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EXECUTIVE SUMMARY


The 1995 Quality of Life Survey was designed to assess various Air Force program and policy areas and identify where the Air Force can make the most difference in the lives of Air Force people.  The survey was made available to every active duty military and civilian employee in an electronic format--the first ever on-screen census approach undertaken in the Department of Defense.  A total of 356,409 personnel (264,677 military; 91,732 

civilians) responded for a response rate of 66%.  The data are representative with a confidence level of 99% and with an error rate of less than one percent.


Two-thirds of the active duty members (74% officers; 64% enlisted) and most of the civilian employees (81%) indicated they plan to stay with the Air Force until they are eligible to retire.  First-term enlisted personnel were the least career oriented group (29%).  


During the past 12 months, most officers (90%) and enlisted personnel (64%) reported they had been away from their duty location for temporary duty (TDY).  Less than half the civilians (40%) reported going TDY.  Military members reported increased levels of operating tempo had negatively impacted their ability to receive professional military education, obtain required training, and complete nonmilitary education.  Civilian employees in the senior grades (GS 12-15) were the most likely to say they had difficulty obtaining required training.


Military personnel also indicated time away from home caused personal problems and had an adverse impact on them/their family financially.  Child care problems were identified by about one-third of the military respondents.  In some cases, even with extended absences, most respondents (70%) indicated their family remained supportive of making the Air Force a career.


Overall, most survey respondents were positive about the recognition they receive.  Overwhelmingly, personnel said they could expect praise from their supervisor when they do a good job.  Data indicate recognition in one’s work correlates positively with grade--the higher the grade, the more visible, thus, more often recognized.  


Regarding the various promotion systems, officer, enlisted, and civilian personnel reported they understand how their system works.  Officers indicated they understand that force-management initiatives created by the drawdown have impacted the promotion environment (to include lower promotion opportunity).  Members clearly questioned individual job performance as the most important factor in determining promotions.  Most military personnel indicated such non-performance factors as academic education, professional military education, etc., are too important.  Many of the significant differences found in the area of promotions were between rated and nonrated officers.  


Eight out of ten officer and enlisted members said they understand their respective evaluation systems but half rated the evaluation system impacting them as unfair.   To further substantiate this feeling, less than half of the active duty members said the right people receive “top block” marks.  For the active duty evaluation systems, members said they do receive feedback from their supervisors (50% officer; 60% enlisted).  Civilians provided fairly negative ratings for their evaluation system.  They do not believe the evaluation system is effective in identifying either good or poor performers.


While most military personnel understand how the assignment system works, less than half thought the system provided  a fair process for persons to compete for jobs.  More than twice as many officers as enlisted members said their commander/supervisor discusses career progression and future assignments.  However, regardless of the feelings expressed about the assignment system, most military members indicated the needs of the Air Force should outweigh the desires of the individual.  


Regarding housing issues, less than half (45%) reported living in government supplied housing.  People who live off base preferred to live off base and those who live on base do so based on location of base.  The factors driving housing preferences are: safety, cost, and quality.  Those who live on base reported maintenance, number of bedrooms, and size of unit as the most important factors.  For those who live in dormitories, privacy was the most important issue.  


Over half of all participants reported satisfaction with base-level services.  The majority of respondents liked the idea of a health/wellness program, and the fitness centers, in general, were rated most important.  Other services ranked as important by military personnel were child development centers, Family Support Centers, golf courses, libraries, clubs, skills development facilities, and bowling centers.  


Several issues peculiar to civilian employees were addressed.  Most civilians liked the idea of flex-time (83%), flex-days (81%) and flex-place (57%).  Civilians were less positive about training and career counseling opportunities.  Forty-seven percent of the civilian respondents said they were registered in a career program.  When asked if they would relocate to enhance their career, about half said they would.
BACKGROUND


General Ronald R. Fogleman, Air Force Chief of Staff, and Dr. Sheila E. Widnall, Secretary of the Air Force, asked that a worldwide Quality of Life Survey be conducted to support Secretary of Defense Perry’s Quality of Life initiatives.  The goal of General Fogleman and Dr. Widnall is to have a road map to follow when making decisions on quality of life issues that impact the lives of Air Force people.  The challenge was to identify topics and items that were “actionable,” use an on-screen computer survey presentation, and offer every active duty, Air National Guard, Air Force Reserve member, and all civilian employees an opportunity to respond.  The project was divided into two separate efforts--the first to active duty military and civilian employees and the second to Air National Guard and the Air Force Reserve personnel.  This report addresses only the first part of the survey project.  A survey of the Air National Guard and Air Force Reserve will be conducted during the summer of 1995.  


