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Career Decisions in the Air Force

Background


The Air Force has conducted retention research since the mid-1980s using two attitude and opinion surveys to identify the reasons members remain in or voluntarily leave the Air Force.  The Air Force Personnel Center (AFPC) previously administered both surveys via mail.  In 2000, AFPC administered the surveys across the Internet.   AFPC sends the Careers Survey  to a random sample of Air Force members, and the results focus on respondents who report they intend to stay in the Air Force or are “undecided” about an Air Force career.  The Careers Survey reports the reasons why members stay in the Air Force.  AFPC sends the New Directions Survey (the Air Force “Exit” survey) to individuals who have an established Date of Separation (DOS).  This is the source of information for the reasons reported for separating from the Air Force.  For officers, AFPC has gathered comparative data at about 3-year intervals over the past decade.  Comparative data for enlisted personnel are much more limited and are only available for 1989, 1996, 1999 and 2000.

On 1 Sep 00, the Secretary of the Air Force asked AFPC to pulse the field to obtain current information on why Air Force members are voluntarily leaving.  AFPC sent the “Exit” survey via electronic mail (e-mail) to individuals who had a DOS between 1 Oct 00 and 30 Sep 01.  In order to understand both sides of the retention equation, AFPC administered the Careers Survey to a sample of officers and enlisted personnel in mid-Sep 00.

Demographics

This report is a compilation of the final results of the 2000 Careers and New Directions Surveys.  The final number of returns for separating personnel was 303 officers and 744 enlisted members;  3,886 officers, of whom 2,334 were career-oriented, responded to the Careers Survey.  Total enlisted returns were 4,657 with 2,025 career-oriented.  Data from the Careers Survey are representative of first-term, second-term, and career airmen, and company grade and field grade pilots and non-pilots.

Career Intent Trends


Over the past decade, collecting feedback on why Air Force members stay or separate has provided insight into how pieces of the retention puzzle fit together.  Members consider multiple factors when making career decisions, and they arrive at their decisions a year or more in advance of their projected separation dates.  Career-oriented members have a different view of Air Force programs and policies than do separating or undecided members.  

Results from past surveys show that career intent and the factors impacting career decisions have changed over time.   To understand the survey data over time, one must be aware of such factors as the voluntary and involuntary draw down programs of the early 1990s,  the increased emphasis on retention in the late 1990s, the improved economic climate in the private sector over the past decade and the corresponding increase of jobs in the private sector, continuous high operations and personnel tempo, and public support for the military.

With a 10+-year perspective, we know that Air Force members follow through on their stated career intentions.  Both separating and career-oriented Air Force personnel have voluntarily provided identifying information which AFPC used for longitudinal tracking.  Since 1989, 80% of Air Force personnel (either officer or enlisted) who said they would stay at least 20 years did so. Of those who said they would separate, 70% of the officers and 77% of the airmen actually separated.

[image: image1.wmf]
The Careers Survey asks members with less than 20 years of service to identify their career intent (i.e., stay until eligible to retire, undecided, or separate prior to retirement).  Table 1 presents results for company grade and field grade officers (excluding pilots).  Company grade career intent, in steady decline over the past decade, experienced an upswing in 2000.

Table 1.  Historical Officer (Excluding Pilots) Career Intent by Seniority

	 Rank
	1989
	1993
	1996
	1999
	2000

	Company Grade (O1 - O3)
	n=1,925
	n=749
	N=677
	n=226
	n=1,821

	% Stay until 20 years
	67
	72
	64
	52
	59

	% Separate before 20 years
	22
	15
	25
	35
	27

	% Undecided
	11
	13
	11
	13
	14

	Field Grade (O4 - O5)
	n=731
	n=288
	N=260
	n=187
	N=1,093

	% Stay until 20 years
	93
	88
	89
	87
	84

	% Separate before 20 years
	5
	9
	9
	9
	10

	% Undecided
	2
	3
	2
	4
	6
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This upswing was also true for pilots (Table 2).

Table 2.  Historical Pilot Career Intent by Seniority

	Rank
	1989
	1993
	1996
	1999
	2000

	Company Grade (O1 - O3) 
	n=241
	N=159
	N=210
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n=38
	n=379

	% Stay until 20 years
	48
	73
	44
	25
	42

	% Separate before 20 years
	33
	11
	39
	53
	37

	Undecided
	19
	16
	17
	22
	21

	Field Grade (O4 - O5)
	n=131
	N=80
	N=83
	n=51
	n=205

	% Stay until 20 years
	94
	91
	89
	63
	77

	% Separate before 20 years
	1
	8
	8
	31
	14

	% Undecided
	5
	1
	3
	6
	9
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Table 3 shows enlisted career intent.  Over the last decade, the percentage of second-term enlisted members who plan to stay was on the decline.  Again, there was an upswing in 2000.

Table 3.  Historical Enlisted Career Intent by Seniority  

	Term of Enlistment
	1989
	1996
	1999
	2000

	First
	n=841
	n=449
	n=175
	n=2,016

	% Stay until 20 years
	33
	29
	24
	31

	% Separate before 20 years
	51
	53
	52
	48

	% Undecided
	16
	18
	24
	21

	Second
	n=628
	n=194
	n=199
	n=1,583

	% Stay until 20 years
	62
	50
	36
	43

	% Separate before 20 years
	30
	41
	48
	37

	% Undecided
	  8
	  9
	16
	20

	Career
	n=799
	n=581
	n=257
	n=926

	% Stay until 20 years
	96
	89
	81
	84

	% Separate before 20 years
	  3
	  8
	10
	10

	% Undecided
	  1
	  3
	  9
	6



Many use a “push-pull” paradigm to explain Air Force retention.  The “push” may be dissatisfaction with an Air Force program or policy, and the “pull” is the attraction of private sector opportunities.  AFPC strives to gauge the strength of “push” vs. “pull” by asking respondents to identify the issue which was “most influential” in their career decision.  

In 2000, officers (Table 4) and enlisted members (Table 5)  who plan to leave more often cited “push” reasons.  Appendix A yields further insight into members’ orientation toward their career decisions.

Table 4.  “MOST Influential” Issues:  Officer Career Decisions

	Which of the following issues do you think was the MOST influential in your career decision?

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	Issues
	Non-pilot (n=1,078)
	Pilot

(n=160)
	Non-Pilot

(n-938)
	Pilot

(n=158)
	Non-pilot

(n=198)
	Pilot

(n=53)
	Non-pilot

(n=14)
	Pilot

(n=38)

	Personal
	34
	27
	31
	20
	42
	28
	Cell

size

too

 small
	42

	Air Force
	31
	21
	33
	27
	32
	32
	
	34

	Family
	23
	38
	25
	41
	11
	19
	
	13

	Unit
	7
	8
	5
	8
	5
	10
	
	3

	Base
	2
	2
	2
	0
	1
	0
	
	0

	Other
	3
	4
	4
	4
	9
	11
	
	8


Personal issues (“Pull”) - Job opportunities, seek further education, or change in lifestyle 

Issues with Air Force level programs/policies (“Push”) - Assignment issues, pay or benefits, personnel policies, health care

Family issues (“Push”) - Family's dissatisfaction with Air Force, health care issues (taking care of sick relative), spend more time with family

Issues within your unit (“Push”) - For example, conflicts with peers or supervisors, work schedules, TEMPO (either home or away), lack of resources

Issues at your base (“Push”) - The location of the base, availability of recreational activities, schools, off-duty employment, health care, adequate housing

An issue other than mentioned above

Table 5.  “MOST Influential” Issues:  Enlisted Career Decisions

	Which of the following issues do you think was the MOST influential in your decision to separate?

	
	% of Those Who Stay
	% of Those Who Leave

	Issues
	First

(n=585)
	Second

(n=666)
	Career

(n=774)
	First

(n=396)
	Second

(n=213)
	Career

(n=135)

	Personal
	36
	28
	27
	52
	42
	38

	Air Force
	31
	36
	36
	22
	29
	30

	Family
	14
	19
	23
	3
	10
	9

	Unit
	9
	8
	6
	13
	9
	9

	Base
	6
	5
	3
	3
	2
	1

	Other
	4
	4
	5
	7
	8
	13



Figure 1 shows trends of satisfaction with Air Force experience.  Historically, career-oriented personnel have been more satisfied than separating personnel.

Figure 1.  Overall Satisfaction With The Air Force By Those Who Stay Versus Leave




Another indicator of satisfaction with the Air Force is the willingness of Air Force members to recommend military service to an interested party.  Tables 6A and 6B show officer and enlisted recommendations for military service.   Career-oriented personnel are much more apt to recommend the Air Force than are separating personnel.

Table 6A.  Officer Recommendations of Military Service by Those Who Stay Versus Leave
	“If someone asked, I would recommend military service.”

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-pilot (n=1,078)
	Pilot

(n=160)
	Non-Pilot

(n-938)
	Pilot

(n=158)
	Non-pilot

(n=198)
	Pilot

(n=53)
	Non-pilot

(n=14)
	Pilot

(n=38)

	Join the Air Force
	93
	86
	81
	77
	72
	68
	Cell size too small
	84

	Join Another Service
	1
	1
	2
	1
	4
	2
	
	3

	No Military Service
	6
	13
	17
	22
	24
	30
	
	13


Table 6B.  Enlisted Recommendations of Military Service by Those Who Stay Versus Leave
	“If someone asked, I would recommend military service.”

	
	% of Those Who Stay
	% of Those Who Leave

	
	First

(n=585)
	Second

(n=666)
	Career

(n=774)
	First

(n=396)
	Second

(n=213)
	Career

(n=135)

	Join the Air Force
	92
	92
	81
	65
	65
	65

	Join Another Service
	1
	1
	2
	3
	3
	2

	No Military Service
	7
	7
	17
	32
	32
	33


Reasons to Stay in the Air Force

Officer Reasons

Table 7 presents the top five factors (from a list of 38) career-oriented officers reported influenced them to remain in the Air Force.  Forty-three percent of the pilots reported “Bonuses/special pay” as their “5th” top reason.  A complete listing of factors and the ratings for all officers and pilots is in Appendix B.

Table 7.  “Very Strong” or “Strong” Influence to Stay for Career-Oriented Officers

	2000 Career Factor
	Rank/ % 

All Officers

(n=2,334)
	Rank / %

 Pilots  Only

 (N=318)

	Patriotism
	#1 / 78%
	#1 / 76%

	Retirement program
	#2 / 56%
	#6 / 42%

	Overall job satisfaction
	#3 / 55%
	#2 / 52%

	Job security
	#4 / 54%
	#4 / 47%

	Choice of job assignment
	#5 / 50%
	#3 / 50%


Table 8 presents the 10-year trend of the key reasons reported by non-pilot officers for staying in the Air Force based on the top 10 factors for 2000.  Each factor was a “Strong” or “Very Strong” influence to stay in the Air Force.

Table 8.  Historical Perspective:  Reasons Career-Oriented Officers Stay (Excludes pilots)

	Career Factor
	1989 (n=2,214)
	1993 (n=984)
	1996 (n=653)
	1999 (n=277)
	2000 (n=2016)

	Patriotism
	2
	*
	*
	*
	1

	Retirement program
	1
	1
	1
	6
	2

	Overall job satisfaction
	*
	2
	4
	2
	3

	Job security
	*
	*
	2
	5
	4

	Choice of job assignment
	5
	7
	5
	4
	5

	Availability of medical care
	6
	4
	3
	1
	6

	Say in base of assignment
	7
	8
	9
	9
	7

	Opportunity for education and training
	3
	3
	6
	7
	8

	Availability of dependent medical care
	*
	*
	10
	3
	9

	Promotion opportunity
	4
	6
	11
	11
	10


Note:  * indicates no comparable item for that year.  

In the early years, “Patriotism” was consistently among the top five reasons cited by officers for staying.  Based on the assumption that it would always be a top factor, AFPC took it out of the survey after 1989.   “Patriotism,” added back to the list of factors in 2000, is still at the top.


Pilots cite similar reasons to stay (Table 9).  Note that repeal of the “Redux” retirement plan precipitated a positive shift in ranking for non-pilots but not for pilots.

Table 9.  Historical Perspective:  Reasons Career-Oriented Pilots Stay 

	Career Factor
	1989 (n=242)
	1993 (n=192)
	1996 (n=163)
	1999 (n=43)
	2000 (n=318)

	Patriotism
	1
	*
	*
	*
	1

	Overall job satisfaction
	*
	2
	4
	1
	2

	Choice of job assignment
	8
	9
	5
	3
	3

	Job security
	*
	*
	1
	5
	4

	Bonuses/special pay
	*
	*
	*
	8
	5

	Retirement program
	2
	3
	2
	4
	6

	Say in base of assignment
	12
	12
	8
	9
	7

	Leadership at unit level
	11
	6
	3
	6
	8

	Promotion opportunity
	6
	5
	10
	13
	9

	Geographic area
	*
	19
	*
	*
	10


Note:  * indicates no comparable item for that year.  

Enlisted Reasons

Table 10 outlines the top reasons enlisted members reported for staying in the Air Force.  While most enlisted members reported these same top factors, first and second term airmen cited “Availability of medical care” in the top five and ranked of the “Retirement program,” as 10th and 9th respectively.  The complete lists of ranked factors by all enlisted personnel and by each term of enlistment are in Appendix C.

Table 10.  “Very Strong” and “Strong” Influence to Stay for Career-Oriented Enlisted Personnel

	2000 Career Factor
	% Enlisted (n=2,025)

	Patriotism
	64%

	Job security
	58%

	Opportunity for education and training
	51%

	Availability of dependent medical care
	45%

	Retirement program
	42%


For comparative purposes, Table 11 provides a historical perspective for reasons cited by enlisted personnel for making the Air Force a career.  Comparative data points are from the 1989 Quality of Life Survey and the 1996 and 1999 Careers Surveys, again based on the 2000 top 10 factors.  Repeal of the “Redux” retirement plan also yielded a positive shift with enlisted personnel (from 10th to 5th position). 

Table 11.  Historical Perspective:  Reasons Career-Oriented Enlisted Members Stay

	Career Factor
	1989 (n=1,448)
	1996 (n=1,114)
	1999 (n=320)
	2000 (n=2,025)

	Patriotism
	2
	*
	*
	1

	Job security
	*
	1
	4
	2

	Opportunity for education and training
	3
	3
	2
	3

	Availability of medical care
	4
	2
	1
	4

	Retirement program
	1
	4
	10
	5

	Availability of dependent medical care
	*
	5
	3
	6

	Overall job satisfaction
	*
	6
	8
	7

	Choice of job assignment
	7
	8
	7
	8

	Say in base of assignment
	9
	9
	6
	9

	Bonuses/Special Pay
	*
	*
	22
	10


Note:  * indicates no comparable item for that year.

Reasons to Leave

As the climate within the Air Force has changed, AFPC examined additional factors that might be reasons for leaving the Air Force (unit resources, geographic area of assignment, implementation of the Expeditionary Aerospace Force, potential for outsourcing and privatization, and readiness).  

Officer Reasons


Respondents to the New Directions Survey with a  date of separation (DOS) rated factors which might have contributed to their decision to separate.  All separating officers, since the beginning of the retention survey program, have consistently rated “Availability of comparable civilian jobs,” “Choice in job assignment,” and “Say in base of assignment” in the top five.  Separating officers cited “Retirement program,” for many a key reason to stay in the Air Force, as the #5 reason for leaving in 1996 and #4 again in 1999.  However, with the repeal of the “Redux” retirement plan, retirement as reason to leave dropped to #12.  Table 12 provides the rank order and accompanying percentages for key separation factors cited by all officers as well as a separate listing for pilots.  The complete listing of separation influences for all officers and pilots is at Appendix D.

Table 12.  “Very Strong” or “Strong” Influence to Leave for Officers with a DOS  

	2000 Career Factors
	Rank. / % All Officers (n=303)
	Rank / % Pilots (n=91)

	Availability of comparable civilian jobs
	#1 / 61%
	#1 / 69%

	Choice of job assignment
	#2 / 57%
	#3 / 67%

	Say in base of assignment
	#3 / 51%
	#4 / 57%

	Amount of additional duties
	#4 / 38%
	#2 / 67%

	Overall job satisfaction
	#5 / 35%
	#18 / 21%



For comparative purposes, Table 13 provides a historical trend of separation reasons for non-pilots.

