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CHIEF PETTY OFFICER ATTITUDES TOWARD NAVAL SERVICE

The Chief Petty Officer as the connecting link between officer and
crew is in a position to exercise considerable influence on the efficiency
and esprit de corps of the shipmates he supervises, The study reported
here was designed to identify general conditions of naval service which
make for satisfaction or dissatisfaction with Navy life among Chief Petty
Officers.

A questionnaire was prepared that would give CPOs a chance to state
their views about the Navy freely and fully. The main section of this
questionnaire contained the following items:

(a) "What aspects of the Navy would you say you like most?"

(b) "What aspects of the Navy would you say you like least?"

(¢) "What changes could the Navy make to benefit the CPO?"

(d) "If you could start all over again today, do you think you would

remain in the Navy for as long as you have?" Those who answered
"no" to this last question were asked to give reasons.

The questionnaire also contained a six-point scale on which respondents
were told to rate their satisfaction with life in the Navy., As background
information, the CPOs were asked for their rating, their marital status,
the number of years they had spent in the Navy, and their retirement in-
tentions., Names were not requested, and it was stated in the instructions

that all information obtained would be used for research purposes only.

1Suma.ry of research conducted at Personnel Research Field Activity, San

Diego under Task Assignment SD2101.3.l.




The CPO Survey Form was administered to 297 CPOs at Fleet and Shore in-
stallations in the Long Beach and San Diego areas. The data were collected
during June, July, and August 1956. The sample of CPOs used for the study
was pre-selected by rating groups so as to contain these groups in rough
proportion to their representation in the Navy.

The responses to the questionnaire were broken down into the ideas they
contained, and these were tabulated. Statistical tests were used to determine
whether groups of CPOs differed from each other significantly in the freqency

with which they mentioned certain issues or problems,

A. FINDINGS
About half the Chiefs in the sample indicated that they would stay in the
Navy if they could start over again, and half said that they would not stay in.
Those Chiefs who maintained they would not stay in the Navy also tended to rate
themselves as being less satisfied with the Navy. It can be seen in Figure 1
that more CPOs in the Clerical Group and in the Aviation Group said that they

would not stay in the Navy if they could start over than CPOs in the Deck group.

67% 62% L3% 37%
of the
of the of the of the
AClericg.:.of;p Aviation Engineering & Deck & Ord.
dmin, Group Hull Group Group

Fig. 1. Percentage of Chiefs in each rating group who said that they
would not stay in the Navy if they could start over.
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1. What CPOs Like About the Navy,
Among most liked aspects of the Navy, those which the CPOs in the

sample mentioned most frequently were (a) travel and sea duty (referred
to by 36%1 of the group); (b) security (36%); and (c) retirement (35%).
Next in order were income and benefits in general (26%), broadened out-
look and educational opportunities (19%); specific benefits such as medical
treatment, Navy Exchange privileges, and insurance (18%); and associations
and friendships in the Navy (17%).
2, What CPOs Dislike About the Nagzz

The least popular aspect of the Navy among the respondents was that
of rotation and assignment policies, which was mentioned by 37% of the
sample, Some of these responses centered around inequities, such as
certain ratings being favored over others, single men suffering at the
expense of married men, and vice versa. Other CPOs mentioned the impos~
sibility of planning in advance, and deseribed the financial and personal
inconveniences of frequent transfers.

Next in frequency was dissatisfaction with the amount of time spent
at sea, away from one's family.3 This was mentioned by 33% of the CPOs
in the sample, The men responding in this manner indicated that a normal
family 1life was impossible in the Navy; that even the little time in the
States had to be spent largely away from home. However, many of the re-
pondents also added statements such as, "I fully understand that the job

of the Navy mist take him away from home."

Percentages referred to are not cumulative since more than one response was
given by CPOs,

2The main.emphasis in this report has been placed on sources of dissatisfaction
since this type of information would presumably be used in efforts to improve
conditions.

3
Eighty-six percent of the CPOs in the sample were married.
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Dissatisfactions with Junior Officers were next in order of importance.
One-fourth of the respondents talked about inefficiency, ineffectual leader-
ship and "wrong" attitudes, and 17% remarked that officers exercise too much
authority and show too little respect for the CPO.

Another 17% of the sample maintained that pay and benefits were inadequate,
About 15% stated that too much time was spent in stateside exercises which
could equally well be conducted during an overseas tour, The lack of advancement
opportunities for CPOs was mentioned by 13% of the sample,

More than 10% of the respondents indicated (a) too much duty and not
enough liberty, (b) the lack of authority and responsibility of the CPO, and
(¢) the inadequate number and/or quality of available enlisted men.

Figure 2 shows that complaints about family separation originate mainly
with married men and that they feel most acutely the lack of opportunities for

further advancement in the Navy.

3L% 36%
10%
of the of those of those
Single Men Married Married
(no children) (with children)

Mentioned separation from family, time spent overseas.

S, -

of the of those of those
Single Men Married Married
(no children) (with children)

Mentioned insufficient opportunity for advancement,

Fig., 2. Least liked aspects of the Navy mentioned by unmarried CPOs
and married CPOs with and without children,
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3. What CPOs Would Like to See Changed About the Navy

Table 1 lists the changes in the Navy suggested by more than 10% of
the CPOs in our sample. By far the highest ranking item in the list is
that calling for more responsibility and authority for the CPO, "A CPO
should be a supervisor and so treated," writes one of the Chiefs, Others
suggest that the CPO should not assume all the tasks that someone else does
not want to do, or be an officer for watch standing and other similar pur-
poses and a "white hat" for other purposes. Still others indicate that
CPOs should be consulted with regard to problems affecting their men and

should be better informed about impending plans.

TABLE 1

Desired Changes in the Navy Mentioned by More Than
Ten Per Cent of the Chiefs in the Sample

Suggested change Per cent of Chiefs who
—suggested change
More responsibility and authority for the CPO L42%
More backing, recognition; less interference 28
More prestige, privileges of rank 24
Assignment and transfer policy changes 16
Pay increases 15
More advancement opportunities 1
Better living conditions, quarters 11

It can be seen that the changes most desired by the CPO relate to a
restoration of his role as a leader and supervisor, with the privileges

and responsibilities that go with this role.




L. Why Some CPOs Feel They Would Not Stay in the Navy If They Could
Start Over

Table 2 lists the reasons given by CPOs in the sample for answering
"no" to the question "If you could start all over again today, do you
think you would remain in the Navy for as long as you have?"

