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INFLUENCE OF THE OFFICER RETENTION RESOURCE WEBSITE ON ATTITUDES
AND RETENTION INTENTIONS

EXECUTIVE SUMMARY

Research Requirement:

This report summarizes research carried out pursuant to the United States Army Research
Institute for the Behavioral and Social Science’s (ARI’s) Contract # DASW01-03-D-0016-0024,
under the auspices of its Personnel Assessment Research Unit (PARU). Retention of officers,
primarily company grade officers at the rank of captain and major during years four through
seven after commissioning, has again surfaced as a concern. In order for the Army to have an
appropriate number of senior-level officers in the future, it is important that a minimum
proportion of officers choose to remain in the active Army after the required Active Duty Service
Obligation (ADSO) or to stay in active service until eligible to retire. In response to the need to
improve retention among enlisted Soldiers and company grade officers, ARI instituted a research
program entitled “Strategies to Enhance Retention” (code named “STAY”). The officer portion
of the STAY program sought, over a three-year period, to improve the continuance of the
Army’s company grade officers. One purpose of the officer portion of STAY was to recommend,
develop, and empirically evaluate interventions for improving the continuance of company grade
commissioned officers. An overriding model of officer retention and a total of twenty-nine
potential interventions were identified, and three of the interventions were chosen to be
developed and evaluated during this three-year period. The purpose of this research was to
develop and evaluate one of these interventions, a website devoted to issues relevant to company
grade officer retention.

Procedure:

To identify key content areas for the website, we conducted a series of focus groups with
company grade officers in 2007. We asked officers to provide feedback on topic ideas, discuss
their likely use of the website, barriers to website use, and ideas for introducing the website. As
the target content areas for the website were refined, we began identifying potential information
to add to the Army’s retention website by reviewing Army publications and existing internet
resources. We sought feedback about the existing officer retention website that the Army had
begun developing and about new content that we drafted to augment the site. As we began
finalizing new content and delivering it to the Army, it became clear that the volume of content
being developed would exceed the resources the Army had available to add it to an existing
website that had existed at Human Resources Commmand for officers. PDRI consequently
created a website for the evaluation initiative. The website offered a combination of unique, site-
specific content and links to various military, government, and civilian websites. Topics covered
by the website included (a) career information by branch, (b) military vs. civilian job
comparisons, (c) educational opportunities, (d) installation information, (e) health, (f)
deployment, (g) family, and (h) compensation and benefits.



To evaluate the impact of the website on officers’ perceptions of the Army, attitudes,
commitment, thoughts of leaving and career intentions, we used a pre-test post-test control group
design. The treatment condition included an introduction to the website, followed by the

opportunity to use the website for about three months. This intervention provides a realistic
simulation of making a resource available to company grade officers without requiring its use.
Group sessions were held at four Army posts in the United States in May and June of 2008.
Lieutenants and captains were scheduled to participate in sessions by Army points of contact.
We randomly assigned sessions to either the treatment or control condition. In both the treatment
and control sessions, we asked officers to complete baseline pre-surveys. The surveys measured
variables that we had identified as playing important roles in officers’ retention decision
processes and included in the preliminary model of company grade officer retention. After
completing the pre-survey, officers in the treatment sessions were given an orientation to the
website and officers in the control sessions participated in a group discussion of retention. At the
end of the treatment session, officers were asked to complete a brief survey about their initial
reactions to the website. About three months later, officers in the control and treatment sessions
were contacted by email and invited to complete a follow-up survey.

Findings:

A series of hierarchical regression analyses were used to analyze the data. For each analysis,
we used the pre-survey perceptions as a covariate when testing the follow-up survey variables for
differences. Variables on which there were significant differences between the control and
treatment conditions on the pre-survey also were used as covariates in the analyses. No
statistically significant differences were observed between the control and treatment groups on
the follow-up survey. Providing company grade officers with information about the website and
the opportunity to use it on their own time did not affect (1) their perceptions of the Army
context, (2) their evaluations of the Army context, (3) their commitment to the Army, (4) their
thoughts of leaving, or (5) their career intentions. On the other hand, officers in the treatment
condition who visited the website after the orientation subsequently had more favorable
perceptions of their pay and benefits than those who did not. Data from a small number of
company grade officers, therefore, provided some encouraging evidence that use of a website
tailored to the interests and needs of company grade officers may have the potential to influence
some variables expected to be part of their retention decision processes.

Utilization and Dissemination of Findings:

Results suggested that a retention website such as the one we designed may have the
potential to have a positive impact on the retention-related attitudes of at least some company
grade officers. Because of the small sample sizes and limited amount of time available for this
study, we recommend a larger-scale evaluation study for this website that introduces more
officers to the website and allows them to access it over a longer period of time than three
months (six months would be a more appropriate interval). We recommend adding more features
to the website (e.g., discussion groups, mentor network, additional civilian job comparisons) and
making it widely available. The website rollout will require a publicity campaign to make
officers aware of its existence both initially and to remind them later. After the website has been
available for six months to a year, an evaluation study could be conducted by adding website-

Vi



specific questions to the Survey of Officer Careers (SOC). Questions would include (a) how
many times have you visited the website, (b) what features of the website have you used, (c)
satisfaction with different website features, and (d) how has each feature impacted relevant
attitudes. Results would help determine if the website should continue to be maintained and
updated.
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Introduction

To fulfill its missions, the United States (U.S.) Army must meet its personnel needs.
Individuals who have developed or can develop the qualities needed for high job performance
and organizational effectiveness are needed to join the Army and stay with the Army for
significant periods of time. Through the ROTC and USMA scholarship programs, the Army
heavily invests in the development and commissioning of high quality company grade officers.
When officers leave early in their careers, the Army does not receive a satisfactory return on this
investment. Of greater concern, lower than desired retention rates can leave the Army
shorthanded and hampers its ability to fulfill missions. In order for the Army to have an
appropriate number of higher-level officers in the future, it is important that a minimum
proportion of officers choose to remain in the active Army after the required Active Duty Service
Obligation (ADSO) or to stay in active service until retirement.

Multiple factors are likely to contribute to decisions to leave the Army, including individual
difference factors, the changing nature of the military organization and its missions, reduction in
the career fields available to officers due to the conversion of some military functions to the
civilian workforce, economic factors, societal changes with respect to work-family goals and
responsibilities, and the high activity levels and stresses associated with America’s ongoing
global war on terrorism. Problems retaining officers may become an even greater risk to Army
effectiveness as the Army expands and moves toward a future force of officers who must have
and maintain strong levels of motivation and capabilities for service performance. The Army
needs practices and prevention strategies that address the full complexity of the retention issue.

In response to the need to improve retention among enlisted Soldiers and company grade
officers, the U.S. Army Research Institute for the Behavioral and Social Sciences (ARI)
instituted a research program entitled “Strategies to Enhance Retention” (STAY). The officer
portion of the STAY program seeks, over a three-year period, to improve the continuance of the
Army’s company grade officers. In this program, “company grade officers” are commissioned
officers (principally, lieutenants and captains) in their first obligation who are part of the Active
Army, Army Reserves, and National Guard.

One purpose of the officer portion of STAY was to recommend, develop, and empirically
evaluate interventions for improving the continuance of company grade commissioned officers.
This report describes the development and evaluation of one of these interventions — the Officer
Retention Resource Website.

Selection of Interventions

The first year of the officer portion of STAY was devoted to developing an understanding of
officers’ retention decision processes. On the basis of focus groups with company grade officers,
interviews with field grade officers, interviews with other subject matter experts (SMES) in one
or more areas relevant to the career cycle of officers, and literature review, Personnel Decisions
Research Institutes (PDRI) research scientists and their colleagues developed a preliminary
model of officer retention (Schneider, Johnson, Cullen, Weiss, llgen, & Borman, 2006). In
addition, a large number of potential interventions for improving officer retention rates were
identified (Mael, Quintela, & Johnson, 2006). Each intervention was designed to address the



possibility of increasing retention in relation to one or more aspects of the conceptual model. The
interventions included direct efforts aimed at influencing the individual’s decision process by
making a case for staying versus other alternatives, as well as indirect efforts designed to change
the conditions under which the officer is working and living.

On the basis of an evaluation of each intervention’s likelihood of impacting retention and
feasibility of implementation, we chose 13 potential interventions on which to focus further
attention with the goal of choosing three “best bet” interventions for development,
implementation, and evaluation. The criteria used to define a best bet intervention were: (a) the
intervention should support the testing and refinement of the preliminary continuance model
(Schneider et al., 2006); (b) there must be strong evidence from our research that the intervention
is very likely to increase company grade officer continuance; (c) there should be a practical and
valid way of evaluating the effectiveness of the intervention; (d) the intervention should be cost-
effective, in that the potential benefits far outweigh the cost; () some interventions may already
be planned for implementation, in which case we should take advantage of that opportunity, if
possible; (f) an intervention that is of particular interest to someone who is in a position to
implement it (e.g., Brigade CO) would be favored; (g) the intervention should have the potential
to be used Army-wide; and (h) the best interventions for this study would be practical to
implement at the brigade level and below. No intervention was expected to meet all of these
criteria, but the most promising interventions met a greater number of them.

We then organized a Retention Strategies Working Group (RSWG) composed of three
Colonels, four current or former Lieutenant Colonels, and one Major, all of whom had interest in
and experience with officer retention issues. We conducted a meeting with the RSWG to present
the potential interventions to the group and get their opinions on (a) the likely impact of each
intervention, (b) the feasibility of implementing each intervention, and (c) any changes that
needed to be made to any interventions. During this meeting, we chose a small set of tentative
best bet interventions that could be piloted in a relatively short time, have a meaningful impact,
and were cost effective.

Following this meeting, we met with 19 Majors attending the Command and General Staff
College School of Advanced Military Studies (CGSC SAMS) course at Ft. Leavenworth. Over
two sessions, we presented our ideas for the best bet interventions, as well as other potential
interventions, and elicited their opinions on them. Based on their feedback, we adjusted the
planned interventions and selected three that were practical and had potential for short-term
impact. They were () retention counseling training for company and battalion commanders, (b)
a website devoted to issues relevant to company grade officer retention, and (c) a video featuring
interviews with former officers to present their perspective.

The purpose of the company grade officer retention website was to improve career
continuance by helping officers find relevant information throughout their early career, but
especially when they are thinking about leaving the Army. Relevant information included facts
that (a) address information gaps, (b) help officers perform a realistic cost-benefit analysis
regarding Army vs. civilian life/career, and (c) reframe and broaden perspectives on Army life. It
is undoubtedly important for commanding officers (COs) to be actively involved in the decision-
making process of their company grade officers (i.e., presenting the case for continuing as an
officer), but a CO cannot be expected to be involved with every aspect of the decision-making



process for all officers under his/her command. It therefore makes sense to have a resource that
is directly accessible by, and speaks directly to, the officer.

This website intervention was, in part, initially selected to support an existing Human
Resources Command (HRC) initiative to develop an officer retention website. The RSWG
recommended this intervention due its feasibility, potential impact, and support of an
intervention that was already underway. Following that meeting, ARI and PDRI determined that
this would be one of our best-bet interventions. We also presented it as a potential intervention to
Majors at CGSC SAMS, who reacted enthusiastically to it. Thus, although many on-line
resources already existed for Army personnel, there was a lot of support for developing a website
designed for officers making retention decisions. One of the three interventions we, therefore,
planned and evaluated was a website targeted at providing information relevant to officers career
retention decision processes. We initially focused on creating new content for HRC to
incorporate into the officer retention website it was creating on slnet.

Website Development

The development of new content for the retention website began with the identification of
key facts and features to include. Preliminary ideas were (a) civilian life videos, (b) factual
information, (c) a quiz demonstrating inaccurate perceptions, (d) mentor-protégé matching
features, and (e) rebuttals to headhunters (Johnson, Schneider, Mael & Alonso, 2006). We
conducted focus groups with company grade officers and interviews with field grade officers
(primarily Brigade and Battalion Commanders) at Fort Hood in February, 2007 in order to
collect information relevant to all of the selected best bet interventions. Questions related to the
website information focused on uncovering facts about Army or civilian life that influenced
retention decisions, corrected initial misperceptions about the Army, were challenging to find, or
were related to headhunters’ recruitment efforts. Participating officers were asked to share their
opinions about the intervention, including whether it would help increase retention rates,
obstacles that would need to be overcome in implementing the intervention, and changes that
were needed to make the proposed intervention more effective.

The information gathered during this data collection effort, as well as insights gained from
the series of focus groups and interviews conducted at Fort Bragg, Fort Hood, Fort Riley, and
Fort Lewis during the spring and summer of 2006, were used to create a preliminary list of topic
areas for the website. This list was shared with Lieutenants and Captains who met in focus
groups at Fort Riley and Fort Carson in May and June of 2007. Participants were asked to
provide feedback on the topics, as well as to discuss their likely use of the website, barriers to
website use, and ideas for introducing the website. Although we conducted focus groups only at
posts participating in FORSCOM umbrella weeks (when troops are made available to support
research initiatives), we were able to obtain systematically input from both Lieutenants and
Captains. The information gathered reflected the views of both men and women, individuals of
diverse ethnic backgrounds, officers serving in different branches, and officers who received
their commissions from different sources. We used the information collected to revise the
planned content of the website.

As the target content areas for the website were refined, we began identifying potential
sources of information to add to the Army’s retention website that was hosted on slnet. Both



Army publications and internet resources were examined. We used two approaches to investigate
information presented on the internet: (a) large websites devoted to supporting U.S. military
personnel were reviewed, and (b) the revised list of topics was used to search the internet.
Results of these investigations, including key website addresses (url’s), notes about content, and
ratings of websites’ content and navigation made by PDRI researchers, were catalogued in a
spreadsheet.