Table 13.  Historical Perspective:  Reasons Officers With a DOS Leave (Excludes pilots)

	Career Factor
	1989 (n=474)
	1993 (n=317)
	1996 (n=185)
	1999 (n=361)
	2000 (n=212)

	Availability of comparable civilian jobs
	1
	1
	1
	3
	1

	Choice of job assignment
	4
	4
	2
	1
	2

	Say in base of assignment
	3
	4
	4
	2
	3

	Overall job satisfaction
	*
	*
	3
	5
	4

	Recognition of your efforts
	7
	5
	9
	12
	5

	Leadership at wing or equivalent level
	*
	*
	*
	9
	6

	Leadership at the unit level
	8
	7
	5
	8
	7

	Number of PCS moves
	11
	*
	14
	11
	8

	Pay and allowances
	5
	8
	11
	7
	9

	Amount of additional duties
	2
	9
	12
	14
	10


Note:  * indicates no comparable item for that year.


Separating pilots cite similar reasons with the exception of the “Retirement program” and a focus on senior leadership rather than wing leadership.

Table 14.  Historical Perspective:  Reasons Pilots With a DOS Leave

	Career Factor
	1989 (n=87)
	1993 (n=26)
	1996 (n=29)
	1999 (n=146)
	2000 (n=91)

	Availability of comparable civilian jobs
	1
	13
	3
	1
	1

	Amount of additional duties 
	2
	11
	5
	5
	2

	Choice of job assignment 
	3
	2
	2
	2
	3

	Say in base of assignment
	4
	2
	1
	3
	4

	Home station TEMPO**
	11
	9
	13
	9
	5

	TEMPO away***
	19
	1
	4
	7
	6

	Number of PCS moves
	9
	*
	9
	11
	7

	Retirement program
	16
	14
	12
	4
	8

	Availability of dependent medical care
	*
	*
	11
	10
	9

	Leadership at MAJCOM/HQ USAF level
	5
	3
	7
	6
	10


Note:  * indicates no comparable item for that year.  

Note:  ** Home station TEMPO was referred to as “Work Schedule” prior to 1999

Note:  *** TEMPO Away was referred to as “Number of TDYs” prior to 1999
Officer Perceptions of Private Sector


The current “pull” of civilian job opportunities is strong.  Table 15 contrasts career-oriented officers with those who are separating.  Clearly, jobs in the civilian market are perceived as plentiful.  A higher percentage of career-oriented pilots perceive jobs to be plentiful.  Non-pilot officers are more in line with separating officers of whom two-thirds have jobs already arranged.

Table 15.  Officer Perceptions of Availability of Jobs in the Private Sector

	What is your perception regarding the availability of jobs in the civilian work force in your present career field?

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot

	Plentiful
	57
	73
	54
	81
	63
	60
	Cell 

size 

too 

small
	71

	Available
	31
	22
	32
	17
	24
	36
	
	26

	Few
	3
	2
	5
	1
	2
	2
	
	0

	No counterpart
	7
	1
	8
	1
	7
	0
	
	3

	Don’t know
	2
	2
	1
	0
	4
	2
	
	0




There are differences between pilot and non-pilots when it comes to perceptions of expected private sector annual salary.  A substantially higher percentage of pilots expect to make at least $50K more annually, with the largest difference between separating company-grade pilots and non-pilots (Table 16).

Table 16.  Officer Perceptions of Expected Annual Pay in a Private Sector Job

	About how much more would you expect you would earn annually in a civilian job?

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot

	$50K+
	31
	52
	41
	51
	19
	60
	Cell 

size 

too 

small
	52

	$30K-$50K
	18
	28
	10
	24
	19
	18
	
	9

	$20K-$30K
	12
	8
	10
	10
	19
	10
	
	22

	$10K-$20K
	20
	7
	19
	7
	19
	5
	
	13

	$0-$10K
	18
	5
	18
	8
	18
	2
	
	4

	< AF Annual Pay
	1
	0
	2
	0
	6
	5
	
	0


Perceptions of how private sector and Air Force retirement plans compared also differed by officer category.  Most separating officers, especially pilots, reported private sector retirement plans as better than Air Force retirement (Table 17).

Table 17.  Officer Perceptions of Private Sector Retirement Versus AF Retirement Plans

	How do you think retirement benefits in the private sector compare with Air Force benefits?

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot

	Better
	29
	55
	34
	66
	68
	93
	Cell size too small
	73

	About the Same
	32
	31
	29
	21
	20
	2
	
	27

	Worse
	39
	14
	37
	13
	12
	5
	
	0




Table 18 contrasts officer perceptions of private sector and Air Force health benefits.  About two-thirds of the separating pilots thought private sector health care is better.


Table 18.  Officer Perceptions of Private Sector versus Air Force Health Benefits

	How do think you think health benefits in the private sector compare with Air Force benefits?

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot

	Better
	24
	35
	41
	65
	41
	64
	Cell size too small
	65

	About the Same
	40
	43
	38
	26
	45
	26
	
	35

	Worse
	36
	22
	21
	9
	14
	10
	
	0




There was a consensus of officer perceptions of hours worked per week (Table 19), time away from the family (Table 20), and amount of vacation time (Table 21).  

Table 19.  Officer Perceptions of Hours Worked per Week in the Private Sector versus Air Force

	About how many hours per week would you expect to work in a civilian job?

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot

	More
	11
	6
	7
	1
	22
	3
	Cell size too small
	4

	About the Same
	49
	33
	45
	19
	50
	17
	
	27

	Less
	40
	61
	48
	80
	28
	80
	
	69


Table 20.  Officer Perceptions of Time Away from Family in the Private Sector versus Air Force*

	How often would you expect to be away from your family working a job in the private sector?

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot

	More
	4
	10
	2
	14
	7
	10
	Cell size too small
	16

	About the Same
	17
	28
	21
	38
	26
	39
	
	42

	Less
	79
	62
	77
	48
	67
	51
	
	42


* Excludes single members without dependents

Table 21.  Officer Perceptions of Vacation Time in the Private Sector versus Air Force

	How do you think vacation programs in the private sector compare with Air Force benefits, for the same number of years employed?

	
	% of Those Who Stay
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot
	Non-Pilot
	Pilot

	More
	6
	20
	7
	22
	10
	35
	Cell size too small
	35

	About the Same
	20
	35
	26
	43
	40
	43
	
	54

	Less
	74
	45
	67
	35
	50
	22
	
	11


Enlisted Reasons to Leave

“Availability of civilian jobs” is now the #1 reason enlisted members reported for leaving the Air Force--up from #4 in 1999 and #9 in 1996.  While there have been considerable strides in the area of pay and benefits, “Pay and allowances” continues to be cited by over half the enlisted members as a “Strong” or “Very Strong” influence to leave.  After the Oct 99 “good news” retirement legislation, “Retirement program” as an influence to leave dropped from #3 in 1999 to #14 this year.  Table 22 shows the top reasons to leave in 2000, and Appendix E presents the entire list of factors for enlisted members.

Table 22.  “Very Strong” or “Strong” Influence to Leave for Enlisted Members With a DOS

	2000 Career Factors
	% Enlisted (n=745)

	Availability of comparable civilian jobs
	58%

	Pay and allowances
	57%

	Recognition of your efforts
	42%

	Leadership at unit level
	38%

	Overall job satisfaction
	38%


Table 23 presents historical reasons reported by enlisted personnel for leaving.

Table 23.  Historical Perspective of Reasons Enlisted Members With a DOS Leave

	Career Factor
	1989 (n=485)
	1996 (n=616)
	1999 (n=632)
	2000 (n=745)

	Availability of comparable civilian jobs
	2
	9
	4
	1

	Pay and allowances
	1
	7
	1
	2

	Recognition of your efforts
	7
	4
	5
	3

	Leadership at unit level
	5
	1
	2
	4

	Overall job satisfaction
	*
	2
	6
	5

	Choice of job assignment
	8
	10
	9
	6

	Say in base of assignment
	3
	8
	7
	7

	Promotion opportunity
	4
	5
	8
	8

	Geographic area
	*
	*
	*
	9

	Amount of additional duties
	9
	13
	13
	10


Note:  * indicates no comparable item for that year.  

Compensation continues to be of significant importance to enlisted members.  Figure 2 provides a historical perspective of how often monthly military income (excluding income from a second job or spouse’s income) “Always” or “Almost Always” covers their basic expenses with money left over.  Less than half of the enlisted members report having money left over at the end of the month.  Despite the pay raises in Jan and Jul 00, neither the career-oriented officers nor career-oriented enlisted personnel reported improved financial situations.  The trends in Figure 2 parallel the decline of “Pay and allowances” as an incentive to make the Air Force a career which has dropped significantly for both officers (#6 in ’96, #9 in ’99, #14 in ’00) and enlisted (#10 in ’96, #15 in ’99, #21 in ’00).

Figure 2.  Perception of Pay by Those Who Stay Versus Leave

Enlisted personnel, especially those who are separating, are more likely to report working a second job as well as having a spouse employed outside the home.  The percentage of officers reporting they have off-duty employment is low (4%), while more enlisted members reported they work to make ends meet (15% separating, 12% career-oriented).  Enlisted personnel reported working about 20 hours per week in an off-duty job.  About 80% of married enlisted members said their spouse works outside the home compared to 64% of company grade officer and 50% of field grade officer spouses.
Enlisted Perceptions of Private Sector



The enlisted perception of availability of civilian jobs is they are plentiful (Table 24).

Table 24.  Enlisted Perceptions of Availability of Jobs in the Private Sector

	What is your perception regarding the availability of jobs in the civilian work force in your present career field?

	
	% of Those Who Stay
	% of Those Who Leave

	
	1st Term Airmen 
	2nd Term Airmen
	Career Airmen
	1st Term Airmen 
	2nd Term Airmen 
	Career Airmen 

	Plentiful
	38
	40
	41
	46
	56
	62

	Available
	36
	37
	38
	32
	29
	27

	Few
	13
	13
	11
	10
	5
	5

	No counterpart
	5
	5
	7
	6
	5
	3

	Don’t know
	8
	5
	3
	6
	5
	3




Enlisted perceptions of expected annual pay are slightly lower than the officers.  About 60% of enlisted personnel believe they can earn between $10K to $50K more annually (Table 25).  As with the officers, about two-thirds already have a job arranged prior to separating.

Table 25.  Enlisted Perceptions of Expected Annual Pay in a Private Sector Job

	About how much more would you expect you would earn annually in a civilian job?

	
	% of Those Who Stay
	% of Those Who Leave

	
	1st Term Airmen 
	2nd Term Airmen
	Career Airmen
	1st Term Airmen 
	2nd Term Airmen 
	Career Airmen 

	$50K+
	10
	10
	13
	9
	8
	16

	$30K-$50K
	25
	27
	26
	23
	25
	26

	$20K-$30K          58+%
	15
	15
	12
	20
	18
	16

	$10K-$20K
	20
	20
	20
	24
	26
	20

	$0-$10K
	27
	26
	27
	22
	21
	21

	< AF Annual Pay
	3
	2
	2
	2
	2
	1




About two-thirds of  separating first and second termers believe private sector retirement plans are better (Table 26).

Table 26.  Enlisted Perceptions Private Sector Retirement Versus AF Retirement Plans

	How do you think retirement benefits in the private sector compare with Air Force benefits?

	
	% of Those Who Stay
	% of Those Who Leave

	
	1st Term Airmen 
	2nd Term Airmen
	Career Airmen
	1st Term Airmen 
	2nd Term Airmen 
	Career Airmen 

	Better
	31
	36
	37
	64
	64
	37

	About the Same
	42
	38
	37
	27
	30
	51

	Worse
	27
	26
	26
	9
	6
	12


There are differences between career-oriented and separating enlisted personnel on whether private sector health plans are better or worse than the Air Force.  Separating enlisted (most of whom have jobs waiting) hold the perception that private sector health benefits are about the same or better (Table 27).

Table 27.  Enlisted Perceptions of Private Sector versus Air Force Health Benefits

	How do you think health benefits in the private sector compare with Air Force benefits?

	
	% of Those Who Stay
	% of Those Who Leave

	
	1st Term Airmen 
	2nd Term Airmen
	Career Airmen
	1st Term Airmen 
	2nd Term Airmen 
	Career Airmen 

	Better
	18
	22
	35
	37
	45
	48

	About the Same
	33
	37
	37
	51
	46
	39

	Worse
	49
	41
	28
	12
	9
	13




The majority of enlisted personnel thought hours worked per week in the private sector were about the same as the Air Force (Table 28).  

Table 28.  Enlisted Perceptions of Hours Worked per Week in the Private Sector versus Air Force

	About how many hours per week would you expect to work in a civilian job?

	
	% of Those Who Stay
	% of Those Who Leave

	
	1st Term Airmen 
	2nd Term Airmen
	Career Airmen
	1st Term Airmen 
	2nd Term Airmen 
	Career Airmen 

	More
	12
	17
	10
	15
	15
	10

	About the Same
	62
	63
	53
	56
	60
	62

	Less
	26
	20
	37
	29
	25
	28


Table 29 (Time away from the family) and Table 30  (Amount of vacation time) show enlisted perceptions consistent with the officer perceptions that both time away and vacation time would be less in the private sector.

Table 29.  Enlisted Perceptions of Time Away from Family in the Private Sector*

	How often would you expect to be away from your family working a job in the private sector?

	
	% of Those Who Stay
	% of Those Who Leave

	
	1st Term Airmen 
	2nd Term Airmen
	Career Airmen
	1st Term Airmen 
	2nd Term Airmen 
	Career Airmen 

	More
	4
	4
	1
	3
	3
	3

	About the Same
	18
	13
	14
	17
	10
	14

	Less
	78
	83
	85
	80
	87
	83


* Excludes single members without dependents

Table 30.  Enlisted Perceptions of Vacation Time in the Private Sector

	How do you think vacation programs in the private sector compare with Air Force benefits, for the same number of years employed?

	
	% of Those Who Stay
	% of Those Who Leave

	
	1st Term Airmen 
	2nd Term Airmen
	Career Airmen
	1st Term Airmen 
	2nd Term Airmen 
	Career Airmen 

	More
	11
	4
	6
	14
	15
	13

	About the Same
	26
	22
	23
	35
	29
	33

	Less
	63
	74
	71
	51
	56
	54


Undecided Airmen 



Air Force members who are “undecided” about an Air Force career are potentially the ones we would have the greatest opportunity to influence.  Tables 31 through 33 display factors which are important to this group.  The factors closely resemble the list of factors cited by separating personnel.  The complete list for undecided personnel is in Appendix F.

Table 31.  Historical Perspective:  All UNDECIDED Officers’ Reasons to Leave (Includes Pilots)

	Career Factor
	1989

(n= 284)
	1993 (n=136)
	1996 (n=105)
	1999 (n=49)
	2000 (n=410)

	Availability of comparable civilian jobs
	1
	3
	1
	1
	1

	Amount of additional duties
	2
	4
	2
	7
	2

	TEMPO away**
	*
	*
	5
	5
	3

	Home station TEMPO***
	*
	*
	6
	2
	4

	Pay and allowances
	3
	8
	8
	3
	5

	Potential Outsourcing of Career Field
	*
	*
	*
	*
	6

	Say in base of assignment
	5
	9
	16
	8
	7

	Choice of job assignment
	4
	6
	11
	11
	8

	Availability of dependent medical care
	*
	*
	23
	12
	9

	Recognition of your efforts
	14
	14
	15
	19
	10


Note:  * indicates no comparable item for that year.

Note:  ** TEMPO Away was referred to as “Number of TDYs” prior to 1999

Note:  *** Home station TEMPO was referred to as “Work Schedule” prior to 1999
Table 32.  Historical Perspective:  UNDECIDED Pilots’ Reasons to Leave

	Career Factor
	1989

(n= 59)
	1993 (n=29)
	1996 (n=40)
	1999 (n=11)
	2000 (n=100)

	Availability of comparable civilian jobs
	1
	-
	3
	1
	1

	Amount of additional duties
	2
	1
	2
	8
	2

	TEMPO away**
	14
	5
	1
	4
	3

	Home station TEMPO***
	4
	9
	12
	3
	4

	Availability of dependent medical care
	*
	*
	10
	5
	5

	Say in base of assignment
	8
	6
	8
	7
	6

	Choice of job assignment
	10
	4
	13
	15
	7

	Number of PCS Moves
	9
	*
	6
	2
	8

	Unit Resources
	*
	*
	*
	*
	9

	Leadership at MAJCOM/HQ USAF Level
	7
	2
	17
	9
	10


Note:  * indicates no comparable item for that year.