Almost two-thirds of the group said that they would not remain in the
Navy because civilian life offered more opportunities than Navy life, in-
cluding more pay and frequently equal security and fringe benefits., Many
men indicated that an added advantage of civilian life was the absence of
the hardships peculiar to Navy life, such as collateral duties, regiment-
ation, and the necessity of spending time at sea, away from one's family.
Too much time away from family was given as a reason in its own right by
one-third of the group. Emphasis was placed on the hardships Navy life
placed on the family and on the desirability of spending time at home.

Attractiveness of civilian life and inability to lead a normal family
life and several of the other responses listed in Table 2 reflect various
changes that have taken place since the CPOs in the sample enlisted in the
Navy. Twenty years ago this country was just recovering from a depression.
Today industry is prosperous, and offers many incentives and benefits. The
average CPO, when he enlisted, came into the Navy as an adolescent who had
little opportunity in civilian industry. So the question "Yould you re-
main in the Navy if you could do it over?" is now answered by a family
man with considerable work experience who compares the Navy to current

opportunities in industry.

B. CONCLUSIONS
It is not surprising to find that not all CPOs are equally satisfied

with the Navy, and that Navy life pleases them and annoys them in different

b



TABIE 2

Reasons Given By Those CPOs Who Said That They Would Not
Remain in the Navy if They Could do it Over

Per Cent of the Group Who

Reason Gave This Reason
Civilian life is more attractive 63%
Impossible to lead a normal family life in 32

the Navy due to sea duty
Would like to have continued education 15
Retirement unattractive 11
Present Navy not like Old Navy 10

Unqualified officers
Unfair sea-shore rotation
Low pay; benefits too few

Not enough prestige

(S, T TN R B Y

No advancement for CPOs




ways. It has been shown that CPOs in the Aviation and the Clerical-Ad-
ministrative groups tend to be less satisfied with the Navy than Chiefs
in the Engineering Hull group and the Deck and Ordnance groups. CPO's
who said that they would not remain in the Navy if they could start over
elaborated by talking in terms of the attractions of civilian life, It
seems that Chiefs who exercise skills in the Navy for which a demand
exists in civilian industry are more prone to compare the Navy with out-
side employment and find the comparison unfavorable to the Navy.

Most of the items frequently mentioned among liked aspects of the

Navy were financial and economic benefits. Since these are things which
are found in industry -also, their attractiveness places the Navy in com-
petition with civilian employment. This would be less true for the CPOs
who find travel and sea duty attractive,

In directing efforts to improve the conditions of Naval service for
the CPO, it might be well to consider suggestions made by the CPOs them-

selves for more responsibility, more backing, and more prestige.
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A. STATEMENT OF THE PROBLEM

The study aims at isolating the principal sources of dissatis-
faction that could adversely affect performance of CPOs in the
Navy. An attempt is also made to compare the relative importance
of problem areas to various groups of CPQs,

B. PROCEDURES

A total of 298 open-ended questionnaires was collected frem a
stratified sample of CPOs during June through August 1956 in the
Long Beach and San Diego arsas. Responses were content analyzed
ard the resulting data were subjected to statistical analysis.

C. RESULTS

1. Among the rating groupe in the sample, the Deck-Ordnance
group shows the highest morale, and the Aviation group ranks lowsst,

2, Travel opportunities and material benefits rank foremost
among "most liked" aspects of the Navy. Of these itams, travel
was mentioned eignificantly less frequently by low morazle CPOs.

3. Assignment and transfer complaints and others relating %o
family separation and sea duty head the list of "least liked"
aspects of the Navy. They are followed by complaints sbeut Junice
Officers. Both assignmsnt and officer complaints wore mentioned
more frequently by low morale respondents. CPOs in the feur
;'at.:l.ng groups differed in the frequency of mention of several

4. Status improvement was the most frequently menticned
category of desired changes in the Navy. Advancement opportuni-
ties and financial improvsments wers brought up more frequently
by the low morale group.

5. Two-thirds of the respondents who indicated they would
not stay in the Navy if they could start over, gave reascns
relating to the atitractiveness of ecivilian life,

D. CONCLUSIONS

The study has isolated several eritical items among the
questionnaire responses, comprising the most frequently mentioned
items and those mentioned by different proportions of satisfied
and dissatisfied respondents. It was coneluded that it is
characteristic of low morale (POs to regard the Navy as less
attractive in comparison with civilian life.
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DETERMINANTS OF CHIEF PETTY OFFICER ATTITUDES
TOWARD THE NAVY

A. STATEMENT OF THE PROBLEM

1. Eurposes of the Prolect

The following represents an effort to isolate areas of Navy
1life which most directly affect the morale of Chief Petiy Cfficers
in the Navy. This project was initiated because of concern with
lowered morale of CPOs, hence the emphasis is on negative op
problem areas., However, data will also bs presented on carser
aspects which are sources of satisfaction for the Chief Petty
Officer,

The presant project was exploratory in nature. The main
purpose was that of isolating and defining principal sources of
dissatisfaction, with a view to more intensive exploration of
these areas in later astudise. OSubordinated to this goal was
an attempt {0 obtain an indication of the relative importance
of problem areas for various groupe of Chisf Petiy Officers:
Do Chiefs who are dissatiefied with the Navy cite problams
different from those mentioned by others? Ars some arecas of
speclal or exclusive concern to0 Chiefs in one or another of
the Navy's rating groups? Does marital status or length of
time in the Navy influence the nature of the problems Chiofs
regard as critical? These are vital questions, since they ecan
pinpoint appropriate target groups for corrective measurea.

2. Background of the Problem

Tradition has labeled the Chisf Petty Officer the "backbone
of the Navy" and an examination of his role confims this
diagnosis. In close analogy to his civilian counterpart, the
foreman in industry (5), the CPO provides the critical link
between the administrative group and the working erew. In
this capacity he combines leadership functions with a neces-
earily thorough knowledge of the operstions he supervises,

He ie at once a highly skilled technician, a status figure,

a leader, and a point of contact and comnunication. This places
the CPO in a position to exercise considerable influence on
efficiency and morale. His own morale cannot but be reflected
in the moraleo of his shipmates.