Survey topics were identified and approved by the Chief of Staff of the Air Force (CSAF) on 

 6 Jan 95.  The selected topics were:  OP/PERS TEMPO, Recognition, Promotions, Evaluations, Assignments, Housing, and Base-level Services.  In the civilian portion of the survey, assignment and housing topics were replaced with questions on flex-time, -days, and -place and the civilian career programs.  Survey questions were written by and/or approved by the functional offices responsible for programs and policies covered in the survey.  The final survey instrument was approved on 23 Feb 95.  


The survey was programmed using commercial software, tested, and transmitted via computer link to each Air Force base.  Through the use of an electronic and human network, the survey was made available to all active duty and civilian personnel during the month of March.  Over 350,000 personnel responded for an overall response rate of 65%.  Table 1 identifies the survey population.  

Table 1.  Population Sizes for the Quality of Life Survey. 
	
	Active Duty
	

	
	Enlisted
	304,981

	
	Officers
	  79,227

	
	Total Active Duty
	374,208

	
	
	

	
	Civilians
	

	
	Total Civilians
	165,000

	
	
	

	
	Grand Total
	549,208


METHODOLOGY


The survey instrument was programmed at the Air Force Military Personnel Center with a variety of demographic and topical survey items.  Skip logic was built into the survey program to ensure only those survey items appropriate for the individual respondent were presented, e.g., only those items appropriate for married personnel were seen by married personnel.  The survey included numerous demographic items such as grade, marital status, Air Force Specialty Code, etc., and topical items using

 7-point Likert Scales, mark all that apply, and  rank order response options.  


On 27 Feb 95, the first-ever, worldwide electronic survey was transmitted from AFMPC to all Air Force bases via the 3B2 electronic network.  Bases administered the survey and electronically returned collected survey data to AFMPC during the month of April 1995.  

RESULTS
Demographics

A total of 356,409 valid surveys were returned by Air Force bases worldwide.  Less than one percent of the surveys were not usable due to respondent miscoding and/or computer disk problems.  The distribution of returns by active duty and civilian personnel is presented in Table 2.

Table 2.  Survey Returns for the Quality of Life Survey. 

	
	
	Returns
	Percent

	
	Active Duty
	
	

	
	Enlisted
	217,064
	71

	
	Officers
	  47,613
	60

	
	Total Active Duty
	264,677
	69

	
	
	
	

	
	Civilians
	
	

	
	Total Civilians
	91,732
	56

	
	
	
	

	
	Grand Total
	 356,409
	65



Descriptive statistics for each component group, e.g., active duty officer and enlisted personnel and civilian employees, are reported with a confidence level of 99 percent with a margin of error less than one percent.  The analyses were conducted to obtain an overall picture of members’ perceptions regarding each topic area and additional analyses were done to determine if there were differences between or within certain demographic groups.  If no differences are reported in these group data, then no differences were found.  Table 3 provides a summary of all military demographic items.  

Table 3.  Active Duty Military Demographic Profile for Survey Respondents. 


Percent of returns

	
	
	Total
	Enlisted
	Officer

	
	Duty Location
	
	
	

	
	CONUS
	79
	77
	86

	
	Overseas
	21
	23
	14

	
	
	
	
	

	
	Gender
	
	
	

	
	Female
	16
	16
	15

	
	Male
	84
	84
	85

	
	
	
	
	

	
	Marital Status
	
	
	

	
	Married, civilian spouse
	59
	57
	68

	
	Married, military spouse
	10
	11
	  8

	
	Single
	31
	32
	24

	
	
	
	
	

	
	Race/Ethnic
	
	
	

	
	Amer Ind/Alaskan
	  1
	  1
	  1

	
	African American
	13
	15
	  5

	
	Caucasian
	75
	72
	86

	
	Hispanic
	  5
	  5
	  3

	
	Asian American
	  3
	  3
	  3

	
	Other
	  3
	  4
	  2

	
	
	
	
	


Table 3.  Active Duty Military Demographic Profile for Survey Respondents (cont). 