Based on the results of the focus groups and the initial identification of information sources,
we selected military vs. civilian comparisons as a key topic area with which to test the process of
developing and adding content to the Army’s website. Officers expressed interest in seeing
comparisons of military and civilian jobs tailored to their experience and skills, noting that many
comparisons they saw were generic, designed for enlisted personnel, or did not take into
consideration officers’ tenure with the Army. Job postings were reviewed to identify roles using
the skills required of an Infantry Captain. The role of an operations manager was selected as a
comparable civilian position based on the similarity between the roles’ job requirements. These
military and civilian jobs were compared on a diverse array of tangible and intangible criteria in
order to encourage officers to think broadly about what they valued and to help provide realistic
views of civilian life.

This content was added to the retention website being developed, hosted, and supported by
the Army on slnet. Prior to the addition of the sample military vs. civilian comparison, the slnet
website presented preliminary content prepared by the Army’s Officer retention branch. It was
accessible to anyone authorized to use slnet. The process of adding the sample military vs.
civilian comparison to the slnet website went smoothly and provided us with insight about how
to organize and format the new material being prepared.

At this point, we sought feedback about the retention website hosted by the Army on slnet,
including the recently added Infantry Captain vs. Operations Manager comparison. One-on-one
sessions were held with officers at Fort Lewis in August, 2007. Officers were given a description
of the slnet retention website and asked about their likely use of it, including how the procedures
needed to access it would affect their willingness to visit it. Officers were then shown the slnet
retention website, given the opportunity to review the website at their own pace, and invited to
share their opinions as they browsed through it. We specifically sought feedback about the
Infantry Captain vs. Operations Manager comparison, asking officers about the credibility,
usefulness, and level of detail of the information provided. Officers also were asked about key
features of the network where the retention website was situated (slnet), including layout,
navigation, discussion boards, and knowledge posting (i.e., sharing documents by uploading
them to the website). Input was also solicited about the proposed content topic areas. The
information gathered was used to further refine the plan for new content.

By this point, the initiative to augment the existing retention website was primarily focused
on factual information. The originally planned civilian videos had evolved into a separate
intervention featuring interviews with former military officers (Mael, Alonso, Johnson, & Babin,
2009). Due to potential privacy problems, ARI decided that the recommended mentor-protégé
matching feature should not be developed. The focus groups and interviews with officers yielded
insufficient information about headhunters’ tactics to develop effective rebuttals. Furthermore,
talking to headhunters was not viewed by officers as one of the most valuable topic areas to



include on the website. The idea of using a quiz to help make officers aware of their
misperceptions about Army life was discarded for several reasons. Officers expressed a
preference for a direct, concise website. They were not interested in flashy graphics or video-
based applications that might require longer load times. In addition, it was not clear that the s1net
could implement a quiz. Finally, the discussions with the officers had surfaced few
misperceptions that would be relevant to a broad audience. Therefore, we focused our efforts on
developing new factual content for the website.

Using the previously catalogued information as a guide, we identified and organized
additional information about benefits. This material was delivered to the Army in December,
2007.

Changes in HRC personnel, staffing shortages, and lack of information about the technical
details of how slnet operated delayed the Army’s addition of the new content to the slnet
retention website. This presented a concern about HRC’s ability to have the website ready in
time for the first evaluation session. In addition, the format in which the material ultimately
appeared on the website was unattractive and not easy to browse. Technical challenges made it
difficult to display the material in a format that was easy to view and navigate. Based on this
experience, we were concerned that the volume of material being prepared would exceed the
Army’s resources and would be ill-suited to the layout dictated by the slnet. Therefore, we
recommended that PDRI host the website for the evaluation initiative. A separate, stand-alone
website was created by PDRI to present the content developed for the intervention.

The overarching goal in designing the new website was to create a framework for presenting
the large amount of content we developed in a well-organized and easy-to-navigate format. We
retained some of the structure utilized in slnet, where each major topic is presented on a separate
page or screen. For topics that were large in scope, we used a framework similar to an outline.
An overview or home page for the topic was prepared with links to separate pages presenting
more detailed information on each related, narrower, sub-topic. We were not able to support the
interactive features of the slnet, such as knowledge posting and discussion boards. Although
time constraints did not permit us to collect feedback on the design of the website, the website
was created by an experienced software developer.

Website Content

The website offered a combination of unique, site-specific content and links to various
military, government, and civilian websites. Topics covered by the website include (a) career
information by branch, (b) military vs. civilian job comparisons, (c) educational opportunities,
(d) installation information, (e) health, (f) deployment, (g) family, and (h) compensation and
benefits. Screen shots of the website are included in Appendix A to provide examples of the
website’s content and layout.

A primary goal of the website was to serve as a one-stop shop for company grade officers to
find information on Army life, allowing the search for information to be simplified and
shortened. A key feature of the Officer Retention Resource Website is that the information
included is tailored to officers, primarily those in their first Active Duty Service Obligation



(ADSO). The benefits, educational opportunities, career information, and military-civilian
comparisons it covers are those relevant to company grade officers.

Expected Website Impact

The preliminary company grade officer retention model (Schneider et al., 2006) guided the
design of the website and its evaluation. We expected the website to positively influence a
number of the variables comprising the model. Key variables in this model and their
relationships are shown in Figure 1. The model specifies taxonomies of the key variables. For
example, the taxonomy of context evaluation variables includes perceived organizational
support, job satisfaction, perceived family satisfaction/support, perceived career
satisfaction/support, and Army identity salience. The company grade officer retention website
should influence retention through several mechanisms.

First, many aspects of this website were intended to bring officers’ perceptions of their
organizational context more in line with reality. Additional access to information about career
opportunities, benefits, and family resources should improve officers’ perceptions of key aspects
of Army context and, consequently, enhance context evaluation. Second, the website should
help officers deal with critical events that occur in the life of an officer. The website included
links to resources related to common critical events, such as starting a family or being deployed.
Greater awareness of and access to resources that can help officers deal with a critical event
should help to reduce the event’s effect on thoughts of leaving. Finally, the website could also
provide more accurate perceptions of life outside the Army, helping prevent thoughts of leaving
from becoming intentions to leave.

Overall, the website should enhance officers’ perceptions of the Army context and, in turn,
improve officers’ evaluation of the Army and increase their commitment to the Army. The
perceived context variables most likely to be influenced by the website include aspects of
officers’ work characteristics, family satisfaction/support, and professional/career development.

More specifically, the two aspects of work characteristics that we anticipate will be
influenced by the website are perceived pay and benefits and perceptions of deployment support.
By helping officers become fully informed about their pay and benefits and providing them with
examples of how they compare to those of potentially comparable civilian jobs, we expect the
website will give officers more realistic expectations about their pay and benefits and be more
satisfied with them. The website also may help reduce deployment-related stress by giving
officers information and pointing them towards resources that would help officers prepare for
and return from deployment. By providing officers with access to information and resources
about coping with deployment, we anticipate the website will enhance officers’ views of the
Army’s deployment support.



Critical
Events

Personal

Variables

Contextual .| Perceived
Variables "| Context

l

A

Context Evaluation

e Qverall
Attitudes

e Army Identity
Salience

|

Y

Commitment
* Normative
* Affective

e Psychological
Investment

\J

v

Potential Moderators

e Quality of
Communication

¢ Personal
Characteristics

e Experience in the
Army

Figure 1. Preliminary company grade officer career continuance model.

Thoughts of ) -
Staying/ Intention to Retentllon
Leaving Stay/Leave Behavior

Potential Moderators Potential

e Perceived Moderators
Economic e Timeleftin
Constraint service

» Mentoring/ obligation
Counseling
Quality

e Prior Coping
Success




Two variables representing the family satisfaction/support component of perceived context
also are expected to be positively influenced by the website: (a) perceived family
support/benefits and (b) spouse satisfaction. By providing information about benefits and
resources available to spouses and family, the website should have a direct, positive impact on
officers’ perceptions of family support and benefits. Utilizing and applying the information about
benefits and resources for family members and spouses should enhance spouse satisfaction.

Finally, all aspects of the professional/career development component of the perceived
context taxonomy should be favorably affected by the website. By providing information about
educational benefits and opportunities, as well as career information and opportunities, we
expect the website will enhance officers’ perceptions of the career development opportunities
and support the Army provides.

More favorable perceptions of the context should result in more favorable evaluation of the
context. Specifically, we expect the more favorable context perceptions resulting from the
website will lead to greater family satisfaction, increased career satisfaction, stronger Army
identity salience, and improved perceptions of organizational support. These gains in context
evaluation variables should lead to increased commitment to the Army. Commitment is expected
to be positively related to thoughts of staying, career intentions to stay, and retention behavior.



Method
Design

A pretest-posttest control group design was used to assess the impact of the website on
officers’ perceptions, attitudes, and retention intentions. The treatment condition included an
introduction to the website, followed by the opportunity to use the website for about three
months. This intervention provides a realistic simulation of making a resource available to
company grade officers without requiring its use. Officers decide independently what content on
the website to view and utilize to meet their own needs. The control group involved participation
in a group discussion about factors influencing the retention of company grade officers. In the
treatment and control conditions, officers completed pre- and follow-up surveys that measured
their perceptions of the organizational context, their commitment, thoughts about leaving, and
intentions to stay. For comparison purposes, some items on the surveys focused on perceptions
that were not expected to be influenced by the website (e.g., unit morale, role ambiguity).
Officers in the treatment condition provided their reactions to the website at two times: (a)
immediately after being introduced to the website, and (b) at the time they completed the follow-
up survey.

Procedure

Group sessions were scheduled at four Army posts in the United States. At three locations,
data collection was arranged through the United States Army Training and Doctrine Command
(TRADOC). At the fourth post, data collection occurred during a United States Army Forces
Command (FORSCOM) umbrella week program. Lieutenants and Captains were scheduled to
attend separate sessions. Groups were assigned to either the website (treatment) or discussion
(control) condition.

Treatment Groups

At the beginning of each session, we provided an overview of the STAY project, the
rationale for the group session, and a description of what officers would be asked to do during
the session. Officers were then given Privacy Act Statements and asked to sign them to indicate
their consent to participate in the initiative. Next, officers were asked if they were willing to be
contacted in a few months to complete a follow-up survey. Those who were willing to be
contacted were asked to provide their email addresses. A pre-survey was then administered.

After completing this paper-and-pencil survey, officers in treatment groups received an
orientation to the website. The purpose of the website and its location were described. Major
topics covered by the website were previewed and the process of registering to use the website
was described. Officers were then shown the website. A brief paper-and-pencil survey was then
administered to gather information about officers’ immediate reactions to the website.

About three weeks after participating in an orientation session, officers who had provided
email addresses were sent an email reminding them about the website. This email included the
address for and a link to the website.



The follow-up survey was administered on-line by ARI. About eleven weeks after officers
participated in an orientation session, they received an invitation to complete the follow-up
survey. Invitations were sent by ARI to all participants who had provided a military email
address either at the initial orientation or in a response to a request sent to those who originally
gave a civilian email address. One week after officers were invited to complete the follow-up
survey, they were sent a reminder email. A week later, two days before survey administration
ended, officers received a second reminder email.

Control Groups

The procedures used for the control groups differed in several ways from those used for the
treatment groups. First, after completing the pre-survey, officers in control groups participated in
a discussion of factors influencing officer retention. They were not told about the website.
Second, the immediate post-orientation survey assessing initial reactions to the website was not
administered in the control groups. Third, after participating in a session, officers did not receive
any email reminders until they were invited to complete the follow-up survey. Finally, the
follow-up survey administered to the control groups did not include questions about the website.

Participants

A total of 258 officers completed the initial control (n = 92) and treatment group (n = 166)
sessions. With the exception of one participant in the treatment condition, the officers provided
email addresses, indicating their willingness to be contacted and invited to complete the follow-
up survey. After the orientation sessions were held, we learned that administration of the follow-
up survey required the use of military e-mail addresses. Sixteen participants, three in the control
sessions and 13 in the treatment sessions, originally provided civilian e-mail addresses. We
contacted these participants, explained the situation, and invited them to provide military email
addresses. Of those contacted, two participants in the treatment condition responded and
provided usable addresses. We therefore sent invitations to complete the follow-up survey to 89
officers in the control group and 155 officers in the treatment group. Two emails for officers in
the control group proved to be undeliverable, resulting in 87 control group and 155 treatment
group participants as a potential pool of respondents to the follow-up survey. Thirty-two officers
in the control group and 37 officers in the treatment group accessed the follow-up survey,
resulting in response rates of 36.7% for the control group and 23.9% for the treatment group.

A few of the immediate post-orientation surveys completed by officers at the end of
treatment sessions could not be matched to pre-surveys. In addition, some of the follow-up
surveys completed by control and treatment participants could not be matched to their pre-
surveys. We relied on officers’ responses to linking questions on each survey (further described
in the next section) to match their responses to the three surveys. We could not match surveys if
officers failed to respond completely to these questions or did not respond to them consistently.
Some officers appear to have intentionally avoided providing accurate answers to all of the
linking questions, suggesting concerns about being identified. Other officers provided responses
to the linking questions, but their responses did not match across survey administrations. It is
unclear if this was due to intentional distortion or simple mistakes made during survey
completion. We could not match follow-up surveys to pre-surveys for six control group
respondents and seven treatment group respondents. The final sample of participants with data
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from all the survey administrations included 26 officers in the control condition and 30 officers
in the treatment condition. This represents 28.3% and 18.1% of those initially participating in the
control and treatment sessions, respectively.

To protect the officers’ anonymity, survey data were not connected in any way to the e-mail
addresses provided by officers or any other identifying information. Therefore, among the group
of officers who did not have matching pre-survey and follow-up survey data, it is not known who
(a) did not have the opportunity to take the follow-up survey, (b) responded to the follow-up
survey, but provided insufficient matching data, or (c) decided not to complete the follow-up
survey. Thus, we cannot investigate what factors, if any, were associated with non-response to
the follow-up survey. We simply know that after eliminating individuals with potentially
problematic data from the initial sessions from the data set, there were 65 control group
participants and 132 treatment group participants with pre-survey data who did not have
matching follow-up survey data. We considered data potentially problematic if there was
insufficient information to confidently handle officers’ pre-survey data. For example, several
officers failed to provide sufficient distinguishing information to link their responses to the
surveys they completed at the beginning (pre-survey) and end (immediate post-orientation
survey) of the treatment session.