A number of objective factors can be pointed te as possibls
reasons for low CPO morale. For cne, the Chief has been alowly
but surely relinquishing authority and responsibility to the




Juniopr Officers "The dowmward trend had bsgun in the eariy
nineteen twenties, when the finding of employment for the many
axcess junior officers had taken away some of the duties of the
chiefs’ ratings, mainly of leadership® (Z, p. 1105). Investi-
gations have pointed to the resentment with which this trend has
net. Yost, who interviewsd a number of Petty Offlicers, reports
that his interviewsss "immediately guided the conversation to the
relationship existing befween the petty officers and the commio-
sioned officers" (10, p. 48). Surveys of separatees from the

Navy, such as that of Bare . (l) rank relations to superiore as fhe

most frequently encomntersd ecmplaint, Analogeus {indings have

been reported for, other armed services (e.g., §)e . it has besn. g

recognized that authority comtensurate with responsibiliiy is a
prerequisite for high morale (3, p. 38, cit. 9, p. 18}, so that
these findings are anything bub surprising.

Another cbjective factor sdverse to CPO morale is the improve-
ment in civilian working conditions eince the days in which the
bulk of todsy's Chiefs entered the Navy. Morale in any organi-
zation is a product of factore beth within and without that
crganization (3, p. 2). What may have seamed great atiractiona
in the Navy when viewsd against the background of the waning
depression, may appear flagrant disadvantages when compared to
incarnate prosperity statistics. The trend in civilian employ-
ment conditions thersfore constitute another possible threat
to CPO morale,.

To what extent have such factors affected the morals of
Chisf Petty Officers? What ave the eritical dsterminants of
CPO morale, and indirsctly, of CPO efficlency? The present
papayr deals with thess questions. v

B, PROGEDURES

A questionnaire was designed for the purposes of the projsct.
This qusstionnaire (Appendix A) contains backgrownd questions
ralating to rating, marital status, length.of time in the Navy,
and retivement intentions. Two items were included permitiing
a grouping of respondente into a low morale and a high morals . . =
group. One was the dichotomous questicn "If you could start .
all over again today, do you think you would remain ia-the Havy, |
for as leng as you have?" The second wes a slx-point self-
rating scale in rospmmse to the guestion "In general, how
satisfied are you with your life in the Navy?"

The main body of the guestionnaire consisted of ths following
four open-ended itema: f{a) "What avpeets of Navy life would you
gar you like mast?® {b) “Uhat aspects of Navy }ife would you




gay you like lsast?” (g} "What changes could the Navy maka to
benefit the CPO?* (d) (iIn the case of respondents who indie
cated they would not stay in the Navy if they could start over
again) "What would your reasons be?" Also included weye two
questions concerning training in leadership and human relations.

The questicnnaire was filled out anonymously. In the in-
structions full and frank responses wepre requested, and it was
indicated that the data weire to bes used for research purpcoses
only. In order to minimize biasing factors in administration,
Chief Petty Officers were used for the distribution and cocl~
lection of the foms,

A total of 297 gquesticnnalres was collected during Juns
through Auguet 1956 at various fleet and shore installations in
the long Beach area, and at the Miramar and Nowth Island Kaval
Air Stations, San Diege.* The sample had been stratified seo
as ¢o make it roughly representative of the distribution of
CPOs in major Navy rating groups,

Responses to the CPO Questionnaire were content analyzed,
and the coded data transeribed on IEM cards.? Responss items
were then tabulated against background date and level of morale,
and tested for homogeneity. Items which showed sipgnificant
deviations frum homogeneity at the .05 lavel or above were asub-
mitted to further statistical analysis. In the cass of these
items Duncan's Multiple Range Test (2) was used, modifisd se as
to permit. the comparison of pairs of proportions based on dif-
ferent sample sizss.

C. HESULTS AND DISCUSSION

The obtained sample of respondents is described in Table 1.
The four rating groups are represented in rough proportion to
their relative freguency in the Navy.? As will be noted, tha
great majority of respondents are married; 73% of the sample
ars married with children; 74% of the Chiefs have spent 15 te
20 years in the Navy; 81% plan to retire after completing 20
years of service.

lﬂim this ssmpla, the possibility of regional bias camnot
bs ruled out. Ideally, surveys of this type should cover wider
gaographical arsas,

2por a listing of the code items used in the analysis, see

3!*.ppend1x C contains a frequency breakdown of the ratings
inclixled in the sampls.




TABLE 1
Composition of the Sample

PO PRI

Cant Respondants

(N=pe?

Batlng groups

Dack and Ordnance groups 333

Clerical and Administmative group 17

Engineering and Hull group 26

Aviation groups 2l
Marital status

Single il 4

Married (no children) i3

Marpied {(children) 73

Divorced, widewnd, ete. &
Xoars in Navy

1y years or less 1%

15 = 17 yeare L1

1¢ = 20 ysars 33

21 = 25 ysars 9

26 years or more 3

Hh A%

Retire at 20 ysars ki

20 - 30 ywars 8

Retire at 30 ysars p




Table 2 contains & breakdewn of respondents who plam to
rotire at 20 years, at 30 years, and betwsen 20 and 30 years,
by length of time spent in the Navy. Very few of the Chiefs
who have spent less than 20 years im the Navy indieated planning
to remain over twenty years. Of the 25 Chiefs who have been in
the Havy between 21 and 25 ysars, 15 (608) do not intend to
remain for 30 years. Only thoss respondents who have spent
26 years or over in the Bavy all plan to retire after 30 years
of service. These figures, taken together, sesm to indieats
that the majority of Chiefes intend to leave the Navy at the
earliest convenient retirement date. This may perhaps be
regarded as a preliminary indication of comparativaly low
morale,

TABLE 2

Retirement FPlans as a Fumectiom of Length
of Tims in Navy

Per Cont Who Plsn to Retire
Time in Navy i} at 20  at 20-30  at 30
_years years Jears
1) years or lsss 38 96% 2% 2%
15 = 17 years 124 92 3 >
18 - 20 ysars 9 93 2 5
21l - 25 years 25 - 60 40
26 years or more 9 o - 100

2, Satisfaction With the Navy

Table 3 summarizes rescponses to the question, "If you eould
start all over again today, do you think you would remain in the
Navy for as long as you have?” Almost half the respondents
indicated they would not, despite the fact that a negative reply
called for elaboration. Sines the data in Table 3 represents
hypothetical bshavior, and comes close to being an operational
eriterion o? morale, it is probably safe to regard the respendents
who answer “no" as a low morale group.




TABLE, 3

Per Cent of Respondents indicating They Would or Would Nob
Stay in the Navy if They Could Do It Ovor Agaim

e e
Per Cent Rospondend

Intention to Stay {(i=297)
Would 49%
Would not 4L8
Don't know 2
No answer i

Self-ratings of morale have besn recordsd in Table &4« The
most froquently checked itemaz in the secale are "quite satisfizd"
and "moderately satisfied.” This would indicate & rslatively -- --
high level of satisfaction, were it not for the fast that a
tendency exists for people toc rate themsslves as being happier
than they rsally ars (8). The psychological neutral point in
happiness sslf-ratings could be regarded to lie above the neutral
point of the rating scals, if an adjustment can be mads for overe
eatimatos.