Percent of returns

	
	
	Total
	Enlisted
	Officer

	
	AFSC Category
	
	
	

	
	1X
	19
	14
	41

	
	2X
	33
	38
	  8

	
	3X
	31
	34
	18

	
	4X
	  9
	  8
	15

	
	5X
	  1
	  1
	  2

	
	6X
	  4
	  1
	13

	
	7X
	< 1
	< 1
	< 1

	
	8X
	  2
	  2
	  2

	
	9X
	< 1
	< 1
	< 1

	
	
	

	
	Grade Groups
	

	
	E1-E3
	19

	
	E4-E6
	66

	
	E7-E9
	15

	
	O1-O3
	61

	
	O4-O6
	38

	
	O7+
	< 1



Thirty-two percent of all officer respondents were rated.  Table 4 is a summary of major weapon system for rated officer respondents 

Table 4.  Major Weapon System for Rated Officer Respondents. 

	
	
	Percent

	
	Weapon System
	

	
	Attack/Observation
	  2

	
	Bombers
	11

	
	Fighters
	27

	
	Helicopters
	  3

	
	Recon/Special-Duty
	  7

	
	Transportation/Tankers
	42

	
	Trainers
	  5

	
	Missiles
	  2

	
	Satellite Systems
	  1



Table 5 provides a summary of all civilian demographic items.  

Table 5.  Civilian Demographic Profile for Survey Respondents.

	
	
	Percent

	
	Duty Location
	

	
	CONUS
	93

	
	Overseas
	  7

	
	
	

	
	Employment Status
	

	
	Permanent
	94

	
	Temporary
	  4

	
	Unknown
	  2

	
	
	


Table 5.  Civilian Demographic Profile for Survey Respondents (cont).

	
	
	Percent

	
	Pay Plan
	

	
	GS/GM
	71

	
	WG/WL/WS
	21

	
	NAF
	  7

	
	Other
	  1

	
	
	

	
	Grade Groups
	

	
	Junior grade (1-6)
	33

	
	Middle grade (7-11)
	32

	
	Senior grade (12-15)
	23

	
	SES grade 
	< 1



   Note:  12% of civilian respondents did not provide grade

Over three-quarters (77%) of civilian respondents reported they were not supervisors.  Respondents in the SES category (55%) and the senior GS/GM categories (37%) were more likely to be supervisors.  Overall, slightly less than half (47%) said they were a career program registrant.  The majority of registrants were in the senior GS grades (81%); only one-third of the SES respondents indicated they were registered in a career program.  Sixteen percent of the respondents were military dependents. 


All respondents were asked to identify the major command (MAJCOM) they worked for.  Table 6 list military and civilian returns for each MAJCOM.

Table 6.  Survey Respondents by MAJCOM. 


Percent of returns

	
	
	Military
	Civilian

	
	MAJCOM
	
	

	
	ACC
	26
	10

	
	AMC
	15
	  7

	
	AETC
	11
	  9

	
	AFMC
	10
	46

	
	PACAF
	10
	  3

	
	AFSPC
	  8
	  5

	
	USAFE
	  6
	  2

	
	AFSOC
	  2
	  1

	
	Other
	12
	17


Career Intent

When Air Force active duty members were asked about their career intent, 66% said they plan to remain in the Air Force for at least twenty years (74% officers; 64% enlisted).  Six percent of the respondents indicated they had already completed twenty years of service.  Fifteen percent of all military respondents were undecided about an Air Force career (12% officers; 16% enlisted); and more enlisted personnel (20%) than officers (14%) indicated they were not likely to stay in.  The least career oriented were junior enlisted members, where over one-third (36%) did not plan to stay and 35% were undecided.  Field grade officers were more inclined to stay than company grade officers, 18% of the company grade officers reported they plan to leave and 17% were undecided.  


The majority of civilians identified themselves as career oriented.  Eighty-one percent indicated they plan to stay with the Air Force until they are eligible for retirement.  Mid-level (GS 7-11) and senior level (GS 12-15) civilians were the most positive about staying until they are eligible to retire (88%).  

OP/PERS TEMPO

In an effort to determine if an increased level of operations had an impact on Air Force personnel, a series of questions were asked regarding temporary duty (TDY) and its impact on the individual.  A key variable is whether or not the individual had been TDY and for how many days.  The data indicate during the past 12 months, 90% of all officers, 64% of all enlisted personnel, and 40% of the civilian employees had been TDY.  Table 7 breaks out the number of days TDY for key respondent groups. 

Table 7.  TDY Lengths for last 12 Months. 
	
