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Foreword

This technical report is a review of the literature pertaining to Quality of Life (QOL) factors
that may impact certain military outcome variables such as retention, attrition, recruitment,
performance, and readiness. The information obtained from this review will be used in the
development of a survey as,;essing QOL factors and their impact on military outcome variables,
and ultimately to the development of a predictive model.

This effort was sponsored by the Chief of Naval Personnel (PERS-6), and is one of several
reports funded by Program Element 0603707N, Work Unit 0603707N.R 1772.ET108.

J. D. McAFEE T. SILVERMAN
Captain, U.S. Navy Technical Director (Acting)
Commanding Officer
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Summary

Problem and Background

Given that an estimated $2 billion is spent annually by the Navy on Quality of Life (QOL)
programs, it is vital that these programs contribute to the Navy's mission, and the effectiveness and
well-being of its members. Navy QOL programs may have a direct impact on individual service
members (e.g., psychological well-being, family interactions) and may strongly influence job
performance and career progress. The extent to which the QOL programs help the Navy maintain
the best military force possible--as reflected in the key military outcomes of retention, attrition,
performance, and readiness--will dctermrnin the wisdom of sp~nding money on the various
programs. Knowledge of which QOL programs positively affect military outcomes, therefore,
would provide policy makers a basis upon which to target specific QOL programs for funding. The
purpose of the present research was to determine whether previous research had linked QOL
factors to military outcomes.

Objective

The objective of this report was to extensively review the QOL literature and its relationship to
such military outcome variables as retention, attrition, performance, readiness, and recruitment.

This effort is part of an ongoing Navy QOL project (Navy Quality of Life Predictive Model)
sponsored by the Chief of Naval Personnel (PERS-6), started in FY91. The information obtained
from this review will be used in the development of a survey assessing QOL factors and their
impact on military outcome variables. Ultimately, the information will contribute to the
development of a model to predict military outcomes based on military members' QOL needs, their
QOL satisfaction, and social and economic variables.

Approach

An extensive literature review was the primary approach used to assess QOL factors that
influence military outcome variables. Some information was derived from the scientific literatuie,
but the bulk of the information was obtained from military technical reports. Results of the
literature are summarized at the end of each outcome variable review.

Conclusions

1. Intent to reenlist was found to be one of the most potent predictors of retention--defined as
reenlistment after the expiration of active obligated service. Pay, services, housing, and job
satisfaction are other QOL factors that may play a part in the retention decision. Also important are
the spouses' feelings towards time at sea, housing, and so forth.

2. Even though more vague than the retention decision literature, research on attrition---
discharge prior to expiration of active obligated service--indicates that initial fleet assignment,
pay, and attraction to the military role are QOL factors that may influence attrition. Certain
demographics, such as gender, may play a significant role in the attrition decision. Family problems
also may be a crucial variable.
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3. There is a paucity of literature tying QOL to performance. Only a siight relationship has
been found in the satisfaction/performance literature, and, by analogy, the QOL/performance
relationship is highly speculative. Supervisorial assessment of performance has been the primary
mode of measurement.

4. Readiness has been an elusive construct to measure with the bulk of the literature
addressing material/resource readiness. Personal readiness has received scant attention except for
a cursory reference to paygrade and family responsibilities/military mission conflict as possible
contributing factors to readiness.

5. The desire to travel and the level of education/training provided by the Navy have been

identified as two QOL related factors that impact recruitment/enlistment.

Recommendations

1. There is a need to examine further QOL domains and their impact on service members and
their Navy careers. The relationship between outcome variables (i.e., retention, attrition,
performance, readiness, and recruitment) and QOL factors (e.g., pay) should be systematically
investigated.

2... Existing information about QOL domains and military outcomes should be used to
construct a survey to examine their relationships. Areas such as housing, pay, career/job
satisfaction, and spouses' feelings and their impact on military outcomes should be considered.

3. Some measures relevant to QOL and military outcomes may be available from existing
database applications (e.g., current performance rating). The feasibility of linking these measures
to the subjective questionnaire responses should be assessed. The use of social security numbers
on the survey for the purpose of tracking responses over time shculd also be considered.

4. Expressed intentions of future participation should be used as one measure of retention. A
measure of performance will also be necessary given that there may be a mediating effect of
performance on retention. Also of importance in the assessment of retention is the solicitation of
the spouses' perceptions of the Navy.

5. Besides using such available measures as performance ratings, respondents should be
asked to provide a subjective assessment/rating of their performance.

6. Personal readiness (as opposed to personnel readiness) and recruitment/enlistment should
be assessed via self-report questionnaire.
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Introduction

Problem

The U.S. military in recent years has emphasized improving service members' Quality of Life
(QOL) in efforts to attract, train, motivate, and retain the best individuals for an all-volunteer force.
Each of the military components devotes significant resources to programs and facilities intended
to enhance QOL for service members and their families; it is estimated that over $2 billion annually
is spent by the Navy on QOL programs. The relationship between Navy QOL and the enlistment,
performance, and retention of individuals, however, has not been systematically examined. The
significant investment of resources in QOL programs underscores the need to understand the
impact of Navy QOL on these important military outcomes.

Background

The research summarized in this report is part of an ongoing Navy QOL project sponsored by
the Bureau of Naval Personnel (PERS-6), started in FY91. The object of the Navy QOL Predictive
Model project is to develop a model to predict military outcomes (e.g., readiness, performance,
retention) based on military members' QOL needs and their satisfaction, individual characteristics
of members, social and economic variables associated with individuals, and the locations at which
they are stationed. The model will be designed for use by Navy planners for the purpose of
developing and adapting QOL programs to meet the needs of military members and to maximize
successful military outcomes.

Previous research contributing to the development of the predictive model is documented in
three reports. The first report presents an examination of th,' concept and measurement of QOL
(Kerce, 1992), a second provides a discussion of human ne:,,s and presents a cognitive life span
model (Rosenfeld, Culbertson, & Magnusson, 1992), and a third proposes a theoretical framework
for a QOL predictive model (Wicker, in preparation). A Navy-wide survey assessing QOL factors
and their relationship to military outcomes for service members was planned for administration in
FY93, with model development progressing with the input of data from that survey.

Obje'ctive

The objectives of this project are to: (1) extensively review the literature in regards to QOL
factors that may impact retention, attrition, perfornance, readiness, and recruitment and
(2) provide recommendations for the development of a tool that ;",sesses the military members'
perceived QOL and its attendant impact on these milita. y outcomes.

Approach

The approach used to assess the influence of QOL factors on military outcome variables
involved a review of literature on QOL, retention, attrition, perfornance, readiness, and
recruitment. The primary focus of the literature review was to identify research that documiented
links between QOL factors and military outcomes, with a future report planned to discuss QOL
factors and paralle! outcomes in the civilian sector.



Two initial considerations were to determine what subject matters are related to the concept of
QOL and what materials and measurement approaches were appropriate to the military outcomes.
First, the various conceptualizations and definitions of QOL were examined to determine what
literature would be relevant to the topic, Second, the primary indicators of the military outcomes
under consideration were identified, Discussions of these considerations are presented below,
followed by a review of the literature relevant to QOL and military outcomes.

The Concept of Quality of Life (QOL)

McCall (1975), and others (Szalai, 1980), point out that even though the phrase "quality of life"
has been in use since 1964 a consensually agreed upon definition still proves to be elusive. The
definition may include such constructs as subjective well-being which includes happiness, life
satisfaction, and positive affect (Diener, 1984). Andrews and Withey (1976, p. 4) suggest that QOL
"sometimes refers to an 'outsider's' judgments of quality covered in such measures as crowding,
decibels of noise pollution, reported crimes, income levels (etc.), but it may also refer to the
privately known and privately evaluated aspects of life." Schuessler and Fisher (1985) point out
that QOL has been defined by others as a general sense of well-being, and that sometimes those
terms have been used interchangeably. They also point out that even though "the dominant trend
is to restrict the term to mean only mental life" (p. 131), some of the research has described how
QOL is inherent in environmental conditions. Thus, the authors point out that there is a trend for
the research to shift back and forth between the objective and subjective side of life. For the present
research, Rice's (1984) conceptual definition of QOL is adopted to describe the area being
considered:

... quality of life is the degree to which the experience of an individual's life satisfies his/her
personal wants anti needs (both physical and pwychological). (p. 3)

Rice accounts tor both an objective aspect of QOL, which encompasses "objectively verifiable
conditions, activities, and activity consequences of an individual's life," and a subjective aspect,
including "a set of affective beliefs directed toward one's life" (pp. 3-4).

Measurement of QOL reflects the complexity found in thc coiccptuaIiLat~on. h, addition to the
objective/subjective distinction, QOL has been analyzed: (1) globally (e.g., overall life
satisfaction) and (2) in terms of domains, such as family life, neighborhood, and job (Kerce, 1992).
Campbell, Converse, and Rodgers (1976) hold that even though global measures of QOL are of
interest, it may be necessary to increase the utility of measuring this concept by extracting
information about the various QOL domains, such as work life ar:d family life.

Satisfaction with work has been found to be one of the strongest predictors of life satisfaction
(Campbell et al., 1976). Those dissatisfied with their jobs were more likeiy to indicate that they are
frightered by something in their lives, expressed !ower levels of confidence. that they could control
their lives, and expressed lower leve!s of trust in others. The difficulty of defining the exact nature
of the job satisfaction-life satisfaction relationship is illustrated by the array of theoretical
frameworks that have been posited including: (1) the spillover hvpothesis --work experiences
generalize or extend to other domains of life; (2) the cofpensal ation hypothesis-.extra-work
activities compensate for experiences and rewards denied at work; and (3) the segmentation
hkypothesis-the work and nonwork domain,ý of life are distinctly separalt' from one another
without significant mutual influence (Brief & flollenbeck, 1985). Kiuranov (1 980, p. 176) suggests
that "the quality of life is determined by the quality of work, which may serve as a basic and
decisive indicator of life quality."



Rice, Frone, and McFarlin (1992) investigated work-nonwork conflict and QOL, and found a
significant indirect path between work-nonwork conflict and global life satisfaction, which was
mediated by job satisfaction and nonwork satisfaction. Interestingly, the direct path between work-
nonwork conflict and global life satisfaction was not significant, thus, indicating the need to look
at mediating/moderating variables in the work-quality of life relationship. Furthermore, Rice,
McFarlin, Hunt, and Near (1985) proposed that: (1) organizational work may influence the
perceived QOL as well as the objective QOL and that (2) the effect of work on QOL may be
mediated by changes in the quality of nonwork life as wcll as by changes in the quality of work
life, By extrapolating from the job satisfaction literature and using it as a proxy for life satisfaction
(given the conjectured life-job satisfaction relationship), there is some indication that QOL factors
may impact some of the outcome variables. Due to the limited literature linking QOL and military
outcomes, research relevant both to a global concept of QOL and the various domains associated
with QOL was examined.

Military Outcomes

Concern for the QOL of military members and their families reflects not only a desire to
enhance the lives of those families in the Navy, but to also support the Navy's efforts to best carry
out its mission. Specific military outcomes which reflect the extent to which the Navy is successful
at this goal were selected for examination in the present study. An individual's decision to join the
Navy, readiness to perform his/her job, level of performance, and decision to stay in or leave the
Navy were all considered important indicators of Navy personnel management and, ultimately, of
the Navy's ability to fulfill its mission. Military outcomes considered in the present literature
review were recruitment, attrition (turnover of personnel in the first enlistment), retention
(reenlistments), readiness, and performance.

Military Outcomes Literature

Turnover Literature

The area of employee turnover hIs been of much intelest in the research literature with turnover
being associated with performance (Martin, Price, & Mueller, 1981; McEvoy & Cascio, 1987;
Jackofsky & Slocum, 1987; Mossholder, Bedeian, Norris, Giles, & Feild, 1988; Werbel & Bedeian,
1989), absenteeism (Keller, 1984), situational constraints (O'Connor, Peters, Pooyan, Weekley,
Frank, & Erenkrantz, 1984), job attitudes (Waters & Roach, 1971; 1973) and work attitude as
moderated by expectancy (Dansereau, Cashman, & Graen, 1974). However, what is particularly
germane to the present QOL study is the satisfactio,/turnover relationship.

Porter, Steers, Mowday, and Boulian (1974) found that attitudes held tK ,lnployees are
predictive of subsequent turnover behaviors, with individuals who ult-nately leave tlhe
organization tending to have less favorable attitudes than individuals who stay. They found that the
leavers are typified by lower levels of commitment and satisfaction. At a large manufacturing firm,
an 188% reduction in turnover ensued, with an accompanying increase in satisfaction, subsequent
to a modification in the company's pay and promotion policies (I lulin, 1968). Orpen (1986) found
that job performance modeiated the satisfaction-turnover relationship, with it being suggested that
job satisfaction may have a greater impact on the decision to remain or leave among po(or
performers than amopg higher perfomrers.



