t im e
between assessment of i n t en t ions  and actual behavior was relatively short. Thus,
the t rue  tes t  of the value of using stated intentions to complete one ’s enlistment
as a predictor of attrition will be their predictive accurac y displayed over
time .

Other significant attritio n predictors were the intentions to complete
boot camp and s p e c i f i c  general a t t i t u d e s  he ld  of the N.iv~~. These f in d i rm 5, s
suggest  t ha t  ind iv idual f a c t o r s  were more impor tan t  p r e d i c t o r s  of a t t r i t i o n
than the  o r g a n i z a t i o n a l  f a c t o r s  at th i s  ear l y po in t  in the  e n l i s t m e n t .  It
is expected , however , tha t s h i f t s  in the r e l a t i ve  impact  of t he se  factors

L 

will occur as more interaction is experienced with organizationa l variables ,
espec i a l ly  I s  a result of f lee t  assignments (I~~u , 1978) . Thus , to fully under-
stand the attrition process , both individual and organizational considerations
will be investigated from a longitudina l perspective to assess changes over
t ime .
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Al t h oug h the role n i t tract ton and I orce m d  ic i-s were significantl y di
t m r e n t  for t h e  a t t r i te  and nonat  t r i t e  gr o u p s , they  d id  no t  emerg~- i s  -red 1 t o r s
o f i t t  r i t  m m  in the  miii ipi e regr ession  anal yses conduc ted . This may be due ,
at l e a s t  in p a r t , to  t he c o r r e l a t i o n s  between these ind ices and the inten-
tion to co m p l e t e  one ’s e n l i s t m e n t , w h i c h  ranged f r om  .28 to .32.  T h e r e f o r e ,
t hey  may be assessing the  same t ype  of i n f o r m a t i o n. Since t h e  i n t e n ti o n  i t e m
had a higher c o r r e l a t i o n  w i t h  a t t r i t i o n  than  these i nd i ce s , l i t t l e  additiona l
p r e d i c t a b i l i ty  would be c o n t r i b u t e d  by add ing  then .  However , when attritio n
is assessed l o n g i t u d i n a l l y  over a lon gm- r period of t ime , and t he attractio n
ind ices  become more s t a b l e  ~‘is a r e s u l t  cf  t he  increased  i n t e r a c t i o n , ex p o s u r e ,
and exper ience  w i t h  the  Nav y , i t  is expected  t h a t  t h e i r  p r e d i c t a b i l i t y  wil l
increase .

Reasons for  and Time of A t t r i t i o n

The a d m i n i s t r a t i v e  reasons for attrition during recruit tra ining pre-
dominately reflected motiva tional and attitud inal problems . These attri—
tions occurred relatively early in recruit training——within the first 5
weeks——which  is su rpr i s ing  when consider ing the appa ren t  v o l u n t a r y  na tu re
of the enl is tment  decision , Thus , despi te  the a m b i g u i t y  of the reason
for  separa t ion  ca tegor ies , it appears that something occurred to elicit
the nega t ive  r e a c t i o n s  of those who eventually attrited——either during
the period between the i r  en l i s tmen t  and entry into boot camp or shortly
after they began recruit trainin g .

Since assessn,ant s  were made at the f o u r t h  d a y  of r e c r u i t  t r a i n i n g,  no
in fo rma t ion  was ava i lab le  on r e c r u ir s ’ attitudinal predispositions prior
to their en t r y  in to  boot  camp . Thu ., events  e x p e r i e n c e d  by those recruits
between the i r  en l i s tment  and arr ival  at  r e c r u i t  t r a i n i n g  may have differ-
ent ially affected their intention to s ta ’. in the  N a v y , eopec ial ly  if the re
was a delay in reporting for duty. In other words , different a t t i t u d es
may have been formed by individuals who had the option to delay their entry
into the Navy and those wi thou t  th i s  o p t i o n .  On the  o ther  h at .  - 

- intentions
of eventual  a t t r it e s  may have been a f f e c t e d  by events  o c c u r r i n g car ly  in
boot camp——even be fore  the f o u r t h  d a y .  In other words , problems are occur—
r ing early and being acted on r e l a t ive ly  quick ly .  Thus , if attrition is to
be reduced , it appears tha t r ec ru i t s  should be provided w i t h  a r e a l i s t i c
preview of r e c r u i t  t r a i n i n g  and l i f e  in the Navy prior to or ea r ly  in boot
camp so tha t  in i t ia l  a t t i t u d e s  and expecta t ions, if negat ive , can be c ou n t e r e d .