Measures
Pre-Survey

Officers in the control and treatment conditions completed the same paper-and-pencil survey
at the beginning of their sessions. This pre-survey is included as Appendix B. The development
of the survey was guided by the preliminary model of company grade officer retention
(Schneider et al., 2006) and our expectations for the website. The major categories of variables
assessed were (a) perceived Army context, (b) context evaluation, (¢) commitment, (d) thoughts
of staying, and (e) career intentions. These categories are described below. In addition, questions
were asked about officers’ health, their demographic background, and Army experiences.
Finally, we asked several “linking” questions to generate the unique numbers used to match
officers’ responses to different surveys.

Before assessing the influence of the website on officers’ attitudes and intentions, we
performed analyses on the pre-survey data to evaluate and refine the measurement of each
variable. These included a series of exploratory factor analyses to identify the structure construct
space underlying officers’ responses to the items and guide scale development. A separate factor
analysis was performed for the major constructs, or categories of variables that the preliminary
model of officer retention posited were multi-dimensional: (a) perceived Army context, (b)
context evaluation, and (c) commitment. Responses from officers in the control and treatment
conditions were analyzed together. We used maximum likelihood factor analysis with an oblique
(direct oblimin) rotation because we expected officers’ perceptions of different aspects of Army
context to be interrelated. To gain information about the structure of officers’ perceptions of
Army context, we examined the structure matrices yielded by the factor analyses. Values in the
structure matrices represented the correlations between the underlying factors and the observed
variables.
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In addition, internal consistency reliabilities (Cronbach’s alphas) were computed for all
scales and used to finalize measures. The internal consistency of the final version of all measures
was greater than .70, indicating they all had at least acceptable reliability.

In the following sections, we review the concepts measured, provide an overview of the
items and rating scales used to assess each variable, and summarize the results of the analyses
used to finalize the measures. These analyses were not conducted with pilot data and could be
considered part of the results of the investigation. We have opted to discuss these findings here
in order to present all the information about the measurement of each variable in one location
and avoid repetition in describing the measures.

Perceived Context. We selected items to measure eight aspects of perceived context that we
expected to be influenced by the information provided on the officer retention website resource.
These included three aspects of perceived family satisfaction/support (perceived spouse
satisfaction, perceived family support/benefits, and perceived work-family conflict), two
perceived work characteristics (perceived pay and benefits and perceived deployment support),
and three dimensions of perceived professional/career development (perceived
educational/training/development opportunities, perceived career advancement opportunities,
and perceived career development support).

We also assessed two perceived context variables we did not expect to be affected by the
website: (a) role ambiguity (a perceived work characteristic) and (b) unit morale. These items
were included to permit evaluation of the extent to which the website created a placebo or
Hawthorne effect, rather than actually influencing the expected variables.

When available, we selected or adapted items from previous Army surveys (e.g., SOC,
SSMP). To minimize the length of surveys while achieving acceptable reliability, we used three
items to assess most of the perceived context variables. We asked officers to respond to the
perceived context items on a five point Likert-type scale. The scale anchors were 5 = Excellent, 4
= Very Good, 3 = Good, 2 = Fair, and 1 = Poor. Three questions asking about officers’
perceptions of the support and benefits the Army offered to family members or spouses also
included the response option Not Applicable.

In order to compare the perceptions of those for whom questions about spouses, boyfriends
or girlfriends, and/or children were not applicable with those who rated them, we conducted
factor analyses without and with these items. Without the items, the factor analysis yielded six
eigenvalues greater than one. When the nine items pertinent to spouses or families were
included, the factor analysis yielded nine eigenvalues greater than one. Examination of the
results revealed that the ninth factor was difficult to interpret. All of the items were more
strongly correlated with other factors. Consequently, we examined an eight-factor solution. We
also subsequently dropped the item pertaining to work-family balance from the analyses because
it correlated almost equally strongly (and modestly) with two factors.

Our results suggest two factors, rather than the three predicted, are needed to explain the
variance associated with officers’ perceptions of family satisfaction/support. One factor was
defined by strong correlations with the three questions about Army benefits, programs, and
support for spouses or family members and a more modest association with an item about spouse
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satisfaction with career opportunities. Reliability analyses indicated the fourth item appreciably
lowered the internal consistency of a measure based on these items. Therefore, we used three
items to measure Family Support/Benefits (alpha = .83). Four items dealing with
spouse/girlfriend/boyfriend support of officers’ continuance in the Army,
spouse/girlfriend/boyfriend satisfaction with the Army, and family adjustment to Army life were
most strongly correlated with the same factor. These items were combined in a Spouse/Family
Satisfaction measure (alpha = .83).

As expected, responses to items measuring perceived work characteristics appear to be
driven by three factors. The two items about pre- and post-deployment support programs were
strongly related to the same factor. Other items dealing with benefits (i.e., pay, housing, medical
and dental benefits, life insurance) tended to be moderately correlated with the deployment
support factor, but had even higher correlations with a second factor. Three items assessing role
ambiguity were strongly related to a third factor. Overall, the pattern of results suggested the
construct space of the perceived work characteristics we included in the survey is defined by
three factors. We therefore created a Deployment Support scale (alpha = .92), a Pay and Benefits
scale (alpha = .79), and a Role Ambiguity scale (alpha =.90)

Officers responded to three items about their unit. These items were strongly associated with
the same factor. Interestingly, these items also were moderately correlated with the factor
reflecting role ambiguity. The role ambiguity items were also moderately correlated with the
factor underpinning perceptions of unit context. The Unit Context scale, composed of the three
items about officers’ perceptions of their units, had an alpha of .91.

We asked a number of questions about officers’ perceptions of professional and career
development. When factored, these items showed an interesting pattern of relationships.
Questions about promotion opportunities loaded on a different factor than items about
educational opportunities. Measures of Promotion Opportunities and Educational Opportunities
had acceptable internal consistency reliability (alpha’s = .72 and .83, respectively). Items about
access to less formal developmental opportunities tended to have moderately high correlations
with both factors. Although Career Development Support was not a separate factor, we created a
separate scale assessing it (alpha = .81). The alternative would have been to discard the items for
not being “pure” measures of either factor. The use of three scales to measure officers’
perceptions of career/professional development was consistent with the preliminary company
grade officer retention model. We thought it would be more informative to study Career
Development Support than to discard the items.

Health. We asked officers three questions about their health. Officers responded on a five
point Likert-type scale with the anchors 5 = Excellent, 4 = Very Good, 3 = Good, 2 = Fair, and 1
= Poor. Reliability analyses showed that a scale consisting of all three items had adequate
internal consistency reliability. Including only two items resulted in a more reliable scale.
Therefore, our final measure of Health was based on two items (alpha = .75).

Context Evaluation. On the pre-survey, we included items measuring the four context
evaluation variables outlined in the preliminary model of company grade officer retention that
we believed would be most strongly influenced by website use: (a) perceived organizational
support, (b) perceived family satisfaction, (c) perceived career satisfaction, and (d) Army identity
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salience. To help differentiate perceived organizational support from perceived family
satisfaction and perceived career satisfaction, we selected family and career satisfaction items
that emphasized satisfaction rather than perceptions of Army support.

In addition, we augmented the measurement of context evaluation by including items
measuring several broader variables: (a) satisfaction with life, and (b) nonwork satisfaction. As
its name suggests, satisfaction with life was a construct reflecting individuals’ perceptions of
their general happiness and satisfaction with life. Nonwork satisfaction reflected happiness with
life outside the workplace, such as satisfaction with leisure activities. Although these variables
were not part of the preliminary model of company-grade officer retention, we included them to
more fully explore how the website might broadly influence officers’ satisfaction with Army life,
particularly for officers who do not have families.

We asked officers six questions about perceived organizational support. Officers rated four
of the items on a five-point Likert-type scale with anchors of 5 = Strongly Agree, 4 = Agree, 3 =
Neither Agree nor Disagree, 2 = Disagree, and 1 = Strongly Disagree. One of the items was
reverse scored (The Army shows little concern for me). The other two questions asking about
officers’ perceptions of the organizational support had the response options 5 = Very Satisfied, 4
= Satisfied, 3 = Neutral, 2 = Dissatisfied, and 1 = Very Dissatisfied. One of the two items also
had the response option “Not Applicable; | do not have dependent family members” because it
asked about officers’ satisfaction with the support the Army has for their families.

Career satisfaction was measured with the five questions comprising Greenhaus,
Parasuraman, and Wormley’s (1990) Career Satisfaction scale. Officers responded to these items
on the same five-point Likert-type agreement scale used to measure the majority of the perceived
organizational support items.

We used six items to measure Army identity salience. Officers responded to the items using
the same five-point Likert-type scale used with the career satisfaction items.

To measure officers’ satisfaction with their lives as a whole, we used the Satisfaction with
Life Scale (Pavot & Deiner, 1993). The five items on this scale are rated using a seven-point
Likert-type scale with the anchors 7 = Strongly Agree, 6 = Agree, 5 = Slightly Agree, 4 = Neither
Agree nor Disagree, 3 = Slightly Disagree, 2 = Disagree, and 1 = Strongly Disagree. Officers
responded to the three nonwork satisfaction and three family satisfaction items using the same
scale used with the satisfaction with life items.

Consistent with the number of context evaluation variables assessed, the initial factor
analysis of context evaluation items yielded a solution with six factors. That is, there were six
factors with eigenvalues greater than one. Examination of the structure matrix revealed one of
the nonwork satisfaction items had nearly equal, moderate correlations with three factors. This
item was dropped from subsequent analyses. The remaining items correlated most strongly with
the factors corresponding to the construct each was intended to measure. Not surprisingly, many
of the context evaluation items pertaining to family and nonwork satisfaction had small to
moderate secondary correlations with the Satisfaction with Life factor. Two of the three family
satisfaction items also had moderately strong, secondary correlations with the Nonwork

14



Satisfaction factor. This pattern of results highlighted that family satisfaction is related to
nonwork satisfaction for officers with families.

We created six scales measuring context evaluation variables. Their reliabilities, along with
the number of items comprising each scale, are shown in Table 1.

Commitment. We asked officers 12 questions about their commitment to the Army. The
items were selected to measure the three aspects of work commitment posited to influence
officers’ thoughts of staying in the Army: (a) affective commitment, (b) continuance
commitment, and (c) normative commitment. Eleven of the items were answered on our typical
five-point Likert-type agreement scale. One of these items was reverse scored (I am not afraid of
what might happen if I quit the Army without another job lined up). The twelfth item (Your
ability to get a civilian job if you wanted to leave the Army) was rated on a scale with the anchors
5 = Excellent, 4 = Very good, 3 = Good, 2 = Fair, and 1 = Poor. This item also was reverse
scored.

The factor analysis of the commitment items yielded three eigenvalues greater than one,
suggesting that three factors accounted for the meaningful variance among the items. The pattern
of values in the structure matrix was as predicted. Four items measuring emotional attachment to
the Army were strongly correlated with the first factor. Five items assessing investment in the
Army correlated strongly with the second factor. The remaining three items reflected obligation
to the Army and correlated strongly with the third factor. These items also had moderate
associations with the first factor. Given that previous research has found affective and normative
Commitment are related, this pattern of results was not surprising.

We formed commitment scales corresponding to the results of the factor analysis. All three
scales had acceptable reliability (Affective Commitment, alpha = .79; Continuance Commitment,
alpha = .83, Normative Commitment, alpha = .81).

Thoughts of Leaving. We included two items on the survey that asked officers about their
thoughts of leaving the Army. Officers indicated the extent to which they agreed with the items
on our five-point agreement scale. The internal consistency of a scale comprising the two items
was .86.

Intentions to Stay. The survey included two questions about officers’ intentions to stay with
the Army. The first asked about officers’ career plans when they first entered the Army; the
second asked officers about their current active duty career intentions.

Linking Questions. The first set of questions on the survey was developed to enable us to
match officers’ responses across the surveys while protecting their anonymity. The challenge
was to create a system likely to generate a unique number for each officer that was sufficiently
meaningful for the officer to remember across the duration of the study without being personally
identifying. Random numbers were likely to be forgotten and existing identifiers (e.g., Social
Security Numbers) would allow survey responses to be directly tied to individual participants.
We therefore asked officers to report the year they graduated from high school, the month and
day of their mother’s birthday, and the month and day of their father’s birthday. We also used the
location where officers participated in their orientation session to match data across surveys. This
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information was collected by researchers at the initial orientation sessions, and was a piece of
information requested from officers on the follow-up survey.

Demographic and Army Experience Questions. Officers were asked questions about their
demographic characteristics and their Army experience. Demographic items elicited information
about officers’ birth year, sex, race, highest level of education, marital or dating status, and
number of dependent children. Army experience items included questions about officers’ current
assignments and military experience. Current assignment questions asked about officers’ current
Army status, rank, branch, and kind of unit. Military experience items included commissioning
source, years of service completed, years of service left on the current obligation, and the number
of times and total months officers had been deployed for Operation Iragi Freedom and/or
Operation Enduring Freedom.

Immediate Post-Orientation Survey

The immediate post-orientation survey that was administered to participants in treatment
groups had 14 substantive closed-ended questions. Nine items assessed participants’ initial
impressions of the website. Respondents indicated how strongly they agreed or disagreed with
these statements using our five-point agreement scale. A sample statement was “The information
included on this website seems relevant to my success as an Army officer.” The internal
consistency reliability of a scale comprising the nine items was high (alpha = .90).