	Days
	% Enlisted
	% Officer
	
	% Civilians

	
	
	
	Rated
	Nonrated
	
	Jr
	Mid
	Sr
	SES

	
	None
	36
	  5
	13
	
	58
	35
	12
	14

	
	1-14
	22
	15
	27
	
	34
	40
	36
	15

	
	15-30
	13
	17
	22
	
	  5
	15
	26
	22

	
	31-60
	13
	22
	20
	
	  2
	  7
	17
	26

	
	61-90
	  7
	14
	  9
	
	  1
	  2
	  6
	17

	
	91-120
	  5
	13
	  5
	
	  0
	  1
	  2
	  5

	
	121-179
	  3
	10
	  3
	
	  0
	  0
	  1
	  0

	
	180 +
	  1
	  4
	  1
	
	  0
	  0
	  0
	  1



Members reported increased levels of operating tempo negatively impacted their ability to receive professional military education (PME), obtain required training, and complete nonmilitary education.  The impact on rated officers appeared to be the most severe.  Table 8 shows the impact in all areas for enlisted and officer personnel.  Civilians were asked if the increase in operating tempo in their unit had caused difficulty in receiving necessary training.  Thirty-seven percent, overall, said yes.  Civilian employees in the grades of GS 12-15 were the most likely to say they had difficulty obtaining required training (45%).

Table 8.  Impact of OP/PERS TEMPO on PME, Training, and Education.


Percent who agree:

	
	
	Enlisted
	Officer

	
	
	
	Rated
	Nonrated

	
	Difficult to receive PME


	20
	41
	25

	
	Difficult to obtain training


	30
	44
	33

	
	Difficult to complete nonmilitary education
	45
	55
	36



Personnel indicated their time away from home caused personal problems and had an adverse impact on them/their family financially.  Child care problems were identified by about one-third of the military respondents.  Table 9 presents the impact in these areas for key demographic groups. However, at least 70% of all respondents said their family remained supportive of making the Air Force a career despite the amount of time away from home due to military duties.

Table 9.  Problems caused by OP/PERS TEMPO.


Percent who agree:

	
	
	Enlisted
	Officer

	
	
	
	Rated
	Nonrated

	
	Being away due to military duty caused personal problems


	33
	49
	35

	
	Being away due to military duty caused adverse financial impact


	37
	37
	29

	
	Being away due to military duty caused problems with child care
	32
	35
	29



Six percent of enlisted respondents and three percent of officers identified themselves as single parents.  Single parents were more inclined to agree time away from home has caused personal problems (50% officers; 40% enlisted).  Adverse financial impact was equally reported by single parents (40% enlisted; 37% officers) and members married to civilian spouses (42% enlisted; 35% officers).  Problems with child care were more prevalent for single parents (49% officers; 43% enlisted).


Civilian employees were asked whether or not the increase in OP/PERS TEMPO had increased their workload and/or caused personal problems. Over half (58%) of the respondents indicated an increase in their workload.  The data show a direct link between perceived increase in workload and grade (Sr grades: 68%; SES grades 59%).  Overall, two-thirds of the civilian respondents reported they did not experience personal problems because of increased operations.  There is a direct link for civilians between number of days spent TDY and experiencing personal problems.  It is most evident in the senior civilian grades (GS 12-15, 24%) and SES respondents (32%).

Recognition

Overall, Air Force members responded positively to recognition questions, although officers, senior enlisted, mid-level, and senior civilians were more positive than junior enlisted  and junior civilians.  The primary difference was the opportunity for recognition in their job.   More officers (58%) than enlisted (44%) or civilians (44%) reported working jobs which provide recognition opportunities.  Within the enlisted and civilian grades, the more senior the individuals, the more their jobs provide opportunities for recognition (see Figure 1).  

Figure 1.  My job does not give me much opportunity for recognition.




The opportunity to present results of work was also related to grade level.  In Figure 2, there is a strong relationship between grade level and the percent of members reporting opportunities for presenting their own work.

Figure 2.  I am usually given the opportunity to present the results of my work to others.  





As was shown in Figure 2, when it comes to recognition in the workplace, the higher the grade, the more opportunity for recognition.  Reported unit level recognition (Figure 3) is consistent with opportunity for recognition across grade levels with one exception.  Mid-level enlisted personnel (E4 - E6) reported the lowest level of recognition at the unit level.

Figure 3.  My unit usually recognizes good performance.