In a frequently cited review article, Porter and Steers (1973, p. 153) suggest "that expressed
intentions concerning future participation may be an even better predictor" than job satisfaction.
They also point out that with respect to organizational processes that may -ontribute to the turnover
decision, pay/promotion, and perceived equity are integral factors. i'amily size and family
responsibilities were also found to be positively related to turnover and absenteeism among
women; the impact of these factors on men had mixed results. Porter and Steers (1973) concluded
that, in general, the prevailing evidence supported the contention that overall job satisfaction
represents an important force in the individual's participation decision.

Schneider and Dachler (1978) investigated work, family, and career considerations and their
impact on turnover intentions. Using the Work, Family, Career Questionnaire, the results were such
that work and career satisfaction were strongly related to turnover intentions. Satisfaction with
organizational impact on career and family was also related to turnover intention even though the
relationship was weaker, thus, work factors were more strongly related to turnover intentions than
family factors.

Retention

Major Points

1. Factors that have been positively associated with retention includes: (a) stated intention to
reenlist; (b)job satisfaction, career satisfaction, and satisfaction with promotion: (c)job appeal and
challenge received high satisfaction ratings; (d) positive attitudes toward reenlistment by the
spouse; and (e) organizational factors such as work facilitation and professional espi'rit de corps.

2. Economic factors that influence retention includes: (a) the civilian economy, (b) job
opportunities, and (c) rates of unemployment. Pay and bonus benefits are also influential factors.
Reenlistment, also, increases as the number of dependents increase.

3. For women, educational goals and benefits were positively associated with reenlistment.

4. For family factors, conflict with family and leisure time were cited as reasons for not
reenlisting. Retirement and dependent medical benefits were positively rated by the spouses while
permanent change of station (PCS) moves, extended duty hours, and separation from family were
viewed as disruptive to the family.

5. Availability of quality Navy housing was viewed as influential in the reenlistment deci,,ion.
Those in civilian housing were most satisfied.

6. The first assignment as well a, training have been associatc with the reenlistment decision.

Related to the notion of turnover is retention, especially as it pertains to the military. What is
apparent in the literature, is that the terms retention/attrition/reenlistment are sometimes used
interchangeably, thus, adding confusion to the definition. Lanldau and Farkas (1978) deline attrition
as that "which has to do with recruits being discharged prior to expiration of active obligated
service" and retention as that "which has to do with recruits reenlisting after their cxpiration of
active obligated service" (p. 1 ). Attrition has also been referred to as "... the unschCduled loss of
first ternn enlisted personnel" (Sinaiko, ('hatclier, Cook, tlosek, & Siicilia, 19 81 ). Those detinitions

4



will generally be adhered to--unless specified otherwise. Of particular interest in this review are
the QOL factors that may influence the retention decision. Marcu,, ( i984) points out that little is
known about QOL and its impact on retention. One area researched is the effect of sea duty on
retention, with it being noted that a 10% increase in expected time at sea was found to lead to a 3%
decrease in the predicted retention rate. Other QOL areas, Marcus notes as having an impact on
retention are pay and quality of Navy-provided housing. The state of the economy was also
identified as a crucial determinant in the retention process. It is pointed out (Marcus, 1984, p. 2)
that "reenlistment rates are sensitive to the unemployment rate, increasing when the unemployment
rate increases."

In identifying determinants of retention decisions, LaRocco, Pugh, and Gunderson (1977)
found job satisfaction to be a crucial discriminating factor, with satisfaction highest for those who
reenlisted and lowest for those who were not recommended for reenlistment or who were
prematurely separated from the service. The authors point out that performance has received
relatively scant attention in the study of retention, even though their review of a prior study
indicated that military performance during the first couple of years of the individual's enlistment
contributed to the prediction of reenlistment.

LaRocco, Pugh, Jones, and Gunderson (1977) found organizational factors such as: (1) work
,facilitation (leadership behavior which helps achieve goal attainment), (2) organiizational conflict
(conflicting goals between systems), and (3) professional esprit de corps (image of profession to
outsiders/opportunity for growth) to be significantly related to intent to reenlist. It is interesting to
note that quite a few of the studies point to intention to reenlist as one of the most potent predictors
of retention (Grace, Holoter, & Soderquist, 1976; Youngbioo-d, Mobley, & Meglino, 1983).

Fletcher and Giesler (1981) found that attitudes towards military characteristics were
associated more with reenlistment intent than reenlistment decision. In a review of the research,
they also point out that job appeal and challenge received the highest satisfaction ratings by Naval
personnel, but, interestingly, attitudes toward such factors as compensation, deployment, and
housing were found to be better predictors of reenlistment probability.

Grace et al. (1976) engaged in in extensive study of reenlistment of Navy enlisted personnel
and found that career satisfaction influenced retention, turnover, and absenteeism. It was suggested
that career satisfaction "is of key importance for organizations which require personnel and their
families to adopt a new life style, such as the Navy way of life, because career satisfaction takes
the whole person into account" (pp. 7-4). TFile authors came to their conclusions based on tile
following research findings:

" Personnel who were likely to reenlist found their current job interesting and important to
the Navy.

" The Navy tends to enlist a single person and reenlist a married one; the spouse's feelings
towards the Navy were also an influential component in the reenlistment decision.

" The Career Counscling iProgram was strongly positive for first-term personnel in terms
of retention, hut had less Impact on personnel it other terns of enlistmenmt the progran,
wits feIlt to Ie it ternefi! to personnel annd their families for the personnel likely to reenlist.

" Personnel were w atrc likely tv) recn1,I i If they felt they were treated fairly and
respectfully.



Personnel were more likely to reenlist if they were satisfien with their promotion
opportunities, if they felt their Navy experience would enhance their competitiveness for
civilian jobs, if they planned to continue their education while in the Navy, and if they
were given the opportunity to choose their Navy location.

Personnel who receive special pay or bonus incentives were more likely to reenlist.

Pay, Benefits, and Services

Fletcher and Giesler (198 1) point out that the Navy has exerted efforts in enhancing the quality
of Navy life via the provision of funding for such services/programs as family counseling,
recreatior, and shipboard habitability. They point out that military personnel management has
tended to use pay and bonuses as a mode to increase retention but with mixed.21 results. However, it
has been posited that ,ne's finarncial status (e.g., wages, potential compensation, benefits) is an
important determinant 'the quality of one's life (Andrews & Withey, 1976). In a review of the
research, Schuessler and Fisher (1985) summarize that as adequacy of income increases, whether

i)easured objectively (in relation to a modest standard of living) or subjectively (as the income
.rceived as required to live comfortably), QOL increases. Mullis (1992) constructed a

comprehensive measure of economic well-being (i.e., permanent income, annuitized net worth,
and household economic demands) and found that economic well-being was a significant predictor
of psychological well-being.

Grace et al. (1976) hold that economics is a crucial facet with respect to its influence on
retention with personnel receiving or motivated to receive special pay or bonus incentives being
more likely to reenlist. In evaluating QOL factors that may add to the likelihood of reenlistment,
Fletcher (1981, p. 116) concluded that the use of pay to increase reenlistments is "once more
justified." However, in a review of the literature, Hand, Griffeth, and Mobley (1977) summarize
that pay does not seem to be a potent predictor of intention to reenlist. It is further pointed out that
pay and fringe benefits do not affect intention to reenlist, but that they do affect intention not to
reenlist. Kostiuk (1985) found that pay had a significant impact on the retention of U.S. Marine
Corns (USMC) aviators. Selective reenlistment bonuses have also been shown to have a desired
effect on first-term reenlistment rates (Enns, 1977).

In rating the importance of military benefits and facilities, Stumpf (1978) found that the
respondents and their spouses rated medical benefits and facilities the highest in importance, with
Commissary privileges, Exchange privileges, government family quarters, and recreation facilities
following in importance. Elster and Thomas (1981) point to the "substantial sensitivity of retention
propensities to alternative retirement systems" (p. 24), drawing the conclusion that "economic
variables such as military compensation, civilian unemployment, and civilian wage opportunities
were statistically significant predictors of career petty officer retention behavior" (p. 25). In fact,
efforts have been made to create models that test the effectc of alt( native retirement policies on
retention (Warner, 1979) or that assess the predictive utility of retirement policies on retention
(Chipman and Mumm, 1978).

In a study of enlisted Navy retention, Singer and Morton (1969) found that reenlistment
increased as the number of dependents increased. Factors which may contribute to this relationship
are as follows. (1) Leaving the security of any position may be more psychologically/economically
difficult as the number of dependents increase, (2) dependents' medical care in the Navy raises the
value of a married man's Navy income plus fringe benefits, and (3) with more dependents the less
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likely is the individual to pursue college, thus, increasing the likelihood that he/she will make a
career in the Navy. The authors also found that fo6 the subpoptulations of interest, reenlistment rates
increased in a fairly orderly manner as paygrade inzreas•d.

Glender

Retention issues for active duty women have also been examined (Hunter, 1982). A study
conducted by the U.S. Army in regards to reenlistment/retention of women in the Women's Army
Corps found that 36% of the respondents indicated they would reenlist, 47% planned to exit, and
17% were undecided (Plog & Kahn, 1974). The reasons given for reenlistment included the
following'. (1) reenlistment benefits, (2) satisfaction with current work assignment, and (3) an
opportunity to change one's Military Occupational Specialty (MOS).

In a listing of the benefits of Army life, the highest ranked benefit was the opportunity to learn
a trade or skill that would be useful in civilian life. The authors suggest that this benefit may be
crucial in the reenlistment decision. With respect to the 47% of the sample who indicated that they
would not reenlist, the following reasons were given: (1) plan to go to school under the GI Bill,
(2) inability to change one's MOS, (3) Dissatisfaction with the Modern Volunteer Army, (4) a
desire to get away from "hassling," and (5) an interest in "seeing if I can make it on the outside."

It is pointed out that the desire to pursue educational goals outnumbered the closest contender
by a three- to one-ratio. In terms of complaints about Army life, the percentage of problems
revolved around perceived inadequacies of housing facilities (e.g., lack of good bathroom
facilities). Another interesting point brought up in this survey was that about 75% of the
respondents felt that both the public and the servicemen have a poor image of enli,,rted women, thus,
possibly impacting the reenlistment decision. It was also suggested that the influence/opinions of
relatives and friends may impact the decision of whether to stay or not.

In an investigation of retention of young women in traditional versus nontraditional jobs in the
civilian and military sector, lower turnover rates were found for those in the military (for both
sexes) as opposed to the civilian market (Waite & Berryman, 1986). Women who had received
substantial formal training in the military were less likely to leave than those who did not receive
training; for males, there was no difference. The authors found sex segregation of occupations in
both the civilian and military sectors, but it was especially pronounced in the military for typically
male occupations. Little support was found for the hypothesis that being in a traditional sex-typed
occupation will affect turnover, with one minor exception being that military women in
traditionally female jobs were slightly less likely to leave the military.

Quester (1988) found that Navy women were: (1) more satisfied with military life than men,
(2) were more likely to complete their first term and reenlist, and (3) controlling for initial entry
program, female promotion rates were higher than their male counterparts. Additionally, women
were "less likely to be troublesome recruits or, at least, they are considerably less likely than male
recruits to be demoted or to be deserters" (p. 11).

Family Factors

The impact of familial factors on QOL has been extensively scrutinized in the literature
(Andrews & Withey, 1976; Michalos, 1986; Zedeck, Maslach, Mosier, & Skitka, 1988). Schuessler
and Fisher (1985, p. 137) point out that "the finding that marital status is associated with lower than
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average QOL occurs with some regularity." They aunmmarize that while research has found that
marriage cM1tributes tW Overall happiness, Q0L has Also shown to be offset by having very young
or teenage children. Orthner and Pittman (106, p. 573) point Onit that ' until very recently,
organizational research and aramily r-rsearch nave reman ed ruia1ively distinct enterprises." It is
pointed out that it is arbitrary to separate family factors from work factors given that "the potential
influence of families on work attitudes has been suggested in several studies" (p. 574).

In a study focusing on organizational and familial factors that affect job commitment with Air
Force personnel, Orthner & Pittinan (1986) found that: (1) Positive exposure to family support
programs (such as marriage and family enrichment, youth activities, and financial counseling) had
a direct effect on the perception of org.anizational support and an indirect effect (via perceived
organizational support) on family supi)ort and job commitment; (2) organizaoonal support had a
positive effect on family support and job commitment; aind (3) a positive effect was found for
perceived family support on job commitment. Air For.ce personnel had greater job commitment
when they perceiv,- 1 hat their families (especially their spouse) were supportive of their career.