Five items asked respondents about their intentions toward activities related to website use.
The first question focused on website use. The other four were about discussing website content
with different individuals or groups. Respondents indicated how frequently they expected to
perform the activities on a scale with four anchors ranging from Never to 4+ times. For one item
referring to family members (Discuss content from the retention website with your
family/spouse), respondents had the option of indicating Not Applicable. The internal consistency
of a scale based on the five items was more than adequate (alpha = .86).
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Table 1.
Reliabilities for Perceived Context, Personal, Context Evaluation, Commitment, Thoughts of
Leaving, and Intention to Stay Measures

Pre-Survey  Follow-up Pre &
Survey Follow-up

# items alpha alpha r
Perceived Context
Work Characteristics
Deployment Support 2 .92 91 .56
Pay and Benefits 6 .79 .82 .69
Role Ambiguity 3 .90 94 .59
Family Satisfaction/Support
Family Support/Benefits 3 .83 .83 .58
Spouse/Family Satisfaction 4 .83 .92 .80
Unit Context 3 91 92 53
Professional/Career Development
Educational Opportunities 5 .83 .85 .58
Promotional Opportunities 3 12 .56 .61
Career Development Support 4 .81 .84 .66
Health
Health 2 75 .64 .50
Context Evaluation
Perceived Organizational Support 6 91 91 .78
Career Satisfaction 5 .80 .90 .39
Satisfaction with Life 5 .83 .90 .56
Nonwork Satisfaction 2 .79 .88 A7
Family Satisfaction 3 .82 .92 .61
Army ldentity Salience 6 .83 .90 81
Commitment
Affective 4 .79 .83 .76
Continuance 5 .83 .82 73
Normative 3 81 .86 .67
Thoughts of Leaving
Thoughts of Leaving 2 .86 .93 81
Intentions
Current Career Intentions 1 n/a n/a .86

Follow-up Survey

There were two versions of the follow-up survey. The follow-up survey administered to
officers in the control group sessions included most of the items on the pre-survey. These
included perceived Army context, context evaluation, health, commitment, thoughts of leaving,
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and current career intentions items. We used these items to create follow-up survey measures
corresponding to the pre-survey scales. Reliabilities for the follow-up survey scales are shown in
Table 1. With the exception of two scales, the internal consistency reliabilities were greater than
.80, indicating good reliability.

Correlations between pre-survey and follow-up survey scales also are shown in Table 1.
Values range between .39 and .81, indicating there is variability in the stability across time of the
variables under investigation.

Officers in the control group also were asked the linking questions, including an additional
item about where they had participated in their initial orientation session. The follow-up survey
also included items asking officers about what changes in their Army career or life situation they
had experienced since their participation in the initial orientation session. Demographic items
were not included in the follow-up survey.

In addition to completing these questions, officers in the treatment condition were asked
about their use of, perceptions of, and reactions to the website. We asked officers five questions
about how frequently they had used the website and discussed its content with others. These
questions were parallel to the items about intentions to use the website that were included in the
immediate post-orientation survey, but focused on actual, rather than intended, use. Officers
responded to these questions on a five-point Likert-type scale with 1 = Never, 2 = Once, 3 = 2-3
times, 4 = 4+ times. One question asking officers about discussing the content of the website
with their family members or spouses also had a Not Applicable response option.

Seven items on the treatment version of the survey asked officers to evaluate the website and
the information presented on it. These items used our five-point agreement scale. Officers also
had the option of selecting a Not Applicable response to one question referencing the officer’s
family.

We asked officers 10 questions about their reactions to the website. These questions used our
five-point agreement scale. Three of these questions referred to officers’ family or spouse and
also had a Not Applicable response option.

Analyses

After using the responses to the linking questions to match officers’ responses to the surveys,
we compared the demographic attributes and initial attitudes of officers participating in the
control (discussion) and treatment (website evaluation) sessions. Although evidence of
differences between control and treatment samples is not necessarily indicative of the non-
equivalence of the populations they represent (Reichardt, 1979), we felt it prudent to understand
the initial similarities and differences between the officers assigned to the control and treatment
sessions. We used this information to make decisions about what potentially confounding
variables to control for in analyzing the effect of the website intervention.

Arvey and Cole (1989) recommend using the analysis of covariance (ANCOVA) approach to
analyze the data from a pretest-posttest control group design because it generally offers more
power than other designs. The ANCOVA approach takes into account individuals’ pre-test
scores when testing for differences between the control and treatment groups on the post-test. It
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also permits for the control of other covariates that might generate differences on the post-test
that are not attributable to the treatment (Reichardt, 1979). When the total sample size across the
treatment and control groups is very small (i.e., N < 5) and the correlation between the pretest
and posttest is large (r > .70), the gain score approach will have more power than an ANCOVA.
Although about one-third of the correlations between the pre-survey and follow-up survey scales
in this study were greater than .70, total sample sizes were well above five. Therefore, we used
the ANCOVA approach to test the impact of the website.

Hierarchical regression procedures can be used to implement the ANCOVA approach.
Covariates are entered first. The last step in the procedure is to enter a dummy variable
representing the treatment condition (i.e., 0 = control/no treatment, 1 = treatment) into the
regression. A significant change in R indicates that the treatment had a significant impact on the
dependent variable (Arvey & Cole, 1989).

For each analysis, we used the pre-survey perceptions as a covariate when testing the follow-
up survey for differences. Variables on which there were significant differences between the
control and treatment conditions on the pre-survey also were considered for use as potential
covariates in the analyses. To further understand the impact of the website, we conducted a
descriptive analysis of officers’ responses to the immediate post-orientation survey. This
provided information about officers’ immediate reactions to the website following the treatment
orientation. We also examined officers’ perceptions of the website three months later using data
collected with the follow-up survey.
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Results

The results are organized into four sections. First, we reviewed the demographic and
background experiences of the control (discussion) and treatment (website) groups. Second, we
summarized key differences in the perceptions, attitudes, and intentions of officers in the control
and treatment conditions. These differences existed prior to the introduction of the treatment
(website vs. discussion orientations). Third, we discussed the immediate reactions to and
intentions to use the website of officers participating in the treatment condition. Fourth, we
present the comparisons of the perceptions, attitudes, and intentions of the officers in the control
and treatment conditions that were assessed with the follow-up survey, three months after the
officers participated in group sessions.

Demographic Attributes and Army Experience

The demographic attributes of officers who participated in the treatment and control sessions
were highly similar. However, officers in the control and treatment groups differed significantly
on some key Army career experiences.

Demographic Attributes

As can be seen in Table 2, the compositions of the initial treatment and control groups were
highly similar in terms of their demography. The groups did not differ in terms of gender, age,
marital status, involvement in a significant relationship, spouse/girlfriend/boyfriend’s current
career status, or having dependent children. Officers in the two groups also did not differ
significantly in terms of Hispanic, Latino, or Spanish origin or ancestry, or their ethnic
background. The highest level of education achieved, on average, by the officers in the control
and treatment groups also was not significantly different.

Army Experience

The Army experiences officers reported on the pre-survey are summarized in Table 3. The
officers in the control and treatment groups differed in multiple ways. The current Army status of
participants in the control and treatment conditions differed significantly. Although a majority of
officers in the control condition reported their status as Active Army (54.9%), a much higher
proportion of officers in the treatment condition indicated they were Active Army (90.1%). The
proportion of officers in the control condition who stated they were in the National Guard
(29.7%) was higher than in the treatment condition (4.9%).

Officers in the control and treatment groups also differed in terms of the kind of unit with
which they were currently serving. A higher proportion of officers in the control group reported
they were currently serving in Combat Support units. In contrast, a higher proportion of officers
in the treatment group reported being in Combat Arms units.
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Table 2.

Pre-Survey: Demographic Characteristics of Officers

Control Treatment
N Percentage N Percentage 2
Gender 0.29
Female 14 154 21 13.0
Male 77 84.6 141 87.0
Hispanic, Latino, or Spanish origin 0.22
No 84 92.3 152 93.8
Yes 7 7.7 10 6.2
Race 2.62
American Indian or Alaska Native 0 - 0 -
Asian 3 35 6 3.8
Black or African American 10 11.6 30 19.1
Native Hawaiian/Other Pacific Islander 1 1.2 1 .6
White 66 76.7 108 68.8
Multi-racial 6 7.0 12 7.6
Marital Status 3.24
Married 45 50.0 89 55.3
Legally separated or divorced 3 3.3 2 1.2
Single, never married 36 40.0 65 40.4
Divorced 6 6.7 5 3.1
Engaged or significantly involved 0.38
Yes 26 28.9 44 27.3
No 20 22.2 32 19.9
Does not apply; currently married 44 48.9 85 52.8
Spouse/Girlfriend/Boyfriend Employment 12.72
Serving in the US Armed Forces 13 144 25 15.5
Working full-time civilian 23 25.6 39 24.2
Working part-time civilian 7 7.8 5 3.1
Looking for work 9 10.0 15 9.3
Not looking for work, but would like to 1 11 19 11.8
Not working and does not want to 10 11.1 14 8.7
Other 10 11.1 11 6.8
Not applicable; Do not have spouse, etc 17 18.9 33 20.5
Dependent Children 0.67
Yes 40 44.4 63 39.1
No 50 55.6 98 60.9
M SD M SD t
Age 30.2 491 29.0 9.68 1.12
Education (Years of Post-Secondary) 4.2 1.04 4.4 0.90 -1.89

*p < .05, ** p < .01 ***p < .001.
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Table 3.

Pre-Survey: Army Experiences of Officers

Control Treatment
N Percentage N Percentage 2

Kind of Unit Currently Assigned 18.75**

Combat Arms 10 111 46 28.8

Combat Support 26 28.9 22 13.8

Combat Service Support 6 6.7 12. 7.5

Joint Command 2 2.2 2 1.3

Institutional Command 5 5.6 16 10.0

Other Command 1 1.1 5 3.1

Currently in School 40 44.4 57 35.6
Current Active Status 44 31%**

Active Army 50 54.9 146 90.1

Active Reserve 11 121 4 2.5

National Guard 27 29.7 8 4.9

Active Guard Reserve 3 3.3 4 2.5
Current Grade 15.11**

2LT 59 64.8 64 395

1ILT 8 8.8 21 13.0

CPT 24 26.4 77 47.5
Source of Your Commission 44.80***

OCS- In-service option 29 31.9 18 111

OCS-Enlistment option 13 14.3 6 3.7

ROTC scholarship (1-3 years) 9 9.9 37 22.8

ROTC scholarship (4 years) 4 4.4 17 10.5

ROTC non-scholarship 8 8.8 34 21.0

USMA 12 13.2 38 23.5

Direct Appointment 13 14.3 8 4.9

Other 3 3.3 4 2.5

M SD M SD t

Total years of active service 5.90 4.45 4.84 4.26 1.70
Total years of reserve service 6.03 4.37 5.55 5.14 0.50
Years left on current obligation 3.48 1.86 3.42 1.90 0.17
Times deployed for OIF/OEF 0.77 0.78 0.80 0.86 -0.26
Total months deployed for OIF/OEF 9.20 8.41 9.10 9.27 0.06

*p<.05. **p<.01 ***p<.001.

On average, officers in the treatment condition were at a higher grade than officers in the
control condition. Almost 40% of the officers (39.5%) in the treatment condition reported that
they were 2L T compared to almost two-thirds of the officers in the control condition (64.8%). In
contrast, almost half of the officers in the treatment group indicated they were CPTs (47.5%);

just over one quarter of the officers (26.4%) in the control group had achieved this grade.
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The commissioning source of officers in the control and treatment groups also differed.
Nearly one-third of the officers in the control group (31.9%) accessioned through the traditional
Officer Candidate School in-service option. Compared to the control group, higher percentages
of officers in the treatment condition received their commissions through ROTC (non-
scholarship, 1-2 year scholarships, and 3-4 year scholarships) and the United States Military
Academy.

Although the officers in both the treatment and control groups represented a variety of Army
branches, there were significant differences between the groups, ¥*(14) = 39.83, p <.001. A
higher proportion of officers in the control group were in the Engineer and Signal branches. A
higher proportion of officers in the treatment group were in the Infantry.

There were no significant differences between the control and treatment groups in terms of
years of Active duty service, years of Reserve service, or time left in their current obligation.
Among those who were not on indefinite status, the average length of time left in officers’
obligation was about 3.5 years in the control group and about 3.4 years in the treatment group.
About 30% of officers in each group were on indefinite status. There also were no differences
between the groups, on average, in terms of how often they had been deployed for OIF/OEF, or
the total number of months they had been deployed for OIF/OEF.

Pre-Survey: Perceptions, Attitudes, Commitment, and Intentions

We conducted a series of independent t tests to test for differences in control and treatment
participants’ perceptions of the Army context, evaluation of the Army context, health,
commitment, thoughts of staying, and career intentions. At the conventional significance level
(.05), officers in the two groups differed significantly on 6 of the 22 variables. When the number
of tests performed was taken into consideration by applying the Bonferroni correction and
adjusting the critical significance level to .002, control and treatment participants differed only in
terms of their perceptions of educational opportunities, t(248 ) = -3.38, p = .001. Officers who
participated in control sessions had more favorable perceptions of their educational opportunities
than officers who were in the treatment sessions.

Immediate Post-Orientation Survey: Initial Reactions to the Website

Officers in the treatment condition tended to view the website favorably. On average, officers
intended to use the site and discuss it with others. The mean rating of 2.37 (SD = 0.80; n = 161)
indicated that, on average, officers intended to visit and discuss the site between “Once” and “2-
3 times.” Less than ten percent (9.9%; n = 16) of officers who were told about the website said
they would “Never” visit it. Fewer officers intended to discuss the content of the website with
their commander or subordinates, with 42.6% (n = 69) and 33.3% (n = 54) of officers expecting
to do these activities “Never.”

On average, officers’ immediate evaluation of the website was somewhat positive. The mean
rating on the nine-item scale assessing participants’ initial impressions of the website was above
the midpoint of the scale, indicating overall perceptions of the website tended to be favorable.

