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Abstract 

Multiple regression models relating attitudes on job 
performance, job related satisfaction, and retention 
in the Air Force to family variables are oresented. 
Variance accounted for ranged from 12% To 55%, with 
member’s perceptions of family attitudes and spousal 
attitude toward retention contributing heavily. 

In recent years, family issues have become increasingly im¬ 
portant to the Air Force. This interest reflects many concerns, 
among which are the impact of the all volunteer force, problems in 
recruiting and retaining personnel, and the effects of demographic 
changes, reflective of society as a whole, in Air Force families. 
Several major research efforts, such as the Farjú 1 ies_i_n_Bl_ue 
studies (Orthner, 1980; Orthner & Bowen, 1982), and comprehensive 
literature reviews (Black, 1982; Hunter, 1982) have highlighted 
some critical research concerns in Air Force family matters. 

Despite the increased concern for family issues, many 
Questions remain unanswered. Recently, the Air Force Leadership 
and Management Development Center (LMDC) at Maxwell AFB, Alabama, 
developed the U.S. Air Force Spouse Survey (AFSS) as a research 
instrument to help investigate the relationships between family 
attitudes and job and retention variables (Ibsen & Austin, 1983). 
An important feature of the survey is that it matches spousal 
responses with the responses of the military member on another 
survey, the Organizational Assessment Package (OAP), which 
measures the member’s attitudes on a number of relevant job and 
retention dimensions. Thus, one is able to examine direct 
correlations between the attitudes of military members and their 
spouses. Based on OAP and AFSS results, the present research 
develops models relating attitudes on job performance, job related 
satisfaction, and retention to family issues. 

Variables Included in the_Model.5 
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Many factors have been proposed as family influences on the 
Military member’s job performance, satisfaction, and decision to 
remain in the military service. Not surerisingly, the factor 
suggested most often is the influence of the spouse’s attitudes 
toward, and commitment to, the military lifestyle (Lund, 1978; 
Orthner, 1980; Szoc, 1982). Spousal attitudes are particularly 
important in influencing the retention decision (Lund, 1978; 
Orthner, 1980). Spousal support also appears to influence job 
performance and satisfaction (Schneider !> Dach 1er, 1978). Other 
family variables suggested as influences on retention include 
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family separat ion5 (Lund, 1978), member’s perceived impact of work 
c,n the family (Schneider & Dachler, 1978), dual career consider- 

teiack ^floí’ I9®2!’ trfditior'al ver5us egalitarian family models 
’*.farniiy ir'te9ratio,r' ir.to the military community 

life l.i ? ’i f,Tily ir'te^cti«=.n (Szoc, 1982), Duality of 
bv tho r-Uy income (Szoc, 1982), and family disruptions caused 
oy the job, such as rreauency of moves (Szoc, 1982). 

In addition to the factors mentioned above, there are several 
general family variables which researchers and theorists simcest 
may affect job variables. Included among these are family life' 
Cyll*' ®tre^5’ and lésion (McCubbin, Cauble, & Patterson, 
m+K 51ze’ c°Piri9 Style, and commitment to the Air Force 
(Orthner « Bowen, 1983); family structure variables such as 

single parenthood, etc. (Orthner, 1980); feelings of status, 
spousal autonomy, and family patterns of external socia’ 

(Schne.der & Dachler, 1978); marital satisfaction 
(Szoc, 1982); and a variety of family economic and support <e.. 
medical care) concerns (Schneider « Dachler, 1978; Szoc, 1982)’ 

Based upon these studies, ‘a general model was constructed for 
predictmg job related satisfaction (JRS), Perceived work group ' 

filr For^TT/ WGE>’ r*d Care*r intent ion (Cl) to remain in the 
Oir Force (all measured by the DAP) from family variables (as 