It should be remembered , however , tha t boot camp does p rov ide  an environ—
ment where ind ividuals who are i d e n t i f i e d  as p o t e n t i a l l y  inadequate per—
formers  in the  f l e e t  can be screened and , if necessary,  separated from the
Navy . In t h i s  way , individuals wi th  spec i f ic  medical  problems , academic
def ic iencies tha t canno t be remedia ted , and s p e c i f i c  psychologica l  d i s —r d e r s
can be separated at a time when investment costs are relatively low, rather
than at  some l a t e r  t ime .
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Problems in Interpretation

Particular care must be exercised when interpreting the previously
reported findings because of t h e  statistically artifactual nature of using
large samp le s i ze s .  When large sample sizes are investigated , as in the
present stud y, small, differences between groups may be magnified so that
the y result  in s t a t i s t i c a l  s ign i f Icance , even though meaning f u l  d i f f e r e n c e s ,
in terms of utility or practical significance , may not actually exist.
Therefo re , the differences between the means and standard deviat ions
between groups should be c a r e fu l ly examined ins tead of relying solely on
s ta t is t ical  si gni f icance  tes ts .  The results of the present stud y emphasized
general , consistent findings and correspondent Interpretations rather than
focusing on sp e c i f i c  items or isolated outcomes. 
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1. A pr i-view pr ot~ram that real i s t  i ca l ly  and u cc u rat i- ly dep icts the
po s i t  ly e  a nd n egat  m ye aspi -ct s of N~tvy l i i i -  should he deve loped  and imple—
mooted . If such a program we Fe present ed prior to - i i i  istrnent , i t  would
enable individuals to make mcr e  know led g ab i t -  e n l i s t m e n t  dec i s ions ,  I f
i t  we re h ) r c s t , ’ n t e d  earl y in recruit training, i t  would se rve to make them
aware of e v e n t s  or s i t u a t i o n s  that will occur so tha t  they  w i l l  know how
to deal w i t h  these evi-nts when the y arc en c o u n t e r e d .  i l a r . is , i t  would
reduce the d i s a p p o i n t m e n t s  a i d  “cult are shock” t hat are often e x p e r i e n c e d
in i n d i v i d u a l s ’ i n i t i a l  i n t e r a c t i o n  w i t h  hoot cam p when totally ungoresi-i-:n
events  o c c u r .  Whe n e xpec t a t i ons  do not ma tch experiences , negat ive attit,uues ,
d i s s a t i s f a c t i o n, and mot i v a t i o n a l problems r es u l t , wh ich  may,  in t u r n , lead
to a t t r i t i o n . The r e su l t s  of seve ral studies have shown that realistic job
previews have indeed reduced a t t r i t i o n. M or t  r e cen t ly,  p r e l i m i n a r y  resu l t s
by W i l l i a m  Mobley and his associat es , working on an ONR cont rac t  (which has
not ye t  been p u b l i s h e d ) ,  have d e m o n s t r a t e d  the success of a r ea l i s t i c  preview
in reduc ing  a t t r i t i o n  fo r  a group of Marine r e c r u i t s .

