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Introduction

Background

The Air Force Manpower and Innovation Agency (AFMIA) and the Air Force Quality of Life Office (HQ USAF/DPDF) developed the 1999 CSAF survey to gauge organizational climate and various quality of life topics.  The Air Force Personnel Center (AFPC) had two major responsibilities in this effort: (1) design the web-based data collection platform, oversee its purchase and installation, and maintain it, and (2) analyze and report the results from the quality of life portion of the survey.  

AFMIA launched the survey between 1 Oct and 15 Nov 99 to coincide with the announcement of the new compensation legislation.  Because members still identified strong concerns about pay and benefits issues, CSAF tasked AFPC to accomplish a “mini” quality of life survey during the summer of 2000 to reassess the potential impact of the Oct 99 legislation on retention.

Problem Statement 

Over the last 10 years, active duty members have increasingly identified compensation as one of the top reasons for leaving the Air Force.  Between 1996 and March of 1999, the percentage of 1st and 2nd term airmen citing pay and allowances as a strong reason to leave the Air Force almost doubled (Table 1).  There was a similar shift in 2nd termer’s views of retirement compensation.  Understandably, 1st termers are not focused as strongly on retirement.  

Table 1.  Reasons to Leave the Air Force.

	% Citing Compensation as a “Strong” or “Very Strong” Reason to Leave the AF
	1st Term 
	2nd Term 

	
	96
	Mar 99
	96
	 Mar 99

	Pay and Allowances
	31%
	52%
	30%
	60%

	Retirement
	37%
	43%
	34%
	58%


Corresponding to increasing dissatisfaction with compensation was a sharp decrease in the percentages for those who indicated they planned to stay in the Air Force until eligible to retire (Table 2).

	Table 2.  Career Intent.
	
	

	Career Intent
	1st Term 
	2nd Term 

	
	96
	Mar 99
	96
	 Mar 99

	Stay Until 20 Years
	29%
	24%
	50%
	36%


Senior Air Force leaders worked diligently during the past few years to make Congress aware of pay and compensation shortcomings as perceived by Air Force members, and encouraged legislation to enhance military pay and compensation.  In Oct 99, Congress announced the pay raises would be tied to “cost of living” and most military personnel could expect pay raises in Jan 00 and Jul 00.  Additionally, Congress changed the law to allow the Services to return to a more generous retirement plan that would give members 50% of their base pay upon retirement.

Scope and Limitations

The primary objective of this Follow-up Quality of Life Survey was to determine whether the enhanced compensation legislation (Oct 99) had any impact on changing one’s negative career intent to a positive one.  Survey items on compensation were taken from the 99 survey.  AFPC, in concert with the Quality of Life Office, took advantage of this survey opportunity and included questions on general well being, career and reenlistment intent, Operations/Personnel TEMPO, health care, housing, educational opportunities, and the Expeditionary Aerospace Force (EAF).  This data collection strategy will provide Air Force senior leadership with current information on quality of life issues to assist in preparation of policy papers and congressional hearings in the fall of 2000.  

There are two major limitations in this follow-up study.  The primary limitation is AFMIA believed collection of identifying information would negatively impact the results of their unit-level climate information.  Therefore, individuals cannot be tracked from one survey administration to another (Oct 99 and Jul 00) to determine “change” in attitudes/opinions.  The second limitation is one of timing.  When data were collected, only 9 months had lapsed since the legislation was announced and only 6 months since implementation of the first pay increase.    

Methodology

Research Design

AFPC developed the survey in coordination with the HQ USAF Quality of Life Office.  Selected survey items were taken directly from the 99CSAF Quality of Life Survey and revised, as necessary, to provide as direct a comparison as possible.  The survey sample was designed to be representative of 1st term, 2nd term, and career enlisted personnel, and company and field grade officers.  A representative sample of commanders and first sergeants was also included to obtain their perspective on the Oct 99 legislation and its potential impact on retention.  A total of 14,675 Air Force members responded (36%) to the Jul 00 survey.  

