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EXECUTIVE SUMMARY


The 1997 CSAF Climate and Quality of Life Survey was designed to assess organizational climate factors such as unit resources, communication, supervision, and training, and quality of life factors such as pay and benefits, housing, medical care, and educational opportunities.  The survey was made available to every active duty military member and civilian employee during October and November 1997.  Over 206,000 personnel responded to the electronic survey for a response rate of 39%.  The data are representative with a confidence level of 99% and an error rate of less than 1%. 


Overall, most military personnel and civilian employees indicated the Air Force is a good place to work; it provides a good quality of life for themselves and their families; and their families are supportive of their Air Force careers.  Members were less satisfied when asked how well the Air Force keeps them informed about Air Force issues.  


Only about 6 out of 10 military members reported they plan to remain in the Air Force until eligible for retirement, and nearly 8 out of 10 civilian employees said they plan to continue working for the Air Force until retirement.  Career intent for all groups shows a downward trend from data gathered over the last three years.  The trend indicates the least likely to remain in the Air Force for a career are pilots and second term airmen. 


Since 1995, there has been a slow and steady increase in the number of reported TDY days per year and in the number of reported work hours per week.  In 1997, officers reported going TDY an average of 56 days per year, enlisted members reported 60 days per year, and civilians reported 24 days per year.  The average reported work hours per week ranged from 44 (for civilians) to 55 (for officers).  Enlisted members reported working an average of 49 hours per week.  


A sense of community associated with an Air Force installation was identified as important to active duty members.  Most officers and enlisted members identified fitness and sports activities, medical health care, family housing, and grocery shopping as the most important community programs.  Most members indicated Air Force programs, services, and facilities play a role in career intent, can be provided better by the Air Force than by the civilian community, and have a positive impact on readiness and mission accomplishment.


Officers and civilian personnel indicated their Air Force pay is fair and equitable, but enlisted members were decidedly negative.  Less than one-third of the enlisted force perceive their pay and benefits as fair and equitable.  But all groups, overall, said they believe their pay and benefits are not as good as pay and benefits offered in the private sector.  Pilots and second-term airmen were especially negative in this area.  When asked to rate the military retirement system, it is clear, across all groups, those who plan to stay in the Air Force rate the retirement system as more important than those who plan to leave the Air Force. 


There is a general satisfaction with housing, but officers tend to be more satisfied than enlisted personnel. When asked whether they would choose to live on or off base, if cost were not a factor, most said they would prefer to live off base.  Significantly higher numbers of single personnel said they would prefer to live off base. 


Regarding health care, single members are more satisfied than are married members with the quality of health care.  Overall, reported satisfaction with TRICARE is not high.  


About half of the military respondents said they are happy with the educational opportunities at their base.  When asked how they would most prefer to complete their required professional military education, most indicated they would prefer to attend in residence.


Several issues peculiar to civilian employees were addressed.  While most civilians reported a very positive career intent, almost half said they did not feel secure about their employment with the Air Force.  About half reported the civilian awards program was not effective and half of the senior grade civilians and over half of the junior grade civilians said they are not satisfied with their promotion opportunity.  However, just over half reported they would be willing to relocate to advance their career.  


Finally, about half of the civilian employees were satisfied with the availability of on-base training and education opportunities and most were satisfied with off-duty education opportunities.  

INTRODUCTION


General (Ret) Ronald R. Fogleman, former Air Force Chief of Staff, tasked the Air Force Center for Quality and Management Innovation (AFCQMI), in Dec 96, to complete an electronically administered Air Force- wide survey assessing Organizational Climate and various Quality of Life initiatives.  The goal of the survey was to obtain grass roots feedback from our most valuable resources—Air Force people.  In that regard, the 1997 CSAF survey was developed to take an in-depth look at the current Organizational Climate and Quality of Life (QoL) across all facets (active duty and civilian) of the Air Force. 
BACKGROUND


General Fogleman first asked for an Air Force-wide, computer-based survey in 1995.  This effort became the largest ever computer-based survey conducted where over 356,000 active duty members, civilian employees, and members of the Air National Guard and Air Force Reserve participated.  It covered the topics of OPS/PERS-TEMPO, recognition, promotion, evaluation, assignments, housing, base-level services, and civilian career enhancement opportunities.  Most Air Force personnel said they liked the Air Force well enough to make it a career and agreed that the needs of the Air Force should come before personal desires.  However, personnel also felt there was room for improvement in the areas of military assignments and evaluations and civilian training and Career Programs.