2. A method should be developed fo r  teaching recru~~ts how to cope
w i t h  va r ious  s t resses  of boot camp . Even after being given a realistic
preview of Na y ’.’ l i f e , some p o t e n t i a l l y  product ive  i nd iv idua l s  may s t i l l
have d i f f i c u l t y  in a d j u s t i n g  to boot camp . Most r e c r u i t s  are young and are
away fr o r’ honi~ f o r  the  f i r s t  t ime . The demands of r e c r u i t  t r a i n i n g  may
be too f o r e i g n , too d i l f e r e n t  for  them to adapt to without adequate in-
struction. Thus , various ~trategi e s should be taught these indiv iduals  to
he lp them cope with or ad l ust to various situat ions they may e n c o u n t e r .
I t  is i m p o r t a n t  to  n o t t -  that the goals of recruit training are not to allow
all r e c r u i t s  to graduate , since this environment serves to eliimiinate those
who would not be s u c c e s s f u l  or dependable In the f l e e t .  Thus , the  purpose
of t h e  realistic preview and the teaching of coping skills would not be to
ensure  t ha t  eve r yo ne graduated  but , r at  ner , to provide addi t iona l  help
to i n d i v i d u a l s  who would p o t e n t i a l ly make a con t r i bu t i on  to the Na y  but
who may need a l i t t l e  h e l p  in a d j u s t i n g  e a r ly  in their training.

3. A pe r sona l  c o u n s e l i n g  p r o g r a m  should be provided for ind iv idua l s
who are uncer ta in  about t h e i r  career  goals and how these goals can best be
met in the Navy . The findings 1 this s t - i d -  showe d tha t  a t t r i t e s  W e r t --
less c e r t a i n  t h a n  nona ttrit es abou~ wh y they jo ined and were more in-
fluenced by others rathe r ti t an their own values and needs. If accurate
advice had been provided to these individuals concerning their opportunities
and po ten t i a l s  w i t h i n  the Navy e a r l y  in boot t r a in ing ,  many potent ial
problems may have been averted . Theoretically, providing such advice is
one of the f un c t i o n s  of the r e c r u i t e r ;  however , f o r  a va r i e ty  of reasons ,
these duties are o f t e n  o m i t t e d  or ignored. In other cases , i n a c c u ra t e  and
misleading i n f o r m a t ion is o f t e n  provided .
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NEW RECRUIT QUESTIONNAIRE

This questionnaire is not a test There are no “right - or - ‘wrong - answers We are interested in
finding out how new recruits feel about their lives in the Navy Your answers w i ll be comb ined
with those of many others and be used to recommend improvements in the Navy ’s enlisted
personnel practices

PROTECTION OF INDIVIDUAL PRIVACY

Under the authority of 57SC30 1,as reflected iii OPNAV Notice 5450 of 17 A pril 1975 informa
tion is requested regarding your personal opinions and attitudes. The information will be used for
statistical purposes only. In no case will an individual’s response be used in making decisions
affecting him personally. You are not required to provide this information; your participation is
voluntary
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IN~ I HUL I IONS

LAST NAME 
- -

1 (a) lak i your General Purpose 0MB A r - w i  Sheet and t u r n i t  to the SE g L A N
side with the la iqe qreen ‘‘ B” and - L ~ec1i i0is T urn t h -  sheet so C) 0 0 ‘ 00 ( -

that t l i& ’ it ’dv ~ iI ,j nk lines i t t ’ at the bottom i t he  pagt ’ (~) ® • ®•1:~~®.® _ ®~~®•~(h I Now , pjj~ t your name last name f i rst  in the boxes in the top t- ~~~

hand corner of the sheet. If your last na me is I - mis s than nine (9) 
-

letters , leave a blank after  your last name and print your first n,~ine
in the remaining boxes An - mx amp l e  is given at the rig ht

®ø® ®Ø® ø~B
(c) Below each box , compi - moe ly f i l l  in each circle that matc Iiti~ that ® 0 ®~~oøc