Bynum and Fischl (1986) found t1,at the most cidc• -,,ason for noi reenlisting in "he Anny was
conflict with family and 1.:isure time. Thus, it ws recommended that policies should be identified
which take into consideration the Army family needs, with th': objective being to isolate
"motivato~rs and detractors in family views of Army retention" (p. 23). In an investigation of
burnout, job satisfaction, and spousal perception, Zedeck et al. (1988) found that employee's
satisfaction with extrinsic aspects of work is more highly related to his/her spouse's perceptions of
the work's impact on family life than the employee's intrinsic satisfaction.

The interaction of retention of military personnel and the influence of family and affiliates has
been suggested by Grace et al. (1976) whe pointed out thai the family has a very important
influence on retention. They found that the Navy tends to enlist a single individual and reenlist a
married one. It was also found that family member's dissatisfaction with Navy life tended io spill
over into the job and work setting with the intriguing observation made that "this even carries over
from the past in that personnel whose parents or guardians had negative feelings about the Navy
were less likely to reenlist" (p. 7 of the results section). Personnel most likely to reenlist indicated
that their spouses liked the retirement benefits, dependent medical benefits, and Exchange and
Commissary services. Watson (1986), also, emphasized that th2 significant influence of family and
friends on the Air Force members' decision to stay or leave suggests that "action should continue
to be taken to monitor and improve spouse satisfaction with the Air Force" (p. 3), which may entail
addressing the spouses' career aspirations, collocation, and reduction of frequency of PCS moves.

In an investigation of marital satisfaction, job satisfaction, and retention in the Army, Woelfel
and Savell (1978) found that the following aspects of Army life reported as most disruptive to
family harmony were: (1) MOS related factors, especially focusing on duty hours (too long/
irregular/uncertain); (2) separation from family; and (3) PCS moves. Aspects of Army life that
were found most beneficial to family harmony were: (1) financial (e.g., job security, number and
size of fringe benefits, and/or base pay); (2) medical and dental care; and (3) PCS moves. Woelfel
and Savell (1978) also found that job satisfaction had a strong effect on retention, with it emerging
"as the single most important factor in soldiers' intentions to remain in the Army" (p. 31).
Interestingly, and converse to their expectations, the authors did not find any relationship between
marital satisfaction and any of the Army experience variables (such as number of hours worked per
week), job satisfaction, or retention.
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Other research has indicated the necessity of considering wives' viewpoints in any retention
prograrn given that "62.1 % of those officers planning to leave active service reported that their
wives' attitudes influenced their decisions" (Lund, 1978, p. 38). It was also found that 61.1% of
the junior officers who were planning to stay were influenced by their wives' attitudes.

Grace and Steiner (1978) found that wives generally had a favorable attitude towards the Navy,
with noncareer wives tending to be less favorable than career wives. The prevailing economic
conditions (i.e., recession) also influenced wives' attitudes towards reenlistment, with it generally
being the case that wives preferred "to nold on to the security of Navy life and were reluctant to
consider other possibilities at the recession's end" (p. 47). Another crucial factor was the wives'
attitude towards Navy life and the sense of being proud to be associated with the Navy.

Housing

Housing has received some attention in the QOL literature (Andrews & Withey, 1976). In
reviewing the research, Muoghalu (1991) points out that housing has a significant effect on humai
well-being, both mental and physical health. Given the frequent relocation inherent in the military
career, housing would appear to play an integral role in the quality of ones life. Along with duty
staiion choice and medical services, housing was determined to be an important variable in regards
to the career reenlistment decision (Fletcher, 1981).

In an extensive study investigating military families' attitudes towards housing, Stumpf (1978)
found theft "those in civilian housing, especially those owning their own homes, were more satisfied
than the military housing occupants with their chance to get away from the military atmosphere at
their residences" (p. 11). Testing a model via regression analysis, which considered the relationship
between housing variables, demographic variables, QOh,, and career intentions, Stumpf (1978)
found that: (1) Career intention for military personnel an I favorability toward military career for
spouses was positively associated with QOL, number of times in military housing, and number of
dependents; (2) fair market rental value of present housing was positively associated with QOL for
spouses, while relative income within paygrade was associated with QOL for military personnel;
and (3) housing attitudes (e.g., housing satisfaction) wa:; strongly associated with QOL.

Training, Assignment, and Development/Promotion

Due to the costly nature of early attrition/retention, research has been conducted regarding
training factors that may contribute to this outcome. Fernandes, Bearden, and Felter (1984)
reviewed a training program for Navy recruits that differed from traditional training in that the
number of recruits pcr training session was limited and an informal atmosphere encouraging
ds,,:ussion and interchange was provided (thus, limiting the typically punitive/structured style of
recruit training). The implementation of this program resulted in a training attrition rate 3.9% lower
than for the control recruits. Participants in the modified training program also had better
performance records than the control group.

In a study comparing training attitudes, perceptions, and experiences of Class "A" school and
apprentice training personnel, the best predictors of the intention to complete their enlistment were
lack of regret regarding the enlistment decision, attempts to advance in rate, and organizational
commitment. The. best predictors of the intention to reenlist were the intentions to m=ke the Navy
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a career, lack of regret regarding the decision to enlist, and the perception of not being able to
obtain a better civilian job (Landau, McCabe, & Wagner, 1981). In a study of recruit training,
Landau, Farkas, and Wagner (1980) found that "by the end of training more were generally irk favor
of cor-pletvng their enlistment and were satisfied, and fewer were likely to leave even if it were
possible, had thoughts of leaving, and regretted their decision to join the Navy" (p. 27).
Interestingly, in an analysis of recruit's met and future expectations, improving the QOL was rated
as the best predictor of commitment.

The assignment of Navy officers is also a factor that needs to be considered when investigating
retention. Robertson and Pass (1979) point out that there may be some Navy assignments which
". .. provide better opportunities to achieve required qualifications than others" (p. 1). In their
study of education, first assignment, and retention, the authors found that retention was highest for
officers assigned to small combatant ships and lowest for officers responsible for staff and
supporting shore activities. The conclusion was drawn that the first assignment to a certain ship or
unit may be related to retention.

In a study investigating retention of junior surface warfare officers (SWOs) and the impact of
early career experiences and development, Cook and Morrison (1982) found that timely completion
of SWO Personal Qualification Standards (PQSs) (considered essential for promotion consideration
and critical career assignments) had a significant and positive impact on the early career performance
evaluations and ca:'eer intentions of junior SWOs. Personnel who attended SWO School-Basic
completed SWO PQS in significantly less time than officers who did not. Assignment also played a
role in completion of the PQS given that those assigned to engineering billets for the majority of their
initial sea tour completed of the PQS at a slower rate than did those assigned to weapons, operations,
and/or deck billets, or those who may have been rotated through several assignments. The pertinence
of this study to QOL is that the interactive effects of training and assignment may significently impact
officers' ultimate promotion opportunities. Marcus (1984) also notes that the impact of advancement
to E-5 on retention was very significant; given that the associated pay increase was small, it was
suggested that promotion could be a useful retention tool.

Summary

Given that the literature has pointed to intent to reenlist as one of the most significant predictors
of retention, a QOL survey should measure this variable. Other QOL consiructs that may affect
retention include: pay, military services provided, housing, and job satisfaction. Pay could be
measured both objectively (base salary and any perquisites) and subjectively (service member's
satisfaction with his/her financial status and the accompanying influence on retention). The level of
services (e.g., counseling, medical) provided by the Navy may also have an effect on retention and,
thus, should be measured in terms of the service member's perceptions of the provision/quality of
services. Housing, also, appears to impact thi- retention decision. In response to this QOL domain,
such issues as ownership versus rental, quality of neighborhood (e.g. density, crime, availability of
schools), and type of home (i.e., style) could t .,, addressed. The assigned amount of time spent at sea,
also, is a potentially influential variable with iespect to the housing issue. The possibility exists that
time spent away from homc may influence tl e service member's opinions about housing (i.e., the
more time spent at sea, the less promineni role he quality of housing plays in the retention decision).
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To add to the complexity of the QOL-retention relationship, and especially the housing/time at
sea issue, is the impact of the spouses' fee!ings. The literature emphasizes that the retention decision
is significantly weighted by spouses' feelings towards housing, assignment, services, and so forth.
"Thus, to arrive at a more accurate measurement of the retention-QOL association, the spouses'
opinions should be allotted due consideration.

It is also evident that gender differences prevail with respect to experience of the military, and
the retention decision may be markedly different depending on service member's gender. In addition,
even though it can be contended that job/career satisfaction is related to global QOL, its influence on
reteintion is amply documented and should be examined accordingly.

Whereas turnover intention has been found to be a good indicator of turnover, actual turnover
for survey respondents could also be tracked over time. This would require that survey respondents
provide their social security number on their surveys, so responses could be linked with other
information about them contained in the centralized record systems (e.g., Enlisted Master File).
Service member's decisions about staving in the service (i.e., attrition, retention) could then be
monitored over time and matched to their stated intentions on the survey. The benefit of having
access to archival records via social security number should be weighed against respondents'
potential lack of candor to sensitive questions if respondents are identifiable.

A key consideration in assessing retention in a survey to Navy service members, and in
incorporating retention as a dependent variable in a predictive model, is the fact that the current
downsizing effort in the Navy has made nonselective retention an undesirable outcome. Previous
efforts to maximize retention of all service members have been replaced with selective, targeted
retention policies. Reznlistment policies and separation bonuses are designed to target specific
groups for retention. Key identifiers for those groups targeted for retention, therefore, will be
collected in the questionnaire .-id considered for inclusion in the model. These include rating,
Enlisted Management Community, Navy Enlisted Classification, and length of initial obligation.
The inclusion of these variables in a predictive model will allow for the consideration of QOL
needs and levels of satisfaction for various subgroups targeted for retention.

Attrition

Major Points

1. Past research has generally been inconclusive regarding factors that influence attrition.

2. Factors associated with higher attrition include individuals: (a) with no prior employment
experience, (b) individuals who changed jobs frequently in the civilian sector, (c) individuals who
were unemployed prior to enlistment, (d) who did not have a high school diploma, (e) who had a
lower intention of completing enlistment, and (f) who were older.

3. Influence of family factors/marital status on attrition has been mixed.

4. Higher attrition rates were found for first term enlisted women than first term enlisted men.

5. Significant situation/organizational predictors for attrition included Navy school attended,
entering rate/occupation, and initial fleet assignment. A higher expectation for the first job
assignment was positively associated with attrition.
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Owens-.Kurtz, Borman, and Peterson (1988) point to the statistic that attrition from the Naval
Reserve Officer Training Corps scholarship program is usually at 50% over the tenure of a cohort
group, thus, emphasizing the costliness of attrition. The complexity of this concept is evidenced by
the multitude of interweaving variables that potentially influence it, in conjunction with the
alternative approaches that have been employed to predict attrition (Lockman & Warner, 1977).
One such effort, for example, is the administration of the Military Applicant Profile, an
autobiographical information questionnaire which asks about the respondent's family, academic
and work experience, athletic/physical competence, self-concept, and social style/participation
(Eaton, Weltin, & Wing, 1982). Evidence was found for the usefulness of this instrument and its
relation to attrition.

In their review of the turnover research, Owens-Kurtz et al. (1988) point to a host of factors
that may affect turnover. Factors that were assessed included demographic variables (e.g., race,
gender, age, family responsibilities) and psychological variables (e.g., ability, personality, job
satisfaction, organizational commitment). In terms of the demographic variables, mixed results
have prevailed. The authors found that: (1) turnover is negatively related to tenure on present job
and age; (2) overa'l, men and women have similar rates of attrition, with women higher when
differences were found; (3) despite some findings of higher turnover rates for singles, no consistent
relationship between marital status and turnover was found; and (4) the turnover-education
association is inconclusive. In regards to psychological variables, moderate to strong relationships
between personality, vocational interests, biographical information, job satisfaction, organizational
commitment and turnover have been found. No relationship was found between ability and
turnover.

In a study of psychological and organizational factors pertinent to attrition and performance in
USMC training, Novaco, Sarason, Cook, Robinson, and Cunningham (1979) found a wide
variance of attrition across platoons but found no differences based on demographic or aptitude
measures. There were also no differences in terms of performance or the initial composition of the
units. Kissler (1980) emphasizes that, for the most part, results of past research have generally been
inconclusive in regards to factors that influence attrition.

Buddin (1984) conducted a study analyzing early military attrition behavior and found that
individual work history and experience had an important effect on attrition. The author found that:
(1) individuals with no prior employment experience have higher attrition rates than those with
some work experience, (2) higher attrition rates exist for those who changed jobs frequently in the
civilian sector, (3) unemployment prior to enlistment is associated with an increased likelihood of
early attrition in the Navy and Air Force, and (4) not having a high school diploma was found to
be a strong determinant of early attrition. Orend, Stroad, and Rosen (1977) assessed the differences
between Army dischargees and nondischargees and found that the dischargee had more difficulty
in school, complained more of boring civilian jobs, and tended to be more dissatisfied with civilian
life as opposed to the nondischargee.