(M =3.50, SD = 0.64, n = 162). For example, the mean rating of 3.80 (n = 162) for the item “The
information included on this website seems relevant to my success as an Army officer” fell
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between the “Neither Agree Nor Disagree” and “Agree” anchors on the rating scale. The one
item that officers, on average, slightly disagreed with was “The Army provides more benefits
than I previously realized” (M = 2.88, n = 162).

There was a strong relationship between officers’ perceptions of the website and their
intentions to use it (r = .52, n = 161, p <.001). Officers who perceived the website more
favorably were more likely to intend to use it.

We did not observe significant relationships between officers’ initial reactions to the website
and officers having matched pre-survey and follow-up survey data. On average, perceptions of
the website (t(160) = 0.45, p = .65) and intentions to use it (t(160) = -0.65, p = .52) did not
differ significantly between officers who had matched pre- and follow-up survey data and those
that did not. This suggested that first impressions of the website did not strongly influence
whether officers responded to the follow-up survey and completed the linking questions
accurately and thoroughly. Negative reactions to the website orientation did not appear to be
responsible for attrition from participation in the website evaluation.

Follow-up Survey: Website vs. Control Group

Before conducting the series of regression analyses to evaluate the impact of the website on
respondents’ attitudes and intentions, we reviewed the variables for which there were significant
differences between the control and treatment groups on the pre-survey. Several Army
experience variables on which the groups differed were categorical variables. Including them all
as covariates was potentially problematic. Using them in analyses would involve substantial
dummy coding that would increase the number of variables and decrease the degrees of freedom,
decreasing the power of the analyses. We therefore investigated the relationships between the
career experience variables to determine if grade could serve as a proxy for the other variables.
Officers’ grade could be entered in the regressions as a single, ordinal variable, leading to
relatively more power than the use of one or more of the other Army experience variables. Grade
was significantly related to all the career experience variables. Therefore, we used grade as a
covariate in the regression analyses. Pre-survey perceived educational opportunities scores also
were used as a covariate because the control and treatment groups significantly differed on this
variable before the website intervention was introduced. In addition, for each analysis, the pre-
survey scale corresponding to the follow-up survey scale being examined for differences served
as a covariate.

For each regression, the dependent variable was the follow-up survey measure of a variable
in the preliminary company grade model of retention. The corresponding pre-survey measure
was entered on the first step of the regression. On the second step of the regression, grade and
perceived educational opportunities were entered. We entered a variable indicating whether
officers were members of the control or treatment groups on the third step.

To determine the impact of participation in the treatment group, we examined the change in
R? that accompanied the third step of the regression. Significant changes in R? indicate
statistically significant differences between the control and treatment groups. We observed no
significant differences between officers in the treatment and control groups on any of the
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dependent variables: (1) perceived Army context, (2) context evaluation, (3) commitment, (4)
thoughts of leaving, and (5) career intentions.

Follow-up Survey Results Within the Treatment Group
Website Impact

Within the treatment group, 14 officers with matched pre- and follow-up survey data (46.7%)
chose to visit the website on their own time, but 16 (53.3%) did not and were thus only exposed
to the website during the initial orientation session. Exploring the differences between these two
groups provides insight into how more in-depth, self-guided use of the website may influence
officers’ perceptions of the Army, evaluation of the Army context, commitment to the Army,
thoughts of leaving, and career intentions. We therefore conducted another series of regression
analyses comparing officers within the treatment group who reported visiting the website after
the initial orientation session with those who did not. Despite the extremely small sample size,
we did observe one significant difference between the groups. After controlling for pre-survey
scores on perceived pay and benefits, officers’ grade, and perceived educational opportunities,
whether or not officers visited the website on their own time accounted for significant variance
in officers’ follow-up survey perceived pay and benefits. Visiting the website resulted in a
change in R? from .60 to .67, an increment of .07, F(1,21) = 4.53, p = .045. Officers who used
the website had more favorable views of their pay and benefits than those who did not.

Website Perceptions

We asked officers who visited the website after the orientation to provide feedback on the
website and tell us how they used its content. Officers’ responses are summarized in Tables 4, 5,
6, and 7.

Some officers reported that they had discussed content from the website with their peers,
spouses, subordinates, or commander. A majority of officers who visited the website after the
orientation reported that they had discussed website content with their peers at least once (57.1%,
n = 9). Half of the officers who were married (n = 12) spoke to their spouses about the website
content at least once (n = 6). Discussing the content of the website with commanding officers
and subordinates was less popular. Only two officers reported talking to their commander about
website content (14.3%). Similarly, two officers spoke with their subordinates about website
content.

Perceptions of the website tended to be favorable. Most officers who visited the website
agreed or strongly agreed that the website was well organized (71.4%) and easy to navigate
(71.4%). Opinions about whether the information on the website was difficult to find elsewhere
were more divided. Although a majority of officers either agreed or strongly agreed with this
view (57.1%), a strong minority disagreed or strongly disagreed (35.7%). This suggests that a
“one-stop shop” website tailored to the needs of company grade officers may be a valuable
resource for a majority, but not all officers. A majority of officers agreed that the information on
the website was relevant to their personal well-being (57.1%); half said the information was
relevant to their success as an officer. Officers had more neutral views of the relevance of the
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information for the well-being of their families and their decision to remain in the Army, with
50% indicating they neither agreed nor disagreed with these statements.

Table 4.
Follow-up Survey: Website Visitors’ Evaluation of Use
N Percentage
Visited the Retention Website
Once 7 50.0
2-3 times 6 42.9
4+ times 1 7.1
Discussed Content with Commander
Never 12 85.7
Once 1 7.1
2-3 times 1 7.1
4+ times 0 -
Discussed Content with Peers
Never 5 35.7
Once 1 7.1
2-3 time 8 57.1
4+ times 0 -
Discussed Content with Subordinates
Never 12 85.7
Once 0 -
2-3 time 2 14.3
4+ times 0 -
Discussed Content with Spouse
Never 6 50.0
Once 2 16.7
2-3 time 3 25.0
4+ times 1 8.3
Note. N = 14.

Officers were less likely to perceive that they had learned from the website. About a third of
the officers who visited the website on their own agreed or strongly agreed that using the website
had clarified at least one misconception they had (35.7%) or had helped them learn about
educational opportunities (35.7%). One quarter said that they had learned about new
opportunities for their families (25%), but more wanted their spouse or family members to visit
the website (41.7%). Few officers were applying things they had learned from the website.
About one-fifth (21.4%) said that since exploring the website they were taking new action to
achieve goals. One quarter of those with spouses and/or families agreed they were taking
advantage of new opportunities for their families (25.0%).
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Table 5.
Follow-up Survey: Website Visitors’ Evaluation of Content

N Percentage
Relevant to my personal well-being
Strongly Agree 0 -
Agree 8 57.1
Neither Agree nor Disagree 5 35.7
Disagree 1 7.1
Strongly Disagree 0 -
Relevant to my success as an officer
Strongly Agree 1 7.1
Agree 6 42.9
Neither Agree nor Disagree 5 35.7
Disagree 2 14.3
Strongly Disagree 0 -
Relevant to my decision to remain in Army
Strongly Agree 1 7.1
Agree 4 28.6
Neither Agree nor Disagree 7 50.0
Disagree 2 14.3
Strongly Disagree 0 -
Relevant to the well-being of my family
Strongly Agree 0 -
Agree 5 41.7
Neither Agree nor Disagree 6 50.0
Disagree 1 8.3
Strongly Disagree 0 -
Well-organized
Strongly Agree 1 7.1
Agree 9 64.3
Neither Agree nor Disagree 4 28.6
Disagree 0 -
Strongly Disagree 0 -
Easy to navigate
Strongly Agree 2 14.3
Agree 9 64.3
Neither Agree nor Disagree 3 21.4
Disagree 0 -
Strongly Disagree 0 -
Difficult to find elsewhere
Strongly Agree 1 7.1
Agree 7 50.0
Neither Agree nor Disagree 1 7.1
Disagree 4 28.6
Strongly Disagree 1 7.1
Note. N = 14.
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Table 6.
Follow-up Survey: Website Visitors” Perceptions of the Website’s Impact
on their Learning and Actions

N Percentage
Clarified at least one misconception
Strongly Agree 0 -
Agree 5 35.7
Neither Agree nor Disagree 5 35.7
Disagree 4 28.6
Strongly Disagree 0 -
Learned about educational opportunities
Strongly Agree 1 7.1
Agree 4 28.6
Neither Agree nor Disagree 7 50.0
Disagree 2 14.3
Strongly Disagree 0 -
Taking new action to achieve goals
Strongly Agree 0 -
Agree 3 21.4
Neither Agree nor Disagree 6 42.9
Disagree 5 35.7
Strongly Disagree 0 -
Learned about new family opportunities
Strongly Agree 0 -
Agree 3 25.0
Neither Agree nor Disagree 7 58.3
Disagree 2 16.7
Strongly Disagree 0 -
Taking advantage of new family opportunities
Strongly Agree 0 -
Agree 3 25.0
Neither Agree nor Disagree 6 50.0
Disagree 3 25.0
Strongly Disagree 0 -
Like my family/spouse to visit the website
Strongly Agree 0 -
Agree 5 41.7
Neither Agree nor Disagree 5 41.7
Disagree 2 16.7
Strongly Disagree 0 -
Note. N = 14.
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Table 7.
Follow-up Survey: Website Visitors’ Perceptions of the Website’s Impact
on Their Thoughts of Staying

N Percentage
My morale is higher
Strongly Agree 0 -
Agree 2 143
Neither Agree nor Disagree 10 71.4
Disagree 2 14.3
Strongly Disagree 0 -
Less attracted to joining a civilian organization
Strongly Agree 0 -
Agree 0 -
Neither Agree nor Disagree 10 71.4
Disagree 2 14.3
Strongly Disagree 2 14.3
More likely to consider staying past current
obligation
Strongly Agree 0 -
Agree 3 21.4
Neither Agree nor Disagree 7 50.0
Disagree 2 14.3
Strongly Disagree 2 14.3
More likely to consider staying through
retirement
Strongly Agree 0 -
Agree 0 -
Neither Agree nor Disagree 11 78.6
Disagree 1 7.1
Strongly Disagree 2 14.3
Note. N = 14.

Most officers who visited the website held neutral views about its influence on their morale,
the attractiveness of civilian organizations, and their thoughts of staying with the Army. A
majority of officers indicated they neither agreed nor disagreed that their morale was higher
(71.4%) or that they were less attracted to joining a civilian organization since exploring the
website (71.4%). Half the officers neither agreed nor disagreed that they were more likely to
consider staying past their current obligation (50%) or through retirement (78.6%). Thus,
although many officers had positive views of the website’s content, layout, and navigation, most
did not perceive it as influencing their thoughts or behaviors. Importantly, however, three
officers (21.4%) said that they were more likely to consider staying past their current obligation.
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Discussion

The development of a website for company grade officers was selected as one of the “best
bet” interventions for addressing the challenge of retaining qualified company grade officers in
the Army. Although many on-line resources already existed for Army personnel, there was a
great deal of support for developing a website designed specifically to help officers making
retention decisions. We conducted a series of focus groups with officers to gather input on the
content, format, and barriers to using a retention website. After developing the website, we
evaluated it using a pre-test post-test control group design. Using the ANCOVA approach to
examining pre-test post-test data, we did not observe any significant differences between the
control and treatment groups. Simply informing officers about the website and giving them the
opportunity to use it did not appear to have a substantial impact on their perceptions or
evaluation of the Army context, their commitment to the Army, their thoughts of leaving, or their
career intentions. On the other hand, officers who subsequently chose to use the website after
learning about it had more favorable views of their pay and benefits than did officers who chose
not to use the website. This suggests that disseminating information about pay and benefits,
possibly in the form of realistic and relevant comparisons between military and civilian jobs, can
have a positive influence on officers’ perceptions of the Army. A challenge for the future is to
identify and evaluate alternate methods of disseminating information, as well as to more
narrowly pinpoint the kind and format of information that favorably affects officers’ pay and
benefit perceptions.

One factor that limited our ability to draw conclusions about the website was the size of the
sample of individuals who visited the website on their own before completing the follow-up
survey (only 14 of the 30 follow-up survey respondents from the treatment group). We had
anticipated that not all officers who participated in the initial control and treatment sessions
would respond to our invitation to complete the follow-up survey. We also assumed that some of
the officers participating in the treatment sessions would not subsequently use the website, and
suspected that we might not be able to match all completed follow-up surveys to pre-survey data.
Each of these concerns proved to have a greater negative impact than we had hoped, resulting in
a final sample of website users that was smaller than anticipated. The size of the sample limits
the power of the evaluation to detect differences, particularly if the effects of the website are
small. Small, cumulative effect sizes can have a substantial impact over the long run. It is
possible we failed to detect small differences that, over the long run, might improve the retention
of company grade officers.

We also must interpret with caution the statistically significant difference that was observed
between treatment condition officers who were website visitors and those who were not. It is
traditional to make some sort of correction for the number of statistical tests performed in order
to avoid erroneously concluding that there are significant differences when, in fact, there are not.
If we apply a Bonferroni correction to the comparisons made between officers in the treatment
condition who visited the website with those who did not, we would conclude there were no
significant differences between the groups. However, the Bonferroni correction is a very
conservative one. Given the small sample size, we believed the trade-off between power and
significance level should lean toward the side of power. Others may disagree. In either case, the
finding that using the website promotes more favorable perceptions of pay and benefits should be
replicated before resources are devoted to a broader roll-out of the website.
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We consciously designed the evaluation of the website to parallel the situation where an
officer is given information and access to a resource without being required to use it. This was a
realistic scenario for how a website is likely to be used. However, the failure to find significant
differences between the control and treatment group left unanswered questions about the possible
impact of similar on-line tools that are implemented in a different fashion. For example, viewing
the website could be included as part of a larger training initiative or course for company grade
officers or officers in training, such as ROTC cadets or USMA students. Additional evaluation of
the website in a controlled environment, rather than a field setting, would need to be done to
determine if this approach would be worthwhile. A policy capturing study or the administration
of more detailed surveys focused solely on website content also could help identify which
website content and design features are perceived as most useful.