Note:  ** TEMPO Away was referred to as “Number of TDYs” prior to 1999

Note:  *** Home station TEMPO was referred to as “Work Schedule” prior to 1999

Note:  - indicates no rating
Table 33.  Historical Perspective:  UNDECIDED Enlisted Reasons to Leave

	Career Factor
	1989 (n=176)
	1996 (n=157)
	1999 (n=98)
	2000 (n=811)

	Availability of comparable civilian jobs
	9
	4
	3
	1

	Pay and allowances
	1
	2
	2
	2

	Geographic area
	*
	*
	*
	3

	Potential O & P of Career Field
	*
	*
	*
	4

	Say in base of assignment
	2
	12
	7
	5

	Recognition of your efforts 
	6
	23
	5
	6

	Choice of job assignment 
	7
	6
	12
	7

	Leadership at unit level
	3
	7
	9
	8

	Home station TEMPO**
	14
	24
	13
	9

	Amount of additional duties
	10
	17
	18
	10


Note:  * indicates no comparable item for that year.

Note:  ** Home station TEMPO was referred to as “Work Schedule” prior to 1999


Separating personnel make their decisions well before their date of separation.  Officers and enlisted personnel with a DOS were asked, “How long before you applied for separation did you actually make your decision to separate?”  Just under half (45%) of the officers reported they made their decision to separate over a year before they applied for separation; 14% said between 7-12 months; and 15% said between 4-6 months prior.  Almost one-third of the company-grade pilots report their career decision was made over 3 years in advance.  For enlisted members with a DOS, two-thirds (67%) said they made their decision to separate over a year prior to applying for separation (Table 34).

Table 34.  How Many Months Before Date of Separation Did Members Decide to Separate

	# of Months
	% Company Grade  
	% Field Grade
	% Enlisted

	
	Non-pilot (N=198)
	Pilot (N=53)
	Non-Pilot (N=14)
	Pilot (N=38)
	1st Term Airmen (N=396)
	2nd Term Airmen (N=213)
	Career Airmen (N=135)

	0-6
	15%
	6%
	Cell 

size

 too

 small
	11%
	23%
	13%
	22%

	7-12
	41%
	26%
	
	34%
	25%
	27%
	28%

	13-24
	31%
	25%
	
	32%
	21%
	30%
	23%

	25-36
	5%
	13%
	
	13%
	11%
	15%
	15%

	37-48
	8%
	30%
	
	10%
	20%
	15%
	12%




When we asked if offering a bonus for their Air Force specialty would influence their decision, few separating personnel could be swayed, but two-thirds or more of undecided personnel stated initiating a specialty-based bonus or an increase to an existing bonus would influence them to stay (Tables 35A and 35B). 

Table 35A.  Influence of a Bonus on Officers Career Decision

	Starting or increasing a bonus for my Specialty would influence me to stay.

	
	% of Those Who are UNDECIDED
	% of Those Who Leave

	
	Company Grade
	Field Grade
	Company Grade
	Field Grade

	
	Non-Pilot (n=256)
	Pilot (n=81)
	Non-Pilot (n=54)
	Pilot (n=19)
	Non-Pilot (n=198)
	Pilot (n=53)
	Non-Pilot (n=14)
	Pilot (n=38)

	Increase my bonus
	8
	64
	21
	63
	2
	13
	Cell size too small
	5

	Start a bonus
	66
	0
	49
	0
	39
	0
	
	0

	Has no influence
	26
	36
	30
	37
	59
	87
	
	95


Table 35B.  Influence of a Re-enlistment Bonus on Enlisted Career Decision

	Starting or increasing a bonus for my Specialty would influence me to stay.

	
	% of Those Who are UNDECIDED
	% of Those Who Leave

	
	1st Term Airmen (n=434)
	2nd Term Airmen (n=317)
	Career Airmen (n=60)
	1st Term Airmen  (n=396)
	2nd Term Airmen (n=213)
	Career Airmen (n=135)

	Increase my Bonus
	55
	55
	35
	18
	16
	13

	Start a Bonus
	16
	21
	36
	10
	12
	17

	Has no influence
	29
	24
	29
	72
	72
	70


Summary

Career members are satisfied with their Air Force experiences, and most would recommend the Air Force to others.  The #1 reason cited for staying in the Air Force is “Patriotism.”  Career members once again cited the “Air Force retirement program” as a key incentive to remain (officers 56%; enlisted members 41%).  However, “Pay and allowances” is not considered one of the top incentives by those personnel choosing to make the Air Force a career.  Even though this group indicates they plan to stay in the Air Force, they perceive “better” benefits in the private sector and believe jobs are available.


Officers continued to cite assignment issues as the primary concern for leaving, and enlisted members continued to report pay and allowances.  The Oct 99 legislation to increase pay and to go back to a more generous retirement plan appears to have had some impact for both officer and enlisted personnel.  While still not a “draw” to keep them in the Air Force, compensation as a “Strong” or “Very Strong” influence to leave the Air Force dropped significantly.  We do not believe the Air Force has yet felt the full impact of these compensation initiatives.  Table 22 shows that over half of members made their decision to separate over a year in advance--many before the Oct 99 legislation.  Previous surveys indicated that once members decide to separate, they are unlikely to change their minds.

Separating members are satisfied with their Air Force experiences, and most would recommend the Air Force to others.  However, both officer and enlisted personnel said they are leaving because they perceive available jobs in the private sector.  Two-thirds of those leaving report they already have a job arranged.  They believe they can make more money, spend more time with their family, have a better retirement plan, and have similar or better health benefits working in the private sector.  Evidence suggests once members decide to separate, they don’t change their minds, and those who decide to separate make that decision over a year in advance.  Air Force members who reported they are currently “undecided” about an Air Force career are the ones we have the greatest opportunity to influence.

Appendix A:  Verbatim Written Comments

The following quotations capture the sentiments of the many members who provided written comments.

A-1:  Career-oriented Officers

Bonuses

Field-Grade, Male - Pilot

“My career decision was strongly influenced by Pilot Bonus and promotion opportunities. Although several "support" functions had an impact on my decision to stay, these functions have lost a lot of their value because I consider them eroding benefits.  They include family health care (difficulty with appointments, quality of care, repeated problems with billing), commissary (eroding value because of outside competition), accounting and finance (relatively late settling vouchers compared to other bases of assignment).”   

Patriotism

Company-Grade, Male - Log/Aircraft Maint/Muni/Supply/Trans

“The primary reason I may stay until the 20 year mark is the pride and satisfaction I get from serving my country. Unfortunately, the issues of OPS TEMPO (deployments away from my family, etc), long hours, money, lack of resources, etc, hammer away at my patriotic core every year.  One of these years, patriotism may not be strong enough to override the negatives and I will decide to seek employment elsewhere.  I know my wife and family are waiting for that day to come.”    

Company-Grade, Male - Log/Aircraft Maint/Muni/Supply/Trans

“While many of the items discussed in the survey do, in some way influence me, next to patriotism, what influences me the most is the challenges of generating aircraft sorties with extremely limited resources.  I love this country, the military, and the Air Force.  Hopefully, as I progress in rank, I can continue to leave positive changes to the units I serve with.”        

Field-Grade, Female - Logistics Commander

“I love the Air Force and consider it a profession vice just a job.  I stay to continue what those before us have started and to make sure our young airman of today get the support they need to get the mission done.”  

Company-Grade, Male - Finance

“I continue to serve my country as an Air Force officer for the same reasons I applied for OTS 4 years ago: to serve my country, to see the world, and to serve a cause for which I can be justly proud (as opposed to most of corporate America).  My current remote unaccompanied (voluntary) assignment to Incirlik AB, Turkey has solidified my resolve to stay in my Air Force because I see the immediate impact of my work in the financial management career field every day based on our support to ONW.  In addition, the choice of follow-on assignments is a major factor in my decision to stay in.  I selected Aviano AB as my first choice for a follow-on to Incirlik.  AFPC granted my wish and I could not be happier!  As I mentioned, one of my personal goals is to see the world - in just 9 months of duty in USAFE, I have traveled to 4 countries on TDY and leave.”            

Company-Grade, Male - Intelligence

“Since my first day in AFROTC, my intention has been to make the Air Force a career.  The main reason for this choice is my calling to serve my country, and my second reason for staying in the AF is it allows me the opportunity to work with some of the best people that our country has to offer.  Additionally, I work in a very interesting career field, and really enjoy what I do.  My job puts me very close to the war-fighting mission of the AF, and I could imagine doing anything else with my life.”      

Company-Grade, Male - Mission Support

“To serve my country as a military member is all I have ever wanted to be.  Having had numerous civilian jobs prior to the AF, I have found that nothing compares to the level of camaraderie, recognition, and overall job satisfaction than that of our profession.  Job security (pay and promotion rates), member and family medical benefits, and to be recognized by your troops and leadership when you do a good job--these are very important factors for staying in...not just for me as an officer, but for my people as well.  I believe the real motivating force is leadership that displays genuine appreciation, not simply money promises and bonuses.  I believe enlisted pay could be improved...not bonuses (bonuses can send the wrong impression about what we work for).”        
Education

Company-Grade, Female - Nurse

“I have been in the AF 11+ years as a nurse.  I have loved it tremendously.  I have been given opportunities to increase my knowledge as an Airman and a nurse.  I have enjoyed the different bases in which I have been assigned.  I use and am happy with the amenities each base offers. Last but not least, the people I have served with has made me be proud to have chosen the AF.”         

Quality of Life

Company-Grade, Male - Law

“Generally, life is better for me in the military than in the private sector.  Many factors contribute to my decision to remain in the Air Force -- in three words "Quality of Life."  My pay is at least competitive with the private sector.  My hours of work are usually better.  My family enjoys moving and seeing the world.  We love the Air Force and the military way of life, because we have lived the alternative.”            

Benefits (General)

Field-Grade, Male - Law

“I enjoy what I do!  I work challenging issues and work with great people.  We appreciate the benefits associated with being on active duty, such as medical services, commissary, BX and MWR.  Bottom line:  Glad to be here; proud to serve!”

Field-Grade, Male - Operations Support

“The Air Force is a great organization.  Location, pay, housing allowance, equal promotion opportunity, ops tempo are the greatest factors which affect Air Force retention (in my opinion).”     

Assignments

Field-Grade, Male - Pilot

“I was on the "Eagle" list, looking for a Trans/CC job.  The Pilot shortage took it away and AFPC sent me out to pasture in a dead-end job with no hope of advancement.  I would have stayed as long as legal.  Now I am "20-and-OUT!  If you want retention, stop lying.”

Field-Grade, Female - Intelligence

“My decision to stay in the USAF is driven mostly by my desire to contribute and because the USAF has been good to me and been flexible in my assignment processes. The thing that will definitely force me out is continued family hardships.  The USAF is spread too thin and too many of the people are shouldering the burden of difficult work and contingencies.  My family is my first priority in life and I will NOT, repeat NOT sacrifice them or continue to place hardships on my small children.  USAF leadership needs to tell our national command authority that we are SPREAD TOO THIN and we are NEAR A BREAKING point operationally and tactically.  WE have been abused for too long if this keeps up, people will continue to leave in high numbers.  We need relief from taskings and peace-keeping missions.”

Retirement

Field-Grade, Female - Health Services

“Retirement pay, job satisfaction, and 30 days of leave a year are the most important influences keeping me in the AF.  With the current retirement (50%), the next best thing the AF could do to improve my quality of life is to give me more time off.  I currently work well over 40 hours a week.  If this could be reduced, my satisfaction would increase even more.  The way I see to increase time off is to hire more personnel.”

Field-Grade, - Mission Support

“The 50% retirement program is a major factor in keeping me in uniform.  A major concern is retiree and dependent health and dental care.”       
A-2:  Career-oriented Enlisted Personnel

Patriotism

SSgt, Female - Health Services

“With some of these questions on what I think about what influences me to stay in... I guess I have a lot of patriotism in my country because I enjoy the Air Force; I'm a single mother raising my daughter!  I do care about the country she grows up in and I want to instill pride in her as well.  I feel as though most of the people I work with are my family away from home (my real family.)  Granted, when people sign up for this job they need to realize it is a 24/7 career with benefits you cannot see with the naked eye!  Pride, integrity, things that you can pass on to your children, and through your friends, and so on.  Everyone around you can see your pride and hard work - makes you a better person.  They need to realize they are not just here in the service for themselves but for their country.  I see a lot of new airmen who are in for their education, that’s fine, but they should not forget their mission either.  Right now, the promotion rate is great, I just made SSgt so I hope that TSgt will look good for me in the next two years - my goal.  Education is a good factor, I signed up for the GI bill and plan to use it after I spend my 20 yrs in. Pay is not bad either, there are times I do feel like I don't get paid enough for the things that I'm doing but if you calculate all of the medical/dental/medications/legal services, and other things, it all equals out.”       

Second Term, Male - Health Services

“My number one reason for staying is patriotism:  I love the idea of defending my country against all forces that threaten her. Due to the current manning though it is getting harder and harder to stay. We work a considerable amount of the time and this is seriously affecting my morale due to the fact that I'd like to see other places but am stuck in this shop due to manning. Also, living from paycheck to paycheck is hard.  I am too proud to accept welfare and other forms of needs assistance. So I'd say the two main issues affecting my decision in the negative are pay/compensation and manning. The idea of doing more with less is running the mid-level troops into the ground. Our career field is, at this point, a dying breed.  We have airmen coming in and getting out after 4-6 yrs and the “midtermers” (10-14) years that decided a long time ago that they'd stay are getting out due to the first term bonus's and the lack of reenlistment bonus for the class c personnel between 10 and 12 yrs is nonexistent forcing those individuals to get out and make $50-$80K a year in the civilian sector. The decision to reenlist is always going to be a hard one, but I think it will get easier with your help. Thank you.”

Career, Male - Aerospace Maintenance

“My decision to stay in the Air Force has been made with regard to several factors.  Number one,  I do not believe any other organization in the world provides a "safety net" such as the one we have here in the Air Force.  During some of the most difficult times of my life, someone in the Air Force family has always been there to help me.  Health care for my dependants is also a BIG contributing factor. I feel secure in knowing that I will have a job when I wake up in the morning.  What I do gives a sense of accomplishment, and most importantly, I enjoy knowing that I am helping to insure our way of life.  I serve proudly, voluntarily and with all my heart.”

Loyalty

First-term, Male - Medical

“I would like to say from the day I have raised my hand and took the oath I have not regretted that choice I made. I have met people that will be the reason I will stay in for over 20.  Then, there are people who make me consider if they know how to tie their shoes.  But no matter, I love the Air Force.  It has showed me what I want to do with my life and what I have to do to achieve my goal.”

Leadership

Career, Female -Unknown AFSC

“One of my main reasons for staying is the impact I can have on our younger troops.  They need the leadership and training that seems to be lacking in our officer corps.”   

Readiness

First-Term, Female - Health Services

“God forbid the US goes to war again, I know my organization for one isn't prepared.”

Education/Training

Career, Male - Biomedical Clinicians

“My education/training and unit readiness are outstanding. I have the best job in the Air Force.”         

Career Enlisted, Male - Communications-Computer Systems

“The Air Force is a good place for people not knowing what to do in their lives and not considering full time college.  The degree of training and discipline the Air Force provides is a learning experience all young people should learn.  It will definitely make them a better person and citizen.

The Air Force cannot come close to what the civilian sector is now paying in technical fields.  The support they provide and the training they give is superior to the training the military would provide.  The Air Force provides some certifications but overall they provide military certification which is not accepted in the civilian sector.  Whether we are in the military or not we should receive training and certification that is equivalent and acceptable to the civilian sector.  This will allow the member to be more marketable when he leaves or retires from the military versus a sub par trained military person that will need to be retrained or given additional training prior to starting their civilian job.  The pay level is a joke.  We military members qualify for WIC and reduced rate or free lunch programs because our pay is so low.  It's sad that a person that has been in the military for an average of over ten years still makes a salary that qualifies them for such programs.  That's the kind of low pay we are getting.