In differentiating early leavers from stayers in a population of USMC recruits, Youngblood,
Mobley, and Maglino (1981) found that:

... leavers initially had significantly lower intentions of completing their enlistment, lower
expectations of completing their enlistment, lower expected satisfaction, lower attraction to the
military role, lower perceptions of work group attraction and expecvtd leader structure, lower
internal motivation and growth need strength, and higher perceived chances of finding an
acceptable civilian job. (p. 6)
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In a review of the attrition (Navy, Army, Air Force, and Marines) research, Goodstadt and
Yedlin (1980) focus on three major areas that may influence attrition: (1) individual's background
factors (e.g., age, test scores, education levtA); (2) organ, zational conditions and policies (e.g.,
leadership, quality of lifestyle and living conditions); and (3) time differentials (e.g., early
expectations and early service experience may influence attrition at different stages of the
enlistment). A variety of recommendations are provided that are especially pertinent to QOL. One
such example is the development of a Transition Training Program which would equip the soldier
with the requisite coping skills to survive the first enlistment. This may include training in financial
management skills, infornation on community resources, facilities, and housing, and any other
information that may ease the transition into military life. This is similar to a recommendation
Sarason (1977) suggests in reference to reducing attrition. The contention is made that by
providing social and cognitive training modules in the military, this might serve in preparing for
the "complex and novel experience of being a member of the military service" (p. 276).

Pay

In a study of attrition, Doherty (1981) found that pay was the most important reason for
separation followed by not having a permanent home. In reviewing the research, it was found that
if increases in pay or availability of promotions exists, then military personnel are less likely to
attrite (Kissler, 1980).

Gender

Eaton and Nogami (1981) investigated Army male and female attrition and found that female
attrition was lowest in the traditional female MOS category and highest in the nontraditional
female MOS category. There was no effect of MOS categories on males. Attrition was also found
to be higher for: (1) non-high school graduates than high school diploma graduates, with female
non-high school graduates showing the highest attrition, and (2) whites than African-Americans,
with white females showing the highest attrition. With respect to Armed Forces Qualification Test
(AFQT) scores, individuals with lower scores had higher attrition, and females who scored lower
on the AFQT showed the highest attrition.

Royle (1983) states that the rate of attrition for first-term enlisted women in the USMC is nearly
50%, twice that of first term enlisted men. In reviewing the research and analyzing existing data
sets, Royle found that situational variables were strongly related to attrition after recruit training
such as occupational field and satisfaction with supervisor. Women who were dissatisfied with their
jobs, working relationships, and future opportunities in the USMC were more likely to think about
quitting than their satisfied cohorts. Even though some biographical variables (e.g., women who
do not complete recruit training enter the Corps with less interest in male-oriented activities, and
lower expectations of completing training) were related to attrition, the correlations were slight. It
was also found that pregnancy rates were comparable to those of other women their age and that
women who attrite due to pregnancy were more likely to be married than nonattrites, but otherwise
no differences were noted.

In response to the statistic that 60% of the female USMC attrition after recruit training is
pregnancy-related, Gerrard and Royle (1985) undertook a study to determine whether factors such
as traditional family/career orientation, feelings of isolation, and tSIMC dissatisfaction are valid
predictors of attrition. They found that women who were pregnant at the time of the survey had
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m'ore traditional sex role oriental ions (i.e., balancing career and Faamily, number of children desired,
mnrriage plans), felt more isolated, and were less satisfied with the USMNI than women who were
rict pregnant at that time. It was also found that women who attrited, independent of pregnancy,
had more traditional sex role orientations; they were more likely to value family over career.
Women who attrited due to pregnancy were found to hold more traditional values than women who
attrited for other reasons, even before they became pregnant. The authors point out that
"specifically they planned to have children earlier and to have more children than did women who
attrited for reasons other than pregnancy" (p. 14). In addition, women who attrited, when pregnant,
were found to be less committed to a career outside the home than those who became pregnant and
remained in the USMC. It is pointed out that this was true even when the measures were collected
prior to pregnancy, thus, lack of commitment was posited as a preexisting condition.

In a study of Navy women in traditional and nontraditional jobs, Thomas, Monda, Mills, and
Mathis (1982) found that: (1) men reenlist at higher rates than women; (2) women have lower
absenteeism rates and higher honorable discharge rates than men; (3) approximately equal
proportions of men and women are advanced to petty officer, migrate to another job during their
first enlistment, and prematurely leave the Navy; and (4) assignment to a nontraditional job has no
effect on women's satisfaction, advancement, attrition, or reenlistment during the first enlistment,
but a strong effect prevails for the men. It is speculated that this may be due to the men generally
being assigned to ship duty while the women are primarily assigned to snore duty. In response to
the results, the authors recommended: (1) the establishment of on-base quality child care and
(2) efforts to improve the collocation of couples in response to the lower retention rate of married
Navy women as opposed to married men.

Fauiiy

In their study of Army attrition and satisfaction, Allen and Bell (1980) hypothesized that poor
job conditions, dysfunctional organizational climate, disconfirmed training expectations, and
Army life problems would have differing impacts on the single versus married personnel, with the
married personnel being more adversely affected (i.e., more dissatisfied). Even though the
differences were small, the soldiers with families were less satisfied than those without families.

Training and Assignment

In reviewing the research, Elster and Thomas (1981) point out that various situational and
organizational factors including Navy school attended, entering rate/occupation, and initial fleet
assignment added significantly to the prediction of attrition. Lockman (1978) found that attrition
was greater for men who were disenrolled from "A" schools for nonacademic reasons as compared
to the attrition of academic failures and graduates. Those in the occupational fields that involved
operation or maintenance of electronic equipment tended to have the highest survival rates; those
in the "blue water" fields (e.g., marine engineering) had the lowest. Wide variations were found in
3-year survival rates according to whether the men were rated, what their rating was, and whether
they graduated from Class "A" schools. In a program designed to reduce attrition that was
especially prevalent among the general detail force, Fernandes and Bearden (1984) evaluated the
fleet orientation and adjustment training (FLOAT) program. They found that the program was not
effective in reducing attrition in a shipboard environment, but attrition was significantly reduced
when training was shorebased.
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In a study of Army Reserve and National Guard attrition during training, the strongest
predictors of attrition were education and mental aptitude (Grissmer & Kirby, 1984). Less
consistent, but still statistically significant, were the findings that: (1) females had higher attrition
rates than males and (2) older enlistees had somewhat higher attrition rates than youngei enlistees.
Contrary to their hypotheses, Grissmer and Kirby found that African-Americans showed lower
attrition rates than non-African-Americans. Commensurate with their hypothesis no consistent
pattern was found with the family/marital status variables.

Mobley, Hand, and Logan (1977) found the following factors to be associated with recruit
training attrition in the USMC: education, AFQT Mental category, expectancy of completing
obligated service, Marine role attraction, and internal motivation. All those factors were negatively
correlated with attrition. Self-reported reasons for recruit training attrition were: (1) missing
family/friends back home, (2) lack of personal freedom, (3) too much pressure, (4) health reasons,
(5) rules and regulations too rigid, and (6) unfair treatment by superiors. Mobley, Hand, Baker, and
Meglino (1978) found that USMC graduates, when compared to attrites, had higher education,
higher mental scores, and were less likely to be married. Graduates also had a higher intention to
complete training, expectancy of completing training, and, interestingly, a lower expectancy of
being able to obtain an acceptable civilian job.

In a study of attrition of high-quality recruits, Buddin (1988) found a slight increase in attrition
of high quality Navy recruits from 1982 to 1985. In basic training, recruits who were age 21 or
older had higher attrition rates than 17-year old recruits. No difference was found between African-
Americans and non-African-Americans, while post-high school education and AFQT had a
negative effect on basic training attrition.

Lau (1979) investigated personal and organizational determinants ef enlisted attrition in the
Navy and found that the recruits' unrealistically high expectations of their first job assignment, at
the conclusion of training, was a contributing factor to their attrition. Attrites also reported
significantly lower climate perceptions of supervisory effectiveness, climate for innovation,
division morale, and delegation of authority. Lower scores were also registered for general living
conditions such as privacy. Factors of Navy life that influenced attrition were as follows: (1) family
or personal problems, (2) general dissatisfaction with Navy life, (3) lack of freedom and
independence, and (4) dissatisfaction/lack of interest in the entry job. Recommendations to
ameliorate the prevalence of attrition included introducing counseling programs for the less
satisfied individuals, providing realistic information regarding the recruit's first job (e.g., improve
classification/placement), and installing programs that address quality of Navy life and living
conditions.

Summary

While the literature does seem to point to the influence of QOL factors on the retention
decision, the QOL/attrition relationship is more oblique. Demographics seem to have received
more attention than specific QOL factors with gender differences, especially, being highlighted---
a survey might address the gender-attrition relationship. There also seem to be some differences in
attrition contingent on prior employment experience and frequency of job changes. Some factors
that have evidenced some impact on attrition include: (1) initiat fleet assignment (and the
expectations of the recruit), (2) pay (not much literature on this variable), and (3) attraction to
military role. Furthermore, other singular factors include family/personal problems, lack of
freedom/independence, and job dissatisfaction.
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An approach similar to that suggested for the measurement of retention would Ive appropriate
for considering attrition, A self- reported intent ion to attrite item on a questionnaire would provide
a good approximation of actual attrition. keeping in mind the difference between relentiov which
entails the reenlistment of recruits subsequent to their completion of active obligated service and
attrition which entails the discharge/departure of recruits prior to completion of their obligated
service. Given the current downsizing effort in the Navy, as well as the added flexibility to shorten
the duration of one's enlistment, this survey coul2 also address the respondent's thoughts about
attriting and reasons for such. As with retention, actual attrition oý first-term sailors ,ould also be
captured from existing data bases and matched to survey respondents' data.

Performance

Major Points

1. The research tying QOL and performance is suggestive at best. Only a slight relationship
was found between job satisfaction, a possible QOL indicator, and performance. Mediating iactors
of the job satisfaction/performance relationship such as leader reward behavior have beern
hypothesized.

2. Work factors that have been positively associated with performance included (a) affective
commitment, (b) organizational identification, and (c personal control.

3. Continuing commitment was found to be negatively associated with performance.

4. Mixed results have been found with situational constraints (e.g., training, materials and
supplies).

5. Possible mode-rator variables included occupational group and individual control.

The job satisfaction-performance relationship has been one of the more perplexing and
equivocal relationships examined in the work environment (Doll & Gunderson, 1Q69; Henne &
Locke, 1985). One of the factors that contributes to this tenuous relatio iship is that performance is
generally measured via supervisorial assessment or self-report rather th an from objective measures
of job performance. A second factor involves the paucity of ri.esearch linking QOL and
performance. However, it would appear appropriate to juxtapose job satisfaction with life
satisfaction, given that prior research has pointed to the relation of -atisfaction with work and
satisfaction with life and their mutual relationship (Chacko, 1983). hii fact, the author holds the
notion that job satisfi.:tion exerts greater influence on life/nonwork satisfaction than vice versa.

Evidence was found for the influence of extrinsic job satisfactions such as satisfaction with
supervision, pay, and promotion on life satisfaction. Schmitt and Pulakos (1985) were interested in
the prediction of job satisfaction from life satisfaction with their hypothesis being that individuals
may have a generalized predi-position towards satisfaction or dissatisfaction across situations. In
three out of five samples, life satisfaction was found to be a significant predictor of job satisfaction,
However, in a sample of civil service employees who were eligible for retirement, the opposite
relationship was found; !ife satisfaction upon retirement was predicted by job satisfaction. The
authors point to the practical implications of this study in that knowledge of the employees' general
satisfaction may be a barometer of the relative succcss of any job redesign efforts.
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Job Satisfaction/Performancev

In a meta-analysis of the job satisfaction-job performance relationship, laffaldano and
Muchinsky (1985) found the best estimate of the true population correlation between satisfaction
and ,oerformance to be .17, thus, indicating only a slight relationship between the two variables.
The authers point out that only 8 of the 217 correlations exceeded .44. Jackofsky and Slocum
(1987) tested a predictive model delineating the impact of job perfbrmance on turnover and found
that the better performers ratee their leader's behavior as more positively rewarding than the lower
performers. An indirect relationship was found for job satisfaction and performance with the
mediating variable being leader reward behavior-the more the leader dispensed positive
reinforcement, the more ,;atisfied was the subordinate. This points to the need to investigate
mediating factors of the satisfaction-performance relationship or even alternative measures of
performance. In reference to the latter point, Organ (1988) makes the argument that organizational
prosocial or citizenship-type behaviors (denoted by helpful, constructive gestures) more generally
correlates with satisfaction than traditional productivity or in-role performance measures.