Receipt of praise from an immediate supervisor, however, was more even across grade levels (Figure 4) than the opportunity to present work (Figure 2).  Data suggests, immediate supervisors are doing a good job of recognizing their employees regardless of grade level.

Figure 4.  When I do  a good job, I can expect praise from my immediate supervisor.




Civilian employees were asked additional items regarding the effectiveness of their monetary and non-monetary awards programs.  There was almost an even split between those who believe programs for monetary awards are effective in identifying deserving employees (43%) and those who say they are not (47%).  Most negative about the effectiveness of monetary awards were the senior GS personnel where over half (54%) felt they were not effective.  Overall, less than half (45%), said they felt non-monetary awards programs were effective.    

Promotion

We currently have three unique promotion systems for our officer, enlisted, and civilian work forces and a series of survey questions asked respondents about their respective promotion systems.  Most respondents (enlisted 81%; officer 74%; civilian 62%) said they understand how their promotion system works.  Civilian understanding of their promotion system appears to be tied to grade (Jr grades 56%; mid-level grades 58%, Sr grades 71%).  The majority of officers (79%) recognized that on-going force management initiatives created by the drawdown have impacted the promotion environment (to include lower promotion opportunity).


Military members were asked to rate their individual promotion systems on fairness and equity.  Half the enlisted members reported they don’t believe their system is fair and equitable.  Officer respondents were divided based on their rated and nonrated status (see Figure 5).  

Figure 5.  The promotion system that affects me is fair and equitable.





Civilian employees were asked whether they believed their promotion system is effective.  Two-thirds said no.  Only about one-quarter of the civilian respondents indicated they think the civilian promotion system is effective.  In contrast, 62% of the SESs reported the promotion system works.  


Six out of ten military members indicated their individual job performance is not the most important factor in determining whether or not they will be promoted (see Figure 6).  However, the nonrated officers were evenly split on agreement with this question (47% agree job performance is the most important, while 48% disagree that it is).  

Figure 6.  How well I perform my job is the most important factor in whether or not I will be promoted.





Overall, half the military respondents indicated non-performance factors such as academic education, professional military education , etc., are too important in the promotion systems.  Officers and enlisted had similar responses.  Less than half (44%) of nonrated officers agreed (see Figure 7).

Figure 7.  Non-performance factors such as advanced academic education, PME, etc., are too important in the promotion system.





Rated officers were about evenly split on the question of being promoted based on demonstrated potential and ability (see Figure 8).  Figure 9 presents the responses to a similar question for enlisted respondents.

Figure 8.  I am confident I will be promoted based on my demonstrated potential and ability.




Figure 9.  I am confident I will be promoted as high as my potential and ability allow.




Regarding the civilian promotion system, one-third of the respondents in the junior to senior grades believe they will be promoted as high as their ability and interest warrants.  This is contrasted by nearly two-thirds (60%) of the SES respondents (see Figure 10).

Figure 10.  I am confident I’ll be promoted as high as my ability and interest warrant if I continue to work for the Air Force.




Regarding one’s perceived opportunity for promotion, satisfaction correlates one-to-one with grade level.  The higher the grade, the more satisfied with the opportunity for promotion.  Only about one-quarter to one-third of the civilians are satisfied with their opportunity for promotion.  Just over half of the respondents in the SES grades reported satisfaction with promotion opportunity (see Figure 11).

Figure 11.  I am satisfied with my opportunity for promotion.




Military members did not agree that the respective promotion systems select the best qualified person for promotion.  The strongest disagreement came from the enlisted members where 70% disagreed and from rated officers where 62% disagreed.  This disagreement is contrasted with nonrated officer responses in Figure 12, where 41% disagreed that the promotion system selects the best qualified person for promotion.

Figure 12.  The Air Force promotion system selects the best qualified person for promotion.





Civilians were also asked if the promotion appraisal rating factors were effective in identifying the right people for promotion.  Except for the SES respondents, about 60% say “No” (see Figure 13).

Figure 13.  The promotion appraisal factors (AF Form 860) are effective in identifying the best people for promotion consideration.



Evaluation

Members were asked questions about their evaluation system in the same areas as the promotion questions.  Both officer and enlisted members said they understand their respective evaluation systems (officer 79%; enlisted 80%).