TAELE 4

Satisfaction With life in the Havy: Per Cent of
Respondents Checking Euch ltem

i)
e

Par Cent Respondenis

Usgree of Satisfactien (=297)
Very satisf{ied 168
Quite satisfied 28
Moderately satisfied 39
Somewhat dissatisfied 1%
Quits dissatisfied 2
Very dissatisfled 1




Table 5 provides the basis for making such an edjustment in
our scale. Although more "very satisfisd" and "quits satisfisd®
respondents indicated they would (rather than would not) stey in
the Navy, more "moderately satiasfied" Chiefs stated that they

’ would pot stay. If we aceept the would (would not) question as
a criterion, the neutral peint in the scals would lie somewheze
between “moderately satisfied" and "quite satisfied.” The seale
could be divided into a low morale and a high morale group, with
the latter including the "moderately satisfied" respondents.

The six items in Tabls 5 wore dichotomized in this fashion, snd
the two types of classification (high-low morale and would-would
not stay) were tested for independence. The hypothesis wms
rejected (X2=5,,68, df=l) at the .0l level of confidencs, This
makes it possible to appropriately assign respondents who rate
themselves as "moderately satisfied" among the low moralse group.

TABLE 5

Satlsfaction With the Navy of Respondents Who Weouléd
or Would Not Stay in the Nawy

wore

Pop Cent. Respondents

Degree of Satisfaction Would Stay Hould Not Stay
(E=146) (N=143)
Vary satisfied 26% (-4
Quits satisfied 39 16
Hoderately satisfied 3 48
Somewhat dissatisfied & 24
Quite dissatisfied e 3
Very dissatisfied e 3

Irrespective of uwhether morale is dichotomized according teo

the criterion question or the weighted self-ratings, roughly
half the sample may be labeled as having low morale., Consider-
ing that CPOs constitute the hard core of career Navy perscnnel,
this proportion ie surprisingly high. Is it due primarily to
certain groups of Chiefs rather than others? To answer this

Q question, the hypothesis was tested (for each morale question)
that morale is independent of rating, marital status, and length
of time in the Navy. In the case of marital status, the hypothe~
sis could not be rejected (X?=,52, df=2). Rating groups, however,
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gielded chi-squares of 17.69 and 15.93 for the two morale quasticns,
which are signifieant et the .01 level (df=3). Tho hypotheals that
morale does not differ among rating groups is therefors untenable,
Morale was also shown to differ for Chiefs who have spent varying
amounte of time in the Navy (X2 =10.87, df=4). The question posed
next was where these differences resided.

3. d faction With the N

How do Chiefs in our four rating groups differ in morale?
Which groups are significantly different from which? A modified
version of Duncan's Multiple Range Test (©=,05) wae used to
answer these questiona. The percentages tested were those in
Tables & and 7.% Table é contains the percentage of raspondenis
in each rating group who indicated that they would or would not
stay in the Navy if they could do it over. Respondents in the
Deck, Ordnance, and ingineering groups show a greater Lendency
to be satisfied with the Navy than respondents in the Clerical
and Aviation groups,

TABLE 6

Per Cent of Reepondents in Rating Groups Indicating
They Would or Vould Neot Stay in the Ravy

Deck-
Ordnance Clerical &%ﬂ.neering Aviation
(8=99) (N=51) N=77) (N=70)
Would Stay 6355 33% 57% 387
Would Not Stay a7 &7 43 &2

No significant differences were found between Deck-Ordnanca
and Enginsering Chiefs, and between Clerical and Aviation Chiefs,
Howover, the responses of both the Deck-Crdnanee and Engineering

"A tabulation of percontage differences and significance
data for items on which Duncan'e Multiple Range Test is used
are presented in Appendix H.
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Chiafe differ significantly from those of Clerieal and Awiation
respondenta, Aviation and Cleriecal Chiefs thus appear to consti-
tute a lower morale group, and Deck-Ordnance and inginesping Chiefe
a higher morale group, An analysis of Table 7, which uses satis-
faction self-ratings to denote morale, gives a slightly different
picture. In this case the Deck-Ordnanes group alone significantly
differs from the other rating groups, and tngineering joins Avi-
aticn and Clerdcal as a group having significantly lowsr morals,

TABLE 7

Satisfaction With the Navy of Respondents
in Rating Groups

Bocks
Ordnence Clerical ring Aviation
(N=99)  (N=51) N=77) (N=70)

Very satiafied, Quite
satisfied 59% 378 425 29%

All other 41 63 58 7

Why are Chiefs in the Aviation and Cleriecal groups most dise
satisfied with the Navy? What accounte for the relatively high
morale of respandents in the Deck-Ordnance group? It may be pra~
mature to venturs a gusss. However, it can be notod that the
professional training in ratings belonging to the Deck and
Ordnance groupe has little applicability and market valus in a
non-Navy context, whereas cther ratinge are easily sbsorbed
into civilian industry. Moreowver, an inspection of Ceneral
Classification Test {GUT) scores as broken down by Navy occu-
pational groupings by Merenda and Macaluso (4) shows & tendency
for Aviation ratings to cluster among the top sceres, and for
Deck, Ordnance, and Engineering to fall among lowest ranking
rating groups. The precise relationship, if any, between morale
in the Navy and GCT scores warrants investigation.
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An interesting point that may be parsnthetically mentioned
is that the respondents registering greatest satiafaction with
the Navy beleng to rating groups that have sea-ghore assignment
ratios in which sea duty predominates. Further referonce will
bs made to this point below.

be Time in the Navy and Horale

Tables 8 and 9 provide breakdowns of morale by length of
time in the Navy. Both tablss are significantly non-homogeneous
(X2=10,87 and 18.23, dfeh, P=.05). In each tabls, respondents
who have spent 21 yeara or more in the Navy appear to have given
greater proportions of high morale respenses. Statistical analy-
sie confims this observation, In Table 8, which sumarizes
the dats from the intention-to-stay question, Chiefs who have
apent bstweon 21 and 25 years in the service show a signilicantly
higher proportion of "would stay" responsss than thoss Chiefs who
have spent less than 1§ years in the Navy, and thoss who have
been in between 18 and 20 years. No other percsntages diffsx
significantly. In the ease of satisfaction self-ratinge (Table 9)
the 21-25 yoar group differs from each of the groups of Chiefs
who have spent less than twenty years in. Thess are the only
eignificant differences in the table. Those Chiefe who have not
retired after twenty ysare appear to be a highly self-selected
group of enlisted msn, about whose morale the Navy has no ccoasion
to worsy.