In 1996, the Air Force implemented the same survey approach used in 1995 to survey active duty military and civilian employees to obtain more detailed information about the Air Force evaluation and assignment systems. Just over 200,000 active duty members and civilian employees responded to this follow-up survey.  


In 1997, the focus of the survey changed.  It was to become an organizational climate assessment and quality of life assessment that included such climate topics as organizational resources, communication, supervision, and training, and touched on such quality of life topics as housing, medical care, family programs, and OPS/PERS-TEMPO. 

METHODOLOGY


 The 1997 CSAF Survey was developed to obtain a detailed look at the Organizational Climate and Quality of Life in the Air Force.  The climate portion of the survey was developed by AFCQMI and the quality of life portion of the survey was developed by the Air Force Quality of Life Office (HQ USAF/DPPCQ) in concert with its Integrated Product Team (IPT).  AFCQMI was responsible for the administration and data collection phases of the project.  The survey was made available to all active duty members and civilian employees from early October to late November 1997.  Over 206,000 personnel responded (39% response rate). 


AFCQMI was responsible for data analyses for the organizational climate portion of the survey and the quality of life analyses were accomplished by the Survey Branch, Air Force Personnel Center (AFPC).  AFCQMI provided AFPC with an Air Force-level data base in Dec 97 and analyses commenced.  This report presents Air Force-level survey results for the Air Force quality of life section of the survey.  In instances where various groups differ (e.g., officer/enlisted, rated/nonrated, etc.), those differences are identified and discussed.  Also, for comparative purposes, references to the 1995 and 1996 CSAF surveys are provided as appropriate.  

After the CSAF was briefed on 5 Feb 98, major command-level briefings were prepared and provided to the eight major commands.  As would be expected, there are some topic areas where survey results indicate there are practical differences between major command and Air Force results.  Those differences are referenced in the body of this report.  Additionally, if your organization/base belongs to one of the eight major commands, the appropriate major command briefing is attached for information (Atch 1).

SURVEY RESULTS
Demographics


A total of 206,421 valid surveys were returned from Air Force bases worldwide.  Figure 1 shows the actual Air Force population compared to the survey return composition (Figure 2).
Figure 1.  Air Force Demographics.


Figure 2.  Survey Return Demographics




             




Statistics for each component group (e.g., active duty officer and enlisted personnel and civilian employees) are reported with a confidence level of 99% with a margin of error of less than 1%.  Analyses of respondent demographic profiles confirmed the sample matched actual demographic force structure.

General Well Being
In an attempt to establish a general, overall picture of the feelings of Air Force members, the survey assessed general “well being.”  Items used to address this area included three statements with which respondents could agree or disagree:  “The Air Force is a good place to work; The Air Force provides a good quality of life at my duty location; and My family remains supportive of me making the Air Force a career.”  Table 1 shows the responses of those who reported some level of “agreement” with the items.  The fourth item, “How well does the Air Force keep you informed about Air Force news?” used a scale of very poor to very well.  Percentages reported in the table are based on those who responded “well” and “very well.”

Table 1.  General Well Being.

% Officer
% Enlisted
% Civilian

Survey Items
Company

Grade
Field Grade
Pilots
First Term
Second Term
Jr Grade
Sr Grade










AF Good Place to Work
81
83
71
69
68
83
81










AF Provides Good QoL
76
77
67
66
60
76
75










Family Supportive of Career
71
78
59
63
60
82
83










How Well AF Keeps You Informed
47
54
40
45
41
51
49

The majority of AF members agree that the Air Force is a good place to work, the Air Force provides a good quality of life, and families are supportive of the member making the Air Force a career.  However, officers and Air Force civilians are more positive with respect to these areas.  With respect to how well the Air Force keeps its members informed about Air Force news, overall, less than half believe the Air Force keeps them “well” or “very well” informed about Air Force issues.  Pilots and second term airmen have the most negative perceptions about information flow.   

Career Intent


Career intent is clearly a barometer of the overall health of the Air Force as an organization.  The survey asked both military and civilian employees about their attitudes toward staying with the Air Force until they are retirement eligible.