Organizational Commitment

Organizational commitment has also been investigated with respect to the satisfaction-
performance relationship. In testing their hypothesis that job satisfaction would be more closely
related to job performance than organizational commitment, Shore and Martin (1989) found a
stronger relationship between job satisfaction and performance as measured by supervisory ratings
than between satisfaction and organizational commitment. In a study comparing affective
commitment (emotional attachment with the organization) and continuance commitment
(perceived costs associated with leaving the company), Meyer, Paunonen, Gellatly, Goffin, and
Jackson (1989) found that affective commitment was positively correlated with performance while
continuance commitment was negatively correlated with performance. It was also found that job
satisfaction did not correlate with perforritance.

Organizational identification (defined as the importance, of the organization in the person's self-
concept) was hypothesized as influencing employee affective responses (i.e., job satisfaction) as
well as performance responses (e.g., task iavolvement, investment of effort, and performance
effectiveness); thus, a positive relationship was conjectured between: (1) organizational
identification and satisfaction and (2) organ Zational identification and task-related variables
(Effraty & Wolfe, 1988). The resulting correlations confirmed the aforementioned predictions,
even though the authors caution that causation cannot be inferred (which is characteristic of the
bulk of the satisfaction-performance studies).

Situational Constraints/Control

Situational constraint,; and the degree of personal control have also been proposed as possible
factors relevant to satisfaction-performance. In a field study (sample drawn from three managerial
levels) examining the effe.ts of situational constraints (e.g., faulty eq,:'minent and inaccurate
infornatioi) on perfionnance, afcective reactions, and turnover, O'Connor t al, (1984) found that
higher situational constraints tend.d to be associated with lower emiployee pcrfonvance, even
though the magnitude of the association) was smaller than expected. The presence of situaitional
constraints was also asso×,i; red with greatei employee dissatisfaction and fnistirtion.
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The highest level of turnover was also found with the group experiencing the highest level of
constraints. Peters, O'Connor, Eulberg, and Watson (1988) investigated situational constraints and
their relationship to performance, affective reactions, and reenlistment plans in seven Air Force
occupational specialties. Situational constraints cited included the following 14 dimensions:
training, materials and supplies, time, tools and equipment, planning/scheduling of activity,
cooperation from others, personnel, physical working conditions, policies and procedures, red
tape, transportation, job relevant authority, job related information, and forms. Decreased
satisfaction, increased frustration, and increased thoughts of leaving the Air Force were associated
with the presence of constraints. Interestingly, and opposite to their prediction, constraints were not
related to either performance or intentions to leave. Peters et.al. (1988) suggest that the reason for
this unexpected finding might be that "because constraints were not reported to be severe, it may
simply be, unreasonable to expect them to account for significant behavior or intentions regarding
that behavior" (p, 142). The two measures of reenlistment plans: (1) reenlistment likelihood and
(2) thoughts of leaving were each measured on a one-item scale. Even though the correlation
between the two items was found to be statistically significant (r = .31), the authors contend that
the low magnitude of the correlation supports the "conceptual distinctness" (p. 137) of the items.

The notion of control within the organizational framework has also been investigated as being
potentially pertinent to the satisfaction-performance relationship. The hypothesized relationships
between: (1) personal control and performance, and (2) personal control and job satisfaction were
borne out in separate studies of nursing service personnel and clerical workers in two regional
offices of an insurance company (Greenberger, Strasser, Cummings, & Dunham, 1989).
Fisher (1985) makes the intriguing observation that whenever different perfcrmance-satisfaction
results are found between work groups, then the ". . . results may be due in part to systematic
differences in the extent to which situational factors control performance variance in the two
groups" and that ". . . satisfaction and performance can only be related to each other when some
reasonable part of the variance in performance is under the workers' control" (pp. 170-171). Fisher
(1985) found that the amount of performance variance, which is individually rather than
situationally controlled, is an important moderator of the sati sfac tion -performance relationship.

Performance and Personal/Family Well Being

Greenhaus, Bedeian, and Mossholder (1987) were interested in how negative experiences
within one's work environment might impair the quality of the employees' personal and family
lives. An engaging area that the researchers investigated was the role of job performance on
personal and family well-being. It was speculated that effective performance by the employee may
actually detract from personal and family well-being due to the significant investment of time,
concentration, and emotion that may be necessary for high performance. Results suggested that:
(1) high job performance was more likely to detract from marital happiness and QOL in work
environmimts where high role conflict prevailed as opposed to environments with low levels of role
conflict, and (2) high job performance may also detract from QOL in nonsupportive environments
and from marital adjustment in inequitable environments. However, the significance of those
interactions was noted as being small in magnitude. Overall, high job performance did not detract
from personal or family well-being except for females where a negative relationship was found
oetween job perfonnance and marital adjustment and QO1. QOL was assessed with a scale which
measured employees' attitudes toward their lives.
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In a study comparing affective response to work from employees and the spouses' assessment
of QOL, Zedeck et al. (1988) found that in general the dissatisfied/burned out employees perceived
themselves as being above average performers; low correlations were found between employee
satisfaction and performance. Employee perormiance was also found to have little relationship to
spouse perceptions of family and home spheres. However, a spillover effect was found in that
employee's satisfaction with extrinsic aspects of work (e.g., compensation) were more highly
related to spousal perceptions of the work's impact on their family life than found with intrinsic
satisfaction (e.g, feelings of competence/pleasure).

Moderators of the Satisfaction-Performance Relationship

As mentioned previously, a wide array of variables may moderate the satisfaction-performance
relationship. Doll and Gunderson (1969) tound that occupational group may be a potential
moderator. The satisfaction-performance relationship was more pronounced for a scientist group
as compared to a Navy enlisted group. The level of education may also be a contributing factor.
King and Hautaluoma (1987) found that overeducated workers did not differ from their cohorts in
terms of job and life satisfaction. Sense of competence has also been theorized as playing a
moderating role in the personal life stress/organizational stress relationship (Bhagat & Allie, 1989).

In a study of 276 teachers, it was found that their feeling of being able to competently interact
effectively with their work environment moderated satisfaction with work, satisfaction with
coworkers, satisfaction Nvith supervision, emotional exhaustion, and feelings of depersonalization.
Moderating effects were not found for absenteeism and job performance.

Differences in the problem-solving styles between supervisors and employees have also been
suggested as another moderating variable in the satisfaction-performance relationship (Goldsmith,
McNeilly, & Russ, 1989). Job knowledge of military police was found to be related to simulated
performance ratings but not job satisfaction or intention to turnover (Ward, 1989). The authors
suggest that the lack of significance for the latter relationship may be due to the need to investigate
further moderator variables such as job experience.

Hardiness (defined as a constellation of personality characteristics that function as a resistance
resource when stress is encountered) was also posited as a moderator bt-ween the stressor-outcome
relationship (Manning, Williams, & Wolfe, 1988). Instead of maintaining the predicted moderator
effect, hardiness had a direct effect as manifested by hardy individuals reporting higher levels of
job satisfaction and fewer tensions at work than the less hardy; it was also found that hardy
individuals experienced a higher QOL. It ka•, speculated that this result would be related to
personal well-being and work perfonnance.

Performance and the Navy

In a study investigating job satisfaction, retention, and performance of Navy enlisted men,
Stolofff (1 971 ) found that reenlistees and men expressing an intent to reenlist had a more positive
attitude toward the Navy in general, showed a greater degree of satisfaction, and received more
proficiency pay and/or hazardous (ty1tV pay than did nonreenlistecs and men who did not intend to
reenlist. ligh perfonnance ratings were folund to be associated with high levels of achievement and
a high degree of satisfactioii with the work.
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Summary

Given ti~e lack of definitive evidence verifying the performance/satisfaction relationship, and
by analogy of the QOL/performance relationship, it may be more problematic to measure this
construct than the prior outcomes. Concrete measures of performance, such as work samples, have
been virtually extinct from the literature, with supervisorial assessment prevailing as the norm.

The two most feasible means of representing service members' performance are through the
use of supervisory ratings of record and/or self-ratings of performance. Supervisory ratings,
however, may prove to be problematic due to inconsistency, rating inflation, and lack of availability
(see appendix for a discussion of Navy performance ratings and their availability). Self-reports of
performance ratings may prove most feasible, although, also subject to distortion.

First, questionnaire respondents could be asked to report their most recent rating. The
reliability of such a self-report could be ascertained by matching the self-reported information with
records of assigned ratings. Second, respondents could be asked to rate their own level of
performance compared to top performance. Third, questions addressing the respondents' perceived
associations between QOL factors and performance could be addressed (e.g., "To what extent does
the child care you have affect your ability to perform your job?").

It is imperative to keep in mind that even if a rigorous measure of performance is identified,
based on the findings from the literature, the QOL/performance association would still be
speculative at best.

Readiness

Major Points

1. Even more than performance, the research is sparse in regards to the QOL/readiress
relationship. Conflict between responsibilities for family and children and the military mission may
impact readiness, even though that is speculative.

2. Most of the research focuses on material/resource readiness rather than personal readiness.

As an outcome variable, readiness has been a difficult variable to measure. In fact,
Evanco (1981) makes the claim that no one has adequately been able to operationalize the concept
of readiness as of yet, even though efforts have been made to develop a computer-nmanaged
readiness assessment system (Thode & Buletza, 1985). Especially lacking is research tying in QOL
factors and their impact on readiness. For example, in a review of the readiness literature (Roane,
Hibbs, & Horowitz, 1978), the preponderance of research involves material and resource
readiness, but has very !ittle to do with QOL and readiness.

There is also some research that addresses physical readiness and how certain lifestyle
behaviors (e.g., substance use) and background variables (e.g., age, lower education, previously
overweight) may influence this outcome (Conway & Dutton, 1985; Conway, 1987), but very little
in the way of COI. factors and their attendant impact. Landrum (1979) discusses that certain
conflicts betwee, -sponsibilities for family and children and their military mission may impact
readiness. It is pointed out that (keeping in mrind the date of the article) "some of today's military
families, reflecting a changing society, place their own needs abowe the mission ... the power of
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the family requirements in this conflict has indeed affected personnel issues I i.e., readiness] in the
militaiy" (p. 4). Landrum (1979) identifies child care as an issue that warrants careful exploration
in terms of provision of facilities, programs, and so forth.

What follows is a brief review of the readiness research, arid at this time we can only speculate
on the QOL-readiness relationship. In an assessment of resource cutback for training and fleet
readiness in the Navy, Thomason (1979) comments on the complexity of tnis r(:.1tionship,
especially given the lack of a direct measure of fleet readiness and the potential influence of
background variables. It is pointed out that the current evidence is mixed in teiins of diminished
resources and readiness. A needs assessment geared to identify deficiencies in the performance of
main propulsion personnel in the Navy resulted in proposed training solutiors such as on-the-job
training and the. provision of technical documents (Chiles, Abrams, Flaningam, & Vorce, 1981).

Evanco (1981) points to two studies conducted at the Center for Naval Analyses usi ag readiness
measures as a basis for relating resources to readiness (the material condition of the ships was used
as the measure of readiness). However, once again it is pointed out that the lack of a unified
framework for collecting readiness data and the lack of control of impinging variables (i.e.,
background) make the measurement of readiness an arduous task.

Lockman and Manheimer (1968) investigated manning repdiness with ship performance data
used as an indication of readiness. One result of interest is that in some cases a negative relationship
was found between the number of personnel in paygrade and rating, and their Refresher Trainin-
Operational Readiness Inspection score. The authors point out that "this could have theoretical
implications for ship manning, indicating that ship performance for point in time uperations ... may
be poorer when more than or less than an optimum number of men is on board" (p. vi).

In an extensive study addressing recommendations to improve Army Reserve Component
readiness, Bynum and Fischl (1986) found that MOS qualificatiot. and personnel strength were the
most critical problems. They point out that :'ýen though personnel strength is primarily a function
of policy and budget constraints, recruiting and retention problems may stand as contributing
factors. Training is proposed as a key issue with recommendations being: (1) improve training
quality, (2) use time efficiently, and (3) train dispersed personnel. It is hypothesized that with
improvements in training, including increased funding for equipment, will come increased
performance/knowledge level, thus, influencing the quality of readiness.