TADLE &

Payr Cent of Respondents of Varying Time in the Navy
Indicating That They Would or Would Not
Stay in the Navy

O A T I T M I £ S N R
B S e e

O

Years in the Navy
=T 15-17 18-20  21-25 25+
(N=40)  (N=125) (h=97)  (N=25) (N=9)
Would Stay 3% 53% 428 755 67%
Would Not Stay 57 &7 58 25 33




TABLE 9

Satisfaction With the Navy by Time Spent in ths Navy:
Per Cent of Respondents in Bach Group

Years in the MNa
all, 15-17 18-20 23-25 25+

(N=40)  (N=128) (N=97) (u=25) (N=9)

Very satisfied, Quite

satisfied 35% 46% 33% 76% 678
All other 68 54 67 2 33
5. Mo Aspee ‘ N

Table 10 provides a rank-ordered listing of items mentiomed
by respondents in answer to the question “What aspscts of Nawy
life would you say you like most?” :The two iteme vhich ave tied.. .
for first _place on this list are travel opportunities and D
security.’ These items were each mentioned by 36% of the sample.
The third-, fourth-, and sixth-ranking responses cover material
benefits of life in the Navy. The fifth item refers %o the
educational value of Navy life; Item 7 is that of associations
and friendships, and Item & represents job satisfaction. Next
in line are the Navy in general, the chancs to learn a trade,
advancement oppeortunities, and shore duty.

It is probably noteworthy that four among the top six itams
in Table 10 cover material advantages of the Navy. This suggssts
that the Navy is evaluated in the same terms as civilian ocecu-
pations, The Navy is thus foreced into financial competition with
industry, if it is to retain its CPCe. This notion is rein-
forced by Table 1ll, which contains the two items in Table 10
which were mentioned significantly less frequently by the low
morale group As may be noted, travel is one of these items
(X2 =20,28, dtcl, P=,01). Since travel, for one, holds less

5Travol and Security are precisely the two most f{requently
cited sources of satisfaction of Armmy life in recent intensive
interviews of Ammy enlisted men at Fort Ord (§).

6Appondix D gives various breakdowns for the items in Tabls 10

(liked aspects of the Navy). Appendixes E, F, and G contain
similar tabulations for other open-ended questicns.
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TABLE 10

Percontages of Hespondents For Each Liked Aapeet
of the Navy lenmtioned: Items in Rank Ordey

Per Cont of
Item Rank Respondente
(=297)
Travel, going to sea, visiting foreign coumtries,

variety of duty stations 1.5 36%
Security 1.5 36
Retirement benefits, early retirement 3 3%
Steady income, fringe benefite b 26
Eroadened outlook, experisnce; aducational

opportunitiss 5 19
Miscellaneous benefits (msdical, dependents,

PX, insurance) 6 18
Agsociations, friendships 7 17
Interesting work, Jjob satisfaction 8 13
Navy in general, Navy l1lifs, military life,

Navy traditions 10.5 11
Chanes to learn a trade 10.5 11
Opportunities for advancament; status, prostige 10.5 i3
Good duty stations, shore duty 10.5 il
Navy food i3 3
Patriotism, defending country Lo 5 A
Leave time, liberty 15.5 &
Clean living, living conditions 15 3
Efficient local command, cperations, discipline 17.5 2
Unifom 17.5 2
Fresdoem of movement and actien 19.5 3
Regular hours, routins 19.5 |




attraction for low morzle personnel, the burden rests more
heavily on direst or indirect financial compensation. An item
other than travel which is less important to the low morale
group than to the other respondents is the chance to lsarn a
trade CK2.3089, d.f"l, Pﬂ.05).

TABLE 11

Host Liked Aspacts of the Navy Mentioned Significan‘cl&
lese Frequently by Respondents Who Indicated
That They Would Not Stay in the Navy

Saa e

ng Cont Respondents
Item Wo Stay Would Not Stay

(N=146) (N=143)
Travel, going to sea, visiting
foreign countries, variety of
duty stations L% L3
Chanece to learn a trads 15 L

The opportunity to learm a trade in the Navy alsc is the one
item in Table 10 responded to significantly differently by the
rating groups used in this study (X2 =11,56, df=3, P=,01l), In
Table 12 a significant difference exists between the Aviation
respondents (who placed the greatest premium on the chance to
learn a trads) and the Deck-Urdnance group, who mentioned the
item least. It is not surprising that the extent to which one
has acquired a technical skill in the Navy is related to the
valus placed on Navy training.

Table 13 contains the liked aspect of the Navy mentioned by
significantly different propertions of Chiefs who have spent
varying amounts of time in the Navy (X2=13.58, df=L, P=.,01),
The item, that of the broadening of outlock and experiencs and
of educational opportunities, was mentioned significantly more
frequently by Chiefs who have spent between 21 and 25 years in
the Navy than by sach of the other groups. These constitute
the only significant differences in proportions of responses
given by the chronclogical groups to the free response questions
used.,
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TADLE 12

Most Liked Aspsct of the Navy 3ignificantly
Different’ for Rating Gioups™ ~° =~ '

Per Cent of Respondente in Rating

Hgntioning Item
Item Deck~
Ordnance Clerical Englneering Aviation
(H=99) (N=51) N=77) (N=70)
Chance to learn a trade 5% 4% 108 198
TABLE 13

Most Liked Aspect of the Navy Significantly Different
for Respondente With Varying Time in the Navy:
Per Cent of Respondents in Group

-

-2
—

Years in ths Navy
Item =ik 15-17  18-20  21-25 26+

(N=40) (W=125) (H=g7) (H=25) (N=9)

Broadened outlool,
experience; educational

opportunities 13% is% 19% N S 4

6. Least Liked Aspects of the Navy

Table 14 summarizes answers to the question "What aspscis of
the Navy would you say you like least?" The top item, which wae
mentioned by 37% of respondents, comprises complaints about
assignments and 4ransfers, such as the following:

#] dislike the idea of never being able t¢ plan in advanecs.
Tou are never too sure where you will be from day %o day."

"The greatest dislike I have had in the past is upom trana-
fer to a new station. Such as going to shore duty. The duty
is half over unless you have the money to buy a house or gat
established. I had a fair bank account until I had three movss
to stations closing down and tranafers of squadrons. Never
will I catch up.”