Table 2.  Career Intent (with Trend Data).
Career Intent
Percent of




Officer
Enlisted
Civilian


95
96
97
95
96
97
95
96
97












Stay
74
72
64
64
62
58
81
84
77












Undecided
12
13
13
16
17
15
11
10
14












Go
14
15
23
20
21
27
 8
6
9

As seen in Table 2, career intent for all groups shows a continued downward trend from data gathered over the last two years.  This downward trend is more disturbing when one considers that in 1997, more than 50% of pilots with total active federal military service between 6 and 12 years reported they plan to leave the Air Force (see Figure 3).  Furthermore, almost half (46%) of the second term airmen reported they plan to leave the Air Force before they are retirement eligible (Figure 4).  The most positive career intent was reported by officers in USAFE and company grade officers in AF Space Command; however, company grade officers within AFMC reported a lower career intent than the Air Force average.  

While civilian career intent remains high, only 47% of the civilian employees reported they feel secure about their employment with the Air Force.  More junior civilians in USAFE reported they do not plan to continue employment with the Air Force.  However, on average, and with all groups, the higher the grade and the more time in service—the more positive the career intent.

Figure 3.  Pilot Career Intent by TAFMS.



Figure 4.  Enlisted Career Intent.




OPERATIONS/PERSONNEL TEMPO


One of the critical issues facing the Air Force during the past several years has been the high level of operational and personnel tempo (OPS/PERSTEMPO).  Since 1995, there has been a slow but steady increase in the number of reported TDY days and the number of hours worked by military personnel.  Table 3 provides the 3-year trend for TDY days and the average number of hours worked per week for the past two years.  

Table 3.  Average Days TDY Per Year and Average Hours Worked Per Week.

TDY Days and 

Hours Worked
Calendar Year
Officer
Enlisted
Civilian







Average TDY Days
95
50
46
26


96
53
54
22


97
56
60
24







Average Hours Worked per Week
96
51
46
NA


97
55
49
44


One might surmise certain demographic groups within the Air Force go TDY more often than other groups.  Looking at those groups and their self-reported number of TDY days, there are some differences across the Air Force and across the major commands.  In fact, officers in AFSOC, ACC, and AMC reported going TDY more than the Air Force average while officers in AF Space Command and AETC reported going TDY fewer days than the Air Force average.  However, when a comparison is made between the average number of TDY days and hours worked, for all groups, most individuals report working about the same number of hours per week (Table 4).  

Table 4.  TDY Days Per Year and Hours Worked Per Week.

Demographic Group
Days TDY
Hours Worked per Week

Officer 



     Pilots
83
55

     Navigators
75
54

     Non-rated Line
51
54

     Non-line
31
55





Enlisted



     Rated Aircrew
66
50

     Non-aircrew
57
49

When asked if the number of work hours per week had increased during the past 12 months, the military respondent groups overwhelmingly said yes (95% officers and enlisted personnel; 97% pilots).  Just over half (57%) of the civilian respondents reported an increase in work hours.  Those who said their work hours increased reported these key reasons (Table 5).  

Table 5.  Reasons Why Work Hours Increased.

Increase due to:
% Officer
% Pilot
% Enlisted
% Civilian

Additional duties
48
64
43
NA

Work center undermanned
38
46
39
56

Training requirements
22
35
24
NA

Increase in workload
34
28
33
NA

Preparing for 

Participation in:





     Inspections
31
36
31
24

     Exercises
28
34
30
14

Note:  Civilians were not given some of the response options provided to the military.  In those cases, NA is used in the civilian column when comparative data are not available. 


Personnel in AFSOC, ACC, and AMC reported their work hours increased because of more preparation for and participation in exercises (also a key reason reported by overseas personnel), more TDY requirements, and work center undermanning.  AMC officers also reported additional duties as a key reason for working more hours per week.  


Based on the unusual job demands of Air Force personnel, members were given the opportunity to identify whether or not they had experienced any personal problems.  About half of the enlisted personnel (54%) and officers (47%) said they experienced no problems during the past 12 months.  Only about a third of the pilots (37%) reported no problems during the reporting period.  Table 6 provides the most frequently reported problem areas (by those who reported experiencing problems) due to TDY during the past 12 months.  

Table 6.  Problems Experienced Due to Unusual Job Demands.

Nature of Problem
% Officer
% Pilot
% Enlisted

Maintaining health/fitness
53
50
36

Maintaining relationships
46
52
38

Getting car/household repairs done
45
52
33

Ability to take leave
41
44
31

Communicating with family
39
43
34


Respondents were asked to identify the impact, if any, of high operational activity in their work center on their ability to obtain required PME and necessary training, and to assess the impact on their family.  Table 7 provides the percentages of those who reported an adverse impact in these areas.  