Fairness of the evaluation systems was also addressed.  Over half (53%) of enlisted respondents and less than half (43%) of the officers said the evaluation system is unfair  (see Figure 14).  However, members did agree their supervisor/rater uses the evaluation system to provide feedback (officer 50%; enlisted 60%).  Performance reports accurately document members’ performance according to 65% of the officers and 62% of the enlisted members.

Figure 14.  The Air Force evaluation system that affects me is as fair as it can be.





Officers and enlisted members disagreed on the question of the right people receiving the top ratings.  Only 32% of enlisted respondents said the right people receive the top marks while 44% of the officers believe the right people receive the top ratings.


Enlisted members were asked questions concerning the EPR.  Most (60%) reported they believe the EPR is designed to make performance count in the promotion system but slightly less than half (48%) said they believe the EPR focuses on performance factors.  Members were asked if they thought supervisors would give unfavorable ratings if warranted--nearly half (48%) said yes.  Only about one-third (35%) of the senior NCOs said they understood how their senior rater determines which EPRs to endorse.  


Two-thirds (68%) of the officers indicated their supervisors discuss job performance with them.  However, only 32% agree that senior raters fairly determine who gets the Definitely Promote (DP) and Promote (P) designations.  Over half (58%) of the officer respondents reported they were asked to draft their own OPR and PRF.


Overall, the civilian performance evaluation system gets poor ratings regarding effectiveness in identifying both good performers and poor performers.  In both cases, respondents in the senior GS grades were most likely to say the evaluation system was not effective in identifying either good or poor performers (see Figure 15).  When asked if their supervisor discusses job performance with them, 80%, regardless of grade, said yes. 

Figure 15.  The job performance evaluation (elements and standards) is effective in identifying:



Assignments

Active duty military personnel were asked a series of questions concerning the assignment system that affects them.  The majority of officers (75%) and enlisted (68%) understand how the assignment process works.  Less than half of all personnel think the system provides a fair process for qualified persons to compete for jobs (see Figure 16).

Figure 16.  The assignment system that affects me provides a fair process for qualified persons to compete for jobs.





More officers than enlisted believe the system that affects them provides the opportunity to progress in their career field (see Figure 17) and achieve personal goals (see Figure 18).  Nonrated officers agreed more so than rated officers.

Figure 17.  The assignment system provides me the opportunity to progress in my career field.




Figure 18.  The assignment system provides me the opportunity to achieve my personal goals.





More than twice as many officers as enlisted respondents said their commander/supervisor discusses career progression and future assignments (see Figure 19).  The same difference occurred when asked if they have a say about where and when they will be reassigned (see Figure 20).  Nonrated officers agreed more than rated officers on the reassignment issue.

Figure 19.  My commander/supervisor discusses career progression and future assignment options with me at least once a year.




Figure 20.  I have a say about where and when I will be reassigned.





The majority of personnel agree the needs of the Air Force should outweigh personal desires in the assignment process.  More officers than enlisted personnel agreed (see Figure 21).

Figure 21.  The needs of the Air Force should outweigh personal desires in the assignment process.




Housing

Housing issues were examined by officer and enlisted personnel who live either on- or off-base in the CONUS and overseas.  Analyses were conducted on responses of military members’ views of importance and satisfaction towards on- and off-base housing.   Overall, 45% of all Air Force personnel live on-base or in government supplied housing, (e.g., dormitories, unaccompanied officer quarters, family housing) and 55% live off-base.  However, the percent of on- versus off- base residence varies by grade and location. Table 10 shows the relationship between on- and off-base residence by grade groups for CONUS/Overseas locations.  We see a larger percentage of all personnel live on-base if stationed overseas.  With the exception of general officers, senior personnel live off-base.

Table 10.  Personnel by Grade Groups residing On- versus Off-base.

	
	Grade Groups
	% CONUS
	% Overseas

	
	          
	On-base 
	Off-base
	On-base
	Off-base 

	
	E1-E3
	66
	34
	76
	24

	
	E4-E6
	42
	58
	62
	38

	
	E7-E9
	27
	73
	58
	42

	
	
	
	
	
	

	
	O1-O3
	23
	77
	48
	52

	
	O4-O6
	20
	80
	55
	45

	
	O7 +
	87
	13
	93
	  7


An additional relationship between grade and on-base residence (dormitories versus family housing) is displayed in Table 11.  Primarily, junior enlisted personnel live in the dormitories.

Table 11.  Grade Groups for On-base Residences.