           In Oct 99, for the first time ever, the Air Force hosted the CSAF Climate and Quality of Life Survey on AFPC web servers and survey responses were collected via the internet.  All active duty military members and civilian employees were encouraged to participate in the 99CSAF Climate and Quality of Life Survey via top-down, Chain-of-Command emphasis.  The follow-up survey, smaller in content and employing a stratified random sample design, was electronically mailed (e-mailed) directly to selected respondents.  AFPC built e-mail addresses for the sample based only on the standard Air Force e-mail configuration of firstname.lastname@airforcebase.af.mil, and the survey reached 70% of the target population.  As the Air Force establishes a unique e-mail address for all members, not based on unit and/or base, and a directory becomes available, the “hit rate” will be virtually 100% compared to the 85% - 88% delivery rate for mail surveys.  There are also considerable cost savings when data are collected electronically compared to paper/pencil, mail delivery methods.  

Because of the difference in survey administration and overall research design, respondents to the Jul 00 survey differed slightly from the respondents in the Oct 99 survey in a few key demographic areas (Table 3).  However, who responds to the survey is often less critical than the overall number of respondents as demographic profiles can be adjusted to the survey population through application of weights.  The Jul 00 survey results are weighted to reflect the demographic characteristics of the Oct 99 population profile in order to provide a “direct” comparison between the two survey groups.  

	Table 3.  Response Differences Between the Oct 99 and Jul 00 Quality of Life Surveys.

	
	% Officers
	% Enlisted

	
	Oct 99
	Jul 00
	Oct 99
	Jul 00

	Company Grade
	54
	49
	
	

	Field Grade
	46
	51
	
	

	Pilots
	17
	16
	
	

	
	
	
	
	

	1st Term
	
	
	28
	22

	2nd Term
	
	
	14
	8

	Career Airmen
	
	
	58
	70

	
	
	
	
	

	CONUS
	88
	83
	81
	75

	Overseas
	12
	17
	19
	25

	
	
	
	
	

	Male
	84
	84
	81
	80

	Female
	16
	16
	19
	20

	
	
	
	
	

	Married
	77
	77
	68
	74

	Single
	23
	23
	32
	26


Results

Career Intent




With considerable focus in the Air Force on retention, the survey asked members to report their current career intent.  Table 4 provides career intent comparisons by officer grade group (excluding pilots) and enlisted term of enlistment.  Since Mar 99, 

positive career intent has increased across the board, especially for 2nd termers. 

	Table 4.  Career Intent by Seniority.

	Career Intent


	% Officers (excluding pilots)
	% Enlisted

	
	Company Grade
	Field Grade
	1st Term 
	2nd Term 
	Career

	
	 Mar 99
	 Jul 00
	Mar 99
	Jul 00
	Mar 99
	Jul 00
	Mar 99
	Jul 00
	Mar 99
	Jul 00

	Stay Until 20 Years
	52%
	61%
	88%
	91%
	24%
	29%
	36%
	49%
	81%
	86%

	Undecided
	13%
	15%
	4%
	3%
	24%
	23%
	16%
	19%
	9%
	6%

	Separate Before 20 Years
	35%
	24%
	8%
	6%
	52%
	48%
	48%
	32%
	10%
	8%




Table 5 indicates a much greater increase in career intent for pilots.  This increase for field grade officers is likely due, in part, to the fact that 55% renewed their pilot bonus agreement (prior to FY01) and are “locked in” for a few more years.  

Table 5.  Pilot Career Intent.