Table 7.  Impact of Level of Operational Activity on One’s Ability to Accomplish Training and Impact on the Family.

Area of  Impact 
% Officer
% Pilot
% Enlisted






Required PME
38
53
28

Required training
41
57
34

Caused personal problems
36
52
33


On a related note, analyses were performed to evaluate the tempo effects across various Air Force Specialty Codes (AFSC) for officers and enlisted members.  Tables 8 and 9 show the AFSCs that have greater than 20% of the survey respondents, with less than 12 years of service, indicating they intend to separate from the Air Force (these numbers do not include the people who rated their career intent as “undecided”—in some cases this was a large percentage of respondents).

Table 8.  Officer (Less Than 12 YOS) Air Force Specialty Codes with Highest Percent of Members Intending to Separate and Average Number of Days TDY 

Air Force Specialty Codes (AFSC)
% of Specialty who Intend to Separate
Average # of Days TDY





11- Pilots
55
121

45 - MD - Surgery
55
47

44 -  Physician
39
56

38 - Manpower
38
49

71 -  OSI
30
81

37 - Information Management
25
53

47 -  MD - Dental
25
47

16 - Operations Support
24
72

48 -  Aerospace Medicine
24
71

12 - Navigators
21
104

Table 9.  Enlisted (Less Than 12 YOS) Air Force Specialty Codes with Highest Percent of Members Intending to Separate and Average Number of Days TDY 

Air Force Specialty Codes (AFSC)
% of Specialty who Intend to Separate
Average # of Days TDY





7S - OSI
40
86

1C - C2 Systems Ops
33
112

4F - Biomedical Technicians
33
70

2E - Comm-Electronics
28
126

3C - Comm-Computers
28
112

1W - Weather
27
91

3P - Security Forces
25
125

1A - Aircrew Ops
25
117

1N - Intelligence
24
107

1T - Aircrew Protection
22
93

3S - Mission Support
21
93

2A - Aerospace Maint
20
137

A consistent pattern of TDY days is not seen in these tables.  This suggests there might be factors other than the number of TDY days impacting the career intent within these AFSCs.  

Community Programs
This section of the survey was designed to determine how important, useful, and influential various base-level services, programs, and facilities are to active duty military members.  For each area of questioning, an appropriate list of base services, programs, and facilities was presented.  

The vast majority of Air Force members and civilian employees (84% officers; 76% enlisted; 77% civilian) reported the sense of community associated with an Air Force installation is important.  Both officer and enlisted personnel identified fitness and sports activities, medical health care, family housing, and grocery shopping as most important in establishing a sense of community.  The next most frequently mentioned community service for officers was recreational and leisure activities while enlisted personnel identified educational programs.  

Table 10 shows which community programs, services, and facilities were used by military members or their families during the past 12 months.  As one can see, regardless of grade category, the same six community programs were most frequently used. 

Table 10.  Programs, Services, and Facilities Used During the Past 12 Months.

Community Programs:
Officer
Enlisted




Percent

Grocery shopping
89
85

Retail shopping
85
75

Medical health care
80
71

Dental health care
70
64

Fitness and sports activities
67
58

Libraries
59
59

Recreational and leisure activities
44
36

Health and Wellness Center
37
35

Family Housing
29
36

Housing Referral
27
22

Chapel-supported activities
26
16

Family Support Programs
20
25

Tuition Assistance
17
29

Youth programs
17
19

Education programs (not Tuition Assistance)
12
17

Child Development Centers/Family Day Care
10
13

Dormitories
4
26

None of the Above
1
1

When asked which of the programs, services, and facilities had the most positive influence on career intent, enlisted personnel tended to identify tuition assistance and Air Force-sponsored off-duty education opportunities while officers were more likely to say commissary and fitness and sports activities.  First and second term enlisted members in AFSOC, AFMC, AMC, and PACAF rated the base exchange as having more influence on their career intent than the average Air Force enlisted member.  Two other major command differences surfaced in this area as well:  PACAF field grade officers reported the quality of on/off base housing had a strong influence on their career intent and USAFE pilots identified medical health care as having a strong career influence.  

The top eight community programs with the most positive influence on overall career intent are presented in the following table.

Table 11.  Community Program Influence on Positive Career Intent.