Summary

Outside of the brief references to paygrade and conflicts between family responsibilities and
military mission, there is scarce mention of the QOL/readiness relationship. Most of the literature
examines personnel/material/resource readiness. Each ship, for example, maintains a manning
document that details positions and personnel on the ship, and a report of personnel readiness (e.g.,
the Pacific Fleet's Personnel Manning Report) must be routinely submitted. Such reports provide
an overview of who is on-board ship, their qualifications to perform their work, and the types of
positions that need to be filled. Access to manning reports might be one method to attain some
information regarding readiness, but: (1) the task of matching unit readiness data to personal data
records of sampled individuals would be daunting and (2) they do not provide information to
address the concept of personal readiness, which may be more relevant to aspects of QOI.
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Whereas personnel readiness focuses on a unit's ability to perform a function, personal
,'eadiness focuses on an individual's ability and availability for perfornming his/her job. Issues that
could be related to personal readiness, for example, involve the contribution of financial status to
personal readiness as well as family status (i.e., dependents, marital discord). A service membelr's
readiness to perform may be affected by such factors as: (1) concerns about finances,
(2) inadequate child care, (3) perceived personal psychological distress, and (4) perceived
inadequacy of preparatory training. A large component of personal readiness, therefore,, is
perceptual in nature and may characterize the individual's life domains (e.g., financial) and their
impact on perceived ability to perform.

Measurement of personal readiness, therefore, is most appropriate with a focus on the
individual self-report of readiness, most feasibiy, via questionnaire responses. Personal readiness
assessment, thus, would appear preferable due to its focus on the individual versus the
organizational component as the unit of analysis, and due to its closer apparent link with QOL
domains.

Recruitment

Major points

1. QOL related factors that have been positively associated with recruitment include:
education, training/gaining new skills, wider choice of assignment, and travel.

2. Deterrents to enlistment include: already settled, have a job, and have a family.

3. Unemployment rate and the prevailing economy may be QOL related factors that impacý
enlistment.

Even though a direct link between QOL and recruitment has not been specifically addressed,
there is some evidence that factors related to QOL may impact recruitment. III an investigation of
why airmen (Air Force) enlist, Mullins, Massey, and Riederich (1970) found that the most
frequently given reason for enlistment was education. followed by the opportunity for wide choice
of assignment. African-Americans gave opportunity for travel and wide assignment choice more
often as a rationale for enlistment than ,non-African-Americans.

In terns of family influence on enlistment, this variable was most negligible for respondents
who would have enlisted regardless of the draft, those who had positive attitudes towards the
military, those who are careerists, African-Americans, and the better educated/brighter subjects.
Similarly, Muldrow (1969) addressed motivational factors that influenced the Naval enlistment
decision and found that the opportunity to obtain technical training and thc desire to travel were
the most influential reasons.

Hosek and Peterson (1985) compared seniors in. high school and graduates in terms of their
enlistment decision and found that graduates were more sensitive to work-relaied variables such as
employment status, wage rate, labor force experience, .job tenure, arid duration ofjehlessness (if
they were unemployed). On the other hand, seniors were more sensitive to education-related
variables such as ieaming proficiency, ability to linance further education, and parental influence.
In addressing recruitment anrd policies, Lockman (19',5) found ihat :he highest first year losses
were of non-high school graduates, minority recruits, men age 17, and those with primary
depeudents.

22



In a nationai telephonle survey of men ages 23 to 29, Borack (1982) found that the Air Force
was rated as the most preferred service, with Army, Navy, Coast Guard, and Marine Corps rated
significantly lower. Training/gaining new skills/expperience, patriotisil, and economic factors were
rated as the most motivating variables to enlistees while those not planning to join listed:
(1) already settled, (2) have job, and (3) have a family as deterrents to enlistment. Nord, Schmitz,
and Weiland (1986) found that individuals enlisting in the military experienced an increase in
educational expectations with enlistment intention/propensity being the strongest explanatory
factor in predicting enlistment. They also found that a desire for training beyond high school but
outside of college was predictive of enlistment probability.

Bowser (1974) was interested in the use of non-cognitive factors (e.g., measured via
biodemographical information, vocational interest inventories, sociological data, and opinion/self
ev.luation questionnaires) and found that they can be viable tools in predicting success in the
U.S. Navy, as well as an asset in the recruitment process. Along the same lines, Gaymon (1977)
indicates that the Life Path Questionnaire, which consists of such scales as adaptability, autherity
figurcs, early maturity, family relationships, personal competence, and vocational maturity may be
a useful tool to aid the Navy in selection, assignment, end remediation.

Vocational Considerations

"Faking into account the recruits' vocational interests, values, and preferences has been
proposed as an essential consideration in the recruitment process. Diamond (1985) points out that
many recruits have not yet given career planning its due accord. It is suggested that a career
maturity assessment instrument might be useful in assisting recruits in the decision making
process. Hollane" and Baker (1987) contend that assessing vocational aspirations may be a useful
and predictive technique in the recruitment/placement process.

Incentives and Economics

One consideration in the recruitment process is the reward system and the quality of incentives.
Alley (1976) researched the effect of Air Force recruiting incentives on volunteer enlistment and
found that interesting jobs, utilization of talents, and equitable salary were the most prominent
factors in the enlistment process. It is suggested that future recruiting efforts be directed towards
emphasizing the prior three factors and de-emphasizing such noncorrelates (with enlistment) as
travel, responsibility, leisure, prestige, and rapid promotions. Borack (1982) surveyed enlistment
intentions of males from ages 23 to 9 and found that incentives tended to increase hoth the quantity
and quality (in terms of grades and education) of the pool of men who expressed an interest in tht
military. The most preferred incentives were training and job guarantes, with noncontributory
educational benefits also rated highly. It was also found that interest increased with the dollar
amount of lateral entry pay incentives, while bonus magnitude did not impact their interest. Shorter
enlistment contracts also tended to increase interest.

Brown (1984) addressed economic issues and their corresponding impact on the recrruitment
process and found that for high quality enlistees, a 10% increase in, the unemployment rate
increased the number of high-qu, lity entistees by approximately 6%. Thus, compensation and the
prevailing state of the economy may be QOL factors that inflaerice thc individual's prospective
enlistment decision. I-loiberg (1980) states that besides the inducements of post-service educational
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or occupational training benefits, the primary incentive for 4- and 6-year enlistees to remain in the

military should be based on an increase iii pay.

Educational Programs

Githens and Wilcove (1977) undertook a project to discern the utility of providing off-duty
educational services programs and their impact on recruitment, performance, and retention. The
programs (e.g., Tuition Assistance, Program for Afloat College education, Resident Education
Center) were designed to improve the personnel competence level, assist them in their career
development, and enhance their educational foundations. It was found that off-duty elucational
programs were positively viewed by civilian industry, Navy wives, active duty personnel, recruits,
and operational commands. Navy wives indicated that Navy opportunities for advanced education
influenced their husband's enlistment decision, and that these programs also were viewed as
maintaining a positive effect on the reenlistment decision. Interestingly, no relationship was found
with program participation and rated performance. Fernandez (1982) assessed the effects on
enlistment of an Educational Assistance Test Program and found that each of the test programs
(programs being tuition/stipend program, noncontributory Veterans Educational Assistance
Program (VEAP), control program, and ultra-VEAP program) increased enlistments of high-
quality males in at least one of the services (i.e., Navy, Marines, Air Force, Army). In reference to
these programs, Polich, Fernandez, and Orvis (1982) state that the success of these educational
benefits is contingent on the structure of the benefit plan, that is, how it is targeted to the specific
subgroups. What may be uniformly appropriate for the Army may not be the case for the Navy.

Summary

The desire to travel and the level of education/training potentially provided by the military
appear to be two QOL related factors that may impact recruitment. The prevailing labor market
(e.g., unemployment rate, competitive pay) also appears to be a significant factor and should be
examined. Otherwise, there is little else that provides concrete evidence in regards to the QOL/
recruitment relationship. Given the after-the-fact mode of measuring this construct, self-report
questionnaire (e.g., factors that influenced recruitment/enlistment) would be the most viable
method to assess this relationship.

Conclusions

Based on the extensive literature review ct(nducted in this report, it appears that QOL, even
though a complex and multivariate construct, has a reasonable chance of being measured in terms
of its relationship to certain Navy outcomes. The outcomes specifically of interest in this report are
retention, attrition, performance, readiness, and recruitment. Certain dimensions such as pay,
education, housing, and familial considerations appear to impact, to varying degrees, the outcome
variables. Demographics, such as gender, may also play an integral part in actions leading to
outcomes such as attrition. However, the literature is replete with conflicting findings so that many
of the conclusions, such as the job satisfaction/performance relationship, are te-nuous at best.

Given the magnitude of the QOL construct, i would be most desirous for the Navy to
comprehensively determine the appropriate QOL doinains, operationalize the factors, and then
ascertain their effect on the military outcomes as reviewed in this article.
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Recommendations

1. There is a need to further examine QOL domains and their impact on service members and
their Navy careers. The relationship between outcome variables (i.e., retention, attrition,
performance, readiness, and recruitment) and QOL factors (e.g., pay) should be systematically
investigated.

2. Existing information about QOL domains and military outcomes should be used to
construct a survey to examine their relationship. Areas such as housing, pay, career/job
satisfaction, and spouses' feelings and their impact on military outcomes should be considered.

3. Some measures relevant to QOL and military outcomes may be available from existing
database applications (e.g., current performance rating). The feasibility of linking these objective
measures to the subjective questionnaire responses should be assessed. The use of social security
numbers on the. survey so as to track responses over time should be considered.

4. Expressed intentions of future participation should be used as one measure of retention. A
measure of performance will also be necessary given that there may be a mediating effect of
performance on retention. Also of importance in the assessment of retention is the solicitation of
the spouses' perception of the Navy.

5. Besides using such available measures as performance ratings, the respondent should be
asked to provide a subjective assessment/rating of their performance.

6. Personal readiness (as opposed to personnel readiness) and recruitment/enlistment should
be assessed via self-report questionnaire.

25



References

Allen, J. P., & Bell, D. B. (1980). Correlates of military satisfaction and attrition among Army personnel
(ARI TR-478). Alexandria, VA: U.S. Army Research Institute for the Behavioral and
Social Sciences.

Alley, W. E. (1976). Effect of Air Force recruiting incentives on volunteer enlistment (AFHRL
TR-76-5). Brooks Air Force Base, TX: Air Force Human Resources Laboratory.

Andrews, F. M., & Withey, S. B. (1976) Social indicators of well-being: Americans' perceptions of life
quality, NY: Plenus Press.

Borack, J. I. (1982). The intentions of men 23 to 29 years old to join the military: Results of a national
survey (NPRDC-TR-82-62). San Diego, CA: Navy Personnel Research and Development Center.

Bowser, S. E. (1974). Non-cognitive factors as predictors of individual suitability for service in the
U.S. Navy (NPRDC-TR-74-13). San Diego, CA: Navy Personnel Research and
Development Center.

Brief, A. P, & Hollenbeck, J. R. (1985). Work and the quality of life. International Journal of
Psychology, 20, 199-206.

Brown, C. (1984). Military enlistments: What can we learn from geographic variation? (ARI TR-620).
Alexandria, VA: U.S. Army Research Institute for the Behavioral and Social Sciences.

Buddin, R. (1984). Analysis of early military attrition behavior (R-3069-MIL). Santa Monica,
CA: Rand.

Buddin, R. (1988). Trends in attrition of high-quality military recruits (R-3539-FMP). Santa Monica,
CA: Rand.

Bynum, J. A., & Fischl, M. A. (1986). Recommendations for "people research and development"
actions to improve Army reserve component readiness (ARI RR- 1427). Alexandria, VA: U.S. Army
Research Institute for the Behavioral and Social Sciences.

Campbell, A., Converse, P. E., & Rodgers, W. L. (1976). The quality of American life. Perceptions,
evaluations, and satisfactions. NY: Russell Sage Foundation.

Chacko, T. 1. (1983). Job and life satisfactions: A causal analysis of their relationships. Academy of
Management Journal, 26(1), 163-169.

Chiles, C. R., Abrams, M. L., Flaningam, M. R., & Vorce, R. V. (1981). Tailoring shipboard training to
fleet performance needy: II. Propulsion engineering problem analysis (NPRDC-TR-81-23).
San Diego, CA: Navy Personnel Research and Development Center.

Chipman, M. D., & Mumm, H. (1978). Forecasting Naval enlisted retent•, n behavior under alternative
retirement systems (NPRDC-TR-79-4). San Diego, CA: Navy Personnel Research and
Development Center.

27



Conway, T. L. (1987). Behavioral, psychological, and dermographic predictors of physical fitness
(Report No. 87-37). San Diego, CA: Naval Health Research Center.

Conway, T. L., & Dutton, L. J. (1985). Baseline estimates of Naval physical readiness in male shipboard
and shore-based personnel (Report No. 85-15). San Diego, CA: Naval Health Ilesearch Center.