	
	Grade Groups
	% CONUS
	% Overseas

	
	          
	Dormitory 
	Family Housing
	Dormitory
	Family Housing 

	
	E1-E3
	80
	20
	86
	14

	
	E4-E6
	20
	80
	35
	65

	
	E7-E9
	  2
	98
	15
	85

	
	
	
	
	
	

	
	O1-O3
	  8
	92
	30
	70

	
	O4-O6
	  3
	97
	12
	88

	
	O7 +
	  5
	95
	12
	88



   Note:  Dormitory includes unaccompanied officer housing


Sixty-eight percent of the officers and 60% of enlisted personnel said the location of their residence has a major impact on their morale, regardless if it was on- versus off-base.  Personnel living off-base preferred to live off-base while on-base residents said it depends on where they were stationed (Table 12).

Table 12.  Current Versus Preferred Housing Location.

	
	
	
	Percent Who Prefer to Live:

	
	
	
	On-Base
	Off-Base
	Depends on Location

	
	Current Residence
	
	Officer
	Enlisted
	Officer
	Enlisted
	Officer
	Enlisted

	
	On-Base
	
	
	
	
	
	
	

	
	CONUS
	
	42
	32
	15
	30
	43
	38

	
	Overseas
	
	29
	29
	18
	25
	53
	46

	
	Off-Base
	
	
	
	
	
	
	

	
	CONUS
	
	  7
	  9
	61
	67
	32
	24

	
	Overseas
	
	  7
	16
	64
	55
	29
	29



Several factors affect whether personnel prefer to live on- versus off-base regardless of whether they are stationed in the CONUS or overseas.  Table 13 shows the percent of personnel who rated factors determining housing preferences as very or extremely important.

Table 13.  Factors Driving Housing Preferences.
	
	Factors
	% On-Base
	% Off-Base

	
	 
	Officer
	Enlisted
	Officer
	Enlisted

	
	Safety of Residential Area
	82
	74
	72
	74

	
	Cost
	76
	79
	57
	66

	
	Quality of On-base Housing
	76
	68
	52
	47

	
	Quality of Off-base Housing
	68
	66
	62
	67

	
	Availability of Base Housing
	54
	44
	27
	26

	
	Availability of Off-base Housing
	49
	45
	43
	40



To summarize, more Air Force personnel live off base than on and given the means, prefer to live off-base.  What affects their decision to live on- versus off-base is where they are stationed first, then safety, cost and quality.


The next section addresses personnel in on-base housing only.   Responses are presented for officer and enlisted personnel; there were no differences between CONUS and overseas personnel.  Table 14 shows the percent of personnel who rated factors as important to living in on-base housing and how satisfied they are with these factors.

Table 14.  Level of Importance and Satisfaction with Factors Concerning On-Base Housing.
	
	% Importance
	% Satisfaction

	
	Officer
	Enlisted
	Officer
	Enlisted

	Factor
	Family Housing
	Dormitory
	Family Housing
	Family Housing
	Dormitory
	Family Housing

	Maintenance
	63
	60
	69
	72
	52
	68

	Number of Bedrooms
	62
	39
	67
	78
	39
	76

	Size of Unit
	61
	57
	65
	67
	45
	69

	Privacy
	58
	82
	64
	64
	45
	57

	Number of Bathrooms
	49
	39
	50
	73
	40
	66

	Parking
	30
	49
	42
	63
	50
	62

	Gov’t Appliances
	28
	35
	44
	63
	45
	63

	Playground Available 
	24
	15 
	41
	55
	24 
	60



Table 14 shows the similarities of what is important to officers and enlisted personnel living in family housing.  Overall, two-thirds of personnel in family housing were satisfied with what was important to them. What is important to enlisted members living in dormitories differed from the opinions of personnel in family quarters.  Enlisted personnel in dormitories felt that privacy was the most important aspect, followed by maintenance, unit size, and parking.  Except for maintenance and parking, less than half of enlisted dormitory residents were satisfied with the remaining aspects. When single enlisted personnel were asked what would most improve their quality of life, 88% stated having “a private sleeping room”.


When asked about the housing area which most needed to be addressed, responses differed by whether personnel lived on- or off-base.  Three-quarters of officers and enlisted personnel who reside off-base reported “increased housing allowance” most needed to be addressed.  On-base personnel were split on which area most needed attention.  Thirty-five percent of officers living on-base stated “increased housing allowance” while 34% opted for “replacement of old base housing”.  Enlisted personnel living on base were similarly split between “increased housing allowance” (27%) and “replacement of old base housing” (29%).