Community Programs:
Percent of



with Positive Influence to Remain in the Air Force
Company Grade Officers
Field Grade Officers
1st
Term Airmen
2nd Term Airmen
Career Airmen

Medical health care
69
77
59
59
69

Commissaries
60
67
47
48
60

Tuition Assistance
47
23
66
63
58

Community College of the AF
NA
NA
51
46
45

Dental health care
59
65
56
52
60

Base Exchanges
52
55
47
44
50

AF-sponsored off-duty ed
48
30
51
58
59

Air Force fitness/sports 
54
48
44
41
43


Active duty personnel were asked to rate a number of Air Force programs, services, and facilities or features based on their positive influence on their or their coworkers’ readiness to participate in contingencies or exercises.  Medical and dental health care were identified by both officers and enlisted personnel as the top two community services.  Next in order of influence for officers were physical and personal security and family support programs; enlisted personnel reported base exchanges and commissaries.  


When asked which community programs or services they believe to be of greater value (quality, convenience, availability, cost) on their installation as compared to those offered in the outside community, officers reported grocery shopping (66%), fitness and sports activities (60%), medical health care (56%), dental health care (48%), and retail shopping (38%).  Enlisted personnel cited grocery shopping (63%), medical health care (57%), education programs (54%), dental health care (52%), and fitness and sports activities (51%).


Regarding the community programs members believe allow them and their coworkers to be more productive in accomplishing the mission, both officers and enlisted members reported medical health care, fitness and sports activities, dental health care, personal and physical security, and education opportunities (education programs for officers and tuition assistance for enlisted members).  


Finally, the community programs section of the survey asked which installation programs, services, or facilities could be provided in the local community (instead of on the military installation) without negatively impacting Air Force members.  About one-third of the respondents (34% enlisted; 28% officers) said none of the programs, services, or facilities could be provided by the local community without negatively impacting Air Force members.  The lack of support for this idea is not surprising based on the fact the overwhelming majority said the sense of community associated with Air Force installations is important.  The following table (Table 12) provides the results on this line of questioning.  

Table 12.  Services Provided by Community Rather Than on the Military Installation.

Community Programs:
Officer
Enlisted



Service Could be Provided in the         Civilian Community
Percent





Libraries
63
47

Retail shopping
42
37

Recreational and leisure activities
30
29

Grocery shopping
29
31

Dental health care
29
28

Education programs
27
26

Family housing
27
24

Housing referral
25
19

Medical health care
24
28

Child Development Centers/Family Day Care
22
21

Youth programs
21
23

Health and Wellness Center
21
19

Fitness and sports activities
19
25

Family support programs
12
15

Dormitories
11
17

Pay and Benefits 

Pay and benefits are issues that continue to be very important to Air Force members.  In order to look at the various pieces of the pay and benefits puzzle, the survey asked specific questions to address total pay, basic pay, housing allowances, TDY allowances, moving allowances, and how well members feel their pay compares to the private sector.  Finally, the survey asked the respondents to assess their overall financial situation at the present time.  


The majority of officers (company grade 59%; field grade 60%; pilots 50%) and Air Force civilians (junior 56%; senior 68%) agree their total pay is fair and equitable.  On the other hand, the enlisted attitudes were significantly less positive about pay and benefits.  For instance, only a small percentage of first term airmen (28%), second term airmen (23%), and career airmen (30%) agreed that their total pay and benefits are fair and equitable. Table 13 provides an assessment of the other pay and benefit areas for the various career groups.

Table 13.  Percent Agreeing Pay and Benefits are Fair and Equitable.

% Officer
% Enlisted
% Civilian

Pay/Benefit Category
Company Grade
Field Grade
Pilot
1st Term
2nd Term
Career
Junior
Senior











Total Pay
59
60
50
28
23
30
56
68

Basic Pay
48
48
40
23
17
22
54
58

TDY Allowances
55
57
39
38
39
38
60
70

Moving Allowances
65
49
49
46
50
46
47
56

Housing Allowances
47
40
32
33
29
28
N/A
N/A

Respondents were also asked if they thought their pay and benefits were as good, or better, than the pay and benefits they could earn performing the same amount of work in the private sector.  Only a small portion of officers (22%) and enlisted members (16%) agreed with this statement.  Slightly less than half (45%) of the civilians agreed (especially negative were junior civilians in USAFE).  Two key subsections of the overall population showed significant variation from their overall group.  Only 6% of pilots and 12% of second term airmen agreed their pay and benefits were as good, or better, than they could earn in the private sector.  
In order to assess the overall financial situation of the force, the survey asked members to describe their financial situation at this time.  Almost half of the enlisted force (47%) said they “cannot afford” or can “barely afford” the things they need.  Officers are much more positive.  Only 13% said they “cannot afford” or can “barely afford” the things they need.  Junior grade civilians (34%) were most apt to report “cannot” or can “barely afford” the things they need.  One-fifth (20%) of the senior grade civilians said they “cannot” or can “barely afford” the things they need.