The results of this evaluation also did not address the possibility that other kinds of content or
website features might influence company grade officers’ retention decisions. In creating the
website, we focused on presenting factual information in an objective way that permitted officers
to form their own conclusions. Where possible, we tried to organize information in ways that
might re-frame how officers viewed it. For example, we provided realistic, but detailed, side-by-
side comparisons of military and civilian jobs, covering benefits that officers may not have
thought to consider when thinking about careers in the Army. Officers participating in the focus
groups we conducted when developing the website emphasized that the website had to be
credible and avoid pushing a particular agenda or viewpoint. It is possible, however, that there
may be other ways to organize or frame information so that it has a greater influence on officers’
perceptions. This may require presenting more viewpoints and agendas, which contradicts the
advice given to us in the focus groups. Nevertheless, it may be more beneficial to include more
new information on the website that highlights a particular opinion. Consistent with this idea,
one of the few ideas submitted for improving the website was to include more new content rather
than links to existing sources. Other alternatives might include developing tools, such as
checklists or planning guidelines. Input from SMEs would be needed to ensure such tools were
relevant to the majority of officers in diverse branches and roles. Another of the limited number
of comments offered about improving the website was that we “remember the RC,” not just the
“AC.”

Another option would be to consider broadening the features of the website. When the switch
needed to be made from hosting the website on the Army’s slnet, we had to set aside its
discussion board and knowledge posting features. These features would have permitted officers
to raise concerns, ask questions, and share solutions. Official responses to posts from a
designated Army representative may have conveyed a degree of organizational support that was
not communicated through the website hosted by PDRI. Focus group discussions suggested
opinions were divided about more interactive features of websites. Some users admitted they
would not use them for fear of being identified; others expressed interest in being able to learn
from others.

This raises the broader question of the means through which officers feel supported by the
Army. An issue volunteered during the focus groups was that officers found it challenging to
informally meet with and get to know their commanders and other more senior officers in the
high OPTEMPO (Operations Tempo) Army context. This made it more difficult for company
grade officers to approach senior officers with questions related to their retention decisions.
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Interventions that help company grade officers create these informal connections with more
experienced, knowledgeable senior officers merit further consideration. One alternative might be
using website features to give officers contact with ombudsmen who have authority to help
resolve problems faced by company grade officers, such as modifying the timing of their training
or deployment to better align with their military spouses’ schedules. In several focus groups,
officers independently commented that mentoring would be a more effective means of
addressing the problem of company grade officer retention. Tools that help company grade
officers get to know and form mentoring relationships with senior officers may help address
retention concerns. Options could range from formal programs to build face-to-face mentoring
relationships (e.g., training commanders to serve as mentors and assigning them officers to
mentor) to initiatives focused on fostering the development of relationships that might evolve
into mentoring (e.g., creating and promoting the use of discussion boards that allow junior and
senior officers to discuss common areas of interest, such as sports).

Recommendations

Results suggested that a retention website such as the one we designed can have a positive
impact on the retention-related attitudes of at least some company grade officers, if the website is
used. Because of the small sample sizes and limited amount of time available for this study, we
recommend a larger-scale evaluation study for this website that introduces more officers to the
website and allows them to access it over a longer period of time than two months (six months
would be a more appropriate interval). We recommend adding more features to the website (e.g.,
discussion groups, mentor network, additional civilian job comparisons) and making it widely
available. The website rollout will require a publicity campaign to make officers aware of its
existence both initially and to remind them later. After the website has been available for six
months to a year, an evaluation study could be conducted by adding website-specific questions to
the SOC. Questions would include (a) how many times have you visited the website, (b) what
features of the website have you used, (c) satisfaction with different website features, and (d)
how has each feature impacted relevant attitudes. Results would help determine if the website
should continue to be maintained and updated.
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Appendix A
Website Content: Sample Screen Shots
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Mar or, Forsg & Effacts

D“,I::,TI i i The purpose of thes mebiste 1 10 provide & one-s1ep shap that makes & easy for company-grade officars

Operations Suppost to find and sccess information relsted to Bfe in the U.S. Armr. A& varety of topics are coversd, ranging

Foroe Sustainment from caresr-related issues to family matters to deployment concerns,

Health Services

Othar Branches The Army Oifiss Batantion Redouros prowdes & sangle place to stdess information from a niamber of

sources, such as miltary pamphiets and miitary, government, and civilisn websites. These sources were

Military ws Civilian chosen for their socurscy, usefulness, and saze of access, By bringing diverse information together in one
Carears plags, wa hope 10 smgldy and shoren your search for facts, procedures, and bps that will help you

realize your gosts for your Kfe with the Army.
Education Benefits

Officers Banefits

I sorme caies, hnks wil send you to sies that require & mditary authentetation (1.8, an AKD yiermams
Officers, Spouses and

and password). Other links il direct you to reputable information maintaingd on websitas accessible to

:;T.:t::d Civil Schaoaling the pubBc. This webifte also prasents wnigue information, developed just for thiz site and not awvailabls
Fellowships/Scholarships slzawhare

Frllwihip/ S cholsribaps far

&r, Officers

Sthor Opportur What do you think?

COMMpARESH with Civil
Lot

Wa Evite pour fesdback and suggnslisn about the wabite, Plaase click hern 18 provide ingut,

Compensation and
Banefits
Gfficer Compensation
Captain’s Heou of Incentives
Health Care, Life lnsorance
and Leave
Retirernant
Dthar Banefita

Installation Information
Wour Heealth

Deployment
Fre-Deplaymant
DaploymentSustainment/Re-de
Post-Deploymant

Family
Famnily and Spouss Support
Spoudte Chrnari
Maksng a Move
Childran
Other Famdy Resources
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and Leave
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Branch Information
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I you are anterasted o [earming more Shoaut your carder v the fditary, you are in the aght plads! Thig
echon prownded miltary beanch-spechc inforimateon on chrasss and cpporhsntied,

Chck on the Beks in the table below or select o Branch division wnder "Career Branch [nfarmatien” from
the menu on the left to find the following infarmation for each Branch division or category:

Genarsl Branch Ovarview
Branch Conkact Information
Caranr Tirmalined

Currant 8ranch Opporundiss
Branch Transfer Information

Manouver, Fire &  Operations
Effects(MFE) Suppart
{06 ) Division

Divisian

Foron
Sustainment
{F5) Division

kant Gensral

1 Resources

Health

Services Other Branches
(HSDivision

Medecal Corps
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Carears

Education Benefits
Officers Barefits
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Advanced Cinl Sehaaling
Frllgwehipy'S cholarsbips
FallowshipsScholarskaps for
Sr, Offiears
Other Opportunities

COMPaREon with Civikian
Costs

Compensation and
Benelits
Officer Compensatsan
Captar’s Hanuy of Ingantives
Hagalth Cara, Life Trjursrcs
&hd Leave
Retiramant
Othier Benafits

Installation Information
Your Health

Daployment
Pra-Daplayment

Deployment/Sustainment/fe-de

Fost-Deployment

Farmily
Farmily and Spouse Support
Spouse Caresrs
Makong a Move
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srew » Caroer Branch Information » Mansuvar, Fires & Effects Divmion

Arffy Ofticar Latenbon Ho

Manauver, Fires and Effects (MFE) Division

Thi Mamaiscar, Fires shd EMasts (MFE) Doviisn inelides the Commbal Areng Branched of the Army along
with the Psychologios Operations, Civil &ffairs, Information Operations, and Public Affairs funchonal
areas,

Balow you wil find 3 brief sumemary of sach division within the Mansuvers, Fires & EMfects Branch.
Selact the "Learn mors™ hnk to view mors detsds sbout mach branch, including carser brmelines, current

training and asagament spporhanitieg, and branch contsdt infarmation

Chek an the brk Below to access the MPE Divisson Cheef haene paga:

Infantry

The Infantry culture is the basis for the Army’s Waernor Ethos, and has emerged from the harsh realities
af Iefantry combat, which are doss, parsanal, and Brutal. The Irdfantry forms the nucleus of the Ay s
fughtimg strangth around which the other srmd and servces are groupsd. When rol in combat, the Infantry
maintains 4 staté of readniass in praparstion for immedeate combat worldwide employment

Aviation

Army Aviaton is a Combet Arms Branch that cperstes at theatsr and below schelons throughout the
artire spactrumm of conflict, The Midsson of the Aviatien Branch o8 b hind, fia, and destroy the anemy
thraegh firg and mansuver, shd 19 provide combat Suppart and combat fervice Suppedt o coordingted
operations ax 4n intagral member of the combined srms tesm,

Anmor

Armor Branch encompasses Armor or combined arms organizations that cose with and destroy the
sy utsh fire, Mmanauver and shotk effect; ad well 33 cavalry and reconnaisiance argan tabons that
perform reconnaissance. orovide secunty and enosae in the full soectrum of combat coerations.
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A
ﬁﬂ?:,:;:::m Chamical Branch
g:‘:::;‘r’ Fares & Eacts The Chemecal Conps offecers provide expart technacal knomledge and sdvice to commanders and s1af at
Operations Suppet the tectecsd, operational, and strateqic levels about militery operaticns and domastss suppant b cvil
Fores Sustainmant authoritias mvalving the full rangs of chemical, bislogical, redialogicsl, snd nuclsar (CBRN) hazards,
Heslth Services ncluding CB warfare agents, radiclogical matensd, rudear weapans effects, and industnal harardous
Othar Branches materials, The pramacy godl of the Chemmcal officers st to maamize warhighters” ability to conduct
operations i & CBRAN environment by reducing vulnersbilty to and miramizing the sffects of CBRN
Military ws Civillan weapons. This i accomalished by thorcugh planning snd employment of CBRN defense capabiities
Carears inlydinng individual and collechive protection, bialogizal detection systerms, CBRN shd hagsrdous matenals

(HAZ MAT) raconnaissance, warrang and reporting of CBAN awents, and decontamanation or removal of
CBAN hazsrds, Chemicsl officars also plan, coordinate, and execute smployment of obscurants smake
and flamg 1o enhancs combat power mulbphers, Chamecal aificers are embadded throughout the forcs to
Support Army combat, combat support, and combet service support unds to combat weapons of mass

Education Benefits
Officers Banefits
officers, Spouses and

:LT::;“ Civil Schoaling destruchon and davelsp force protecten programs. Chemssal officers alio support other servicas,
FellowshiparScholarshios domestic CBAN respoahse units and afe assighed to the Offica of the Secretary of Defense (O5D) and the
Fallowthips/Scholarsbips for Joint Staff, DA staff, combatant command Joint commands and staffs, and Federal agenoes.

&r, Officers

Gther Opportundieg Chemical Branch Contacl Information: Fevd key Branch contacts &8 well 44 #tay up 1o date on what o
COMpaRES with Civikan gl in the Charmical Bransh,

Cadtd

Compensation and
Banefits
Gfficer Compensation
Captain’s Henu of Incantives
Health Care, Life lnsorance

Chemical Mficer Characteristics and Devrlapment Assignments: Dissever the required
charactanstics &% well a5 critdad devalopment anuqnmtm far Armaor officers,

Chemical Carger Timeline: Find the Chermcsl Ofizer Carser Tonslineg.

and Leave
Retirermant
Cther Banafits Current Chemical Opportunities
Inztallation Informotion Grade (Rank) Assignments and Course Information
Your Health n
Daployment all Armigp 7 Regur %z and Resources Systam Course Search

Use this search engine to find courses by chicking on "New Search”

Fre-Deplaymont and entering “Captains® or “Chemical in the Course Title field.

Diapdoy mentSustainment e -de

Past-Depluymant Limubenarts Limitarg
Hon KD Captahs Captair
Farmily KD Cagtasns Koy Dawslopm
Famnily and Spouss Support
Hajors Majar and L
Spoudte Chrnari Lewtenant Colonels . B
Maksng a Move
Childran A
Other Famuly Resources ot L e
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Military vs Civilian
Carears

Education Benefits
Officers Benglits

Officers, Spouses and
Familiss

advanced Civil Schoaling
Fellowzhips/s cholsrships
Fallowships/Soholsrships for
Sr, Officers

Other Opportunitiss
Comparisen with Civilian
Costs

Compensation and
Benefits
officer Campenzation
Captain's Manu of Incentives

Hzalth Care, Life Insurance
and Leave

Retiremant
Sther Banafits

Installation Information
Your Health

Deployment
Pra-Daploymant
Daplaymary SustainmentRe-di
Post-Dephay msnt

Family
Family and Spouse Support
Spouse Carsers
Makg 4 Mave
Childean
e Family Refources

Ferdback

Examples companng civilian and mildssy jobs are shawn o the dewndaadeble dotuments bnked below,
Each example featurss a civilian robe that requires skils snd experiences comparable to & militsry officer
weth a4 partcular rank sfd Branch, The aviban fole repeeients & typical jJob, Seme offcars with squuvalant
capabilties might find & better job; some might Find & less- sppealing job

The examples illustrate some of the fadlures of jobd that should be cordidersd whan trying to decsde what
kil of jol oF carer o U BEdt it far wou, Keep ths i mind whah reviswmng thismn:

They are based on facts, but not &l the facts may fit you. Depanding on whers you live or the size of
th camgany offenng the job, the Bansfits kited may oF may fot ke offered, Aks, fems bensfts sr
miore OF 1655 important dapendeny on persanal crcumetsnoss such a3 your heshth or whithsr you &0
marriad or have children. That's why it's important that you use thess examples a3 & starting podint for
ideas of tha kinds of things that are prarbes for you

They are incomplets. it is sssy to research the average salary for a particulsr joby it is much harder
captyre the intangble scpects of jobs the plessure of working wah teammates who are alzo good friends,
the setsfacton of deang mearingiul work, the rush of doing something challenging, M. sure you
consider what satisfies you the most when thinkang sbout an sitermats path,

They are short-borm, They prrmandy focus on 8 single job, A career iNCorporatns many ol and
robes_and often seversl crganizations. Tou need to decids what carssr path is going to gat you where you
want to be naxt yesr, five years from now, twenty years from now, and so on. Bven if you see yourself
heading far a covham rede 81 some point, the Army may offer the Best combination of expenence and
benefis to help you reach your long-term goals.