Base-level Services

Military respondents had positive opinions about base-level services.  Few differences were found between enlisted responses and officer responses.  However, only half (51%) of military members felt they had any input to the services or that their ideas were being implemented.  Over half (55%) of the civilians reported satisfaction with the number of base-level services available to them and about two-thirds (64%) report they use few base-level services.   Because of the low use rate by civilian employees, a significant number (40%) had no opinion about fees for base-level services.  However, 31% reported fees were too high.


Most military members agreed a health and wellness center would be helpful to them and they would like to take advantage of such a program.  Members also reported that fitness centers in general are the most important service available (42%).  Single members were more likely to rank fitness centers as the most important service (64%).  The overwhelming majority of  the civilians expressed interest in a health and wellness center.  Only 14% said they would not be interested at all.  Other services ranked (in order of importance) by military members were: the child development center, Family Support Center, golf course, library, clubs, skills development facilities, and bowling center.  Civilians also ranked the child development center as their second most important service followed by the library, Family Support Center, golf course, clubs, skills development facilities, and bowling center.


When asked about base clubs, 20% of military members thought these facilities were better than comparable facilities off-base.  When asked if they do not currently belong to a club, what would make them join, “more family programs” was the first choice of civilians (47%) and military personnel (38%).  Table 15 shows the choice of military and civilian respondents.

Table 15.  If not a member of the Enlisted or Officers’ Club, which of the following would make you consider joining.

	
	
	% Military


	% Civilian



	
	More family programs
	38
	47

	
	Sports bar
	27
	17

	
	Franchised food
	18
	22

	
	Increased entertainment
	17
	14



Choosing a dinner location or place to socialize is a function of several factors.  Respondents agreed that the most important of these factors is food they like in comfortable atmosphere.  Other important factors were price and quality of product respectively.  Members with meal cards were asked where they would choose to eat if they were authorized payment for basic allowance for subsistence (BAS).  The responses chosen most were off-base (47%) and in their rooms (28%).  Only 14% chose base dining facility.

Civilian Issues


The majority of civilian employees (83%) indicated they liked the idea of flex-time.  The strongest proponents of flex-time were those in the senior GS grades 12-15 (84%).  SES respondents were the least supportive with only about half (51%) indicating they would like the option of flex-time.  Of note, one-quarter of SES respondents offered no opinion.


Like flex-time, most (81%) liked the idea of flex-days.  The strongest agreement came from the senior GS grades where 87% would like the option.  Two-thirds (68%) of the personnel in the SES grades liked the idea of flex-days for their work schedule. 


Agreement for flex-place wasn’t as high overall (57%) for civilian employees.  Those in the senior GS grades (68%) most favored the option of flex-place. 


Regarding the option of part-time employment, more than half (57%) did not favor this idea.  Only about one-quarter (26%) liked the part-time option.

Civilian Career Enhancement Opportunities

The higher the grade, the more satisfied the individual was with training opportunities (Jr 39%; mid-level 47%; Sr 58%; and SES 68%).  Regarding career counseling opportunities, many said they are insufficient (Jr 57%; mid-level 55%; Sr 49%, SES 39%).  Likewise, most junior (60%) and mid-level (56%) civilians felt there are not enough career development opportunities.  Senior GS personnel and SES respondents were more positive (Sr 48% ; SES 31%).  


There is almost a direct correlation between grade level and knowledge about career program opportunities (see Figure 22). 

Figure 22.  I know about the Career program opportunities offered by the Air Force.





Civilian employees were asked whether or not they are registered in a civilian career program.  Table 16 presents the results by grade category.  

Table 16.  Civilian Career Program Registrants.
	
	Grade Category
	% Yes
	% No
	% Don’t Know

	
	Junior
	33
	40
	27

	
	Mid-level
	46
	36
	18

	
	Senior
	82
	10
	  8

	
	SES
	35
	48
	17



Of the civilian personnel registered in a career program, as many believe program administrators are responsive (36%) as said not responsive (37%).  However, most career registrants were positive about how courteous program administrators are as forty-four percent said program administrators are courteous.  A significant portion (35%) offered no opinion regarding courtesy--probably a factor of no recent (if ever) interaction. 


Finally, civilians were asked whether or not they would relocate to advance their career, one-half (51%) across all grade categories, said they would be willing to relocate.  Just about a third, in all grade categories, indicated they would not relocate. 
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