The off duty education is available but when you are stationed overseas you don't get all the good technical fields available.  No technical majors are available.”

Career, Male - Health Services

“Education is one of the only benefits I see as still one of the best opportunities in the military.  However, with no manning, long duty days and being expected to pick up your training on your own time, when do we have time to study.  With jobs paying better and with more benefits on the outside it becomes harder and harder to tell young troops that the Air Force is a good deal.  The service used to be a great deal, now at best, young troops see it only as a stepping-stone to bigger and better things.

With a college education I can take my family to the top.  The Air Force does not give that opportunity.  I take what they give me whether I like it or not.  At least on the outside I have a choice in my life.  Things are not dictated to me from a higher authority that threatens me when I disagree with what is being done.  I take great pride in my work no matter what the job.  I will continue to do as the Air Force asks of me and my family for 2 more years.  At that time, I plan to leave the service and start a career that I enjoy and can excel in.  Both financially and professionally.”

Pay

Career, Male - Intelligence

“True pay reform is needed.  How can a MSgt with over 18 yrs service be less valued than a 1Lt with over 3yrs service?  If the Air Force stopped spending their monetary assets on useless things and started paying more attention to their troops I really think not so many people would be leaving the service.

I love the US Air Force but, our OPSTEMPO is horrible.  In my first nine months here, I have worked over 450 hours overtime. The stress level at my job with the overtime and ops tempo is not healthy. Our Commander has begged USAFE for manning on numerous occasions for our SIX unfunded positions. Every time he is told NO.  Sometimes I think that it is not worth it. I would have made more money (with pay and allowances considered) keeping my job at Burger King.

We are giving up our lives to serve our country and then we are paid less than people on welfare.  If our country says "thank you" to us by our paychecks, then what kind of "thank you" are we getting?”

Career, Male - Aerospace Maintenance 

“I will do my 20 and get out though because anything after 20 and you are working for half pay.  You know the big issues, pay and benefits, health care and retirement and etc.  

Stop mouthing your concerns about pay and benefits and act on them!”

Second Term, Male - Dental

“The work is good the pay is poor.  My job would earn me double for the same work on the outside. Things like the child care programs, gym, VA benefits, and the possibility to travel is what keeps me in.  I have just reenlisted and the bonus is what kept me in.  If I had not received it I would be gone.”

Career, Male - Systems Operations

“I will finish my degree soon and the Air Force will not pay me what I will receive in the private sector.  Often, I am ashamed to be an enlisted person, though I am very patriotic and believe in the principles of our country.  I believe many people in the Air Force feel the same as I do and would rather work for $60,000 a year instead of $36,000, which includes benefits.  We must be able to live comfortably or we must live without the Armed Forces.  I know there are no easy solutions and the bottom line is money. But, Americans will have to consider the price they are willing to pay to ensure a combat ready military. I joined the Air Force because I felt a patriotic responsibility. So, this is a difficult admission for me to make.  I do not feel confident in our military to handle a real wartime crisis at this time. The Top Brass better start listening to middle managers and troops on the front-line.”

Career, Male - Aerospace Maintenance

“I really enjoy the AF way of life, but it has been chiseled away little by little.  It is very discouraging to hear that both the congress and the senate gave themselves a raise and wanted to cut our pay.  It is sad when TSgt's have to rely on food stamps to make ends meet.

It would be a lie for people to say that money is not a motivator. I think we all know what congress has to do. The bottom line is we are in the military to go to war however, its frustrating looking at a contractor that sits across from you that makes 3 times what you do, and doesn't get to put his life on the line, and still gets the opportunity to travel because of the job, and also gets educational opportunities. At the moment, the only thing I can say is "I'm on the wrong team.”

Being in for 11 years now I have seen a major change.  The management is out for itself and not to help the member.  The retirement is not good at all.  The whole idea of retirement is to be able to retire and enjoy life not jump into another career.  No opportunity for that in the military.  Morale and benefits are much better in the civilian workforce.  You can make a change.  I have enjoyed working for my country.  It has been a great experience.  But the new 2000 military is not what it should be.  So, my main reasons for not staying are the benefits in retirement and the management at my unit level.

Pay, or the lack thereof, is probably the largest topic of conversation when Airmen talk of opportunity. In my AFSC, I am capable of three times my military check. What would you do?”

Medical/Dental

First-term, Male - Medical

“One of the main reasons I elected to reenlist is because of the medical and dental care.  This care is always there when my family and I need it.  Also, the men and women in the medical facilities are very professional and that helps toward the care of their patients.  The thing I like least is how people will not help others go to college and further their education.  I think the USAF should encourage college more and push their airmen toward getting a degree.”

A-3:  Separating Officer Personnel

Civilian Jobs

Captain, Female - Logistics

“I went into the Air Force with an open mind, knowing that I was going to be trying something new and gaining a lot of good experience from it.  All I knew was that being in the Air Force would be my "starting point" straight out of college--no idea if I would stay in or get out.  Now, three years after I started, I decided I do not want a career in the Air Force/military.  There are just other things I want to do, and the job I have in the Air Force is unfulfilling.  I do not want to retrain into something else--I want to have a job in the civilian sector.  I feel as though I have gained so much from being in the military for these last few years--great training, good management experience, honing my skills as an officer--not to mention earning a master's degree.  Even though the overall Air Force experience has been interesting, I am marketable now and ready for the future career and educational challenges as a civilian.  A couple of things in the AF are, however, very discouraging.  Despite the best efforts of the AF, women are not treated on the same level as men.  Also, the assignment process needs some more work--the right people still are not being fitted with the right jobs.  Finally, the young enlisted aircraft maintenance personnel are getting a bad deal with pay, duty hours, and their PERSTEMPO.  Keep focusing retention efforts on them--the officer corps is fine!”

Captain, Male - Computer Systems Engineer

“As a computer systems engineer I see little to no career path in the Air Force.  Most of the computer work is being accomplished by contractors and enlisted personnel, and I see very little opportunity to apply my background and skills. My experience is valuable in the civilian workforce, therefore the decision becomes pretty easy for me.”

Assignments

Captain, Male - Pilot

“The lack of control over my schedule has been a major influence as well as short notice bad deals.  The AEF doesn't seem to reduce the number of TDYs for this KC-135 pilot - I still go on 2 long TDYs each year.  The lack of control over the assignment system has been a major influence.  I was surprised that no one asked me why I was leaving and if I'd consider staying in.  My friend, from another squadron, was asked by his commander if there was anything he could do to get him to stay in.  The friend said that a particular assignment would keep him in.  His commander fought to get him the assignment and consequently, he stayed in and took the bonus.  My commander wished me good luck but was unwilling to influence me to stay in - your loss, my record is without flaw.  Gen McPeak was very wrong when he said that doing more with less would result in a leaner/meaner force.  It has resulted in a great source of pilots for the airlines.”

Captain, Male, - Developmental Engineer

“I want to work in a specific type of work, not just in a generic career AFSC.  I truly enjoy the work that I am currently assigned to perform.  The problem that I see with myself as well as a large number of other engineers is that we want to continue working in an area of interest for more than the current assignment cycle allows.  I believe that a major redesign of the Air Force assignment and promotion systems is required to solve morale and retention problems.  The RAF has a track for their rated officers that allows them to choose either flight duties or staff duties.  Something that would allow engineers to follow the same sort of career path without consequences at promotion time would have most likely caused me to pursue a career in the Air Force.  Pay is another issue that needs to be addressed with utmost speed in regards to engineers.  We work with contractors and industry every day and see people doing the same sort of work with drastically higher salaries.  There is a level of satisfaction that goes along with wearing the uniform but it is very hard to look on the outside and see what could be.  Bottom line, the technical backbone of what makes the USAF the premier fighting force is weakening.  Contracting out the work is not the answer.  Somebody needs to put forth the work to make Air Force engineers feel wanted and valuable.  We make it possible for the Air Force to take off, fly, drop bombs and protect the aircrews so they can return home safely to their families.  Without a strong military engineering force, the Air Force will not continue to be at the top of the game.”

A-4:  Separating Enlisted Personnel

Civilian Jobs

Senior Airman, Male - Fuels

“As a single parent in the AF I feel that in my career field I cannot be always called on as a common member to go on TDY's or other operations.  Not only that, it's the fact that it is harder to be in the military as a single parent as far as child care issues and money matters. As far as the jobs on the outside, they are paying more with opportunity for quicker advancement. The military cannot compete with the pay and chances that private jobs can give.  Sure the military has a lot of benefits but to put up with the extras that go along with the job have become too much to say the job is worth it. I do love the Air Force but now the AF has changed. A job on the outside is going to pay me more and at the same time I will not have to put up with all the other nit picky things. What I am saying is that I can do my job now without having to worry about making it look pretty for an inspection or for some show. The military is a job and should be left or be treated as such. The AF should not be treated as a business because it is not here to make a profit but to defend this country. For all the knowledge that I have acquired in the military and the jobs that I can perform I feel that I should be paid more and that is what another job is going to do.”

Senior Airman, Male - Communications/Computers

“The Air Force has been relatively good for me.  I was fortunate to get a good job working with good people and a decent training budget.  Tuition assistance has allowed me to get my BS, and the GI Bill will help me to get my MBA.  However, I can do the same job outside of the Air Force and make $80,000-$100,000 or more.  Even with all of the benefits and the sizeable reenlistment bonus, it doesn't make financial sense to stay in the Air Force.”

Technical Sergeant, Male - Communications/Electronics

“I think there are many factors influencing the current loss of retainablity issue facing the Air Force, some of which are:

Pay - the equivalent pay in the civilian sector is, contrary to what the propaganda says, much better.

a.  One of the factors that the Air Force fails to recognize is that there is a big carryover effect of technician positions in the civilian world.  Here's an example:  I am a Ground Radio tech, but with very little OJT in the civilian world I could easily fill a tech controller position.  Now, the Air Force recognizes that tech controllers are in high demand in the civilian world so they give them the fat reupping bonuses.  I can easily fill any communication tech/electronics tech position but yet the Air Force does not recognize this and hence not provide a bonus for reenlistment because the bonus is based upon "career field" and not a skill set.

b.  Combine the above statement along with the fact that it is ridiculously easy to get certification in networking technology and computer systems and you have people jumping out left and right.  The current economy may slow, but the job market will not for some time due to the massive influx of technology and the race to implement it by companies...which need, of course, employees.”

Assignments

Senior Airman, Female - Health Services

“I decided to separate from the Air Force for several reasons.  When both my husband and me were both Active Duty it was easier because we had the same work schedule.  Now with him out it makes things a little more difficult.  We are located in an area that there are no good paying jobs for the degrees that he has.  Also, I will have a Bachelors degree here soon and I want to be able to use it and get paid more that what I am now.  I also have a problem with the way airmen are always viewed.  I feel as though it is very negative.  Not every airman is a "slacker and not motivated."  Both my Husband and me were Airmen of the Year, earned below-the-zone and attended college.  I felt as though everyone looked at us the same as all the other airmen.  I had many people tell us that we should stay in and get our commission and then we would be able to PCS.  So to me that means that only officers get assignments and that if you are enlisted you might as well forget it.  Holloman has been my only duty station since I've been in.  I've only been TDY twice in my entire enlistment and that was only for a couple of days.  I just wish that we had more of a say on how our careers were handled.  I strongly believe that if we had been allowed to PCS to a larger area, then we would have re-enlisted.  But now we will never know.”

Pay

Senior Airman, Male - Security Forces

“There are several reasons I have made the decision to leave the Air Force/Security Forces.  The first is mental support.  We as Security Forces members often respond to uncomfortable/gruesome scenarios such as attempted suicides, domestic violence, child abuse, biohazards, or deaths. These are some examples of incidents we respond to on a regular basis.  In the civilian workforce, it is mandatory to speak to a counselor after a disturbing incident taking the responsibility and stress away from the officer.  The Air Force has no such policy leaving it up to the young airman to come forward possibly subjecting themselves to mental evaluations.  From experience, the Air Force lacks in taking care of troops who have been subjected to dreadful situations.  The other reason for leaving the AF is finance.  Security Forces troops are put into harms way each and every time they respond to an incident (as mentioned above) warranting the need for hazardous duty pay.  I am leaving as an E-4 investigator and entering civilian law enforcement at the equivalent pay grade to that of an 0-4.  Comparing civilian law enforcement with possible long term deployments, no hazardous duty pay while carrying a gun, 50-70 hour duty weeks without overtime, and a dismal retirement check, the decision was easy.”

Technical Sergeant, Male - Aerospace Maintenance

“I finished my B.S. degree and found a comparable job that pays more than 2 times what I'm making now with much better benefits than Delta Dental and TRICARE AND a great retirement plan.  Can't pass it up.

   I decided when I reenlisted 4 years ago that I would finish school and get out.   I don't think our servicemen and women get paid nearly enough to be making the sacrifices they make on a daily basis, and I think our leaders, both civilian and military, have little appreciation for what the people at the bottom of the ladder do.  I know at Kadena the housing is deplorable, yet we throw our people in there and insist they keep the place from falling in on itself.  We spend millions on the post office parking lot and nothing on housing.  Where are our priorities there?  We all complain about not having enough money to do our jobs, yet at the end of the fiscal year we blow what we had left over on a bunch of crap (i.e. $70 fake plants for an avionics shop) just so we can get that money next year.  Why, so we can hoard it until the end and squander it on more crap?

   I think our leadership is lost.  Perhaps a mass exodus will help them find their way.”

Staff Sergeant, Male - Information Management

“After 10 years of service, my 24-year-old cousin makes more than me working my job in the civilian sector.  I could be a fireman, working 2 days/wk and make more money than I'm making now.  Enlisted personnel do not make enough for what they do.  We are underpaid and the pay gap is not closing anywhere near fast enough.  My friend makes more money bartending in one summer than I make all year.  Goodbye.”

Recognition

Senior Airman, Male - Supply

“I am separating because of the low pride that is seen throughout the Air Force.  Maybe it's an issue concerning morale, but the truth is that there are many factors that would provide reason enough for one to feel low, like the lack of parts in the supply system needed to fix the jets, the lack of recognition from our superiors in putting Airmen up for awards and decorations, and the lack of personnel to accomplish the mission.  The truth is that we need more people to help complete the tasks at hand.  I personally have had to take charge of the swings shift because we didn't have enough people.  That made my job that much more stressful and depressing.  I consider myself as a very patriotic and gung-ho person, but I must admit that at times the workload has been very overwhelming.”

Senior Airman, Male - Aerospace Maintenance

“A major problem facing the base I'm at is the lack of trained personnel.  Everyone with experience is doing everything they can to get out of the shop.  The leadership is a driving factor behind this exodus.  Leadership seems to be concerned with one thing and one thing only, production.  They do very little to ensure that morale is good, and even less to try and keep some of their experienced troops.  In the 3 years I've been in B-1 avionics at Dyess, I've seen maybe one person re-enlist to stay at this base.  People are either cross training or separating.  Another problem is the age of our equipment.  Some of the equipment is older than I am!  The B-1 program is in dire need of a new automatic test station to replace our current stations.  At any given time up to half of our stations are down for troubleshooting.  This significantly reduces the amount of time we have to actually turn out LRU's.  The leadership in my shop also has a huge problem with recognition of top performers.  I spent a year on Honor Guard, volunteered countless hours to a local elementary, scored top on my CDC's, and still was never once recommended for Airman of the Month.  It seems that the best brown-nosers get recognition, not the people that truly earn it.”

Senior Airman, Male - Communications/Electronics

“I love the AIR FORCE!  But over the last 6 years, I have had very little recognition, proper training, resources or trained personnel, [or] an ounce of respect from my superiors.”