Cook, T. M., & Morrison, R. F. (1982). Surface warfare junior officer retention: Earl), carcer
development factors (NPRDC-TR-82-59). San Diego, CA: Navy Personnel Research and
Development Center.

Dansereau, E, Jr., Cashman, J., & Graen, G. (1974). Expectancy as a moderator of the relationship
between job attitudes and turnover. Journal of Applied Psychology, 59(2), 228-229.

Diamond, E. E. (1985). Development of the career maturity assessment (MPL TN 85-7). San Diego,
CA: Manpower and Personnel Laboratory, Navy Personnel Research and Development Center.

Diener, E. (1984). Subjective well-being. Psychological Bulletin, 95(3), 542-575.

Doherty, L. M. (1981). Navy enlisted attrition: Description and intervention. In H. W. Sinaiko,
P. R. Chatelier, C. A. Cook, J. R. Hosek, & G. T. Sicilia (Eds.), Proceedings of military personnel
attrition and retention: Research in progress (pp. 27-30). Santa Monica, CA.

Doll, R. E., & Gunderson, E. K. E. (1969). Occupational group as a moderator of the job satisfaction-job
performance relationship. Journal of Applied Psychology, 53(5), 359-361,

Eaton, N. K., & Nogami, G. Y. (1981). Army male and female attrition. In H. W. Sinaiko,
P. R. Cha.elier, C. A. Cook, J. R. Hosek, & G. Tr Sicilia (Eds.), Military personnel attrition and
retention: Research in progress (pp. 45-56). Santa Monica, CA.

Eaton, N. K., Weltin, M., & Wing, H. (1982, December). Validity of the military applicantprofile (MAP)
for predicting early attrition in different educational, age, and racial groups (ARI TR-567).
Alexandria, VA: U.S. Army Research Institute for the Behavioral and Social Sciences.

Effraty, D., & Wolfe, D. M. (1988). The effect of organizational identification on employee affective and
performance responses. Journal of Business and Psychology, 3(1), 105-112.

Elster, R. S., & Thomas, G. (1981, October). Naval postgraduate school thesis research on enlisted
attrition and retention. In H. W. Sinaiko, P. R. Chatelier, C. A. Cook, J. R. Hosek, & G. 1. Sicilia
(Eds.), Military Personnel attrition and retention: Research in progress (pp. 21-26).
Santa Monica, CA.

Enns, J. H. (1977). Reenlistment bonuses and first-term retention (ARPA R-1935). Santa Monica,
CA: Rand.

Evanco, W. M. (1981, September). Readiness measures ftr estimating military personnel productivity
(CNA/INS Memo 81-1380). Alexandria, VA: Center for Naval Analyses.

28



Fernandes, K., & Bearden, R. M. (1984). Fleet orientation and adjustment training (FLOAT): A
program to reduce attrition among seaman apprentices in the Navy (NPRDC-TR-85-4). San Diego,
CA: Navy Personnel Research and Development Center.

Fernandes, K., Bearden, R. M., & Felter, J. D. (1984). Recruit preparation and orientation training
(report): A program to reduce attrition among non-sclhool-guaranteed recruits in the Navy
(NPRDC-TR-84-56). San Diego, CA: Navy Personnel Research and Development Center
(AD-A 146 614).

Fernandez, R. L. (1982). Enlistment effects and policy implications of the educational assistance test
program (R-2935-MRAL). Santa Monica, CA- Rand

Fisher, C. D. (1985). Source of performance variance as a moderator of the job satisfaction-job
performance relationship. International Journal of Psychology, 20, 169-178.

Fletcher, J. W. (1981). Navy quality of life and reenlistment. In H. W. Sinaiko, P. R. Chatelier,
C. A. Cook, J. R. Hosek, & G. T. Sicilia (Eds.), Proceedings oj military personnei attrition and
retention: Research in progress (pp. 115-116). Santa Monica, CA.

Fletcher, J. W., & Giesler, K. L. (1981, July ). A preliminary look at Navy job satisfaction and
reenlistment (CNA/INS Memo 81-1181). Alexandria, VA: Center for Naval Aralyses.

Gaymon, W. E. (1977). Life path os a predictor of peiformance in the Navy: Phase H research
(AIR-57900-8/77-TR). Washington, DC: American Institutes for Research.

Gerrard, M., & Royle, M. H. (1985). Predicting pregnancy and pregnancy attrition in first-term
Marine Corps women (NPRDC-TR-85-32). San Diego, CA: Navy Personnel Research and
Development Center.

Githens, W. H., & Wilcove, G. L. (1977). Relationship between Navy off-duty educational programs
and recruiting, performance, and retention (NPRDC-TR-78-8). San Diego, CA: Navy Personnel
Research and Development Center.

Goldsmith, R. E., McNeilly, K. M., & Russ, F. A. (1989), Similarity of sales representatives' and
supervisors' problem-solving styles and the satisfaction-performance relationship. Psychological
Reports, 64, 827-832.

Goodstadt, B. E., & Yedlin, N. C. (1980). First-tour attrition: Implications for policy and research
(ARIRR-1246). Alexandria, VA: U.S. Army Research Institute for the Behavioral and
Social Sciences.

Grace, G. L., Hloloter, 11. A., & Soderquist, M. I. (1976). Career satisfaction as a fdctor influencing
r,'tention (TM-5031IXA4/(X); TR-4). Santa Monica, CA: System Development Corporation.

Grace, G. L., & Steiner, M. B. (1978). Wives; attitudes in the retention of Navy enlisted pcrsonnel.
In E. J. Hunter & D. S. Nice (Eds.), Military families. Adaptation to change (pp. 42-54).
NY: Praeger Publishers.

29



Greenberger, D. B., Strasser, S., Cummings, L. L., & Dunham, R. B. (1989). The impact of
personal control on performance and satisfaction. Organizational Behavior and Human
Decision Processes, 43, 29-5 1.

Greenhaus, J. H., Bedeian, A. G., & Mossholder, K. W. (1987). Work experiences, job performance, and
feelings of personal and family well-being. Journal of Vocational Behavior, 31, 200-215.

Grissmer, D. W., & Kirby, S. N. (1984). Attrition during training in the Army Reserve and Army
National Guard (N-2079-RA). Santa Monica, CA: Rand.

Hand, I1. H., Griffeth, R. W., & Mobley, W. H. (1977). Military enlistment, reenlistment and withdrawal
research: A critical review of the literature (TR-3). Columbia, SC: Center for Management and
Organizational Research.

Henne, D., & Locke, E. A. (1985). Job dissatisfaction: What are the consequences? International
Journal of Psychology, 20, 221-240.

Hoiberg, A. (1980). Meeting personnel needs (Report No. 80-32). San Diego, CA: Naval Health
Research Center.

Holland, J. L., & Baker, H. G. (1987). Using expressions of vocational aspirations in military vocational
guidance I: Preliminary investigation and research planning (NPRDC-TN-87-14). San Diego, CA:
Navy Personnel Research and Development Center.

Hosek, J. R., & Peterson, C. E. (1985). Enlistment decisions of young men (R-3238-MIL).

Santa Monica, CA: Rana.

Hunter, E. J. (1982). Families under theflag. NY: Praeger Publishers.

Hudin, C. L. (1968). Effects of changes in job-satisfaction levels on employee turnover. Journal of
Applied Psychology, 52(2), 122-126.

laffaldano, M. T., & Muchinsky, P. M. (1985). Job satisfaction and job performance: A meta-analysis.
Psychological Bulletin, 97(2), 251-273.

Jackofsky, E. F., & Slocum, J. W. (1987). A causal analysis of the impact of job performance on the
voluntary turnover process. Journal of Occupational Behaviour, 8, 263-270.

Keller, R. T. (1984). The role of performance and absenteeism in the prediction of turnover. Academy
of Management Journal, 2 7(1), 176-183.

Keice, E. W. (1992, May). Quality of life: Meaning, meavurement, and models (NPRDC-TN-92-15).
San Diego, CA: Navy Personnel Research and Development Center.

King, W. L., & Itautaluoma, J. F. (1987). Conparison of job satisfaction, life satisfaction, and
performance of overeducated and other workers. The Journal of Social Psýychology, 127(5),
421-433.

30



Kissler, G. D. (1980). First-term Navy attrition research: A study of ongoing and future research
directions (NPRDC-TN-81-2). San Diego, CA: Navy Personnel Research and Development
Center.

Kiuranov, C. (1980). An integral indicator of the quality of work and quality of life. In A. Szalai &
F. M. Andrews (Eds.), The quality of life: Comparative studies (pp. 171-187). Beverly H fills,
CA: Sage Publications.

Kostiuk, P F. (1985). Pay and retention of Marine Corps aviators (CNA/CRM 85-21). Alexandria, VA.
Center for Naval Analyses.

Landau, S. B., & Farkas, A. J. (1978). Selective retention: A longitudinal analysis: I. Factors related to
recruit training attrition (NPRDC-TR-79-5). San Diego, CA: Navy Personnel Research and
Development Center.

Landau, S. B., Faikas, A. J., & Wagner, P. L. (1980). Selective retention: A longitudinal analysis: IH.
Experiences and attitudes of recruit training graduates (NPRDC-TR- 80-18). San Diego, CA:
Navy Personnel Research and Development Center.

Landau, S. B., McCabe, K. I., & Wagner, P. 1- (1981). Selective retention: A longitudinal analysis, V.
A comparison of the attitudes, perceptions, and experiences of class "A" school and apprentice

training personnel (NPRDC-TR-82-11). San Diego, CA: Navy Personnel Research and
I)evelopment Center.

Landrum, C. S. (1979, May). The conflicts surrounding faimily and children versus mission
responsibilities. Paper presented at the Inter- University Seminar Regional Conference,
Monterey, CA.

LaRocco, j. M., Pugh, W. M., & Gunderson, E. K. E. (1976). Identifying determinant,; of retention
decisions (Report No. 76-10). San Diego, CA: Naval Health Research Center.

LaRocco, J. M., Pugh, W. M., Jones, A. R, & Gunderson, E K. E. (1977). Sitltationa! determinants of
retention records (Report No. 77-3). San Diego, CA: Naval Health Reseai ch Center.

Lau, A. W. (1979). Personal and organizational determinants qf enlisted attriticn (NPRDC-TR-79- I 1).
San Diego, CA: Navy Personnel Research and Development Center.

Lockman, R. E (1975). Chances of suviving the first year of service: A new technique for use in making
recruiting policy and screening applicants for the Navy (CNS 1068). Alexandria, VA: Center for
Naval Analyses.

Lockman, R. F. (1978). hnproved techniques for enlisted attrition managemnt (CNA 78-0315).
Arlington, VA: Center for Naval Analyses.

Io-)ckman, R. E, & Manheimer, B. It. (1968). Studv no. 22: Manning readiness analysis study.
Alexandria, VA: Institute of Naval Studies of The ._enter for Naval Analyses.

31



Lockman, R. F., & Warner, J. T. (1977). Predicting attrition: A test of alternative approaches. In
H. W. Sinaiko (Ed.), First term enlisted attrition (pp. 382-414). Leesburg, VA.

Lund, D. A. (1978). Junior officer retention in the modem volunteer Army: Who leaves and who stays?
In E. J. Hunter & D. S. Nice (Eds.), Military families: Adaptation to change (pp. 32-41). NY:
Praeger Publishers.

Manning, M. R., Williams, R. F., & Wolfe, D. M. (1988). Hardiness and the relationship between
stressors and outcomes. Work and Stress, 2(3), 205-216.

Marcus, A. J. (1984, January ). Retention and career force quality (CNA/CRC 518). Alexandria, VA:
Center for Naval Analyses.

Martin, T N., Price, J. L., & Mueller, C. W (1981). Job performance and turnover. Journal of Applied
Psychology, 66(1), 116-119.

McCall, S. (1975). Quality of life. Social Indicators Research, 2, 229-248.

McEvoy, G. M., & Cascio, W. F. (1987). Do good or poor performers leave? A meta-analysis of the
relationship between performance and turnover. Academy of Management Journal, 30(4), 744-762.

Meyer, J. P., Paunonen, S. V., Gellatly, I. R., Goffin, R. D., & Jackson, D. N. (1989). Organizational
commitment and job performance: It's the nature of the commitment that counts. Journal ofApplied
Psychology, 74(1), 152-156.

Michalos, A. C. (1986). Job satisfaction, marital satisfaction, and the quality of life: A review and a
preview. In E M. Andrews (Ed.), Research on the quality of life (pp. 57-83). The University of
Michigan: Survey Research Center, Institute for Social Research.

Mobley, W. H., Hand, H. H., Baker, R. L., & Meglino, B. M. (1978). An anatysis of recruit training
attrition in the U.S. Marine Corps (Contract N00014-76-C-0938). Columbia, SC: Center for
Management and Organizational Research.