1,




TABLE 14

Percentages of Respondents for Each Disliked Aspect
of the Navy Mentioned: Items in Rank Order

- e 2 zanr”
o .

Per Cant of
Item Rank Respondents
(R=297)

Unfair sea shors rotations, assignments,

transfers, impossibility of making plans 1 375
Separation from family, tine spent overseas 2 33
Jr. (Reserve) Officers don’t know their jobs,

are ineffectual as leaders; have wrong

attitudes 3 25
Jr. (Reserve) Officers exercise too much

authority, too little respect for CPO 4e5 17
Pay too low; civilian jobs pay more; benefits

too few, meaningless; retirement, reenlist-

ment benefits low; should not pay income tax 4o S 17
Training policies, in states; too many exercises,

should be held overseas, local operations 6 15
CPO cannot advance; unfair promotion systenm,

no reward, incentive; no place to go;

commissions too difficult; compulsory

retiremant 7.5 12
Poor living quarters on ship; poor housing 7.5 13
Too much duty; not enough liberty for CPO;

watches; no liberty boats 10 11
CPO lacks authority, responsibilities, can't

enforce orders, too much low lsvel work 10 11
Undermanned; turnover of E.M. too rapid,

poor quality E.M. 10 11
Enlisted men are treated %co laxly, not

enough discipline, UCiid; E.M. have too

many privileges 12.5 10
Poor medical care for dependenis 12.5 10
CPO lacks prestige, status, privileges 1 9
No backing from officers in dealing with E.H.,

tendency to go over CPO's head 15 8
Navy policies, regulations; red tape; way

Navy does things, "lew" Navy 16.5 6
Overhauling and repair policies; home yard vs.

home port, changes in hare port 16.5 6
Civil service workers taks Jobs; no respect;

I.D. cards at PX, get too many privileges 18 A
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TABLE 14 (continued) : ¥

2 . Per Cant.of
Item : ' . Rank Respondente
(N=297)
Inadequats training facilities, schools,
educational opportunities 19 3%
Degrading treatment in receiving stations 20.5 2
CPOs themselvas have poor attitude 20.5 2
Uniform changes; bridge coat, whites 22.5 p §
Ship's service; exchange 22,5 1
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"The irregularities in the shore duty rotation, wherein
certain men complete an entire enlistment, without having
laft the states or being aboard ship, while others only spend
a year or so in the States, and then possibly only pgetting
port and starboard liberty, when not on training cruises.”

"1 personally have been transferred thrss times beecause
I was single. 1 am not growling about the transfers because
I probably would have taken them anyhow. What I don't like
is the general assumption in the Navy that all single men
should bs at sea so you get sent anyway whether you have
been on the station 2 years or 2 weeks. The least they
could do is ask if you would want a transfez,”

A category related to the above is the second-ranking item in
the list, which refers Lo separation from the family and sea duty.
This type of complaint, which was registersd by 33% of the re-
spondents, is exemplified by the following:

"From what I have seen, the most obvious deterrsnt to
Navy morale is the unhappiness, caused by departure of
fleets from CONUS, to married personnel. It is an unhappy
affair since many men want to go overssas voluntarily from
other shipe and stations. Therefore many are traveling
unnecessarily away from their families,”

"My biggest gripe, as I belisve most others are is the
fact that a man in the Navy ien't able to lead a nommal
family life. 1 fully understand that the job of the Navy
man must take him away from home. But then after many
months overseas hse retums, a few weeks of leave and
liberty and he's underway again week after week,--training,
drills, and just general steaming. Granted,--training and
drills are a must for an efficient fighting force. But over
training and over drilling, to my way of thinking saps
efficiency. It becomes such a routine, that all interest
is lost, especially when a man is almost in sight{ of his
home and family."

"I think every man who is married and has a family dis-
likes most of all in the Navy leaving his family. But we
are all in the Navy and know it has to happen now and then,"

Complaints about Junior Officers rank next highest in the list.
One~fourth of the respondents complained about inefficiency, inef-
fectual leadership and "wrong" attitudes, and 17% indicated that
Officers exsrcise too much authority and showed too little
respact for the CPO., The following are sample camments about
Officers: .

17




“I dislike the system whersby a voung strangsr to both
the Navy and the handling of men is supposed to be treated
and respected as a God as soon as he gets a commiseion out of
gome ROTC or Ressrve unit.® ' '

nOfficers who have not had adequate training trying to
personally oversee a job that they do not know how to do in
the first place. This also would pertain to ‘the officers
who unnecessarily tske authority from the CPO."

"Better selection of Reserve officers and a more thorough
indoetrination in the handling of men would benefit a large
section of the Navy. Too many are just putting in time with
no real interest in the Navy. Men sense this, and cayesr men
resent their bluff and bluster. A good many talk to the
enlisted men about thsir superiors in not very camplimentary
terms. I have yet to see the Academy officer I didn't sdnirs.
I may not have always liked them, but I certainly respected
them,"

Another 17% of the Chiefs complained about inadequate pay and
benefits, as in the following illustrative excerpts:

"The low pay you receive compared with what you ars re~
quired to know and thae hours you have to put in is not enough.
The low pay is the biggest grips in the Navy today, from CPO
to Aimman, I feel s man ie a fool to spend the best working
years of his life in the Navy with its low pay when he can de
much better on the ‘outside' with half the effort. A man is
lucky to make ends meet every month, let alcne save for a
home or a future after retirement.”

"Retirement pay and privilepes need a huge boost to make
it worth the promises originally given. Don't make us beg
for what we have earned., Ve have earned a lot for 20 ysars
of occupational hagzards of KNavy life, such as divorcs, sapara-
tions, and many, many heartaches that civilians will never
understand.”

The next ranking complaint concems the time spsnt in statsoside
training. It was frequently indicated that such exercises could
oqually well be conducted overseas. This item, which was mentloned
by 15% of the respondents, may be illustrated by the following:

"The tims overseas is always long with only a few opsra=
tions and your time in thoe States ies always short and the ship
is always in cperations, U.T.E., PHIZ PAC, iraining, and you're
never at home while you are in the States."

18



"What I or any cne else camnot put up with is the continusd
operation when in the States. When in the States you are lucky
if your ship is in 10 days a month; divide up your duty section
and it can be sesn the little time it gives you at home. That,
frankly, is the reason the 2nd and 1lst class are going out.”

The nexteranking two items are the lack of advancemsnt opportue
nities for CPOs (13%) and poor living conditions and housing (13%).
Also mentioned by more than 10% of respondents were (a) too much
duty and not enough liberty, (b) the lack of authority and re-
sponsibility of the CPO, and (¢) complaints about the inadequate
number or quality of enlisted men.