ïhe5AFSc "y th/ ?FSS ar,d °flP)- flfter r*ductio« of variables in 
via analysis, a multiple regression model was 

eve!oped including the following predictor variables from the 

chfiH.Jirne °k prerr'î 5tatiori? ^«Sth of marriage; number of 

comoatTbi l?tv^nf chl d™\at h°fne* 5pousal ^nployment Patterns; 
1Íty of.fpoUBe * ar'd amber’s work schedules; spousal 

entification with the Air Force; perceived economic security; 
family separation frequency and duration (i.e., temporary duti 

ni il a?S1?nrî ! perceived influence of temporary separations 

recr^lf\v«llfe? SatlSfaCtlC,n Wlth JOb ber,efits5 satisfaction with 
5e»~v^es; spousal identification with the military job; 

fíom the îrh W basic family services; perceived time pressure 

with mediiaWH^r? lnterest ir' the amber’s job; satisfaction 
t..í2 ¡1/d t*l services; perceived job-provided status; atti¬ 
tude toward move frequency; soousal desire for career retention; 
congruence between spouse’s and member’s desire for a military 
career; perceived demands on soouse to "participate" in activities 
enhencing member’s career; perceived importance of soousal 

attitudes toward member’s career decisions; and perceived equity 
of compensation. One predictor variable from 
perception of family attitude toward the job, 

Results 

the 
was 

OAP, 
a 1 so 

member’s 

included. 

The regression models were developed based on the matched 
responses of 4337 Air Force workers and their spouses. The wor- 

f ir,^'deds S1* ¿7* enlisted, and 12% civil ser- 

Ird wo* Wîto-./eSS4.îhar' four years of service, and 37¾ between 
• i- years; 2¿* with less than one year on station, and 48% 

three years; 48% with less than one year in their 
i% minority group members; 3% unmarried, 11% 

between one and 
present jobs; 1£ 
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married to military soouses, 34*/4 married to civilian ernoloyed 
soouses, 5£% married to unemoloyed soouses, and 3% separated 
geograohical ly from their soouses; £9% college graduates; 5Ct'/- 
supervisors of at least one person; 3£% on shifts other than the 
normal day shift; 15*/4 rated personnel; and 90*¿ males. The soouses 
included: £5% age £5 or under, 50% age 30 or under, and 90% ace 
4£ or under; 30% married less than four years, 49% less than eight 
years, and 91% less than £0 years; 5£% living off base; 1£% minor¬ 
ity group members; 17% college graduates; £5% with no children at 
home, £4% with only one child at home, and 35% with two children 
at home; 7£% (of those who worked) working normal day shift, and 
40% of working soouses working due to financial necessity. 

Regressions for the full models obtained the following 
results: (1) for JRS, R =.74 (R-sguare =.55), o (.001; (£) for 
PWGE, R =.36 (R-square? =.13), o <.001; and (3) for CI, R =.53 

(R-square =.£87, q (.001. 

Restricted models were constructed using stepwise inclusion 
where the criterion for inclusion was q (.05. Regressions were 
as follows: (1) for JRS, R =.74 (Rzsguare =.55), o (.001; (£) 
for PWGE, R =.35 (Rzsguare =. 1£), g (.001? and (3) for Cl, 
R =.53 (Rzsguare =. £8), g (.001. One predictor variable, 
member’s perception of family attitude toward the job, appeared in 
all three restricted models. Predictors included in the regres¬ 
sions for both JRS and PWGE were number of children, spousal iden¬ 
tification with the military job, and spouse’s interest in the 
job. Predictors unique to the JRS regression included: perceived 

pressure from -the job, compatibility of spouse’s and member’s 
schedules, whether or not the spouse was employed, and atti- 
toward move freouency. Predictors unioue to the PWGE reores- 
included: time on present station, family separation (TDV) 

duration, and perceived equity of compensation, 
tors unique to Cl included: spousal desire for 
length of marriage, number of children at home, 

t irne 
work 
tude 
si on 

Finally, oredic- 
career retenton, 
congruence between 

spouse’s and member’s desire for a military career, perceived 
influence of family separation on family life, satisfaction with 
recreation services, family separation (TDY) frequency, perceived 
economic security, and satisfaction with job benefits. 