	
Career Intent
	% Air Force Pilots

	
	Company Grade
	Field Grade

	
	Mar 99
	Jul 00
	Mar 99
	Jul 00

	Stay Until 20 Years
	25%
	42%
	61%
	84%

	Undecided
	22%
	23%
	5%
	5%

	Separate Before 20 Years
	53%
	35%
	34%
	11%


General Well Being


The follow-up survey used three questions that were in previous quality of life surveys to capture an overall sense of satisfaction with the Air Force.  Eight of 10 officers and career enlisted members report the Air Force is a good place to work; and while still very positive, the results drop to seven of 10 for 1st and 2nd term enlisted personnel.  While positive overall, more field grade officers (80%) and career enlisted members (81%) report their family is supportive of their Air Force career.  More respondents reported satisfaction with their Air Force experiences in Jul 00 than in Oct 99 and officers rated their overall job satisfaction higher than did enlisted personnel.  Tables 6A and 6B provide a picture of the 3-year trend for most items.

Table 6A.  General Satisfaction with the Air Force.

	% Who Agree…
	Officers 

(excluding pilots)
	
	Enlisted

	
	Company Grade
	Field Grade
	Pilots
	1st Term
	2nd Term
	Career

	
	97
	99
	00
	97
	99
	00
	2000
	97
	99
	00
	97
	99
	00
	97
	99
	00

	…Air Force is a good place to work
	81
	84
	87
	83
	85
	88
	85
	69
	66
	71
	68
	70
	77
	-
	78
	84

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	…Family supportive of my Air Force career
	71
	72
	72
	78
	80
	80
	67
	63
	60
	62
	60
	62
	66
	-
	79
	81


Table 6B.  General Satisfaction with the Air Force.

	% Who Agree…
	Officers 

(excluding pilots)
	
	Enlisted

	
	Company Grade
	Field Grade
	Pilots
	1st Term
	2nd Term
	Career

	
	97
	99
	00
	97
	99
	00
	2000
	97
	99
	00
	97
	99
	00
	97
	99
	00

	…Satisfied with Air Force experience
	-
	82
	86
	-
	90
	90
	87
	-
	60
	67
	-
	73
	80
	-
	84
	89

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	…Satisfied with job
	-
	-
	77
	-
	-
	83
	84
	-
	-
	61
	-
	-
	67
	-
	-
	77


The Oct 99 survey included, for the first time, an item on infrastructure, e.g., work environment resources such as equipment, supplies, parts, etc., to gauge impact on one’s quality of life.  Overwhelmingly, members said work environment resources greatly impact one’s quality of life.  In Jul 00, the survey infrastructure question was revised to identify whether or not personnel believe they actually have the resources necessary to effectively accomplish their mission and, based on having or not having the resources, the impact on one’s quality of life.  

           Slightly more than two-thirds of the officer and enlisted respondents agreed they have the necessary work environment resources to effectively accomplish their mission.  Pilots were least positive in this area where only 60% agreed they had the proper resources available to accomplish their mission.  Those individuals who reported they have the necessary tools agreed this positively impacts their quality of life.  Conversely, those who reported they did not have the necessary work environment resources said it negatively impacted their quality of life. 

Military Pay and Benefits

In Jul 00, members were more positive about pay than they were in Oct 99 as the military retirement system was rated significantly higher for being “fair and equitable” (after the legislation to allow the Services to pay 50% of basic pay at 20 years of service).  Especially high ratings were given by company grade officers and 2nd term airmen, almost all of whom fell under REDUX (Table 7).  Ratings by pilots are in Table 8.

Table 7.  Comparison of Oct 99 and Jul 00 Evaluation of Various Pay Benefits.

	% Who Agree Compensation is Fair and Equitable
	% Officers (excluding pilots)
	% Enlisted

	
	Company Grade
	Field Grade
	1st Term
	2nd Term
	Career

	
	Oct 99
	Jul 00
	Oct 99
	Jul 00
	Oct 99
	Jul 00
	Oct 99
	Jul 00
	Oct 99
	Jul 00

	Total pay 
	55%
	64%
	59%
	69%
	25%
	33%
	21%
	26%
	25%
	34%

	Basic pay 
	51%
	58%
	56%
	63%
	23%
	28%
	19%
	23%
	23%
	31%

	Retirement system
	38%
	59%
	61%
	70%
	25%
	40%
	22%
	46%
	39%
	52%


Table 8.  Comparison of Oct 99 and Jul 00 Evaluations.