Retirement Issues

Military participants were asked about the importance of the military retirement system in their career decision.  Table 14 provides the percentage of respondents saying military retirement is “most important” or “very important” with respect to their career decision.

Table 14.  Percent Rating Retirement Very or Most Important Factor in Their Decision to Stay in the AF.

Officer


Enlisted



Importance Rating:
CompanyGrade
Field

Grade
First Term Airmen
Second Term
Career








Very Important
40
45
24
27
31

Most Important
17
34
16
22
45


The lower percentages for company grade officers and first and second term enlisted in reporting the importance of the military retirement system is consistent with other sources of survey data.  The differences across groups might be due to the difference in retirement systems applied to the various groups or by the fact that the different groups are at different points in their career, e.g., field grade officers and career enlisted members are much closer to retirement.  Tables 15 and 16 demonstrate the influence of the retirement system on career intent for officer and enlisted groups, respectively.  It is clear, across all groups, that people who plan to stay in the Air Force rate the retirement system as “very” or “most” important at higher rates than those who plan to leave the Air Force.  More field grade officers in AFMC and fewer field grade officers in AFSOC rated the retirement system as “very” or “most” important in their decision to remain in the Air Force.

Table 15.  Percent Rating Retirement Very or Most Important Factor in Their Decision to Stay in the AF by Career Intent for Officer Groups.

Overall Officer Groups



Importance Rating:
Company Grade


Field Grade




Stay
Undecided
Go
Stay
Undecided
Go









Very Important
49
36
23
45
28
19

Most Important
24
13
8
40
27
22

Table 16.  Percent Rating Retirement Very or Most Important Factor in Their Decision to Stay in the AF by Career Intent for Enlisted Groups.

Overall Enlisted Groups



Importance Rating:
First Term Airmen


Second Term 


Career




Stay
Undecided
Go
Stay
Undecided
Go
Stay
Undecided
Go












Very Important
37
25
15
37
26
18
33
22
18

Most Important
20
17
13
28
23
16
49
32
27

The civilian survey included two questions about the civilian retirement system and one on the Thrift Savings Plan (TSP).  Overwhelmingly, civilian employees view their retirement system as fair and equitable (67% junior civilians; 73% senior civilians) and regard it as a very positive factor for remaining with the Air Force (86% junior civilians; 89% senior civilians). 

In addition, civilians were asked how important the TSP is to their future retirement.  Three-quarters (76%) reported the TSP to be important to their future retirement (57% “very important”; 13% “somewhat important”; and 6% “slightly important”).  

Housing 

Housing is an area to which the Air Force dedicates a significant amount of time, effort, and money.  This survey effort looked primarily at the members’ level of satisfaction/dissatisfaction with their current housing, sought to identify desired improvements to dorm living, and attempted to determine what drives preferences for living on or off base.


The majority of survey respondents indicated they currently live off base (55%); the remainder live on base (30%) and in the dormitories (15%).  More personnel in PACAF reported living on base than living off base.  Overall, 78% of the officers and 58% of the enlisted members reported being satisfied with their current housing.  Single members assigned within AFSOC reported a very high satisfaction with their housing where as more single officers in Air Force Space Command were dissatisfied with housing.  When satisfaction with current housing is examined based on where people live, significantly higher percentages of people who live off base are satisfied with their housing.  Exceptions to this finding are single members in PACAF who reported less satisfaction with their off base quarters.  The following table looks at the percentage of people who are satisfied based on where they live and marital status.

Table 17.  Percentage of People Who are Satisfied with Their Current Housing.