Mobley, W. I1., Hand, H. H., & Logan, J. E. (1977). A longitudinal study of enlisted personnel attrition
in the U.S. Marine Corps: Preliminary Recruit Training Results. In H. W. Sinaiko (Fd.), Fi-st term
enlisted attrition (pp. 155-160). Leesburg, VA.

Mos;sholder, K. W., Bedeian, A. G., Norris, D. R., Giles, W. F., & Feild, 1H. S. (1988). Job rxnomlance
and turnover decisions: Two field studies. Journal of Management, 14(3), 403-414.

;viiuldrow, T. W. (1969). Motivational/factors influencing enlistment decision. Washington, DC: Naval
Personnel Research and Development Laboratory.

Mullins, C. J., Massey, 1. H., & Riederich, L. 1). (1970). Why airmen enlist (AFIIRL TR-70-29).
Brooks Air Force Base, T'X: Air Force ltuman Resources Lal)oratory.

Mullis, R. J. (1992). Measures of economic well-being as predictors of psychological well-being.Social
Ihuicators Research, 26, 119-135.

32



Muoghalu, L. N. (1991), Measuring housing and environmental quality as indicator of quality of urban
life: A case of traditional city of Benin, Nigeria. Social Indicators Research, 25, 63-98.

Nord, R. D., Schmitz, E. J., & Weiland, T. A. (1986). Propensity and the enlistment decision
(ARI TR-723). Alexandria, VA: U.S. Army Research Institute for the Behavioral and Social
Sciences.

Novaco, R. W., Sarason, I. G., Cook, T. M., Robinson, G. L., & Cunningham, E J. (1979). Psychological
and organizational factors related to attrition and performance in Marine Corps recruit training
(NR-170-862). Seattle, WA: University of Washington.

O'Connor, E. J., Peters, L. H., Pooyan, A., Weekley, J., Frank, B., & Erenkrantz, B. (1984). Situational
constraint effects on performance, affective reactions and turnover: A field replication and
extensicn. Journal of Applied Psychology, 69(4), 663-672.

Orend, R. J., Stroad, K. W., & Rosen, T. H. (1977). Selection of qualified Army enlistees: Analysis of
characteristics of soldiers separated under TRADOC regulation 635-1 (ARI TR-77-B2).
Alexandria, VA: U.S. Army Research Institute for the Behavioral and Social Sciences.

Organ, D. W. (1988). A restatement of the satisfaction-performance hypothesis. Journal of
Management, 14(4), 547-557.

Orpen, C. (1986). The effect of job performance on the relationship between job satisfaction and
turnover. The Journal of Social Psychology, 126(2), 277-278.

Ozthner, D. K., & Pittman, J. F. (1986). Family contributions to work commitment. Journal of Mawriage
and the Family, 48, 573-581.

Owens-Kurtz, C. K., Borman, W. C., & Peteison, V. A. (1988). Voluntary turnover: A -eview of the
literature (NPRDC-TN-89-4). San Diego, CA: Navy Personnel Research and Develc:.,ment Center.

Peters, L. H., O'Connor, E. J., Eulberg, J. R., & Watson, T. W. (i988). An exanmination of situational
constraints in Air Force work settings, Human Performance, 1(2), 133-144.

P!og; S. C, & Kahn, 0. 1. (1974). Reenlistrnent and retention of effective women in the women s Army
Corps: An exploratory research investigation (ARI RM-74-3). Alexandria, VA: U.S. Army
Research Institute for the Behavioral and Social Sciences.

Polich, J. M., Fernandez, R. L., & Orvis, B. R. (1982). Enlistment effects of military eductio,',al benefits
(N.-1783-MRAL). Santa Monica, CA: Rand.

Porter, L. W., & Steers, R. M. (1973) Organizational, work, and personal factors in employeC turnover
and absenteeism. Psyc!hological Bulletin, 80(2), 151-176.

Porter, L.. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational commitment, job
satisfaction, and turnover among psychiatric technicians..Journtde of Applied lsvycholo)iy, 59(5),
0•3-6()9.

33



Quester, A. 0. (1988). Non-prior-service male anud female recruits: Historical cornparisonL of
continuation, promotion/demotion, and desertion rases (CNtA!CRM 88-88). Alexandria, VA:
Center for Navaý, Analyses.

Rice, R. W (1984). Organizational work and the overall qtiality of life. (Technical Report ONR--2)
(Contract N00014-84-K-0002). Arlington, VA: Office of Navai Research.

Rice, R. W, Fhone, M. R., & McFarlin, D. B. (1992). Work-nonwork conflict and the perceived quality
of life. Journal of Organizational Behavior, 13, 155-168.

Rice, R. W., McFarlin, D. B., Hunt, R. G., & Near, J. P. (1985). Organizational work and the perceived
quality of life: Toward a conceptual model. Academy of Management Review 10(2), 296-310.

Roane, P., Hibbs, N. J., & Horowitz, S. A. (1978 October). A partial review of the literature relating
resource use to readiness (CNA Memo 78-1128). Arlington, VA: Center for Naval Analyses.

Robeitson, D. W., & Pass, J. J., (1979). Relation of officet first assignment and education major to
retention (NPRDC-TR-79-12). San Diego, CA: Navy Personnel Research and Development
Center.

Rosenfeld, P., Cuibertson, A. L., & Magnusson, P. (1992). Human needs: A literature review anm
cognitive life span model. (NPRDC-TN-92- _3). San Diego, CA: Navy Personnel Research and
Development Center.

Royle, M. H. (1983). First-term attrition among Marine Corps women: Some associated factors
(NPRDC-TR-83-22). San Diego, CA: Navy Personnel Research and Development Center.

Sarason. I. G. (1977). Psychological coping skills and the reduction of attrition among military
personnel. In H. W. Sinaiko (Ed.), First term enlisted attrition (pp. 270-279). Leesburg, VA.

Schmitt, N., & Pulakos, E. D. (1985). Predicting job satisfaction from life satisfaction: Is there a general
satisfaction factor'? International lournal of Psyc/uoogy, 20, 155-167.

Schneider, B., & Dachler, IH. P. (1978). Work, family anl career consulerations in untderstanrling
employee turnover intentions. College Park, MD: Deparnnent of Psychology, University of

Maryland.

Schuessler, K. E, & Fisher, G. A. (1985). Quality of life research and soxiology. Annual Review (if

Sociology, 11, 129-149.

Shore, L. M., & Martin, H. J. (1989). Job satisfaction and organizational commitment in relation to work
performance and turnover intentions. Jlunman Relations, 42(7), 625-638.

Sinaiko, 1I. W., Chatelier. P. R., Cook, C. A., Itosek, J. R., & Sicilia, G. T. (1981). Military personnel
attrition and retention: Research in progress. Washington, D)C: Smithsonian Institute.

Singer, A., & Morion, A. S. (1969). A study of enlisted Navy retentin. IPersonnel lPsvc/whogy.
22, 19-31.

34



Stoloff, P. H. (1971). An exploratory study of job satisfaction, retention, and performance of Navy
enlisted men (CNA/INS Research Contribution 177). Arlington, VA: Center for Naval Analyses.

Stumpf, S. S. (1978). Military family attitudes toward housing benefits, and the quality of military
life. In E. J. Hunter & D. S. Nice (Eds.), Military families: Adaptation to change (pp. 3-16).
NY: Praeger Publishers.

Szalai, A. (1980). The meaning of comparative research on the quality of life. In A Szalai & F. M.
Andrews (Eds.), The quality of lije: Comparative studies (pp. 7-21). Beverly Hills, CA:
Sage Publications.

Thode, W. E, & Buletza, P. G. (1985). Development of a computer-managed readiness assessment
system (NPRDC-TR-86-8). San Diego, CA: Navy Personnel Research and Development Center.

Thomas, P. J., Monda, M. J., Mills, S. H., & Mathis, J. A. (1982). Navy women in traditional and
nontraditional jobs: A comparison of satisfaction, attrition, and reenlistment (NPRDC-TR-82-50).
San Diego, CA: Navy Personnel Research and Development Center.

Thomason, J. (1979, November). Relating training resources tofleet readiness (CNA Memo 79-1734).
Alexandria, VA: Center for Naval Analyses.

Waite, L. J., & Berryman, S. E. (1986). Job stability among young women: A comparison of traditional
and nontraditional occupations. American Journal of Sociology, 92(3), 568-595.

Ward, E. A. (1989). A field study of job knowledge, job satisfaction, intention to turnover, and ratings
of simu'lated performance. Psychological Reports, (4, 179-188.

Warner, J. T. (1979, September). Alternative military retirement 7,stems: their effects on enlisted
retention (CRC 376). Alexandria, VA: Center for Naval Analyses.

Waters, L. K., & Roach, D. (1971). Relationship between job attitudes and two forms of withdrawal
from the work situation. Journal of Applied Psychology, 55(1), 92-94.

Waters, L. K., & Roach, D. (1973). Job attitudes as predictors of termination and absenteeism:
Consistency over time and across organizational units. Journal of Applied Psychology, 57(3),
341-342.

Watson, TI W. (1986, March). Implications of the results of recent turnover research for Air Force policy
(AFHRL TR-86-5). Brooks Air Force Base, TX: Air Force Human Resources Laboratory.

Werb.l, J. D., & Bedeian, A. G. (1989). Intended turnover as a function of age and job performance.
Journal of Organizational Behavior, 10, 275-281,

Woelfel, J. C., & Savell, J. M. (1978). Marital satisfaction, job satisfaction, and retention in the
Army. In E. J. Hunter & D. S. Nice (Eds.), Military fan ilies. Adaptation to change (pp. 17-31).
NY: Praeger Publishers.

35



Youngblood, S. A., Mobley, W. H., & Meglino, B. M. (1981). Longitudinal and experimental
analyses of first term enlisted attrition. In H. W. Sinaiko, P. R. Chatelier, C. A. Cook, J. R.
Hosek, & G. T. Sicilia (Eds.), Military personnel attrition and retention.- Research in progress
(pp. 5-12). Santa Monica, CA.

Youngblood, S. A., Mobley, W. H., & Meglino, B. M. (1983). A longitudinal analysis of the
turnover process. Journal of Applied Psychology, 68(3), 507-516.

Zedeck, S., Maslach, C., Mosier, K., & Skitka, L. (1988). Affective response to work and quality
of family life: Employee and spouse perspectives. Journal of Social Behavior and
Personality, 3(4), 135-157.

36



Appendix

Navy Performance Appraisals
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Ratings of Record

Ratings of record for enlisted personnel and officers vary in format and availability. Enlisted
personnel obtain a Performance Evaluation, which includes ratings of their professional (i.e., job
relevant) and military (e.g., leadership, military bearing, counseling, directing) performance. A
scale ranging from 10 to 4.0, with increments of .2, is used. Ratings are given for the individual
factors as well as an overall performance rating (Block 39 of the Enlisted Performance Evaluation).
The top rating is 4.0 and, due to performance inflation, many enlisted service members obtain a
perfect 4.0 rating.

To obtain a better distinction among ratees, therefore, rating officers are required to rank the
top half of enlisted personnel receiving 4.0 ratings. These rankings are subjective and emphasize
performance in critical fields. To best reflect enlisted performance, it would be necessary to know
the person's current overall evaluation mark, whether they were ranked, and, if ranked, their rank.

In addition to the lack of discrimination and subjectivity of the rating, availability of the ratings
also presents a problem. Performance evaluations for E- 1 through E-3 personnel are only available
in locally maintained service records. E-4 records could be obtained from the Advancement Exam
Worksheet, kept in records at NETPMSA, Pensacola, FL. Records of performance evaluation
scores for E-5 through E-9 are in the Enlisted Master File, and, therefore, the most readily
accessible. Service members' social security numbers would be required to link performance
evaluation scores to QOL questionnaire responses.

Officer Fitness Reports

Officer Fitness Reports are completed for Officers and Warrant Officers. Letter grades of A
through D are assigned. Warrant Officers are typically rated more frequently and at different points
in time than Congressionally commissioned officers. Officers are rated on various factors and also
receive an overall rating (Block 51 of the Officer Fitness Report). Information is also provided as
to how other officers of the same rank, who are rated at the same time by the smne person, are rated
to provide a basis for comparison (Block 52).

Ranr.ings fo, early promotions are provided for ranks of Captain, CDR, LCDR, CW04, CW03,
arid CVV02 (Block 66). If desired, junior officers can be ranked on Block 88. Officers would readily
know their rating (from Block 51), but may not be as aware of their rank, if they were ranked, as
would enlisted personnel. In the current downsizing within the Navy, it would be reasonable to
assume that virtually all officers on duty would hold an "A" performance rating. The Report on the
Fitness of Officers do not become part of the service record but are held by Bureau of Personnel
(PERS-32).
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