	% Who Agree Compensation is Fair and Equitable
	% Air Force Pilots

	
	Company Grade
	Field Grade

	
	Oct 99
	Jul 00
	Oct 99
	Jul 00

	Total pay 
	53%
	64%
	54%
	56%

	Basic pay 
	47%
	56%
	50%
	60%

	Retirement system
	22%
	40%
	47%
	78%


History shows a positive correlation between increases in retention and large pay raises.  In 1982 and 1983, after receiving a pay increase of 11.7% and 14.3% in 1981 and 1982 respectively, the Air Force reached one of the highest reenlistment rates (81% for 2nd term and 96% for career enlisted members).  However, increases in retention do not occur immediately.  Survey results indicate that most members who decide to separate make that decision 1-2 years before actually separating.  Once members make the separation decision, they usually don’t change their minds.  Therefore, even after substantial increases in compensation, the full impact on retention may not be felt for 1-2 years.  

Perceptions towards pay and retirement are definitely influenced by the respondents’ career intentions.  Those who intend to make the Air Force a career, tend to view pay (Table 9) and retirement (Table 10) in a more positive light; fewer who are “undecided” or “plan to separate” are as positive.

Table 9.  Jul 00 Evaluation of Various Pay Benefits by Career Intent.

	% Who Agree…
	Officer
	Enlisted

	
	Company Grade
	Field Grade
	Pilot
	1st Term
	2nd Term
	Career

	…total pay is fair and equitable      (% Total)
	64
	69
	72
	33
	26
	34

	Stay
	70
	71
	79
	44
	33
	36

	Undecided
	54
	51
	58
	32
	28
	18

	Leave
	56
	48
	58
	26
	14
	14

	…basic pay is fair and equitable      (% Total)
	58
	63
	59
	28
	23
	31

	Stay
	65
	65
	61
	41
	32
	32

	Undecided
	49
	40
	51
	28
	24
	14

	Leave
	49
	46
	53
	20
	11
	15


Table 10.  Jul 00 Evaluation of the Military Retirement Plan by Career Intent.

	% Who Agree…
	Officer
	Enlisted

	
	Company Grade
	Field Grade
	Pilot
	1st Term
	2nd Term
	Career

	…retirement system is fair and equitable      (% Total)
	59
	70
	49
	40
	46
	52

	Stay
	69
	69
	57
	52
	60
	54

	Undecided
	51
	30
	36
	42
	32
	27

	Leave
	43
	32
	26
	32
	33
	30


Health Care


The follow-up survey included twelve items on health care issues covering level of satisfaction with various benefits, access to care, the claims process, and reimburse-ment levels.  Two questions on TRICARE addressed participation and level of understanding.


Table 11 provides the percentages for those who are satisfied with their own medical and dental care and, for those who have family members, satisfaction with family member care.  In general, most members are slightly more satisfied with their benefits than they were in Oct 99, but despite the improvement, less than half are satisfied with medical benefits for their family, or with family dental insurance. 

Table 11.  Satisfaction with Medical and Dental Care.

	
	% Officers
	% Enlisted

	% Satisfied with…
	Company Grade 
	Field 

Grade 
	Pilots
	1st Term Airmen
	2nd Term Airmen
	Career Airmen

	
	99
	00
	99
	00
	99
	00
	99
	00
	99
	00
	99
	00

	Medical
	
	
	
	
	
	
	
	
	
	
	
	

	You
	65
	73
	59
	71
	58
	74
	70
	70
	55
	63
	49
	58

	Family
	47
	51
	42
	45
	32
	37
	51
	51
	44
	50
	39
	41

	Dental
	
	
	
	
	
	
	
	
	
	
	
	

	You
	76
	80
	74
	81
	70
	78
	74
	74
	68
	75
	66
	73

	Family insurance
	46
	49
	44
	46
	37
	41
	42
	42
	39
	43
	37
	39

	Overseas Dental Benefits
	48
	51
	55
	59
	44
	44
	35
	35
	45
	53
	53
	58



Table 12 addresses other aspects of the health care system.  A majority of members are satisfied with their own access to care, but less than half are satisfied with their family’s access to health care.  Less than one-third said they are satisfied with the claims process.  Less than one-half are satisfied with their reimbursement levels, and about one-quarter are satisfied with their family’s reimbursement levels.   