The importance of some of the most frequsntly mentioned items
is accentuated by Table 15, which contains responses given signifi-
cantly more frequently by the low morale group. As may bs noted,
three of the four items in Table 15 are among the top four responses
of Table 14, and the remaining one ranks sixth in the list. These
complaints, conecerning assignment, Junior Officers, and statesids
training, can therefore be regarded as diagnostic of conditions
critically affecting CPO norale.

Table 16 containe a breakdown by rating groups of items whieh
were responded to significantly differsntly by Chiefs in diffsrent
ratings. Some of these items were mentioned more frequently by
Aviation Chiefs than by other respondents. Low pay and poor
housing fall into this castegory; the Aviation group's mention of
these items is significantly higher than that of the other three
groupe. Advancement opportunities were mentioned significantly
more frequsntly by Aviation Chiefs than by kngineering and Decke
Ordnance Chiefe. The Aviation group also showsd a greater concern
than the Deck-Ordnanes group about the lack of CPO authority and
responsibility.

On the other hand, stateside training and exercises appear
to be of relatively little concern to Aviation Chiefs, and of
significantly greater importance to éngineering and Deck-Ordnance
Chiefs. The Deck-Ordnancs group in turn, seem to be significantly
less disturbed about Officers than the Clerical and Aviation Chiefs.
Engineering Chiefs are the least concemed about discipline, and
Aviation Chief's mentioned this problem most frequently. It is
evident from these data that the problem areas important to a
Chief are related to his rating in the Navy. Rating is therefore
a variable that has to be kept in mind when considering measurce
for the improvement of morale,.

Table 17 contains least liked items which are differentiated
by marital status. Single men are shown to be significantly less
concerned about time spant overseas (X?=7.60, df=2, P=.05), We
also find that married men with children are the group that is
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TABLE 15

Lsast Liked Aspects of tha Navy Mentioned Significantly
Mors Freguently by Respondents Who Indicated That
They Would Not Stay in the Navy

Per Cent Respcndent
Would Would Not
Item Stay Stay Chi-Square
(N=146) (N=143) (af=1)

Unfair sea shore rotatiocns,
assignments, tranzfers,
impossibility of making plans 30% L5% 6. 56%%

Trainiag policies, in statea; too
nany exercises, should be held

overssas, local operations 9 22 8.03%

Jdr, (Reserve) Officers don‘t know
their jobs, are ineffectual as
leadars; have wrong attitudes 17 33 8.68%*

Jr. (Reserve) Officers exervise
too much authority, toco little
rospect for CPO 12 22 boHG%

#Item significantly diffsrent at the .05 level,
*#Item significantly different at the .0l level.
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painly responsible for complaints about advangement oppovtunitios
rot being open to CPOs (X2=6,72, dfs2, P=.05). It ssems o be
this group who experiencss most acutely the fact that most Chiefs
in the Navy sooner or later find themselves with no further place
o go. ' : i

TABLE 17

least Liked Aspects of Navy Significantly
Differentiated by Marital Status

Per Cent Respondent in
Each Group Hentioning Item

iten Harried HMarried
Singls Ho Children Children
(N=29) {N=38) (N@lﬂ

Separation frem family, time '
spent overseas 108 34% 368

CPO cannot advence; unfair
promotion system, no rsward,
incentive; no place to go;
commigsions too difficuit;
compulsory retirement 3 3 15

Te ) C e e N

Cons of the quesstions posed in the survey was what ehanges the
Navy could make to benefit the CP0. The responses ars listed in
rank order in Table 18. Iy far the leading item is ons demanding
more responsibility and authority for the CPO., This eategory of
responses wag given by 42% of the total sample. The fellowing
excerpts illustrate the types of items mentioned:

"CP0s should be recognized as such, given ths responsi-
bility and authority of the rate; not assums all the tasks
that someone else doss nobt wan® to doj CPOs should delegate
to lesser rates, instecad of performing himeelf while others
watch.”




TABLE 18

Percentages of Respondents Speeifying Changes in the Navy
That Would Benefit the CPO: Items in Rank Ordew

More responsibility for CPO; consult CPO in
making policies; keep him informed; more,
authority; let CPO run division;. delpgatg
authority to PO _ '

Hore backing; respsct, recognition; lnss
interference from officers, follow chain of
command .

More prestige; privileges for rank of CPO

Hore shore duty, fairer assignuent and transfer
policies; establish oversces flest
(volunteer); information regarding assign-
ment; cut out stateside training

Better pay; inducement; lower taxse; fairer
pay scale for single men

More advancement opportunities to commissionsd
ranks

Better living conditions, guarters

CPOs themselves should improve; eliminate
deadbeats; fresloaders

Better training for Jr. Reserve Officers:
Eliminate reservists, mustangs; inprove
officers

More liberty, liberty boats; recall nbert.y
cards and let CPO request liberty

Better retirement benefits, peclicies

Compulsory schools in ratss and mors schooling

More consistont policies and adherence to
policies, more infomation, less changes
of command

CPO should be permitted to wear civilian
clothes off and on ship

More, better men to work with, correct
shortage, improve training of E.M.

Take CPO off wateh list, JOOD watches, ste,

Reduce excess of CPOs in certain rates, billets

More medical care for dependents

Better treatment at receiving stations

Improve CPO Clubs

Change uniform; greens; eliminate whites
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nCive the CPO baek his authority--den't malke him an officer
for watch standing and other similar purposes and a while hol
for other purposes. Each CPO has one and a fraction 'Boss2g’'~-
get rid of some to relievs thia situation or (and this is just
a suggestion) assign more to staff work so that the situation
is more nearly equalled. Let the CPO run his own division--if
he cannot, get rid of him,"

#Give the CPO control of the liberty for the men undexr
him and control of the wateh listse...Assign CPOs to military
duties as CP0s, not just to £ill up a watch list...Give CPOs
more collateral duties and responsibilities, so that he has
more of a hand in what is going on."

"Higher echelons (should) acknowledge the experience and
recommandations of thoir CPOs and not Just shrug them off.”

“When making plans or using ideas that affect the men--talk
it over with the CPOs bafors putting such plang in effect.
Talking it over would eliminate the unworkable items, I belleve.
Don't let the CPO be the last to hear about it. When an unwork-
able idea or plan is put into affect it's the CPO who the men
ask 'why' or Yhow'."

%A CPO should be a supervisor and so trsated."