Senior Airman, Male - Biomedical Specialist

“Well, I've dedicated six years, potentially 8-10% of my life, to serving my country.  Now, in that time I've been treated like an idiot because of my rank, when in actuality I have an education level of most officers.  My driving force for separating is this...  1)  There is very little mutual respect among the rank structure in my unit and many people have strong negative feelings they try to keep secret.  I'm not a politician, I tell it like it is and don’t fit in with that sort of an environment.  2)  There is also little to no recognition for Airmen other than what was explained to  me as a "Rotation" of sorts in which all airmen eventually get Airman of the Quarter, etc. because it's their turn.  This, along with the laziness in recognizing the true achievers (that were myself and a few of my close friends that got out after their 4 yrs were up) contributed greatly.  My supervisors have rated me with 5's on every EPR and I could have easily been awarded a substantial amount of awards for going far above and beyond in all aspects of life, community, charity, etc.  Yet I watched people that were far below me get chosen for awards, only to have them gloat about winning an award over myself.  I have better things to do with my life, and I know that not everywhere do people exploit rank to such a high level.  I was appalled, having worked hard for three years before I came in, at the level of laziness among the higher ranks.  Enough said, there you have it.”

Appendix B:  Officer Influences to Stay

Appendix B-1:  All Officers

	 
	2000
	1999
	1996

	
	n=2,334
	n=320
	n=816

	  All Officers


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Patriotism
	1 / 78
	*
	*

	Retirement program that affects you
	2 / 56
	6 / 44
	1 / 65

	Overall job satisfaction
	3 / 55
	2 / 53
	4 / 51

	Job security
	4 / 54
	5 / 47
	2 / 56

	Choice of job assignment
	5 / 50
	4 / 47
	5 / 50

	Availability of medical care
	6 / 43
	1 / 60
	3 / 52

	Say in base of assignment
	7 / 41
	9 / 40
	9 / 39

	Opportunity for education and training
	8 / 41
	7 / 43
	6 / 46

	Availability of dependent medical care
	9 / 37
	3 / 49
	10 / 39

	Promotion opportunity
	10 / 36
	11 / 40
	11 / 37

	Leadership at unit level
	11 / 35
	10 / 40
	8 / 42

	Bonuses/Special Pay
	12 / 34
	20 / 18
	*

	Geographic area/current base 
	13 / 32
	*
	*

	Pay and allowances
	14 / 31
	15 / 32
	7 / 44

	On-base fitness/recreation programs
	15 / 31
	12 / 34
	*

	Equal employment opportunities in the AF
	16 / 30
	*
	*

	Availability of commissary services
	17 / 29
	14 / 33
	15 / 22

	Recognition of your efforts
	18 / 29
	16 / 31
	12 / 26

	Availability of dental care
	19 / 29
	8 / 41
	13 / 24

	Leadership at wing or equivalent level
	20 / 24
	17 / 29
	*

	Availability of dependent dental care
	21 / 23
	13 / 33
	16 / 18

	Compatibility with spouse’s career/job
	22 / 20
	24 / 14
	22 / 9

	Availability of base housing
	23 / 19
	19 / 18
	*

	Availability of base exchange
	24 / 17
	22 / 15
	*

	On-base child care/youth programs
	25 / 17
	23 / 15
	*

	Readiness of your unit
	26 / 16
	*
	*

	Leadership at MAJCOM/HQ USAF level
	27 / 15
	18 / 22
	14 / 23

	Training/experience of unit personnel
	28 / 14
	*
	*

	Home station TEMPO (Work schedule)
	29 / 12
	21 / 17
	(17 / 16)

	Number of PCS moves
	30 / 11
	25 / 12
	20 / 13

	Unit resources 
	31 / 9
	*
	*

	TEMPO away (Number/duration of TDYs)
	32 / 8
	27 / 10
	(21 / 10)

	Availability of comparable civilian jobs
	33 / 6
	26 / 10
	19 / 13

	AF officer/enlisted evaluation systems
	34 / 6
	28 / 8
	18 / 14

	Implementation of Expeditionary Air Force
	35 / 6
	*
	*

	Number of personnel currently in my unit
	36 / 5
	*
	*

	Potential for outsourcing and privatization 
	37 / 3
	*
	*

	Amount of additional duties
	38 / 2
	29 / 8
	23 / 2


Note:  * indicates no comparable item for that year

Appendix B:  Officer Influences to Stay

Appendix B-2:  Company Grade Officers (Excludes Pilots)

	 
	2000
	1999
	1996

	
	n=1,078
	n=114
	n=425

	 Company Grade Officers


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Patriotism
	1 / 81
	*
	*

	Job security
	2 / 62
	6 / 53
	3 / 61

	Overall job satisfaction
	3 / 58
	3 / 56
	6 / 55

	Retirement program that affects you
	4 / 56
	12 / 40
	4 / 60

	Opportunity for education and training
	5 / 53
	2 / 59
	1 / 70

	Choice of job assignment
	6 / 52
	4 / 56
	5 / 55

	Availability of medical care
	7 / 49
	1 / 67
	2 / 62

	Say in base of assignment
	8 / 46
	7 / 47
	10 / 46

	Availability of dependent medical care
	9 / 43
	5 / 56
	8 / 49

	Promotion opportunity
	10 / 42
	9 / 46
	11 / 45

	Availability of dental care
	11 / 37
	8 / 46
	13 / 35

	On-base fitness/recreation programs
	12 / 36
	11 / 41
	*

	Leadership at unit level
	13 / 36
	10 / 44
	7 / 51

	Equal employment opportunities in the AF
	14 / 34
	*
	*

	Geographic area/current base 
	15 / 34
	*
	*

	Bonuses/Special Pay
	16 / 33
	20 / 21
	*

	Pay and allowances
	17 / 33
	14 / 37
	12/ 39

	Recognition of your efforts
	18 / 33
	15 / 35
	9 / 46

	Availability of commissary services
	19 / 31
	16 / 35
	16 / 26

	Availability of dependent dental care
	20 / 30
	13 / 40
	14 / 29

	Compatibility with spouse’s career/job
	21 / 26
	12 / 29
	21 / 11

	Availability of base housing
	22 / 26
	19 / 26
	*

	Leadership at wing or equivalent level
	23 / 26
	17 / 32
	*

	On-base child care/youth programs
	24 / 23
	21 / 21
	*

	Availability of base exchange
	25 / 20
	22 / 20
	*

	Leadership at MAJCOM/HQ USAF level
	26 / 17
	18 / 28
	15 / 28

	Readiness of your unit
	27 / 17
	
	

	Training/experience of unit personnel
	28 / 16
	*
	

	Home station TEMPO (Work schedule)
	29 / 16
	23 / 19
	(17 / 21)

	Number of PCS moves
	30 / 15
	26 / 15
	18 / 19

	Unit resources 
	31 / 11
	*
	*

	TEMPO away (Number/duration of TDYs)
	32 / 9
	27 / 14
	(21 / 12)

	Implementation of Expeditionary Air Force
	33 / 8
	*
	*

	Availability of comparable civilian jobs
	34 / 8
	25 / 15
	22 / 12

	Number of personnel currently in my unit
	35 / 7
	*
	*

	AF officer/enlisted evaluation systems
	36 / 7
	28 / 10
	11 / 23

	Potential for outsourcing and privatization 
	37 / 3
	*
	*

	Amount of additional duties
	38 / 1
	29 / 9
	23 / 2


Note:  * indicates no comparable item for that year

Appendix B:  Officer Influences to Stay

Appendix B-3:  Field Grade Officers (Excludes Pilots)

	 
	2000
	1999
	1996

	
	n=938
	n=163
	n=228

	 Field Grade Officers


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Patriotism
	1 / 75
	*
	*

	Retirement program that affects you
	2 / 62
	2 / 56
	1 / 70

	Overall job satisfaction
	3 / 52
	3 / 54
	4 / 52

	Job security
	4 / 48
	5 / 45
	2 / 53

	Choice of job assignment
	5 / 47
	6 / 42
	5 / 51

	Availability of medical care
	6 / 41
	1 / 59
	3 / 52

	Say in base of assignment
	7 / 39
	10 / 37
	9 / 40

	Availability of dependent medical care
	8 / 36
	4 / 47
	7 / 42

	Leadership at unit level
	9 / 34
	8 / 40
	11 / 36

	Geographic area/current base 
	10 / 32
	*
	*

	Pay and allowances
	11 / 30
	13 / 32
	8 / 42

	Opportunity for education and training
	12 / 30
	12 / 33
	10 / 39

	Promotion opportunity
	13 / 30
	9 / 39
	12 / 34

	Bonuses/Special Pay
	14 / 29
	21 / 13
	*

	Availability of commissary services
	15 / 29
	11 / 36
	14 / 23

	Equal employment opportunities in the AF
	16 / 28
	*
	*

	On-base fitness/recreation programs
	17 / 28
	17 / 29
	*

	Recognition of your efforts
	18 / 27
	14 / 32
	6 / 44

	Availability of dental care
	19 / 24
	7 / 41
	15 / 22

	Leadership at wing or equivalent level
	20 / 24
	16 / 29
	*

	Availability of dependent dental care
	21 / 20
	15 / 30
	18 / 14

	Compatibility with spouse’s career/job
	22 / 17
	23 / 13
	21 / 8

	Availability of base exchange
	23 / 16
	20 / 14
	*

	Readiness of your unit
	24 / 15
	
	

	Leadership at MAJCOM/HQ USAF level
	25 / 15
	18 / 19
	13 / 26

	Availability of base housing
	26 / 14
	22 / 13
	*

	On-base child care/youth programs
	27 / 13
	25 / 11
	*

	Training/experience of unit personnel
	28 / 12
	*
	

	Home station TEMPO (Work schedule)
	29 / 9
	19 / 17
	(16 / 18)

	Unit resources 
	30 / 8
	
	*

	Number of PCS moves
	31 / 7
	24 / 12
	22 / 14

	TEMPO away (Number/duration of TDYs)
	32 / 7
	27 / 8
	20 / 9

	AF officer/enlisted evaluation systems
	33 / 6
	26 / 8
	17 / 16

	Availability of comparable civilian jobs
	34 / 5
	28 / 7
	19 / 14

	Number of personnel currently in my unit
	35 / 5
	*
	*

	Implementation of Expeditionary Air Force
	36 / 3
	*
	*

	Potential for outsourcing and privatization 
	37 / 3
	*
	*

	Amount of additional duties
	38 / 2
	29 / 6
	23 / 2


Note:  * indicates no comparable item for that year

Appendix B:  Officer Influences to Stay

Appendix B-4:  Company Grade Pilots

	 
	2000
	1999
	1996

	 
	N=160
	n=10
	n=92

	Company Grade Pilots


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Patriotism
	1 / 82
	*
	*

	Overall job satisfaction
	2 / 58
	2 / 40
	2 / 54

	Job security
	3 / 56
	6 / 30
	1 / 65

	Choice of job assignment
	4 / 53
	1 / 40
	3 / 53

	Bonuses/Special Pay
	5 / 50
	23 / 10
	*

	Retirement program that affects you
	6 / 46
	14 / 20
	4 / 50

	Say in base of assignment
	7 / 37
	5 / 30
	7 / 44

	Availability of medical care
	8 / 37
	3 / 30-
	10 / 41

	Geographic area/current base
	9 / 37
	*
	*

	Opportunity for education and training
	10 / 36
	11 / 20
	9 / 41

	Promotion opportunity
	11 / 36
	12 / 20
	12 / 28

	Leadership at unit level
	12 / 33
	10 /20
	5 / 49

	Availability of dependent medical care
	13 / 29
	8 / 20
	11/ 29

	On-base fitness/recreation programs
	14 / 28
	4 / 30
	*

	Pay and allowances
	15 / 25
	13 / 20
	6 / 44

	Recognition of your efforts
	16 / 23
	20 / 10
	8 / 42

	Equal employment opportunities in the AF
	17 / 21
	*
	*

	Availability of commissary services
	18 / 21
	0
	15 / 15

	Availability of dental care
	19 / 18
	7 / 20
	18 / 12

	Leadership at wing or equivalent level
	20 / 17
	19 / 10
	*

	Readiness of your unit 
	21 / 16
	*
	*

	Availability of dependent dental care
	22 / 15
	18 / 10
	20 / 10

	Training/experience of unit personnel
	23 / 14
	*
	*

	Availability of base exchange
	24 / 13
	0
	*

	Availability of base housing
	25 / 13
	17 / 10
	*

	Compatibility with spouse’s career/job
	26 / 12
	21 / 10
	19 / 11

	On-base child care/youth programs
	27 / 10
	9 / 20
	*

	Home station TEMPO  (Work schedule)
	28 / 9
	15 / 20
	(14 / 16)

	Unit resources 
	29 / 8
	*
	*

	Number of PCS moves
	30 / 7
	25 / 10
	17 / 12

	Leadership at MAJCOM/HQ USAF level
	31 / 7
	0
	13 / 25

	TEMPO away (Number/duration of TDYs)
	32 / 6
	24 / 10
	(16 / 14)

	Potential for outsourcing and privatization
	33 / 6
	*
	*

	AF officer/enlisted evaluation systems
	34 / 5
	0
	21 / 10

	Implementation of Expeditionary AF
	35 / 5
	*
	*

	Number of personnel currently in my unit
	36 / 3
	*
	*

	Availability of comparable civilian jobs
	37 / 3
	22 / 10
	22 / 8

	Amount of additional duties
	38 / 3
	16 / 20
	23 / 1


 Note:  * indicates no comparable item for that year

Appendix B:  Officer Influences to Stay

Appendix B-5:  Field Grade Pilots

	 
	2000
	1999
	1996

	
	N=158
	N=33
	n=71

	 Field Grade Pilots


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Patriotism
	1 / 72
	*
	*

	Choice of job assignment
	2 / 48
	10 / 23
	7 / 35

	Overall job satisfaction
	3 / 47
	1 / 42
	5 / 45

	Job security
	4 / 40
	7 / 26
	3 / 51

	Retirement program that affects you
	5 / 39
	4 / 32
	1 / 68

	Bonuses/Special Pay
	6 / 37
	3 / 32
	*

	Leadership at unit level
	7 / 34
	5 / 29
	2 / 54

	Say in base of assignment
	8 / 32
	12 / 19
	12 / 24

	Pay and allowances
	9 / 26
	19 / 10
	9 / 32

	Promotion opportunity
	10 / 25
	14 / 16
	8 / 34

	Availability of commissary services
	11 / 24
	11 / 19
	17 / 13

	Leadership at wing or equivalent level
	12 / 24
	15 / 16
	*

	Geographic area/current base
	13 / 22
	*
	*

	Recognition of your efforts
	14 / 19
	17 / 10
	4 / 46

	Opportunity for education and training
	15 / 18
	18 / 10
	11 / 25

	Availability of medical care
	16 / 18
	2 / 36
	6 / 39

	Availability of dependent medical care
	17 / 18
	6 / 29
	10 / 27

	Equal employment opportunities in the AF
	18 / 17
	*
	*

	Readiness of your unit
	19 / 15
	*
	*

	Availability of dental care
	20 / 15
	8 / 23
	14 / 18

	On-base fitness/recreation programs
	21 / 15
	13 / 16
	*

	Availability of base exchange
	22 / 14
	0
	*

	Compatibility with spouse’s career/job
	23 / 14
	0
	20 / 4

	Training/experience of unit personnel 
	24 / 13
	*
	*

	Leadership at MAJCOM/HQ USAF level
	25 / 12
	16 / 13
	13 / 24

	Availability of base housing
	26 / 10
	20 / 3
	*

	Availability of dependent dental care
	27 / 9
	9 / 23
	15 / 14

	TEMPO away (Number/duration of TDYs)
	28 / 7
	0
	(18 / 10)

	On-base child care/youth programs
	29 / 6
	0
	*

	Number of PCS moves
	30 / 5
	0
	16 / 14

	Unit resources 
	31 / 5
	*
	*

	Home station TEMPO  (Work schedule)
	32 / 4
	0
	(21 / 4)