letter of your nam e 0

SOCIAL S~ CURIT ’Y NO

6J~J7I~~~ O~If~~~
2 (a) Write your Soc ial Security Number in  the appropriate boxes 

~~~~ ,~®®® ~®® .®®
(b) Completel y fill in the circles that match each of these numbers

An example is shown at the ri ght ® •®®~ ®®®®

~ ®®

CO. NO.

3. (a) The section mark CO. NO. is for your company number . 
~Write your company number in the appr opriate boxes, The 
000example to the right would be for someone whose

company number is 503, Company number 42 would be
written as 042

(b) - As shown by the example , darken the circles below each of these
numbers,

4 . In the appropriate section , comp letely darken the circle which specifies 
______

your sex , “MALE” or “ F E M A L E .”

A — S
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5 In the s t ’ ( n t i ( i i ,  labelled “ AGE ,” write in your age in y e a r ’ , and months F- or  - m t  r ’  L i ~e , if  you a re  18 y e a rsand 3 months old , you would w r i t e  in 1803 ; it  you ar t ’  17 years and 11 months old, you wou ld write 1 7 1 1Darken the appropriate c r  i l~ s below these n u m bers

6 Th e ‘ ‘ S P F -C IA [  CODES” part - m i t  ~~ i i i i  arrs wei she t is rj s t ’ i l  for the f o I I i r ~~ ir i q lllit ’ I i(J ni\ F - i l l  in !ht’ c i rc le - ,that match your answeis.

A. What is your current status D. When looking dt a map, in whatin the Navy? part of the country is your
home town located?

0. Beginning basic t raining
1 - Finishing basic t r a in ing  0. North
2. In a Class “A” school 1. South
3. Finishing apprenticeship 2. Midwest

training 3. East
4. On a duty assignment 4 . Wesr

B. Where is your Recruit Training E . What were you doing at the 1 ’Tlt-Command located? you joined the Navy?

0. San Diego 0. Going to high School1. Orlando 1. Going to college2. Great Lakes 2. Going to a trade school
3, Working f ul l - t imeC. What is your current marital status? 4 . Workin g part ’t ime
5, Neither going to school nor0. Sing le working

1. Married 6. Workin g and going to school2, Divorced
3. Widowed
4, Separated

7. Below this section are some circles for the “Highest Grade Passed. ” Fil l  in the circle which best describesyour educational level , If you have a GED certificate , darken the very last c ircle in this section,

8. Now turn your answer sheet over to the side with the large letter “A.”

9. (a) You are now ready to begin answering this questionnaire Comp le tel y fi l l  in the spaces on your answersheet which matches how you feel about each question ,

(b) If you want to change an answer , please erase your old answer completel y.

10. After you have completed answering all of the questions on Side “A” of your answe r sheet (up to Questi on120), you are to answer the remaining questions on Side “B” of you. answer sheet (new Questions 1 32).Do not turn to side “B” now, You are to do this only after you have finished answering the questions onside “A .”

11 . P I r js tn  read the instructions before each section caref u ~ Use the scales shown under each sE tic-n to ~,nswerthe questions that follow , Only use the letter s A, B, C D, or E to show h - m w  you feel about each questionIgnore the “1” and “n” responses on your answer shr n

12. Pleas ’ ami- ,w- - ’ t ich iIi. - ’ t i ( , , i  as honestl y as you can .
A— h
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A . MOTIVATIONS FOR J O I N I N G

For the following ite iiis , please indicate the extent to which each influenced your decision to join tILe Navy
Mark the appropriate letter on your answer sheet using the following scalen

No Influence Little Influence Some Influence Much Influence Strong Influence

(B (C) (DI (E)

1. To serve my country 10. Difficulty in finding a civilian job
2. To get away from home 11 . To travel
3. To mature 12. To learn a skill
4 . To develop a sense of responsibility 13, Had nothing better to do
5. To get an education 14, Benefits (financia l , medical , insurance )
6. Job security 15. To be part of something important
7 , Trouble with family members 16. Time to decide what I want to do with
8. Friends my life
9. Want naval career 17. My recruiter

18. Going to sea
19. Advice from famil y members

B. GENERAL ATTITUDES

Indicate the extent to which you agree or disagree with the fol lowing statements. Mark the appropriate letter
on your answer sheet using the following scalen

T Greatl y Some Some Greatl y
Disagree Disagreement Uncertain Agreement Agree

(A) ( B) (C) (0) (El

20. I gave much thought to enlisting in the Navy
21 . I intend to complete my enlistment
22. I rea l ly don ’t know why I joined the Navy

23. My recruiter was generall y truthful in what he told me
24. I do not intend to reenlist after finishing my enlistment
25, I intend to make the Navy my career
26. I am sorry that I j oined the Navy
27 . I think a lot about getting out of the Navy
28. I intend to complete boot camp
29 I would leave the Navy if I had the chance
30. So far I am generall y sat isfied with the Navy
31 - There are a lot of things I wish my recruiter would have told me that he didr L ’ t
32. My life so f i n  in boot camp is different from what I thought it would be like
33. Boot camp is what the Navy is really like
34~ I expect to do a lot of things I don’t like in boot camp

L ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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~~~~ C~ DESIRABII  ITY RATINGS

Ca ref u l l y n i l each of the s tj t t r rn i rn i i t s  below . Then i n i i j t i , n t . ’  the i x  t int  to which -,- i ,  would A to have t i n ” ,

- 
. things i- ,socj at i ’d wi th work s i tuj i run is  in hi-nera l.

Use the fo l lowing scale to mark the letter on your answer sheet w h i t -  shows how ~oii feel about t hat
s ta te ment 

— - -

Would Gi r ’,it ly Wnuld Ni-i thi’r Lik -m ’ Wuold VA iiilil G: eal ly
Dislike (Ji’,lik” Nor De l  k ’  Like I ik , -

- -- ---—~~~~ - - -- -—~~~~~~~ --  - - -~~~~~~~~

i H) ( H)  (I) )
L 

— —  - - —

J 35. In nerest ing work :j o tn duties
36. Good working conditions

- -; 37. Treated with respect by leade r- , r ’ i perv iso rs
38. Chances to better myself
39, Good benefits (medical , insurance )
40. Good salary