Civilian-Military Job Comparisons

Salact a link from the kst balow to download a document showing Crvikan-Mitary job compansons for that
particilar branch

o Ciwil Alfairs
Enginesr

Field Artillery
Fimamce

Human Resaurcss
Infantry
HMilitary Ent
Ordnance
Public Affairs
Quartermaster

Signal
Transportation

Military vs Civilian Comparisons: Home
Available Comparisons Shown
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officers Benefits
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Families

dcdvanced Civil Schooling
Fellowships/Scholarships
Fallowships Scholarships for
Sr, Officers

dther Opportuniaes
Carnpaniah with Civihan
Costs

Compensation and
Benefits
officer Compenzation
Caprain’s Many of Incantives
Health Care, Life Irsurance
&hd Leave
Estirarmant
Other Benefits

Installation Information
Your Health

Daployment
B Doy ment
Daployment/Sustainment/Re de
Fost-Deployment

Farnily
Farmly and Spoude Support
Spouse Caraars
Makng a Mave
Children
Other Famidy Resources
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Officer Benedits - Information is provided on sduchtional programs, finsncasl benafis, and resources
that can be wsed by Officers to help reach their educstional goals. including:

= BAFMTL

Tuskion Assistencs (TA)

Montgomary GI Bl (MGIE) / Topping-Up
Fimanzal Asd

Loan Repaymant Program (LRP)

Benefits for Officers, their Spouses and Families = [nformation o provided on scholarships,
programs, and resourcas that can be used ta help ndividuals reach thesr aducatianal goals, including:

Sermze-members Opportunity Colleges Army Degrees (SOCAD)

Etateside Spouse Education Assistance Program (SSE&F)

Oworseas Spouse Educabion Assistance Program (OSEAP])

In=State Tuition for Dependerts

HS James Ursaro Scholarship Program for Dependent Chdren of Scldiers
High School Comgletion Frogram (HECP)

Advanced Ciwil Schaoling (ACS) Programs - Infarmation is provided on progeams admirstorad by
e ACS Sechon, r\‘!‘ll‘lﬂlﬂg:

& Expanded Graduats Schoaol Program (EGSP)
& Degrae Complation Pragram (OCP)
+ Trasng with Industry (TWI) Program

Fellowships / Schalarships ler Officers thak soe adminigterad by the ACS Section. Informatien 5
provided onz

= Army Comgratdnns Fallowibup Program

= &rmvy G-3 Hareard Strategist Scholarship

& Hmsbed Schadarship Program (OSP)

» Informabisn Aisurance Schalarshig Prograns (TASP)
= White Hauige Fallawship

Fallow thig link for & preview of Fellowships § Scholarships for Sr, Officers,
Diher Full-Time Oppartunilics that are available to Oifeers, molading:
= JCEMOSDYARSTAF Intarm Program

= Fundsd Nurse Education Progrem (FREP)

Compariesn of Educational Costs for cwdians snd Army Officers,




Education Benefits:
Officers, Spouses, and Families
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Armiy Officar Retennon Rasourss » Educatan Benafits » Oficers, Spouses and Familias
Haome
Cargar Branch
Infoermation Banefits for Officers, Spouses and their Families
Mansuwer, Firss & Effects
Divigian A 1 ! . o
Pt L Service-mambers Opportunity Colleges Army Degrees (BE0OCAD) s a system of
m op collegesfuniveriting that have sgraed to scospt sach other's courtes i & program of study, S0C
Force Sustamment consarbum colleges/univarsiies are dedicated to halpang Sernce members and thair femihes sarm collage
Health Services degress. Click here to sccess the SOCAD home page.
Other Branches
The Stateside Spousa E ation Assistance Progr. (SSEAP) = & need-based sducation
Milhnw vs Clulllan assistancs program designed to provide spouses of active duty Officers residing in the U5, with financal
Cargars SERIELARSE N puriieng edutationsl goals, Click the SSEAP link for gensral prograr infarmation and &
= dewmrlipadable appbcation,
Education Benefits
efficers Banefits The Overseas Spousa Education Assistance Program {OSEAP) i5 a need-based assistance
Sfficers, Spouses and PrOgrans dEEIgnRd 1o provide SPSUSRE FELGAD with BItve dily OFICEFE Svarieas wah nancal sisistance
Familing teeards thaw fest undargraduake dogres, Chek the OSEAP hnk for gereral program indesmation, an
Advanced Civil Schaoling or-lne appleation, and o downlosdable apphcatzan,
Fallowships/S cholaribaps " A
i Pokicies regarding In-Stote Tultlon for Dependants vary from state to state, Same states offer
Fallowhips/Scholarskaps for I phate Tution bo milithry members snd their Tamilies, whersss othars do netl. Algg, 1ome SEates hbve &
Sr. Officers continisty policy that allaws students t continue to receive in-skabe tulben benedits o the avent that the
Other Opportundios miltary mamber is rangferred. Chok the In-State Tusion for Dependents lnk for & summary of key
Comparsen with Civilian in-state tuition issues, Fads, and references. Use the followng link to find each state’s lm-state tuition
Costs pollcy; chds indvidwal states on the maa for policies
Compensation and The MG James Ursano Scholarship Program was estabbshed 1 help Areny Famibes wih
Benedits urdergraduate college expenses for their dependent children. This program offers scholarships based on
fficer Companiateah fimancial nesd, scadernics, and schisvement, Click: the scholarship program link for slighdty oritena,
Captar’s Manu of Incentives scholarship uses, and applcation procedures.
Health Care, Life Insurarcs
&hid Ledve The areny High School Comp n Program (HECP) 5 an oM-gduty program that provides
Retirgemant Soldsers or their adult family members the opportunity to eamm a begh school diploma or egquivalency
Othar Banefits cartficats. Click the HSCP link for an overview of the program. Contact your local Army Education Center
{BEC) fior additicnal information.
Installation Information
Your Health
-
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Armmy Officer Retantion Resource = Compansation and Bansfits

Compensation and Benefits Home Page

This page provides an overvaew of the compensabion and benefits that are available for Officers, ther
spouses, and their family meambers.

= If you are interested in a comprehensive picture of the benefits offered by the Armmy, vou may
want to look through this alphabetsized Index of Benefits. Hote that other pages on this site camn
help you review benefits by category (e.9., pay, family services), life avent (o.g., deploymant,
recreation), or state/tercitory .

= 1If you hawe guestions about a specfic kind of benefit, you may find it helpful to review and use the
links contained in the Compensation & Benefits sub-folders on this site. The rest of this page
provides a brief description of the information covered in those web pages.

Officer Compensation

Officer Compensation including the allocation and types of compensation, and other useful
compensation-relatad hinks including:

= Totsl Compensation
Allgwances

Bagic Pay

Combat Zone Tax Exclusion
Specal/lncantive Pay

= Dirill Pay

P

Captain's Menu of Incentives

Captain's Fenu of Incentives incduding program specifics, a full menu of available incentives, sligibility

A-10
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army Officer Retention Fefource = Compensation and Banelits = Retiramant

Retiremant

A wealth of Retirement information (s avalable to Officers and thewr farmily members, The Army Carcer
and alumnl Program (ACAP) is available to provide informistion and useful resources to assist with
the retirement process. Additionally ACAP Center Counselors are available to answer any guestons you
may have,

= Follow this link to download the Pre-Retirement Counseling Guide that provides general
imfarmation, medical informatbion, an overview of VA benefits, and much more.

= How rmuch money do you need to meet your retirement needs? A lot of organizations provide
retirement calculators to help you plan ahead, To get started, here 1= one option; AARPE
Retirement Caculator

Use this handy Retirement Calculator to estimate retirement pay, or download a document
dascribing how military retirement pay is calculated.

Far questions regarding retiremant, contact your Retirement Services Dficer or visit your local
ATAP cenber,

*

The Thrift Savings Plan (TSP} s a 401l{k}-type retirament savings and investment plan that i
available to Officers and is sponsored by the Federal Government, Under TSP, Officers can contribute up
to 100% of their basic pay, incentive pay, or special pay ({including bonus pay} up to the limit specified by
tha IRS.

t Savings Plan page provides returns, share prices, and other information.
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Armmy Officer Retantion Resource = Installaton Infornmation

Installation Infermation Page

Instaliation information can be found in Mmultiple places .,

®

L

Army Housing One Stop allows you to search for installations worldwide, sither alphabetically or
by location, It focuses on providing housing and lodging information, including waiting lists, floor
plans, photos, mape and more, For many installations, addiional topice also are cowvered, such as
civilian jobs, on-post services, the local ares, and FAags,

Installation Management Command {IMCOM) is the sommand responsible for providing centralized
rranagement of most Army Inetallstbions, Through s website, information about Army garrions
can be accessed alphabeatically within region or alphabetically worldwide. This link provides sccess
to all Garrisons by Region.

Many installations also have their own ingtallation-speacific websies, They typically include detailed
imformation about urts, current events, news, services and local cormrmumities,

To sccess pages intagrating the links to INCOM garrizon command websibes, installation specific wabsites
and nearby City/Town websites click on the following links to download this information.

*

L3

The list of all COMNUS Installations soried alphabetically by State includes Installation Home
Fages, INCOM garrison command websites, and links to nearby cities/towns when available,

The list of all COMNUS Installations sorted alphabetically by @ ntry provides INSOM
garrisan command websites and available inks to nearby cities or towns,
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Home Page (Top)

- & % | L1 hitp:/tari touch-post et findesx.phofyour-health. html =[] [
- L L=}
Infarmation Your Health
gf::i':i';rf" Fires & Effects Thiz section of the wabsits provides a virtusl directory of health-related informstion snd resources,

Operations Support
Force Sustainment
Health Searvices
Dither Branches

Military vs Civilian
Carears

Education Benefits
Officers Benefits

officers, Spouses and
Farmihes

adwvanced Civil Schooling
Fellowships/Scholarships

Fellowships/Scholarships for
Sr. Officers

Other GOpportunities

Comparison with Sivilian
Costs

Compeaensation and
Benefits
Officer Compensation
Captain’s Menu of Incantives

Haaith Cars, Life Insuranos
and Leave

Ratirerment
Other Benefits

Installation Information
Your Health

Deployrment
Pre-Daplaymesnt
Deplaymeant/Sustainmant/Ra-de
Post-Deploymeant

Family
Farmily and Spouse Support
LSpouse Carssrs
Making & Move
Childran
Criher Family Resources

Foratered Link

Interested in browsing o variety of health-refated topics 7 Checok out Mooal 3 Health

Heralth Care and Managerment

* TRICARE: 4 the comprahensive HMO-type Rhealth care Banefit that provides health care foar
officers and their family members, including meadical, dental;, vision, prescripticn, and mental
health care at little or no cost.

+ Military Treatmoent Facilities {(MTF): are whare afficars and their farmily mambers receive most
medical gorvices under the supervision of & prmary cars manager (PCM),

a Pravidor; OfMicers and their Family members can also ulalize a netwark of “preferred” or
“in-network™ providers in addibion to the services offersed at MTFs.

= Hooah 4 a8 Mealthy Body: supports officers” efforts to maintain and improve their fithess and
nutrition by providing infarmation, tocls, and resources on many topios.

Stress Managoment
Stress is a part of everyone’s life, but being in the military can lead to additional stress not encountered

by most civilians,

= Stress Resources: offers basic information about stress, as well as a number of strategies and
resources for managing stress.

+ Army MWR (Morale, Recreation, and Welfare): works to reduce stress in the military by offering a
comprahensive network of support and leisure services designed to enhance the lives of soldiers
and their families.
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Your Health:

Home Page (Bottom)
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Combal Stress: shares information and advice about preventing, recogmzing, and relieving
cormnbat stress.

= Additional information and resaurces related to stress managament can be found in the

Deployment section of this website,

Professional Assistance

Sometirmes the unigue demands of military service can lead to personal challengess that are difficult to
resolve. Ongoing faslings of stress, anxisty, watchfuiness, and worthlessness are signs that it may be
helpful te cansult & tramed professional who can provide sxpart advice and assistancs,

* Self-Help Assessmeonts casn help you determine of your symptome are consistent with camman

conditicns oF concarns, such s an=iety, depression, addiction, oF post-traumatic stress disorder
(PTSD), that would bensfit from further evaluation by & professional.

Anxioty and panic; from the Walter Resd Army Madical Cantar descrbe the fymplbome, causes,
and troatment of two of the most cammen mental health conditions in the U5,

Courages to Care: from Uniformed Services University of the Heaith Sciences describes the
syrmptoms of and resources to combast depression, one of the most common and treatable mental
health condiians, Untraated depression (8 the prmary cause of suicide. Additional infarmatian and
resources (o proevent suicide are offered by Hooah 4 Health,

Thve Mafional Twicrds Pravention Lifelnes slee provices serwvice fo velfarans in crigis, Call §F-800-2F3-FALK
(OZ55) and press 1 éo be connacted frmvmediately (o WA swicide prevention arxd rmenta! health servioe
Drodes RN .

®

Addiction from Military OneSource offers information and assistance about dnnklnq, substamnce
abuse, compulsive gambling, and other addictions that can make officers feel out of control of thesr
own lives.