	AF officer/enlisted evaluation systems
	33 / 3
	0
	19 / 9

	Number of personnel currently in my unit
	34 / 3
	*
	*

	Implementation of Expeditionary Air Force
	35 / 3
	*
	*

	Availability of comparable civilian jobs
	36 / 3
	0
	22 / 4

	Amount of additional duties
	37 / 1
	0
	23 / 1

	Potential for outsourcing and privatization
	38 / 1
	*
	*


 Note:  * indicates no comparable item for that year

Appendix C:  Enlisted Influences to Stay

 Appendix C-1:  All Enlisted

	 
	2000

n=2,025
	1999

 n=320
	1996

 n=1,114

	All Enlisted


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Patriotism
	1 / 64
	*
	*

	Job security
	2 / 58
	4 / 47
	1 / 61

	Opportunity for education and training
	3 / 51
	2 / 55
	3 / 48

	Availability of medical care
	4 / 45
	1 / 57
	2-/ 56

	Retirement program that affects you
	5 / 42
	10 / 34
	4 / 46

	Availability of dependent medical care
	6 / 42
	3 / 49
	5 / 43

	Overall job satisfaction
	7 / 41
	8 / 36
	6 / 38

	Choice of job assignment
	8 / 41
	7 / 37
	8 / 29

	Say in base of assignment
	9 / 37
	6 / 37
	9 / 27

	Bonuses/Special Pay
	10 / 35
	22 / 17
	*

	Geographic area/current base
	11 / 33
	*
	*

	Promotion opportunity
	12 / 32
	12 / 30
	16 / 16

	Equal employment opportunities in the AF
	13 / 32
	*
	*

	Availability of dental care
	14 / 32
	5 / 46
	7 / 32

	On-base fitness/recreation programs
	15 / 31
	13 / 28
	*

	Availability of commissary services
	16 / 29
	11 / 30
	13 / 22

	Availability of dependent dental care
	17 / 28
	9 / 35
	12 / 24

	Recognition of your efforts
	18 / 24
	16 / 24
	11 / 26

	Compatibility with spouse’s career/job
	19 / 24
	27 / 12
	22 / 7

	Availability of base housing
	20 / 24
	14 / 26
	*

	Pay and allowances
	21 / 23
	15 / 25
	10 / 27

	Leadership at unit level
	22 / 22
	19 / 19
	14 / 22

	On-base child care/youth programs
	23 / 21
	18 / 19
	*

	Availability of base exchange
	24 / 18
	21 / 18
	*

	Home station TEMPO (Work schedule)
	25 / 17
	17 / 19
	(15 / 17)

	Leadership at wing or equivalent level
	26 / 16
	23 / 15
	*

	Number of PCS moves
	27 / 16
	25 / 13
	18 / 14

	Readiness of your unit 
	28 / 16
	*
	*

	Training/experience of unit personnel 
	29 / 15
	*
	*

	Leadership at MAJCOM/HQ USAF level
	30 / 13
	24 / 15
	19 / 13

	Availability of comparable civilian jobs
	31 / 12
	20 / 18
	17 / 16

	Unit resources
	32 / 12
	*
	*

	TEMPO away (Number/duration of TDYs)
	33 / 11
	28 / 11
	(20 / 8)-

	Implementation of Expeditionary AF
	34 / 9
	*
	*

	Number of personnel currently in my unit
	35 / 8
	*
	*

	AF officer/enlisted evaluation systems
	36 / 7
	26 / 13
	21 / 8

	Potential for outsourcing and privatization 
	37 / 6
	*
	*

	Amount of additional duties
	38 / 5
	29 / 10
	23 / 3


Note:  * indicates no comparable item for that year

Appendix C:  Enlisted Influences to Stay

Appendix C-2:  First Term Enlisted 

	 
	2000

n=585
	1999

 n=42
	1996

 n=131

	First Term Enlisted


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Job security
	1 / 62
	4 / 52
	1 / 71

	Patriotism
	2 / 61
	*
	*

	Opportunity for education and training
	3 / 58
	1 / 69
	3 / 64

	Availability of medical care
	4 / 57
	2 / 62
	2 / 70

	Availability of dependent medical care
	5 / 52
	6 / 38
	4 / 52

	Bonuses/Special Pay
	6 / 47
	21 / 21
	*

	Choice of job assignment
	7 / 44
	14 / 29
	10 / 32

	Availability of dental care
	8 / 43
	3 / 52
	5 / 46

	Overall job satisfaction
	9 / 42
	7 / 38
	6 / 39

	Retirement program that affects you
	10 / 41
	12 / 29
	7 / 38

	Availability of dependent dental care
	11 / 37
	9 / 33
	11 / 29

	Promotion opportunity
	12 / 36
	10 / 31
	15 / 22

	On-base fitness/recreation programs
	13 / 35
	5 / 40
	*

	Equal employment opportunities in the AF
	14 / 34
	*
	

	Geographic area/current base 
	15 / 34
	*
	*

	Say in base of assignment 
	16 / 34
	11 / 29
	13 / 25

	Recognition of your efforts
	17 / 31
	19 / 22
	9 / 34

	Availability of commissary services
	18 / 30
	16 / 26
	17 / 18

	On-base child care/youth programs
	19 / 29
	15 / 29
	*

	Compatibility with spouse’s career/job
	20 / 28
	26 / 12
	23 / 6

	Availability of base housing
	21 / 25
	8 / 36
	*

	Home station TEMPO (Work schedule)
	22 / 23
	13 / 29
	(14 / 24)

	Availability of base exchange
	23 / 22
	20 / 21
	*

	Pay and allowances
	24 / 22
	17 / 26
	8 / 34

	Leadership at unit level
	25 / 22
	24 / 14
	12 / 27

	Training/experience of unit personnel 
	26 / 22
	*
	*

	Number of PCS moves
	27 / 21
	27 / 10
	20 / 12

	Readiness of your unit 
	28 / 19
	*
	*

	Leadership at wing or equivalent level
	29 / 18
	23 / 17
	*

	TEMPO away (Number/duration of TDYs)
	30 / 17
	29 / 1
	(19 / 13)

	Leadership at MAJCOM/HQ USAF level
	31 / 17
	22 / 17
	18 / 16

	Unit resources 
	32 / 16
	*
	*

	Availability of comparable civilian jobs
	33 / 15
	18 / 24
	16 / 20

	Implementation of Expeditionary AF
	34 / 13
	*
	*

	Number of personnel currently in my unit
	35 / 12
	*
	*

	AF officer/enlisted evaluation systems
	36 / 11
	25 / 12
	21 / 7

	Potential for outsourcing and privatization 
	37 / 10
	*
	*

	Amount of additional duties
	38 /   7
	28 / 10
	22 / 6


 Note:  * indicates no comparable item for that year

Appendix C:  Enlisted Influences to Stay

Appendix C-3:  Second Term Enlisted

	 
	2000

 n=666
	1999

 n=71
	1996

 n=96

	Second Term Enlisted


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Patriotism
	1 / 70
	*
	*

	Job security
	2 / 68
	3 / 58
	1 / 70

	Opportunity for education and training
	3 / 57
	4 / 56
	3 / 53

	Availability of medical care
	4 / 53
	1 / 61
	2 / 66

	Availability of dependent medical care
	5 / 51
	2 / 58
	4 / 51

	Choice of job assignment
	6 / 49
	8 / 34
	7 / 39

	Overall job satisfaction
	7 / 48
	6 / 46
	6 / 40

	Bonuses/Special Pay
	8 / 46
	18 / 24
	*

	Retirement program that affects you
	9 / 45
	11 / 30
	8 / 38

	Promotion opportunity
	10 / 42
	10 / 32
	19 / 14

	Say in base of assignment
	11 / 41
	9 / 34
	5 / 40

	Availability of dental care
	12 / 38
	5 / 46
	11 / 29

	Geographic area/current base 
	13 / 35
	*
	*

	Equal employment opportunities in the AF
	14 / 35
	*
	*

	Availability of dependent dental care
	15 / 34
	7 / 41
	14 / 24

	On-base fitness/recreation programs
	16 / 34
	15 / 26
	*

	Recognition of your efforts
	17 / 30
	16 / 25
	9 / 32

	Compatibility with spouse’s career/job
	18 / 30
	25 / 17
	21 / 8

	Availability of commissary services
	19 / 30
	14 / 27
	13 / 28

	Pay and allowances
	20 / 29
	13 / 28
	10 / 31

	On-base child care/youth programs
	21 / 27
	20 / 23
	*

	Availability of base housing
	22 / 24
	12 / 30
	*

	Number of PCS moves
	23 / 24
	26 / 14
	17 / 17

	Leadership at unit level
	24 / 23
	17 / 24
	12 / 28

	Home station TEMPO (Work schedule) 
	25 / 22
	21  / 20
	(15 / 21)

	Availability of base exchange
	26 / 22
	24 / 17
	*

	Readiness of your unit
	27 / 19
	*
	*

	Training/experience of unit personnel
	28 / 18
	*
	*

	Leadership at wing or equivalent level
	29 / 18
	23 / 20
	*

	TEMPO away (Number/duration of TDYs)
	30 / 17
	27 / 13
	(20 / 10)

	Unit resources 
	31 / 15
	*
	*

	Leadership at MAJCOM/HQ USAF level
	32 / 15
	22 / 20
	16 / 19

	Availability of comparable civilian jobs
	33 / 12
	19 / 23
	18 / 14

	Implementation of Expeditionary AF
	34 / 11
	*
	*

	AF officer/enlisted evaluation systems
	35 / 10
	28 / 11
	22 / 7

	Number of personnel currently in my unit
	36 / 10
	*
	*

	Potential for outsourcing and privatization 
	37 /   9
	*
	*

	Amount of additional duties
	38 /   3
	29 / 9
	23 / 3


 Note:  * indicates no comparable item for that year

Appendix C:  Enlisted Influences to Stay

Appendix C-4:  Career Enlisted

	 
	2000

 n=774
	1999

 n=207
	1996

 n=517

	Career Enlisted


	“Very Strong” or “Strong” Influence [Rank/% of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% of 23 Items]

	Patriotism
	1 / 63
	*
	*

	Job security
	2 / 55
	5 / 44
	1 / 57

	Opportunity for education and training
	3 / 47
	2 / 52
	4 / 41

	Retirement program that affects you
	4 / 42
	8 / 36
	2 / 50

	Availability of medical care
	5 / 40
	1 / 56
	3 / 48

	Overall job satisfaction
	6 / 39
	10 / 34
	5 / 41

	Choice of job assignment
	7 /38
	6 / 39
	7 / 26

	Availability of dependent medical care
	8 / 38
	3 / 49
	6 / 39

	Say in base of assignment
	9 / 37
	7 / 39
	8 / 25

	Geographic area/current base 
	10 / 32
	*
	*

	Equal employment opportunities in the AF
	11 / 31
	*
	*

	Bonuses/Special Pay
	12 / 29
	22 / 14
	*

	Availability of commissary services
	13 / 29
	11 / 32
	13 / 21

	Promotion opportunity
	14 / 29
	12 / 29
	17 / 14

	On-base fitness/recreation programs
	15 / 28
	13 / 26
	*-

	Availability of dental care
	16 / 27
	4 / 44
	10 / 24

	Availability of dependent dental care
	17 / 24
	9 / 34
	12 / 21

	Availability of base housing
	18 / 23
	16 / 23
	*

	Pay and allowances
	19 / 22
	14 / 25
	9 / 24

	Leadership at unit level
	20 / 22
	17 / 19
	14 / 18

	Compatibility with spouse’s career/job
	21 / 22
	28 / 11
	20 / 7

	Recognition of your efforts
	22 / 21
	15 / 24
	11 / 23

	On-base child care/youth programs
	23 / 18
	20 / 17
	*

	Availability of base exchange
	24 / 16
	18 / 18
	*

	Leadership at wing or equivalent level
	25 / 16
	23 / 14
	*

	Readiness of your unit
	26 / 15
	*
	*

	Home station TEMPO (Work schedule)
	27 / 15
	19 / 17
	(15 / 14)

	Number of PCS moves
	28 / 13
	26 / 13
	18 / 14

	Training/experience of unit personnel
	29 / 12
	*
	*

	Availability of comparable civilian jobs
	30 / 11
	21 / 16
	16 / 14

	Leadership at MAJCOM/HQ USAF level
	31 / 11
	25 / 13
	19 / 9

	Unit resources 
	32 / 10
	*
	*

	TEMPO away (Number/duration of TDYs)
	33 / 8
	27 / 12
	(21 / 6)

	Implementation of Expeditionary Air Force
	34 / 7
	*
	*

	Number of personnel currently in my unit
	35 / 7
	*
	*

	AF officer/enlisted evaluation systems
	36 / 6
	24 / 13
	22 / 6

	Amount of additional duties
	37 / 4
	29 / 10
	23 / 2

	Potential for outsourcing and privatization 
	38 / 4
	*
	*


 Note:  * indicates no comparable item for that year

Appendix D:  Officer Influences to Leave

Appendix D-1:  All Officers

	



	2000

 n=303
	1999

 n=510
	1996

 n=214

	All Officers
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Availability of comparable civilian jobs
	1 / 61
	3 / 53
	1 / 43

	Choice of job assignment
	2 / 57
	1 / 58
	2 / 43

	Say in base of assignment
	3 / 51
	2 / 55
	3 / 41

	Amount of additional duties
	4 / 38
	7 / 35
	10 / 23

	Overall job satisfaction
	5 / 35
	6 / 36
	4 / 38

	Home station TEMPO (Work schedule)
	6 / 32
	13 / 28
	14 / 16

	Number of PCS moves
	7 / 32
	10 / 32
	16 / 15

	TEMPO away (Number/duration of TDYs)
	8 / 32
	14 / 26
	13 / 17

	Leadership at wing or equivalent level
	9 / 31
	8 / 34
	*

	Recognition of your efforts
	10 / 29
	18 / 22
	9 / 24

	Leadership at MAJCOM/HQ USAF level
	11 / 27
	5 / 38
	6 / 31

	Retirement program that affects you
	12 / 26
	4 / 48
	11 / 21

	Availability of dependent medical care
	13 / 25
	16 / 25
	19 / 13

	Leadership at unit level
	14 / 25
	11 / 30
	5 / 33

	Unit resources 
	15 / 24
	*
	*

	Compatibility with spouse’s career/job
	16 / 23
	12 / 29
	8 / 27

	Pay and allowances
	17 / 23
	9 / 32
	12 / 18

	Geographic area/current base
	18 / 21
	*
	*

	Number of personnel working in my unit
	19 / 20
	*
	*

	Promotion opportunity
	20 / 19
	17 / 24
	7 / 29

	Availability of medical care
	21 / 18
	19 / 16
	20 / 11

	Implementation of Expeditionary Air Force
	22 / 18
	*
	*

	Air Force officer/enlisted evaluation systems
	23 / 17
	15 / 25
	15 / 15

	Training/experience of unit personnel
	24 / 15
	*
	*

	Potential for outsourcing and privatization
	25 / 14
	*
	*

	Bonuses/Special Pay
	26 / 13
	*
	*

	Availability of dependent dental care
	27 / 11
	20 / 15
	21 / 8

	Readiness of your unit 
	28 / 8
	*
	*

	Opportunity for education and training
	29 / 6
	21 / 14
	18 / 13

	Availability of dental care
	30 / 4
	24 / 4
	22 / 4

	On-base child care/youth programs
	31 / 3
	25 / 2
	*

	Availability of base housing
	32 / 3
	23 / 5
	*

	Equal employment opportunities in the AF
	33 / 3
	*
	*

	Job security
	34 / 2
	22 / 7
	17 / 15

	On-base fitness/recreation programs
	35 / 1
	0
	*

	Patriotism
	36 / 1
	*
	*

	Availability of base exchange
	37 / 1
	26 / 1
	*

	Availability of commissary services
	0
	27 / 1
	23 / 1


Note:  * indicates no comparable item for that year

Appendix D:  Officer Influences to Leave

Appendix D-2:  Company Grade Officers (Excludes Pilots)

	



	2000

 n=198
	1999

 n=308
	1996

 n=161

	Company Grade Officers
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Availability of comparable civilian jobs
	1 / 58
	3 / 45
	3 / 39