- ~~~ - 41. Helpful supervis ors/leaders
4 2. Working as part of a tea rr i
43 . ~Doing difficult and demanding wor k
44. Taking pride in my wor k
45. Doing something important for my Country

tb 46. Being part of a well-disciplined organi?ation
47, Helpinq others on the job
48. Supervisors /leaders who think of me as a person
49. Gaining responsibility

t 50. Being treated in a fair manner
51. Doing the type of work I want
52. Having job security
53. Able to tal k and work well with others on the job
54. Improving the quality of my life
55. Knowing exactl y what I’m expected to do on my job

— 56. Treated with respect by famil y and friends
57. Being part of a big, important organization

- 
58. Getting credit when I do my work duties well
59. Doing the same type of things with little chance to do many different things
60, Friendl y feelings between co - workers
61, Supervisors/leaders willing to listen to my problems
62 . Good leadership/supervision
63, Spending free time with people from work

- : 64 , Job which interfere s with family plans
65. Feelrng pressured to fini sh jobs
66. Co-workers who are help ful on the job
67. Supervisors /leaders who set good examples for othe ’s to follow

- 
-

.
,

- 
68 Learning skill s that wi ll be useful later in my life

t 

69. Chance to travel
70. Opportunity to have pr ivacy
71 - Chance to use my free time for things I like to do
72 . Supervisors/leaders who watch their workers close 1’1
73. Meeting and making new friends

- 
- 74 , Regular I-’ onnot ions arid advancements

75 , Ch ncr’ s to  f r i l ly  use my ~lr i I i  I ins on the job

A— 8
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VA r u n  G i t a  by Would r ther Li ‘ -  Would Would Greatl y

- t ) i - ,Iik~ Dislik,’ Nor Dislike Like Like
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lb I t’, ’ ih,i i i  to - - m r  m y  ow n wor k i l l - m a l ,

7/. Able to s i t  lily 055/1) p,iC, ’ r i  r f r ’ I n i i u ~ ory wor k tor i.-

78. Bei ng in an or gar i i ’ d t io i n  w t i i~ Ii is ab le to meet my ch~,nging needs
79. Following strict rules about the way I look and dress
80. Working in close quarters with others
81. Able to question supervisors/leaders about what they want me to do
82. Avoid having to do jobs which I feel are below me
83. Being criticized for no reason
84 . Doing hard physical activity
85. Following strict rules of behavior
86. Told exactl y what to do
87. Disciplined for poor work
88. Study ing to learn my job
89. Doing a real man ’s job (women , please omit this i tem )

D. NAVY-C IV I L IAN COMPARISONS

In this section , ate the following items according to where you would most likel y expect them to occur ,
e ither in tr ie Na v y  or in civilian l i fe,

Again , please read each statement very carefully and mark the response choice on your answer sheet w h-c h
best ind icates how you feel about that item.