Beta weights indicated that member’s perception of family 
attitude toward the job was the most important contributor in the 
restricted regression models for JRS and PWGE. The second 
heaviest contributor for JRS was spousal identification with the 
military job. All other variables in the restricted JRS model 
contributed roughly eoually. For PWGE, all variables other than 
perception of family attitude contributed about equally to the 
restricted model. The greatest contributor in the restricted 
model for Cl was spousal desire for career retention. This was 
followed by length of marriage, member’s perception of family 
attitude toward the job, and number of children at home, all with 
similar weights. The remaining variables in the Cl model all 
contributed lesser, and similar, weights. 

Repression models excludino the member’s perception of family 
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attitude toward the job were also derived. These reoressions 
predicted JRS, PWGE, and Cl based only on soousal resoonses. 
Substantial reductions in oredictive ability accrued for JRS 
(R =-^2, □ <.(Z»Zil) and PWGE (R =.20, 2 but not for C! 
(R =,51, d <.001). In these regressions, the heaviest contribu 
tors were soousal identification with the military job (for JRS 
and PWGE), and soousal desire for career retention (for Cl). 

Examination of the simóle regressions for oredictor variables 
on JRS, PWGE, and Cl showed that oredicted scores ail improved as 
the member’s oerceotion of his/her family’s attitude toward the 
job improved. Likewise, as spousal identification with the iob 
increased, so did JRS and PWGE scores. There were also oositive 
correlations between number of children and both JRS and PWGE. 
Time pressure contributed negatively to JRS. Finally, for Cl 
intention to stay in the Air Force correlated positively with 
spousal desire for the member to 
and number of children at home. 

stay in, length of time married, 

Discussion 

These results are encouraging for further exploration of the 
relationshios between job and family. Although there are 
significant relationships between the two, causal seauences are 
not clear. Does the family’s attitude toward the Air Force job 
cause the member to develoo similar attitudes, or is it the 
member’s attitude that infects his/her family? Derhaps the 
relationshio is synergistic, with a mutual evolution and 
reinforcement of attitudes between the member and the family. 
Research <e.g,, Szoc, 1982) suggests negative family attitudes 
toward the member’s military career, no matter how these attitudes 
develoo, have a negative imoact on the xcember’s career intentions. 
Our assessment is that military leaders would be wise to continue 
efforts to improve family life in the Air Force as a way of 
improving productivity and retention. 

•he oresent research suggests several steps leaders might 
take, where possible, to improve family life. For examole, 
leaders might try to increase soousal identification with the job 
by expanding the interface between the job and the family (e.□., 
open houses, etc.). Considérât ion could be given to more time off 
to be with family and to scheduling members so that member/spouse 
work schedules are comoatible. Family moves and TDV separations 
should be held to a minimum. Attention should also be directed 
toward improving economic security, recreation services, and 
medical/dental services. 

Although the models presented here show significant 
relationshios between family and work variables, the amount of 
variance accounted for is small to moderate (55¾ for JRS, 12¾ for 
PWGE, and :=:8¾ for Cl). Other family variables not assessed in the 
current AFSS, such as marital satisfaction, may be needed to 
improve the models. Furthermore, one should not foroet that work 
influences such as suoervisory, co-worker, and task variables 
contribute significantly to JRS, PWGE, and Cl. Since removal from 



the models of the member’s percept ions of family attitudes 
substantially reduced predictive ability for JRS and PWGE, such 
work-related variables may be more important in influencing the 
worker’s perception of how his/her family views his/her work than 
are the actual views of the family. Further research is needed to 
clarify the relative contributions of work and family variables to 
the productivity and retention of ftir Force personnel. 
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