	Choice of job assignment
	2 / 53
	1 / 60
	1 / 42

	Say in base of assignment
	3 / 48
	2 / 54
	2 / 40

	Overall job satisfaction
	4 / 42
	5 / 39
	4 / 39

	Recognition of your efforts
	5 / 34
	13 / 25
	9 / 24

	Leadership at wing or equivalent level
	6 / 32
	11 / 29
	*

	Leadership at unit level
	7 / 28
	9 / 29
	5 / 31

	Number of PCS moves
	8 / 28
	7 / 31
	16 / 14

	Pay and allowances
	9 / 27
	8 / 31
	12 / 16

	Amount of additional duties
	10 / 27
	15 / 22
	11 / 16

	Compatibility with spouse’s career/job
	11 / 25
	6 / 33
	6 / 30

	Leadership at MAJCOM/HQ USAF level
	12 / 24
	10 / 29
	8 / 27

	TEMPO away (Number/duration of TDYs)
	13 / 24
	19 / 17
	17 / 13

	Availability of dependent medical care
	14 / 22
	17 / 18
	19 / 11

	Promotion opportunity
	15 / 21
	12 / 25
	7 / 28

	Geographic area/current base
	16 / 20
	*
	*

	Home station TEMPO (Work schedule)
	17 / 20
	16 / 21
	14 / 15

	Unit resources
	18 / 20
	*
	*

	Retirement program that affects you
	19 / 20
	4 / 42
	10 / 21

	Number of personnel working in my unit
	20 / 19
	*
	*

	Bonuses/Special Pay
	21 / 19
	*
	*

	Potential for outsourcing and privatization
	22 / 18
	*
	*

	Availability of medical care
	23 / 17
	20 / 14
	20 / 11

	Air Force officer/enlisted evaluation systems
	24 / 17
	14 / 23
	15 / 15

	Training/experience of unit personnel
	25 / 17
	*
	*

	Implementation of Expeditionary Air Force
	26 / 16
	*
	*

	Opportunity for education and training
	27 / 9
	18 / 17
	18 / 12

	Availability of dependent dental care
	28 / 8
	21 / 10
	21 / 5

	Readiness of your unit
	29 / 7
	*
	*

	Availability of dental care
	30 / 4
	24 / 3
	22 / 3

	On-base child care/youth programs
	31 / 4
	25 / 2
	*

	Availability of base housing
	32 / 3
	23 / 4
	*

	Equal employment opportunities in the AF
	33 / 3
	*
	*

	On-base fitness/recreation programs
	34 / 2
	26 / 1
	*

	Job security
	35 / 2
	22 / 8
	13 / 15

	Patriotism
	36 / 2
	*
	*

	Availability of base exchange
	37 / 1
	27 / 1
	*

	Availability of commissary services
	38 / 1
	28 / 1
	23 / 1


Note:  * indicates no comparable item for that year

Appendix D:  Officer Influences to Leave

Appendix D-3:  Field Grade Officers (Excludes Pilots)

	



	2000

 n=14
	1999

 n=53
	1996

 n=24

	Field Grade Officers
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Choice of job assignment
	1 / 57
	13 / 27
	10 / 30

	Say in base of assignment
	2 / 57
	12 / 30
	9 / 32

	Availability of comparable civilian jobs
	3 / 50
	1 / 67
	1 / 68

	Home station TEMPO (Work schedule)
	4 / 29
	14 / 23
	14 / 17

	Overall job satisfaction
	5 / 29
	3 / 45
	3 / 52

	Recognition of your efforts
	6 / 29
	8 / 37
	6 / 39

	TEMPO away (Number/duration of TDYs)
	7 / 29
	17 / 19
	21 / 9

	Air Force officer/enlisted evaluation systems
	8 / 21
	18 / 19
	15 / 14

	Geographic area/current base
	9 / 21
	*
	*

	Implementation of Expeditionary Air Force
	10 / 21
	*
	*

	Leadership at MAJCOM/HQ USAF level
	11 / 21
	10 / 33
	5 / 43

	Promotion opportunity
	12 / 21
	9 / 33
	8 / 35

	Retirement program that affects you
	13 / 21
	4 / 41
	18 / 14

	Compatibility with spouse’s career/job
	14 / 14
	11 / 33
	12 / 23

	Leadership at unit level
	15 / 14
	5 / 39
	2 / 55

	Leadership at wing or equivalent level
	16 / 14
	6 / 39
	*

	Number of PCS moves
	17 / 14
	19 / 15
	13 / 19

	Number of personnel working in my unit
	18 / 14
	*
	*

	Potential for outsourcing and privatization
	19 / 14
	*
	*

	Unit resources 
	20 / 14
	*
	*

	Amount of additional duties
	21 / 7
	7 / 38
	7 / 35

	Availability of medical care
	22 / 7
	22 / 10
	17 / 14

	Bonuses/Special Pay
	23 / 7
	*
	*

	Pay and allowances
	24 / 7
	2 / 47
	4 / 50

	Readiness of your unit 
	25 / 7
	*
	*

	Training/experience of unit personnel
	26 / 7
	*
	*

	Opportunity for education and training
	0
	15 / 22
	16 / 14

	Availability of dependent dental care
	0
	16 / 20
	11 / 23

	Availability of dependent medical care
	0
	20 / 14
	20 / 13

	Job security
	0
	21 / 11
	19 / 13

	On-base child care/youth programs
	0
	23 / 4
	*

	Availability of commissary services
	0
	24 / 2
	23 / 0

	Availability of dental care
	0
	25 / 2
	22 / 4

	Availability of base exchange
	0
	0
	*

	Availability of base housing
	0
	0
	*

	On-base fitness/recreation programs
	0
	0
	*

	Equal employment opportunities in the AF
	0
	*
	*

	Patriotism
	0
	*
	*


Note:  * indicates no comparable item for that year

Appendix D:  Officer Influences to Leave

Appendix D-4:  Company Grade Pilots

	



	2000

 n=53
	1999

 n=98
	1996

 n=26

	Company Grade Pilots 
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Amount of additional duties
	1 / 75
	5 / 66
	5 / 46

	Availability of comparable civilian jobs
	2 / 68
	4 / 68
	4 / 46

	Home station TEMPO (Work schedule)
	3/ /64
	9 / 45
	11 / 23

	Choice of job assignment
	4 / 62
	2 / 69
	1/ 54

	Say in base of assignment
	5 / 60
	3 / 69
	3 / 54

	TEMPO away (Number/duration of TDYs)
	6 / 55
	7 / 48
	2 / 54

	Retirement program that affects you
	7 / 45
	1 / 70
	9 / 27

	Leadership at MAJCOM/HQ USAF level
	8 / 38
	6 / 60
	6 / 39

	Availability of dependent medical care
	9 / 38
	10 / 44
	8 / 27

	Number of PCS moves
	10 / 38
	11 / 38
	14 / 16

	Unit resources 
	11 / 36
	*
	*

	Leadership at wing or equivalent level
	12 / 28
	8 / 46
	*

	Number of personnel in my unit
	13 / 25
	*
	*

	Availability of medical care
	14 / 25
	17 / 23
	16 / 15

	Implementation of Expeditionary AF
	15 / 25
	*
	*

	Overall job satisfaction
	16 / 25
	15 / 26
	13 / 19

	Pay and allowances
	17 / 23
	14 / 28
	22 / 4

	Geographic area/current base 
	18 / 21
	*
	*

	Recognition of your efforts
	19 / 19
	20 / 13
	15 / 15

	Compatibility with spouse’s career/job
	20 / 17
	18 / 23
	17 / 15

	Leadership at unit level
	21 / 17
	12 / 31
	7 / 27

	Availability of dependent dental care
	22 / 15
	16 / 24
	20 / 12

	AF officer/enlisted evaluation systems
	23 / 11
	13 / 31
	18 / 15

	Readiness of your unit 
	24 / 11
	*
	*

	Training/experience of unit personnel 
	25 / 8
	*
	*

	Availability of dental care
	26 / 6
	21 / 9
	21 / 8

	Potential for outsourcing and privatization 
	27 / 6
	*
	*

	Promotion opportunity
	28 / 6
	19 / 15
	10 / 23

	Availability of base housing
	29 / 4
	22 / 7
	*

	Bonuses/Special Pay
	30 / 4
	*
	*

	Job security
	31 / 4
	23 / 4
	19 / 12

	Opportunity for education and training
	32 / 4
	24 / 4
	12 / 19

	Availability of base exchange
	33 / 2
	0
	*

	Equal employment opportunities in the AF
	34 / 2
	*
	*

	On-base child care/youth programs
	35 / 2
	0
	*

	Availability of commissary services
	0
	0
	0

	On-base fitness/recreation programs
	0
	0
	*

	Patriotism
	0
	*
	*


Note:  * indicates no comparable item for that year

Appendix D:  Officer Influences to Leave

Appendix D-5:  Field Grade Pilots

	



	2000

n=38
	1999

 n=51
	1996

 n=3

	Field Grade Pilots
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Choice of job assignment
	1 / 74
	2 / 53
	**

	Availability of comparable civilian jobs
	2 / 71
	1/ /59
	**

	Amount of additional duties
	3 / 55
	5 / 47
	**

	Say in base of assignment
	4 / 53
	4 / 51
	**

	Home station TEMPO (Work schedule)
	5 / 47
	9 / 41
	**

	Number of PCS moves
	6 / 47
	7 / 45
	**

	TEMPO away (Number/duration of TDYs)
	7 / 39
	8 / 43
	**

	Availability of dependent medical care
	8 / 37
	11 / 37
	**

	Leadership at wing or equivalent level
	9 / 34
	10 / 41
	**

	Leadership at MAJCOM/HQ USAF level
	10 / 32
	3 / 51
	**

	Promotion opportunity
	11 / 32
	13 / 29
	**

	Retirement program that affects you
	12 / 32
	6 / 45
	**

	Unit resources 
	13 / 29
	*
	**

	Availability of dependent dental care
	14 / 26
	17 / 22
	**

	Compatibility with spouse’s career/job
	15 / 26
	19 / 10
	**

	Geographic area/current base 
	16 / 24
	*
	**

	AF officer/enlisted evaluation systems
	17 / 21
	14 / 28
	**

	Implementation of Expeditionary AF
	18 / 18
	*
	**

	Leadership at unit level
	19 / 18
	16 / 24
	**

	Number of personnel in my unit
	20 / 18
	*
	**

	Recognition of your efforts
	21 / 18
	23 / 4
	**

	Availability of medical care
	22 / 16
	18 / 20
	**

	Overall job satisfaction
	23 / 16
	15 / 27
	**

	Training/experience of unit personnel
	24 / 16
	
	**

	Pay and allowances
	25 / 11
	12 / 31
	**

	Readiness of your unit
	26 / 11
	*
	**

	On-base child care/youth programs
	27 / 5
	25 / 2
	**

	Patriotism
	28 / 5
	*
	**

	Potential for outsourcing and privatization 
	29 / 5
	*
	**

	Availability of base housing
	30 / 3
	22 / 8
	**

	Availability of dental care
	31 / 3
	21 / 8
	**

	Equal employment opportunities in the AF
	32 / 3
	*
	**

	Job security
	33 / 3
	20 / 8
	**

	Opportunity for education and training
	0
	24 / 4
	**

	Availability of base exchange
	0
	0
	**

	Availability of commissary services
	0
	0
	**

	Bonuses/Special Pay
	0
	*
	**

	On-base fitness/recreation programs
	0
	0
	**


Note:  * indicates no comparable item for that year

Note:  ** indicates insufficient number of respondents
Appendix E:  Enlisted Influences to Leave

Appendix E-1.  All Enlisted Members

	



	2000

 n=745
	1999

 n=632
	1996

 n=-616

	All Enlisted
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Availability of comparable civilian jobs
	1 / 59
	4 / 49
	9 / 28

	Pay and allowances
	2 / 57
	1 / 56
	7 / 32

	Recognition of your efforts
	3 / 42
	5 / 47
	4 / 35

	Leadership at unit level
	4 / 38
	2 / 50
	1 / 46

	Overall job satisfaction
	5 / 38
	6 / 46
	2 / 45

	Choice of job assignment
	6 / 32
	9 / 32
	10 / 27

	Say in base of assignment
	7 / 28
	7 / 36
	8 / 31

	Promotion opportunity
	8 / 27
	8 / 36
	5 / 34

	Geographic area/current base
	9 / 25
	*
	*

	Amount of additional duties
	10 / 24
	13 / 25
	14 / 18

	Number of personnel in my unit
	11 / 23
	*
	*

	Home station TEMPO (Work schedule)
	12 / 22
	12 / 26
	15 / 17

	Training/experience of unit personnel 
	13 / 21
	*
	*

	Retirement program that affects you
	14 / 21
	3 / 49
	6 / 33

	Bonuses/Special Pay
	15 / 20
	*
	*

	AF officer/enlisted evaluation systems
	16 / 20
	10 / 30
	11 / 23

	Potential for outsourcing and privatization
	17 / 20
	*
	*

	Implementation of Expeditionary AF
	18 / 20
	*
	*

	Leadership at wing or equivalent level
	19 / 19
	11 / 29
	*

	TEMPO away (Number/duration of TDYs)
	20 / 19
	16 / 19
	13 / 19

	Opportunity for education and training
	21 / 18
	14 / 23
	12 / 19

	Availability of medical care
	22 / 18
	17 / 17
	18 / 12

	Unit resources 
	23 / 17
	*
	*

	Availability of dependent medical care
	24 / 15
	18 / 17
	16 / 15

	Number of PCS moves
	25 / 15
	20 / 13
	20 / 10

	Compatibility with spouse’s career/job
	26 / 14
	19 / 14
	19 / 11

	Leadership at MAJCOM/HQ USAF level
	27 / 14
	15 / 20
	3 / 38

	Availability of dependent dental care
	28 / 12
	21 / 13
	17 / 15

	On-base child care/youth programs
	29 / 8
	25 / 5
	*

	Readiness of your unit 
	30 / 8
	*
	*

	Availability of dental care
	31 / 7
	22 / 8
	22 / 5

	Availability of base housing
	32 / 6
	23 / 7
	*

	Equal employment opportunities in the AF
	33 / 5
	*
	*

	Job security
	34 / 4
	24 / 7
	21 / 8

	Availability of base exchange
	35 / 3
	28 / 3
	*

	Patriotism
	36 / 3
	*
	*

	On-base fitness/recreation programs
	37 / 2
	26 / 4
	*

	Availability of commissary services
	38 / 1
	27 / 3
	23/ 4


Note:  * indicates no comparable item for that year

Appendix E:  Enlisted Influences to Leave

Appendix E-2.  First Term Enlisted

	



	2000

 n=396
	1999

 n=303
	1996

 n=271

	First Term Enlisted 


	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Availability of comparable civilian jobs
	1/ 57
	4 / 50
	10 / 27

	Pay and allowances
	2 / 55
	1 / 53
	8 / 32

	Recognition of your efforts
	3 / 45
	2 / 52
	5 / 35

	Leadership at unit level
	4 / 41
	3 / 51
	2 / 44

	Overall job satisfaction
	5 / 40
	5 / 47
	1 / 48

	Choice of job assignment
	6 / 30
	8 / 33
	7 / 32

	Say in base of assignment
	7 / 28
	7 / 36
	3 / 38

	Geographic area/current base 
	8 / 27
	*
	*

	Promotion opportunity
	9 / 24
	9 / 32
	9 / 30

	Number of personnel in my unit
	10 / 23
	*
	*

	Amount of additional duties
	11 / 22
	12 / 26
	15 / 14

	Training/experience of unit personnel
	12 / 22
	*
	*

	Home station TEMPO (Work schedule)
	13 / 21
	10 / 30
	13 / 18

	Availability of medical care
	14 / 20
	16 / 14
	21 / 8

	Bonuses/Special Pay
	15 / 20
	*
	*

	Opportunity for education and training
	16 / 20
	14 / 25
	11 / 23

	AF officer/enlisted evaluation systems
	17 / 20
	13 / 26
	14 / 17

	Leadership at wing or equivalent level
	18 / 18
	11 / 29
	*

	Retirement program that affects you
	19 / 18
	6 / 43
	4 / 37

	Potential for outsourcing and privatization
	20 / 17
	*
	*

	Unit resources 
	21 / 16
	*
	*

	Implementation of Expeditionary AF
	22 / 15
	*
	*

	TEMPO away (Number/duration of TDYs)
	23 / 15
	18 / 12
	12 / 21

	Number of PCS moves
	24 / 15
	19 / 12
	17 / 12

	Compatibility with spouse’s career/job
	25 / 13
	17 / 13
	19 / 10

	Availability of dependent medical care
	26 / 12
	20 / 11
	16 / 13

	Availability of dependent dental care
	27 / 11
	21 /   9
	18 / 11

	Leadership at MAJCOM/HQ USAF level
	28 / 11
	15 / 18
	6 / 35

	Availability of dental care
	29 / 10
	23 /   6
	22 / 4

	Availability of base housing
	30 / 8
	22 /   8
	*

	Readiness of your unit 
	31 / 7
	*
	*

	On-base child care/youth programs
	32 / 7
	26 / 4
	*

	Equal employment opportunities in the AF
	33 / 6
	*
	*

	Availability of base exchange
	34 / 4
	27 / 4
	*

	Patriotism
	35 / 4
	*
	*

	Job security
	36 / 2
	24 / 6
	20 / 8

	On-base fitness/recreation programs
	37 / 2
	28 / 3
	*

	Availability of commissary services
	38 / 1
	25 / 5
	23 / 3


Note:  * indicates no comparable item for that year

Appendix E:  Enlisted Influences to Leave

Appendix E-3.  Second Term Enlisted

	