Use the following scale to make your choice:

Much More A Litt le More Equally in the Navy A Little More Much More
in Civilian Life in Civilian Li ft or Civilian Li fe in the Navy in the Navy

(A) ( B) (C) (DI ( E)

90, Interesting work /job duties
91, Good work ing conditions
92. Treated with respect by leaders/supervisors
93. Chances to better myself
34 Good benefits (medical , insurance)
95. Good salary
96. Helpful supervisors/leaders
97 . Working as part of a team
98. Doing difficult and demanding work
99. Taking pride in my work

100. Doing something important for my country
101. Being part of a well-disciplined organization
102. Helping others on the job
103. Supervisors/leaders who think of me as a person
104, Gaining responsibility
105. Being treated in a fair manner
106. Doing the type of work I v ,u,r r ,t

107. Having job secur ity
108. Able t o  talk and work well with others on the job 

-
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Much More A Little More Equally in the Navy A Little More Much Mo
in Civili an Life in Civilian Life or Civilian Life in the Navy in the Navy

L ~~ (B) (C) (0) l E t

109, Improving the quality of my l i f e

110. Knowing exactly what I’m expected to do on my jot )
i’l l . Treated with respect by family and fr iends
112. Being part of a bi g, im portant organization
113. Getting credit when I do my work duties well
114. Doing the same type of things with little chance to do many different things
115, Friendly feelings between co-workers
116. Supervisors/leaders willing to listen to my problems
117. Good leadership/supervision
118. Spending free time with people from work
119. Job which interferes w ith family plans
120. Feeling pressured to f inish jobs

NOW TURN YOUR ANSWER SHEET OVER TO SIDE “ B.” A NSWER THE REMAINING QUESTIONS
STARTING WITH QUESTION 1 ON THE LEFT SIDE OF THE SHEET.

[ Much More A Little More Equally in the Navy A Little More Much More
in Civilian Life in Civilian Life or Civilian Life in the Navy in the Navy

I I

L 
(A) (B) (C) (DI (El

1. Co-workers who are helpful on the job
2. Supervisors/leaders who set good examples for others to follow
3. Learning skills that will be useful later in my life
4. Chance to travel
5. Opportunity to have privacy
6. Chance to use my free t ime for things I like tr do
7. Supervisor/leaders who watch their workers closely
8. Meeting and making new friends
9. Regular promotions and advancements

10. Chances to fully use my abilities on the job
11 - Freedom to set my own work goals
12. Able to set my own pace in getting my work done
13. Being in an organization which is able to meet my changing needs
14, Following strict rules about the way I look and dress
15, Working in close quarters with others
16. Able to r’uest ion supervisors/leaders about what they want me to do
17 . Avoid having to do jobs which I feel are below me
18. Being criticized for no reason
19, Doing riard physical activity
20. Following strict rules of behavior
21. Told exactl y what to do
22. Disciplined for poor work
23. Studying to learn my job
24, Doing a real man’s job (women , please omit this item~

A—b 
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E. PERSONAL BELI EFS

Please arlswei each of the Hit t uw i  I i~~) cluest ionis according to the alter nat ive you f rost Clij ’,el ag ree  .‘~ i it i

either A or B

After  makinr~ your choir ’e f i l l  rn the ap~iropn d l , -  circle for that  statement urn your answer s b - n t

25. (A) It) the long run p e opl e gIl the iespect t u-y deserve in nti s world.

( B) Unfortunately, an individual’ s worth uti ni passes unrecognized no matter how hard he t ru”

26. (A) Without the rig ht breaks one cannot be an effective leader .

(B) Capable people who f a i l  to become leaders have not taken advantage of their  opportunit ies ,

27. (A) Becoming a success is a matter of hard work; luck has l i t t l e  or nothing to do with i t

( B) Getting a good job depends mainly on being iii t b ’  right place at the ri ght time

28. (A ) In my case getting what I want has little or nothing to do with Lick

( B) Many times we might just as well decide what to do by flipping a coin,

29. (A) Who gets to be the boss often depends OrL who was lucky enough to be in the ri ght place fir st.
( B) Getting people to do the ri ght thing depends upon ability; luck has little or nothing to do wi tc  1t

30. (A) As far as worid affair s are concerned , most of us are the victims of forces we can neither understand ,
nor control .