Table 12.  Satisfaction with Aspects of Health Care.

	% Satisfied with…
	Officers 
	Enlisted

	
	Company Grade
	Field Grade
	Pilots
	1st Term
	2nd Term
	Career

Airmen

	…Access to health care
	73
	76
	77
	61
	60
	62

	…Family access to health care
	50
	50
	40
	49
	48
	46

	…Claims process
	30
	27
	19
	33
	25
	29

	…Reimbursement levels
	46
	44
	45
	42
	32
	33

	…Reimbursement levels for your family
	31
	27
	25
	29
	24
	24


The majority of respondents are enrolled in TRICARE Prime (officers 91%; enlisted 92%), while few are enrolled in TRICARE standard (officers 7%; enlisted 7%), or in TRICARE extra (officers 1%; enlisted 1%).  Of those enrolled in TRICARE Prime, a majority (officers 72%; enlisted 66%) indicated they had an understanding of the program.  Likewise, those enrolled in TRICARE Standard (officers 64%; enlisted 51%) and TRICARE Extra (officers 75%; enlisted 66%) indicated they understand the system. 
Housing


This section of the report concentrates on members’ general impressions of their housing situations, including overall satisfaction, specific housing issues, and the housing allowance.  While 39% of active duty members live on base, 61% live off base.  When asked where they would prefer to live, 33% indicated they would prefer to live on base, and 67% would prefer to live off base.  Table 13 provides percentages of those who are satisfied with their housing and is broken out to provide satisfaction by marital status and whether they live on or off base.   

Table 13.  Percentage of Members Satisfied with Current Housing.

	
	% Officer
	% Enlisted

	
	97
	99
	00
	97
	99
	00

	Married
	78
	83
	80
	63
	71
	68

	Single
	79
	85
	81
	49
	73
	59

	
	
	
	
	
	
	

	On Base
	65
	72
	68
	47
	62
	55

	Off Base
	84
	88
	86
	69
	77
	74



Tables 14A (officers) and 14B (enlisted) address a few specific housing issues.  In general, members living off base are more satisfied with their housing, more satisfied with the overall quality/condition, and the size of the housing.  Those living on base are more satisfied with the neighborhood safety.  Officers and married enlisted members are more satisfied with the cost of off-base housing, but single enlisted members are slightly more satisfied on-base with regards to cost.  Single enlisted members living in the dorms are the least satisfied overall, and least satisfied with quality/condition, safety, and size of housing.

Table 14A.  Satisfaction with Housing Variables--Officers.

	% Officers Satisfied with…
	% Married
	% Single

	
	On Base
	Off Base
	On Base
	Off Base

	Overall satisfaction
	69
	87
	67
	82

	Cost
	66
	57
	70
	58

	Size
	52
	79
	65
	74

	Neighborhood safety
	95
	92
	95
	87

	Overall quality and condition
	64
	90
	64
	85


	Table 14B.  Satisfaction with Housing Variables--Enlisted. 

	Enlisted 

Satisfied with…
	% Married
	% Single

	
	On Base
	Off Base
	On Base
	Off Base

	
	
	
	Dorm 
	Housing
	

	Overall satisfaction
	59
	76
	43
	62
	68

	Cost
	48
	53
	50
	55
	46

	Size
	50
	66
	31
	68
	62

	Neighborhood safety
	83
	81
	65
	86
	74

	Overall quality and condition
	56
	80
	50
	63
	70


Officers are slightly more positive with regards to the BAH, but still less than one-half of the officers (42%) and less than one-third of the enlisted members (27%) agree BAH is fair and equitable.  Only about one-quarter agreed it is adequate to cover housing costs (officers 27%; enlisted 21%).