Satisfied with Current Housing




% Officer
% Enlisted





Married
78
63

Single
79
49





On-Base
65
47

Off-Base
84
69





On a slightly different note, many of the survey respondents indicated they are dissatisfied with the current housing allowances they receive.  Again, officers were more positive than enlisted personnel; but neither group had a majority agree that housing allowances are fair and equitable (officers:  married 42%, single 50%; enlisted: married 30%, single 29%).  More personnel assigned to USAFE, compared to any other group, reported they believe the housing allowance is fair and equitable. 


Respondents who rated their level of satisfaction with their housing as “somewhat dissatisfied,” “dissatisfied,” or “completely dissatisfied,” were asked a follow-up question to further home in on the factors precipitating their dissatisfaction.  The results are broken down by officer and enlisted personnel, married and single, and living on and off base.  The next two tables provide the results.  

Table 18.  Factors Contributing to Housing Dissatisfaction for Officers.



Officers Dissatisfied with Housing
% Married


% Single 

Reason
On-Base
Off-Base
On-Base
Off-Base







Too expensive
6
61
7
59

Too little room
85
62
82
57

Too little privacy
41
20
28
26

High noise levels
27
20
26
36

Unfriendly neighbors
7
13
7
15

Long commute to work
3
30
1
27

Poor quality of schools
15
13
0
3

Poor neighborhood safety
5
13
1
19

Too close to industrial areas
3
4
0
6

Neighborhood is too crowded
16
14
1
13

Too much required maintenance
27
20
22
16

Poor overall quality/condition of base housing
68
0
47
0

Too far from local civilian community activities
10
5
7
5

Too far from installation support facilities (e.g., BX, etc.)
5
30
1
25

Lack of amenities in residence (e.g., # of bathrooms)
41
19
29
14

Lack of amenities in neighborhood (parks, etc.)
13
17
4
16

Other
12
13
25
18

Table 19.  Factors Contributing to Housing Dissatisfaction for Enlisted Personnel. 



Those Dissatisfied with Housing
% Married


% Single

Reason
On-Base
Off-Base
On-Base
Off-Base







Too expensive
2
60
1
57

Too little room
75
71
86
66

Too little privacy
48
28
67
28

High noise levels
37
29
55
32

Unfriendly neighbors
23
20
24
19

Long commute to work
6
25
7
21

Poor quality of schools
10
12
1
6

Poor neighborhood safety
13
26
3
28

Too close to industrial areas
4
5
5
6

Neighborhood is too crowded
26
19
6
16

Too much required maintenance
38
24
19
21

Poor overall quality/condition of base housing
66
0
26
0

Too far from local civilian community activities
10
5
10
5

Too far from installation support facilities (e.g., BX, etc.)
6
23
10
18

Lack of amenities in residence (e.g., # of bathrooms)
35
23
22
19

Lack of amenities in neighborhood (parks, etc.)
20
23
8
17

Other
15
14
22
16

In response to the question, “If cost were not a factor, I would prefer to live (on base/off base),” the majority of all groups, and significantly higher numbers of single members, said they would prefer to live off base (officers: married 56%, single 71%; enlisted: married 68%, single 75%).  On a related note, members were asked to identify the factors that drive their preference to live on base or off base.  The following table shows the percentage of people citing each reason.

Table 20.  Factors that Drive Preference to Live On or Off Base for Officer Personnel.



Factors Driving Officers Preference to live on or off base
% Married


% Single 

Reason
On-Base
Off-Base
On-Base
Off-Base







Cost
76
43
63
37

Privacy
43
67
53
69

Noise levels
25
28
25
26

Commute to work
74
39
66
36

Quality of housing
57
80
60
63

Neighborhood safety
77
43
54
33

Required maintenance
41
24
35
21

Friendliness of neighbors
42
27
33
21

Proximity to industrial areas
9
9
11
11

Neighborhood is too crowded
11
13
8
9

Desire to “get away” from work
26
56
49
66

Non-availability of base housing
22
41
23
37

Housing amenities (e.g., # of bathrooms)
34
54
26
26

Distance from local civilian community activities
17
23
24
30

Opportunity to profit from purchase of a residence
18
29
19
20

Distance from installation support facilities (BX, etc.)
36
20
37
17

None of the Above
1
1
4
5

Table 21.  Factors that Drive Preference to Live On or Off Base for Enlisted Personnel.