(B) By taking an active part in political and social affairs , the people can control world events.

‘31. (A) Most people don ’t realiii- the extent to whi i-h their lives are controlled by accidental happenings.
(B) There really is no such thing as “luck. ’

32. (A)  Many times I feel that I have little influence over the things that happe n to me.
( B) It is impossible for me to believe that chance or luck plays an umportan t role in my life.

A — I l
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D I S T R iB U T I O N  LIST

Ass i s t an t  S e c ret a r y  of the  Navy (Manpowe r , Reserve A f f a i r s , and Logis t ics )
Ass i s t ant  Se c r et o r y  of t i t i ’ Na y (Research , Eng inee r ing ,  and Systems )
Deputy Under Sec r e t a r y  of t l u ~ - Navy
Principal Deput y Assfstant Secretary of the Navy (Manpower and Rese rve A f f . ~ i r s )
Chief of Naval Operations (OP—Ol), (OP—jo), (OP— 102) (2), (OP — 9 64D) ,  (OP—983) ,

(OP —987 H)
Chief of Naval Personnel (Pers— lOc), (Pers—1), (Pers—2B), (Pers—5), (Pers—6),
(Pers—7), (Pers—8), (Pers—9 )

Chief of Naval Research (Code ‘450) (4), (Code 458) (2)
Chief of Information (01—2252)
Director of Navy Laboratories
Commandant of the Marine Corps (Code MPI—20)
Chief of Naval Education and Training (N—2), ( N — 5 ) ,  (OOA)
Chief of Naval Technical Training (Code 016), (OOA)
Chief of Naval Education and Training Support
Chief of Naval Education and Training Support (OOA)
Commander Naval Surface Force , U. S. Atlant ic Fleet
Commander Naval Surface Force , U. S. Pacific Fleet
Commanding Off icer , Fleet Training Center , San Diego
Commanding Off icer , Naval Education and Training Program Development Center (2)
Command ing Of f ice r, Naval Development and Training Center (Code 0120)
Commanding Off icer , Naval Aerospace Medical Institute (Library Code 12) (2)
Command ing Off icer, Naval Health Research Center
Commanding Off icer , Naval Submarine Medical Center (2)
Command ing Officer , Navy Environmental Health Center
Commanding Off icer , Recruit Training Command , San Diego
Commanding Off icer , Recruit Training Command , Great Lake s
Commanding Offic er , Recruit Training Com m and , Orlando
Director , Training Analysis and Evaluat ion Group (TAEG)
Master Chief Petty Off icer of the Force , U. S. Atlantic Fleet
Master Chief Petty Officer of the Force , U. S. Pacif ic Fleet
Naster Chief Petty Officer of the Forc e, Naval Material Command (N~1AT OOC)
Master Chief Petty Officer of the Force , Naval Education and Training

Command (Code 003)
Personnel Research Division , Air Force Human Resources Laboratory (AFSC),

Broo ks Air Force Base
Occupat ional and Manpower Research Division , Air Force Human Resources

Laboratory (AFSC), Brooks A ir Force Base
Technical Libr a ry ,  Air Force Human Resources Laboratory (AFSC),

Brooks Air  Force Base
Technical Tra ining Division , Air Force Human Resources Laboratory,

Lowry Air Force Base
Program Manager , Life Sciences Directorate , Air Force Office of

Scientific Research (AFSC)
Army Research Institute for the Behavioral and Social Sciences
\rmy Research Institute for the Behavioral and Social Sciences Field
Unit——USAREUR (Library)

Military Assistant for Training and Personnel Technology , Office of the
Under Secretary of Defense for Research and Engineering

Director for Acquisition Planning, OASDO’U~A&L)
Commandant , Industrial College of the Armed Forces
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Science and ‘t echnology Division , Library of Congress
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Center fur Nava l Analyses
National Science Foundat, ion
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