	2000

 n=213
	1999

 n=206
	1996

 n=114

	Second Term Enlisted 
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Availability of comparable civilian jobs
	1 / 61
	3 / 53
	9 / 30

	Pay and allowances
	2 / 57
	1 / 60
	8 / 30

	Recognition of your efforts
	3 / 39
	6 / 43
	6 / 33

	Overall job satisfaction
	4 / 35
	5 / 46
	2 / 45

	Choice of job assignment
	5 / 33
	10 / 33
	10 / 26

	Leadership at unit level
	6 / 33
	4 / 53
	1 / 46

	Say in base of assignment
	7 / 28
	7 / 41
	11 / 25

	Amount of additional duties
	8 / 27
	14 / 25
	12 / 24

	Home station TEMPO (Work schedule)
	9 / 27
	13 / 26
	19 / 13

	Implementation of Expeditionary AF
	10 / 27
	*
	*

	Promotion opportunity
	11 / 26
	8 / 37
	4 / 41

	Number of personnel in my unit
	12 / 25
	*
	*

	TEMPO away (Number/duration of TDYs)
	13 / 25
	12 / 29
	14 / 17

	Potential for outsourcing and privatization 
	14 / 24
	*
	*

	Retirement program that affects you
	15 / 23
	2 / 58
	5 / 34

	Geographic area/current base
	16 / 22
	*
	*

	Training/experience of unit personnel
	17 / 19
	*
	*

	Leadership at wing or equivalent level
	18 / 19
	11 / 33
	*

	Availability of dependent medical care
	19 / 18
	17 / 23
	15 / 15

	Bonuses/Special Pay
	20 / 18
	*
	*

	Compatibility with spouse’s career/job
	22 / 17
	20 / 16
	16 / 14

	Unit resources 
	23 / 17
	*
	*

	AF officer/enlisted evaluation systems
	23 / 16
	9 / 34
	7 / 32

	Opportunity for education and training
	24 / 15
	16 / 23
	20 / 12

	Availability of medical care
	25 / 15
	18 / 18
	17 / 13

	Leadership at MAJCOM/HQ USAF level
	26 / 14
	15 / 24
	3 / 43

	Availability of dependent dental care
	27 / 13
	21 / 16
	13 / 18

	Number of PCS moves
	28 / 11
	19 / 17
	21 / 9

	On-base child care/youth programs
	29 / 9
	25 / 5
	*

	Readiness of your unit 
	30 / 9
	*
	*

	Availability of base housing
	31 / 5
	23 / 8
	*

	Availability of dental care
	32 / 4
	24 / 7
	22 / 5

	Availability of base exchange
	33 / 4
	28 / 2
	*

	Equal employment opportunities in the AF
	34 / 4
	*
	*

	Patriotism
	35 / 3
	*
	*

	Job security
	36 / 3
	22 / 9
	18 / 13

	Availability of commissary services
	37 / 2
	27 / 2
	23 / 5

	On-base fitness/recreation programs
	38 / 2
	26 / 4
	*


Note:  * indicates no comparable item for that year

Appendix E:  Enlisted Influences to Leave

Appendix E-4.  Career Enlisted

	



	2000

 n=136
	1999

 n=123
	1996

 n=44

	Career Enlisted
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 28 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Pay and allowances
	1 / 62
	1 / 60
	5 / 30

	Availability of comparable civilian jobs
	2 / 60
	8 / 38
	4 / 31

	Recognition of your efforts
	3 / 39
	6 / 39
	6 / 28

	Leadership at unit level
	4 / 39
	5 / 41
	1 / 37

	Overall job satisfaction
	5 / 37
	4 / 42
	2 / 37

	Promotion opportunity
	6 / 36
	3 / 47
	3 / 35

	Choice of job assignment
	7 / 35
	10 / 27
	12 / 19

	Say in base of assignment
	8 / 30
	9 / 28
	9 / 26

	AF officer/enlisted evaluation systems
	9 / 27
	7 / 38
	7 / 28

	Geographic area/current base 
	10 / 26
	*
	*

	Retirement program that affects you
	11 / 25
	2 / 49
	14 / 16

	Bonuses/Special Pay
	12 / 24
	*
	*

	Leadership at wing or equivalent level
	13 / 24
	11 / 23
	*

	Potential for outsourcing and privatization 
	14 / 24
	*
	*

	TEMPO away (Number/duration of TDYs)
	15 / 22
	17 / 19
	18 / 9

	Leadership at MAJCOM/HQ USAF level
	16 / 21
	15 / 20
	8 / 28

	Number of PCS moves
	17 / 21
	21 / 12
	20 / 7

	Amount of additional duties
	18 / 21
	12 / 23
	22 / 2

	Training/experience of unit personnel
	19 / 21
	*
	*

	Implementation of Expeditionary AF
	20 / 21
	*
	*

	Unit resources 
	21 / 20
	*
	*

	Number of personnel in my unit
	22 / 20
	*
	*

	Availability of dependent medical care
	23 / 19
	13 / 22
	11 / 21

	Opportunity for education and training
	24 / 18
	19 / 15
	17 / 12

	Home station TEMPO (Work schedule)
	25 / 17
	20 / 12
	16 / 14

	Availability of medical care
	26 / 13
	14 / 22
	10 / 23

	Compatibility with spouse’s career/job
	27 / 13
	18 / 15
	21 /   5

	Availability of dependent dental care
	28 / 13
	16 / 20
	13 / 19

	Job security
	29 / 9
	23 / 8
	19 /   7

	On-base child care/youth programs
	30 / 7
	26 / 3
	*

	Readiness of your unit 
	31 / 7
	*
	*

	Equal employment opportunities in the AF
	32 / 5
	*
	*

	Availability of dental care
	33 / 4
	22 / 11
	15 / 14

	Availability of base exchange
	34 / 3
	28 /   3
	*

	Availability of base housing
	35 / 3
	24 /   5
	*

	Patriotism
	36 / 3
	*
	*

	Availability of commissary services
	37 / 1
	27 / 3
	23 / 2

	On-base fitness/recreation programs
	38 / 1
	25 / 4
	*


Note:  * indicates no comparable item for that year

Appendix F:  Undecided Personnel Influences to Leave

Appendix F-1:  All Undecided Officers

	



	2000

 n=410
	1999

 n=49
	1996

 n=105

	All Officers
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Availability of comparable civilian jobs
	1 / 58
	1 / 36
	1 / 36

	Amount of additional duties
	2 / 28
	7 / 20
	2 / 28

	TEMPO away (Number/duration of TDYs)
	3 / 27
	5 / 21
	4 / 15

	Home station TEMPO (Work schedule)
	4 / 26
	2 / 27
	5 / 15

	Pay and allowances
	5 / 25
	3 / 24
	7 / 14

	Potential for outsourcing and privatization
	6 / 24
	*
	*

	Say in base of assignment
	7 / 22
	8 / 19
	14 / 8

	Choice of job assignment
	8 / 21
	11 / 178
	2 / 43

	Availability of dependent medical care
	9 / 21
	12 / 16
	19 / 4

	Recognition of your efforts
	10 / 19
	19 / 7
	12 / 9

	Compatibility with spouse’s career/job
	11 / 18
	16 / 12
	3 / 20

	Number of PCS moves
	12 / 17
	4 / 22
	8 / 12

	Bonuses/Special Pay
	13 / 16
	9 / 18
	*

	Availability of dependent dental care
	14 / 16
	14 / 14
	16 / 5

	Number of personnel working in my unit
	15 / 16
	*
	*

	Leadership at MAJCOM/HQ USAF level
	16 / 15
	10 / 17
	13 / 9

	Retirement program that affects you
	17 / 14
	6 / 20
	15 / 6

	Availability of medical care
	18 / 14
	15 / 13
	21 / 2

	Unit resources 
	19 / 14
	*
	*

	Overall job satisfaction
	20 / 13
	21 / 6
	4 / 38

	Geographic area/current base
	21 / 13
	*
	*

	Promotion opportunity
	22 / 12
	18 / 9
	6 / 15

	Leadership at wing or equivalent level
	23 / 11
	17 / 9
	*

	Implementation of Expeditionary Air Force
	24 / 11
	*
	*

	Leadership at unit level
	25 / 10
	0
	5 / 33

	Air Force officer/enlisted evaluation systems
	26 / 10
	13 / 16
	17 / 5

	Availability of base housing
	27 / 10
	23 / 5
	*

	Readiness of your unit 
	28 / 8
	*
	*

	Availability of dental care
	29 / 7
	20 / 6
	22 / 4

	Opportunity for education and training
	30 / 7
	22 / 5
	20 / 2

	Training/experience of unit personnel
	31 / 7
	*
	*

	On-base child care/youth programs
	32 / 5
	0
	*

	Job security
	33 / 3
	0
	18 / 5

	Equal employment opportunities in the AF
	34 / 3
	*
	*

	Availability of base exchange
	35 / 2
	0
	*

	Availability of commissary services
	36 / 2
	0
	23 / 1

	On-base fitness/recreation programs
	37 / 1
	0
	*

	Patriotism
	38 / 1
	*
	*


Note:  * indicates no comparable item for that year

Appendix F:  Undecided Personnel Influences to Leave

Appendix F-2:  All Undecided Pilots

	



	2000

 n=100
	1999

 n=11
	1996

 n=40

	All Pilots
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Availability of comparable civilian jobs
	1 / 62
	1 / 47
	2 / 15

	Amount of additional duties
	2 / 49
	8 / 31
	1 / 18

	TEMPO away (Number/duration of TDYs)
	3 / 44
	4 / 37
	3 / 14

	Home station TEMPO (Work schedule)
	4 / 37
	3 / 41
	7 / 7

	Availability of dependent medical care
	5 / 31
	5 / 32
	8 / 6

	Say in base of assignment
	6 / 26
	7 / 31
	6 / 8

	Choice of job assignment
	7 / 23
	15 / 10
	11 / 5

	Number of PCS moves
	8 / 21
	2 / 41
	10 / 5

	Unit resources 
	9 / 21
	*
	*

	Leadership at MAJCOM/HQ USAF level
	10 / 20
	9 / 27
	14 / 3

	Availability of dependent dental care
	11 / 20
	10 / 22
	9 / 6

	Retirement program that affects you
	12 / 20
	6 / 31
	5 / 12

	Potential for outsourcing and privatization
	13 / 19
	*
	*

	Availability of medical care
	14 / 19
	14 / 16
	16 / 3

	Number of personnel working in my unit
	15 / 18
	*
	*

	Recognition of your efforts
	16 / 17
	0
	12 / 3

	Pay and allowances
	17 / 16
	12 / 21
	4 / 12

	Geographic area/current base
	18 / 14
	*
	*

	Implementation of Expeditionary Air Force
	19 / 14
	*
	*

	Compatibility with spouse’s career/job
	20 / 13
	16 / 10
	19 / 2

	Leadership at wing or equivalent level
	21 /13
	18 / 6
	*

	Air Force officer/enlisted evaluation systems
	22 / 12
	11 / 22
	15 / 3

	Leadership at unit level
	23 / 11
	19 / 6
	13 / 3

	Availability of base housing
	24 / 9
	0
	*

	Availability of dental care
	25 / 9
	13 / 16
	18 / 3

	Overall job satisfaction
	26 / 7
	0
	21 / 2

	Promotion opportunity
	27 / 6
	20 / 6
	17 / 3

	Readiness of your unit 
	28 / 6
	*
	*

	Bonuses/Special Pay
	29 / 5
	17 / 10
	*

	On-base child care/youth programs
	30 / 5
	0
	*

	Equal employment opportunities in the AF
	31 / 4
	*
	*

	Training/experience of unit personnel
	32 / 4
	*
	*

	Opportunity for education and training
	33 / 4
	0
	20 / 2

	Availability of base exchange
	34 / 4
	0
	*

	Availability of commissary services
	0
	0
	0

	Job security
	0
	0
	0

	On-base fitness/recreation programs
	0
	0
	*

	Patriotism
	0
	*
	*


Note:  * indicates no comparable item for that year

Appendix F:  Undecided Personnel Influences to Leave

Appendix F-3.  All Undecided Enlisted Members

	



	2000

 n=811
	1999

 n=98
	1996

 n=157

	All Enlisted
	“Very Strong” or “Strong” Influence [Rank/%

of 38 Items]
	“Very Strong” or “Strong” Influence [Rank/%

 of 29 Items]
	“Very Strong” or “Strong” Influence [Rank/% 

of 23 Items]

	Availability of comparable civilian jobs
	1 / 48
	3 / 32
	3 / 17

	Pay and allowances
	2 / 37
	2 / 32
	2 / 18

	Geographic area/current base
	3 / 25
	*
	*

	Potential for outsourcing and privatization
	4 / 23
	*
	*

	Say in base of assignment
	5 / 23
	7 / 18
	9 / 11

	Recognition of your efforts
	6 / 23
	5 / 20
	18 / 7

	Choice of job assignment
	7 / 21
	12 / 11
	5 / 15

	Leadership at unit level
	8 / 20
	9 / 14
	6 / 14

	Home station TEMPO (Work schedule)
	9 / 19
	13 / 11
	19 / 6

	Amount of additional duties
	10 / 19
	18 / 7
	11 / 10

	Number of personnel in my unit
	11 / 18
	*
	*

	Overall job satisfaction
	12 / 17
	11 / 12
	12 / 9

	Retirement program that affects you
	13 / 15
	1 / 37
	4 / 17

	Bonuses/Special Pay
	14 / 14
	4 / 25
	*

	TEMPO away (Number/duration of TDYs)
	15 / 13
	8 / 15
	10 / 11

	Implementation of Expeditionary AF
	16 / 13
	*
	*

	Availability of dependent medical care
	17 / 13
	15 / 8
	17 / 7

	Number of PCS moves
	18 / 11
	16 / 8
	13 / 8

	Unit resources 
	19 / 11
	*
	*

	Availability of dependent dental care
	20 / 11
	19 / 6
	14 / 7

	Compatibility with spouses career/job
	21 / 11
	14 / 9
	15 / 7

	Availability of medical care
	22 / 10
	25 / 2
	22 / 4

	Leadership at wing or equivalent level
	23 / 10
	20 / 6
	*

	On-base child care/youth programs
	24 / 10
	24 / 3
	*

	AF officer/enlisted evaluation systems
	25 / 10
	6 / 20
	8 / 11

	Promotion opportunity
	26 / 10
	10 / 14
	1 / 22

	Training/experience of unit personnel 
	27 / 9
	*
	*

	Availability of base housing
	28 / 8
	22 / 6
	*

	Opportunity for education and training
	29 / 7
	17 / 8
	16 / 7

	Leadership at MAJCOM/HQ USAF level
	30 / 6
	21 / 6
	7 / 12

	Readiness of your unit 
	31 / 6
	*
	*

	Availability of dental care
	32 / 5
	26 / 1
	21 / 4

	Availability of base exchange
	33 / 5
	27 / 1
	*

	Equal employment opportunities in the AF
	34 / 4
	*
	*

	Job security
	35 / 3
	23 / 4
	23 / 3

	Patriotism
	36 / 1
	*
	*

	On-base fitness/recreation programs
	37 / 1
	28 / 1
	*

	Availability of commissary services
	38 / 1
	29 / 1
	20 / 6


Note:  * indicates no comparable item for that year
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