Educational Opportunities and Issues


Survey participants were asked their level of education, satisfaction with off-duty educational opportunities, and interest in web-based educational opportunities.  


Table 15 provides members’ self-reported level of education.  More than half (53%) of 1st term enlisted members and 66% of 2nd term enlisted members report they have at least 1-2 year of college, while nearly half (47%) career enlisted have at least an associate degree.  Fifty-six percent of company grade officers have achieved at least one or more years of graduate study.

Table 15.  Education Level.

	Highest Level of Education
	% Officer
	% Enlisted

	
	Company Grade
	Field Grade
	Pilots
	1st Term
	2nd Term
	Career

	High school
	
	
	
	43
	29
	13

	Vocational/tech school
	
	
	
	4
	5
	2

	1-2 yrs college, but no degree
	
	
	
	39
	43
	36

	Associate degree
	
	
	
	6
	13
	25

	3-4 yrs college, but no degree
	
	
	
	6
	6
	10

	Bachelor’s degree
	44
	2
	28
	2
	3
	10

	1 or more yrs grad ed, but no degree
	18
	5
	17
	-
	1
	2

	Master’s degree
	31
	80
	55
	-
	-
	2

	Doctorate degree
	1
	3
	
	-
	-
	-

	Professional degree
	6
	10
	
	-
	-
	-


While Air Force members try to achieve higher levels of education, slightly less than one-half of the officers (46%) and 61% of enlisted members are satisfied with off-duty educational opportunities at their current duty location.  

In light of the high deployment rates, an additional question addressed interest in web-based educational opportunities during deployments.  Sixty-eight percent of company grade officers and over three-fourths (77%) of the enlisted members said they would be interested in web-based education while deployed.
Expeditionary Aerospace Force (AEF)


Respondents were asked whether or not they were assigned to a unit in an AEF status.  The first line of Table 16 indicates pilots (38%) and 2nd term enlisted members (60%) are the most likely to be assigned to an AEF unit.  Although the percentages of those assigned to units in an AEF status and those who have been notified of deployments under that status vary greatly across grade, about one-half of all personnel in the AEF agree the AEF has provided predictability, and slightly less than one-half agree the AEF has improved their ability to plan.  

Table 16.  AEF Activity/Impressions.

	
	% Officer
	% Enlisted

	

	Company Grade
	Field Grade
	Pilots
	1st Term
	2nd Term
	Career

	% assigned to a unit in AEF status
	27
	18
	38
	35
	60
	36

	Those assigned to an AEF unit who agree…

	Have been notified of or deployed under AEF
	35
	29
	55
	32
	47
	38

	AEF provides predictability
	55
	47
	46
	57
	58
	53

	AEF improves ability

 to plan
	50
	42
	41
	46
	47
	44


Operations and 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).  The average number of hours worked in 1996 was 51 for officers and 46 for enlisted personnel.  The numbers went up slightly in 1997 (officers, 55 hrs; enlisted, 49 hrs) and leveled off in 1999 (officers, 54 hrs; enlisted, 50 hrs).  On average, individuals report they work about the same number of hours they reported in Oct 99 (Table 17).  

Table 17.  Reported Work Hours Per Week.

	July 2000
	% Officer
	% Enlisted

	

	Company Grade
	Field Grade
	Pilots
	1st Term
	2nd Term
	Career

	
	
	
	CGO
	Fld Gr
	
	
	

	Number of hours worked per week 
	52
	56
	55
	57
	45
	47
	51



The number of overall TDY days during the past 12-month period also has not changed significantly since the data were collected in Oct 99.  Officers continue to go TDY more often than do enlisted personnel and the longest TDYs are for contingency purposes (Table 18). 