The Post Traumatic Stress Disorder (PTSD) Information Center and ArEnny Bebhawioral
Health present in-depth information and references on PTSD and traumatic stress, Click on the
heading and choose the Army branch of the military to sacoess thig information,

Other Resources

Army Behavioral Health: provides information and rescurces for officers and their familiss
about a varety of mental health related issues, including deployment challenges, stress
rmanagamant, PTSD, and suicade,

American Pesychological Association: website allows you to search by topic for resources, such
55 articles, books, tip sheets, and Mors.
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Deployment:

Home Page (Partial)
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Information
Maneuver, Fires & Effects
Driwision
Operations Support
Force Sustainment
Health Services
Sther Branches

milltary vs Civillan
Carears

Education Benafits
Officers Benefits

officars, Spouses and
Farmilias

Adwanced Civil Schaoaling
Fallowships/Scholarihips
Faellowships/Scholarships for
Sr, Officers

Cther COpportunities

Comparison with Civilian
Costs

Compensation and
Benefits
Dfficar Compenation
Captain's Menu of Incentives
Health Care, Lie Insurance
and Leave
R atire et
Other Benesfits

Installation Information
Your Haalth

Daploymeant
Pre-Daploymant
Deploymeant/SustainmentRe-de
Post-Deployment

Family
Family and Spouss Suppart
SpOUSE CArsers
Making a Move
Children
Dther Family Resources

—_—— e

Deployment Home Page
This part of the websie focuses on topics related 1o deployrnent. The deployment cycle often s divided
inta three stages: pre-deployvment, deployment, and post deployment. Sometimes the deploymeant stage

is= further divided into deployment, sustainment, and redeployment phases.

These websites provide information and resources for all phases of deployment:

*

Depleoyment Health and Family Readi
many deployment iISsuss.

Hooah 4 Health discusses the typical emotional reactions expenenced by soldiers, their spouses,
and children at sach stage of deploymant,

« American Academy of Pediatrics has recommendations for helping children of all ages adjust
to the three phases of deployment.

% Library has s searchable database of articles on

If you would like to know more about any phase of deployment, click on the relevant links below for more
detailed content.

Pre-Deployment
Pre-Deployment information including:

= Working with Family Mambers to Prepare for Deployment
= PrEparing for Combst
+ The Service Members Civil Rehef Act

Daploymant /Sustainmeant /Re-deploymeant
Uiseful information omn DeplaymentfSustainmentyfRe-deployment including:

= Farmily Adjustrment
= Carmbat Stress
+ Health Concarns

Post-Deploymeant
Information aon Past-Deployment. The contant includes:
= Connscting with Your Family

= Post-Deplayment Health
= Wounded Warmosr Prograr
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Deployment:

Pre-Deployment Page

- Y | L htepsfank bouch-pot et findex . phofpre-deployment hml - | | G-

Login

You are logged in A
pdri,

Horme

Carear Branch
Information

Mansuver, Firas & Effacts
Diwision

Operations Support
Force Sustanment
Health Services
Sther Branches

Military vs Clwillan
Carsers

Education Benafits
Officars Benefits
Officars, Spouses and
Farmiliss
Advanced Civil Schaaling
Fellowships/Schalarships
Fellowships/Schalarships for
Sr, Officors
Other Opportunities

Comparison with Civilian
Costs

Compensation and
Benefits
Officer Compenation
Captain's Menu of Incentives
Health Care, Life Insurance
and Leave
Ratirement
Other Benefits

Installation Information

Your Haalth

army Officer Retantion Fesource = Daplaymant = Pre-Deploymant

Pre-Deploymeant

The Armmy is committed io ensuring you are prepared for deployment, This page presents information and

resources ta help you and vour family during the pra-deploymeant phase.
+ Waorking with Family Members to Prepare for Deployment

= Create a Family Care Plan to ensure yvour family has what they need while you are
deployed.

= Discuss fimances and homeseehicle maintenance with your spouse before
deployment. Click on the links below for suggestions on topics to cover:

+ Make Family Finances Deplayment-Ready

= Deployment Family Checkiist

= Find guidance about pr ring for separation from family members:

= Family Deployment G es and Resources
= Children and Deployment
» Pro-Deployment I

armuat

« Preparing for Combat

= Battlemind Training and Infermation: provides video scenanos, prasentations,
and other information to help officers and the troops they lead develop their will and
spirvt to fight and win i combat, reduce combat strass reactions and sase the
transition homme.

= The Servicemembers Civil Relief Act (SCRA) protects deployed sarvice members by
postponing or suspeanding certain civil abligations.
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LR
Information
Maneuver, Fires & Effects
Crivigian
Oparations SUpport
Force Sustainment
Health Services
Other Branches

Military ws Civilian
Carears

Education Benafits
Officers Beneafits
Officers, Spouses and
Farmilias
adwanced Civil Schooling
Fallowships/Scholarships
Fellowships/Scholarships for
Sr, Officars
Other Opportunitios
Camparisen with Ciovilhaey
Caits

Compansation and
Benofits
Officar Compansation
Captain’s Menu of Incantives
Haalth Care, Life Indurancs
and Leave
Ratirermant
Diher Banetis

Installation Information
Your Health

Deploymeant
Pre-Deployment
Deployment/Sustainmeant R e-de
Post-Deployment

Farmily
Famuly and Spouse Support
Spouse Careers
Making & Move
Childran
Other Family Resources

Family Page:
Home (Partial)

ff | [ hiepsffan touch-post et findex. phoif amily  himl =] =] [

Famlly Home Page

This zactian of the weabsite provides a virtual directary of farmuly infarmatian and pragrams that are
availlable for Army officers, their spouses, and their family members.

IF you would ke te kaaw more about any o, fellaw the ralavant inks 1o more detaled contant,

Family and Spouse Support

Family and Spouse Support including:

Being a Military Spouse
Marriages Tips

Handling Ciwvarce

Raising a Milicary Family
Farnily Support Groups
Farnilims with Special Nesds

L )

Spouse Carears
Spouse Carcers includes;

= Job Training
= Job Searching
= Dual Military Caresrs

Making a Mowve
Find information on Making a FMowe including:

= Online Relocation Tools
Installation and City Information
Living Ovarssas

Mowing Your Family

L

Children
Resources related to Children including:
» Childcare

+* Education
= Kids' Activities
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Family:

Family and Spouse Support (Partial

- 5 | L1 hitps/far touch-port..netfinde:x. choffamity-and-spouse-support. hbm [=] [1CE] =

Ll B rarier
Information
Maneuver, Firos & Efects
Erivigion
Dperations Support
Force Sustainment
Health Services
Other Branches

Military vs Civilian
Carears

Education Benafits
Officers Banefits
Officars, Spouses and
Familiss
Adwanced Civil Schooling
Fellowships/Scholarships
Fellowzships/Scholarships for
Sr. Officers
Dther Opportunities
Camparisan with Sivihan
Costs

Compensation and
Benefits
Officer Compensation
Captain's Menu of Incentives

Health Care, Life Insurance
and Leave

Retirement
Sther Benefits

Installation Information
*our Health

Deploymeant
Pre-Deployment
Daployment/Sustainment/Re-de
Post-Deploymant

Family
Family and Spouse Support
Bpouse Careers
Making a Mave
Chaldran
Diher Farily Resources

Farmily and Spouse Support

The army is committed to your family. This page presents information and resources to promote the
wall-baing of Arfny spouses and families.

Being o Military Spouse

*

HMilitary Spouse’s Handbook | fram the U.S, Army Sergeants Major Academy s addressed to
spouses of NCOs; howsver, any new spouse or family mamber will benefit from reviewing this
handbook, which includes information on assistances organizations, handling common challenges,
military customs and military jargon.

Spouse Buzz : is a virtual Spouse Support Group where you can instantly connect with thousands
of other military spouses.

Amazon Listmania : Books for Military Spouses ; one military spouse’s izt of recommended
reading for military spouses. The list includes advice for military wives, guides about marriage,
books on being deplayed, and more.

*

*

Marviage Tips

rMilitary Weddings and Heneymoons | offers advice on handiing the logistics of getting
marned, covering a4 wide range of topics from hiow to time your marriage o maximize your
banafits to tips on planming your hoReymoon,

Building & Positive Relationship with your Spouss | provides tips on Resping your
relationship fresh, strong, and close.

Mational Healthy Marriage Boesource Ceonter @ presantd advice of how ta Kesp your marriags
Srong,

= BEcoming 4 Coupls aAgain @ from the Uniformed Ssrvices University provides adwics on reuniting
after deplaymant,

*

*

*

Handling Divarce

"

Armeod Forces Legal Assistance ;| offers resources to obtain lsgal support specializing in Farmily
Law.

rilitary Divorce and Separation | provides a legsl overview and guidslings on how to Qarner
sUpport.

Coping with Divarce snd Co-parenting after Divorce | provide ideas and resources for
helping you and your children copes with divorce,

®

Raising a Military Family
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Project STAY
Officer Retention: Part C
PRE Survey

LINKING INFORMATION

We want to protect your anonymity, but we must have some way of linking your responses to this
survey with a follow-up survey we will administer later. Therefore, please answer the following
guestions to create a unique numeric identifier for yourself.

Please indicate the month and day of your mother’s birthday (e.g., February 7 would be listed as 0207).
If unknown, enter 0000.

Month: © o Day: (ONONONE)
ONORORONONORCRUECKO) ONORORONONORCRUECKO),

Please indicate the month and day of your father’s birthday. If unknown, enter 0000.

Month: © o Day: (ONONONE),
ONORORONONORCRUECKO), ONORORONONORCRUECKO)

Please indicate the year you graduated from high school (or received your GED).

Year: ONONGRONONONCRGRGRC)
OOOBROBOBOHB®OB®O
ODOOBROBOBOHB®O®O
ODOOBROBOBOHB®O®O
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CURRENT ASSIGNMENT

1. To what kind of unit are you currently assigned?
Combat Arms (CA) (TOE units only)

Combat Support (CS) (TOE units only)

Combat Service Support (CSS) (TOE units only)
Joint Command

Allied/Multinational Command

Institutional Command (TDA units only)

Other Command (TDA units)

Does not apply; I am currently in school.

Do not know

cloNoloNoNoloNON®)

How satisfied are you with the following?

Neither

s satistied  Satisfied nor  Dissatisfied [ VoY
Dissatisfied
Your geographic location O O O O O
Your post O O O O O
Your Branch O O O O O
Your assignment O O O O O

o1 BN w B

6. How many times have you been deployed for Operation Iraqi Freedom and/or Operation
Enduring Freedom (OIF/OEF)?

0

1

2

3

4+

cNoNoNoNe)

7. How many total months were you/have you been deployed for OIF/OEF?
O Less than one month

Number of months;: ©@ O @3 @® ® ® @
OO ®06G 6 ®

®®

©)
©)

B-2




ARMY LIFE

How strongly do you agree or disagree with the following statements?

Neither
Agree  Agree Nor Disagree
Disagree

Strongly
Agree

Strongly
Disagree

10.

11.

12.
13.

14.

15.

16.
17.

18.

19.

20.

21.

22.

23.
24.

25.

26.
27.

It is difficult to balance the demands of my Army
job with my personal/family life.

When someone criticizes the Army, it feels like a
personal insult.

I am very interested in what others think about
the Army.

When | talk about the Army, I usually say “we”
rather than “they.”

This Army’s successes are my Successes.

When someone praises the Army, it feels like a
personal compliment.

If a story in the media criticized the Army, |
would feel embarrassed.

The Army has a great deal of personal meaning
for me.

I do not feel “emotionally attached” to the Army.
I do not feel a strong sense of belonging in the
Army.

I do not feel like “part of the family” in the
Army.

I am not afraid of what might happen if I quit the
Army without another job lined up.

Too much of my life would be disrupted if |
decided I wanted to leave the Army now.

It would be too costly for me to leave the Army
in the near future.

One of the problems with leaving the Army
would be the lack of available alternatives.

I would feel guilty if I left the Army.

I would not leave the Army right now because |
have a sense of obligation to the people in it.

If | left the Army, | would feel like I let my
country down.

| frequently think about leaving the Army.

| often question whether | should stay in the
Army.
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28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.

39.
40.
41.
42.
43.
44,
45.
46.
47.
48.

49,
50.
ol.

52.
53.
54.

How would you describe the status of the following at the present time?

Your basic pay

Your special pay

Your retirement benefits

Your medical and dental benefits

Your access to government housing

Your life insurance

Your physical health

Your mental health

Your current level of morale

Educational benefits for your family members

Army support for spouse career/work
opportunities

Army-sponsored family programs
Pre-deployment support programs
Post-deployment support programs

Your knowledge of your work responsibilities
Your understanding of what is expected of you
The clarity of your work role

The camaraderie in your unit

The level of teamwork in your unit

The current level of morale in your unit

Your opportunities to do work that matches your
skills and interests

Your military educational opportunities

Your civilian educational opportunities

Your opportunities to attend Army training
courses

Your access to distance learning courses
Your access to leader development opportunities

Your access to assignments that will make you
competitive for promotions

Excellent
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Very
Good

O
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Poor
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Not
Applicable



95.

56.
57.

58.

59.
60.

61.

62.
63.

64.
65.

66.

67.

68.

69.

70.

Your opportunities to serve as platoon leader

Your opportunities for company-level command

Your promotion opportunities

Your access to tools and resources that provide career

development guidance

Support from the Army to achieve your career goals

Your prospects for a successful career as an officer

Your ability to get a civilian job if you wanted to leave the

Army

Please rate your agreement with the following.

The Army really cares about my well-being.

The Army strongly considers my goals and
values.

The Army shows little concern for me.

Help is available from the Army when | have
a problem.

I am satisfied with the success | have
achieved in my career.

I am satisfied with the progress | have made
toward meeting my overall career goals.

I am satisfied with the progress | have made
toward meeting my goals for income.

I am satisfied with the progress | have made
toward meeting my goals for advancement.

| am satisfied with the progress | have made
toward meeting my goals for the
development of new skills.

Strongly
Agree

O

O
O
O

O
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Excellent Very Good Good Fair Poor

O

O OO O O O

Agree

O

O
O
O

O

O OO O oo O

Neither Agree
Nor Disagree

O

O
O
O

O

O