Factors Driving Enlisted Preference to live on or off base
% Married


% Single 

Reason
On-Base
Off-Base
On-Base
Off-Base







Cost
77
38
51
33

Privacy
45
78
72
81

Noise levels
29
40
42
40

Commute to work
60
28
36
25

Quality of housing
51
68
50
56

Neighborhood safety
66
39
32
30

Required maintenance
37
23
24
20

Friendliness of neighbors
29
31
28
26

Proximity to industrial areas
10
10
11
11

Neighborhood is too crowded
15
20
10
13

Desire to “get away” from work
33
67
58
74

Non-availability of base housing
13
27
9
16

Housing amenities (e.g., # of bathrooms)
27
34
19
21

Distance from local civilian community activities
16
17
19
19

Opportunity to profit from purchase of a residence
13
28
14
16

Distance from installation support facilities (BX, etc.)
31
15
20
12

None of the Above
2
2
5
3


Those individuals who indicated they live in a dormitory were asked what improvements in the dorms would increase their satisfaction with living in the dorms.  The improvement cited by the most individuals (72%) was private bathrooms.  The next most cited improvement was private kitchens (69%), followed by more storage in the room (54%), more washers and dryers (50%), better quality furniture (47%), fitness rooms (42%), more bulk storage spaces (41%) and mail delivery to the dorm (39%).  Better laundry equipment (33%) and facilities (32%) were cited by about one-third of the respondents and more parking for cars was identified by 28%. 

Health Care 

This section of the survey report focuses on issues concerning members’ satisfaction with the facets of the current health care system at their installation.  Specifically, the survey looked at member satisfaction with medical and dental care as well as overall satisfaction with the care provided by the TRICARE system (in those regions where TRICARE has been implemented).

Table 22.  Percent Satisfied with Health Care Programs.


% Officer


% Enlisted




Married
Single
Married
Single

Type of Care:





Medical
53
58
44
45

Dental
52
67
44
53

TRICARE
40
40
37
36

Table 22 contains the percentage of respondents who reported they are satisfied with the various types of health care.  In general, single members are more satisfied than married members.  Married personnel in PACAF and USAFE reported a higher satisfaction with dental care than did the average married Air Force member.  The reported satisfaction levels with the TRICARE system, as a whole, are not high.  Least positive were the single officers assigned to ACC.  These numbers are based on reported enrollment in a TRICARE program. 

Table 23.  Satisfaction with TRICARE By Level of Enrollment.


Level of 

Enrollment




Prime
Extra
Standard






% Officer
42
30
27






% Enlisted
38
28
29






Furthermore, when the levels of TRICARE enrollment are compared (Table 23), the TRICARE Prime enrollees rate their satisfaction much higher than Extra and Standard enrollees, and officers, on average, are more satisfied than enlisted members in the same group.

Educational Opportunities


Overall, officers (50%) and enlisted personnel (54%) reported they were satisfied with the education opportunities available at their base.  While the overall groups were satisfied, more first (22%) and second term airmen (21%) and company grade officers (24%) reported dissatisfaction with educational opportunities.  All officers assigned overseas reported dissatisfaction with their educational opportunities. 


When asked how they would most prefer to complete their Professional Military Education (PME), just over half the officers (54%) and almost half of the enlisted members (45%) would most prefer to complete PME in residence.  Table 24 provides a breakout of the preferred methods of completing PME by various groups of interest.

Table 24.  Preferred Method of Completing PME.


% Officer
% Enlisted

Preferred Method for completing PME
Overall
Company Grade
Field Grade
Overall
1ST Term Airmen
2nd Term Airmen
Career Airmen










In residence
54
58
49
45
44
44
46










By correspondence
19
19
18
24
26
20
25










Non-resident seminar
14
9
22
11
10
18
9










Non-resident multimedia
13
14
11
20
20
18
20


Finally, Tuition Assistance and Air Force-sponsored off-duty education ranked in the top five community programs having a positive influence on member’s decision to remain in the Air Force.

Civilian Career Issues

While civilian employees reported a very positive career intent (77% reported they will definitely, probably, or lean toward a career if given the opportunity), almost half (46%) said they did not feel secure about their employment with the Air Force.  And only about one of four (24%) said the civilian awards program was effective--almost half (48%) said it was not effective.  


Seventy percent of the civilians said they understand the promotion system affecting them, but 59% of the junior civilians and 49% of the senior civilians said they are not satisfied with their promotion opportunity.  However, just over half (55%) said they would be willing to relocate to advance their career.  


Half (52%) reported being satisfied with the availability of training and education opportunities and three-quarters (74%) reported adequate off duty education opportunities.
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