Table 18.  TDY Category and TDY Days.

	 
	Total Number of TDY Days

	
	Officers
	Pilots
	Enlisted

	
	Company Grade
	Field Grade
	 Company Grade
	Field Grade
	1st Term
	2nd Term
	Career

	Contingencies
	67
	62
	64
	58
	69
	80
	76

	Exercises
	23
	22
	28
	25
	19
	18
	25

	Training
	40
	25
	47
	35
	34
	31
	29

	Other 
	27
	32
	30
	32
	26
	33
	33


Perceptions of Commanders and First Sergeants

The Jul 00 survey included a representative sample of commanders and first sergeants to obtain their perspective on quality of life issues.  When asked to identify the #1 quality of life issue in their unit (Table 19), commanders were evenly split between compensation and OPSTEMPO while first sergeants, overwhelming, cited compensation. 

Table 19.  Unit Level Priorities of Quality of Life Issues.

	#1 Quality of Life Issue


	Unit Level Priorities

	
	% Commanders
	% First Sergeants

	OPSTEMPO
	42
	27

	Compensation
	40
	59

	Health Care
	10
	6

	Housing
	5
	8

	Community/Family Programs
	2
	0

	Education Opportunities
	1
	0


Commanders and first sergeants were specifically asked whether or not they had seen any impact, either positive or negative, in their unit from the Oct 99 compensation legislation.  Most reported they have seen no impact but most expected to see some positive evidence on retention within 1 to 2 years (Table 20).

Table 20.  When Will the Air Force See a Positive Impact?

	
	Unit Level Priorities

	
	% Commanders
	% First Sergeants

	
	Pay
	Retirement
	Pay
	Retirement

	Within Six Months
	11
	7
	9
	4

	Six months to a year
	34
	20
	41
	13

	One to two years
	44
	38
	36
	54

	More than two years
	11
	35
	14
	29


Conclusions

There is a positive increase in career intent since Mar 99--especially for 2nd term enlisted personnel.  The percentage of field grade officers who reported they plan to stay until eligible for retirement is also up significantly due to the large number of pilots who committed to the bonus just prior to the end of the fiscal year.  

In general, the majority of personnel believe the Air Force is a good place to work, and most members report their family is supportive of their career in the Air Force.  The vast majority of members are satisfied with their Air Force experiences and job satisfaction is high for most officers.  About two-thirds of the enlisted members reported they were satisfied with their jobs.

Since the compensation legislation was passed in Oct 99, more members agree their total pay and basic pay are fair and equitable.  An even larger number agree the retirement system is fair and equitable--especially for 2nd term enlisted members--most of whom were under REDUX.  

Regarding health care, members continue to be more positive about their own medical and dental health care than about the medical and dental health care available to their family members.  The majority of respondents said they were enrolled in TRICARE and had a good understanding of the program.  

Regarding housing, given the choice, two-thirds reported they’d prefer to live in off base quarters.  In general, members living off base reported to be more satisfied with their housing than those who live in on base quarters.  Enlisted personnel living in the dormitories were the least satisfied with their housing.  Officers were more satisfied with BAH than were enlisted members, but only about one-quarter of the respondents said BAH was adequate to cover the cost of housing.

Enlisted members reported higher satisfaction with education opportunities than did officers.  Understandably, officers are seeking graduate-level education that is often not as available.  The idea of web based education, while deployed, was rated high by both officers and enlisted personnel. 

More 2nd term airmen and pilots reported being assigned to a unit in an AEF.  Half of those who have been notified of a deployment or who have been deployed said the AEF provided “predictability” but less than half said it improved their ability to plan.  

OPSTEMPO remains about the same as in Oct 99, with officers reporting they work between 52 and 57 hours per week and enlisted members reporting between 45 and 51 hours per week.  Contingencies continue to provide the most significant opportunities for TDY, especially for company grade officers and 2nd term airmen.  
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