The second and third items in Table 18 can be regarded as
falling into the same cluster as the first item, in that they are
also related to status. The second item deals with relative
status of CPOs and Junior Officers, and includes themes such as
the followings

"Let (the CPO) get the job done instead of having am
officer get the job deme by the Chief. The present day
officers are taking the Chief's job and ars giving the Chief
the task of actually doing the Jjob."

%Let the Junior Officers know they usually have a (PO in
their division with lote of experience and not try to run the
chisf down before his men.®

"In most cases the officers are not backimg the CPOs as
much as they should. They are allowing the men %to go over
the heads of the CPCs much too often. The old saying 'go
through the chain of command® is the thing ef the past and

- should be brought back., Of course this can only be done by

- 4%he CPQ himself, but then ws go back to the program of
teaching the officsrs to respect the decision and responsi-
bility of the CPO."




There are also terser statements such as "Stop the peity and
unnecessary pushing around by these college dudes.”

A total of 28% of respondente mentioned items falling into
the category as a whole. Another 24% called for more prestige
and privileges, which is the third-ranking item on the list. One
excerpt may suffice to illustrate the category:

"Restore the degree of respect that there used to be for
the chiefs and senior petty officers. A leading seaman used
to command more respect and be afforded more privileges than
ars the senior P.0.s8 now."

The three status iteme are followed by the following rssponess:
Improvements in assignment and transfer policies and practices (16%);
financial and economic improvements (15%); more advancement epporbtu-
nities (14%); better living conditions (11%); and improvements emong
CPOs themsslves (10%). '

It is interesting to note that suggested improvements do not
follow the priorities assigned to disliked aspscte of the Navy
by the Chiefs, As will bs recalled, the most disliked-aspeets of
the Navy, according to Table 14, wore rotation and assignment
practices and sea duty. Thers is evidently some’ recognition on
the part of respondents that many of thess unpalat=ble aspects
of Navy life are inevitable by-products of a Havy carser and not
sasily subject to correction. The same appears to hold for
alleged officer inefficiency, since suggestions for improvement
in this area mainly center around officer attitudes toward CPOs.

It is also noteworthy, in view of the fact that eccnomie
advantages were stiressed among favorable aspects of the Navy
(Table 10), that economis improvements only rank fifth ameng
suggested change items, & rank similar to that of economie
complaints (Table 14). It would seam that pay and benefits are
by no means the most important moralae-related CPO problem in
the Bavy today. It will be noted in Table 19, however, that the
economic improvement item was mentioned significantly more fro-
quently by the low morale group (X%=6,.52, dfsl, P=,05). The
item is therefore far from non-critical. The same holds for the
desire for more advancemsent opportunitiss to commissionsd ranks,
The difference between high and low morale respense frequencies
for this item yields a chi-square of 5.13, significant at the .0%
level (df=l).

8. Reasons for Leaving the Navy
Table 20 lists the reasons given by respondenta for answering

"no" to the question "If you could start all over again today, deo
you think you would remain in the Navy for as long as you have?"
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TABLE 19

Deeired Changss in the Navy Mentioned Sigxificanﬁly Hore
Freguently by Respondents Who Indicated Tha%
They Would Not Stay in the Navy

e aEE e rersm  RmTe e e
e ST TR

o Por Cont Respondents

Item Would Stay Hould Net Stay
(=146) (8=143)
More advancement opportunities ¢o
ccmmissioned ranks é% 19%
Bstter pay; inducement; lower taxes;
fairer pay scale for single men 7 20
TABLE 20

Percentsges of Respondents Giving Reasona Given Why
They VWould Have Preferred Not Remaining in Navyz
Items in Ranik Order .8

Per Cent of

Item Ranlte FReepondenis
(N=M2)

Civilian 1life attractivs, more cprortunity,

more pay 1 63%
Imposeible to lead nommal family life,

sea duty 2 32
Would like to have continued education 3 18
Retirement unattractive, pemeion teo low L 1
Havy degenerated and not like old Navy S 10
Officers, Junlor Officers [ (]
Unfair sea shore rotation 7 7
low pay, benefits toco fow 9 5
Not enough prestigs 9 5
No acdvancement for CFQe g 8




Almost two-thirds (63%) of those indieating they would net
stay gave as a reason the fact that civilian 1ife is mors
attractive, and offers more opportunity and more pay. The

fellowing are sample responses in this category:

At the time I enlisted in the Navy jobs wore very diffi-
cult to find, So I enlisted to have & job--Nowmdays a person
can get a job very easily, and with unicns exerting such a
powerful influence on the labor scene I look for the work
wsek to be cut to four days socon. Most companies have retire-
ment plans, low cost insurancs, cheap hospital plans, over-
time, Togethor all these add wp and balance out the opportu=
nities which the Navy offers to & young man nowadays."

"Securlty presented by the Navy is not adequate to offsot
the advantages of being considered a human element of society.®

"The chances for advancement are suich greater on the out-
eide for a man than in the service. Also when you have a job
on the outside you work only at your own job and don'{ have
to worry about duty nights, mess cooking, side boye and other
miscellancous responsibilities that a man has to put uwp
(with) in the service."

"I fimly believe that any man who worke and studies hard
enough to make the rating of CPO in a reasonable length of
time, would apply himself equally ss much in industry and would
far exceed any position hs may obtain in ths service including
retirement, hospitalization and medicsl, insurance, low cost
merchandise, travel and most any of the sc ealled fringe
benefits."

Sea duty and the impossibility of leading 2 nommal family life
in the Navy is the next-ranking item, and wae mentioned by 32% of
thoss indicating they would not stay. It was often cited with
other considerations as a reason why civilian 1lifs would ba more
attractive:

"1 can provide better for my family as é civilian and be
with them more."

"At the pressnt time being at home with my family means
more than before I reenlisted the first time, I was single
then."

"Moving too often leaving the family, and getting every-
thing packed and moved every few years. It makes it rough
for the family, also for children changing from one school
to another, Family life is cut down quite a bit."

"Personally, I am of the opinion that a father's place
is in the hcme,"
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“he next most popular reascns for not staying in the Havy were
the desire to have continued ons's education (15%), tho relative
unattractiveness of retirement from the Navy (31#), and the feeling
that the Navy has degenerated and loet the qualities of the "Gla®
Navy (108). Pay and benefits ranks relatively low among the
reasons given, and was mentioned by only 5% of mepondent.s in the
subsample .

It appears that dominant consideratione underlying regret
about staying in the Navy derive from an implicit or explicit
comparison of Nevy life with eontemporary civilian life. The
Chief may feel that he would rather be a civilian, not because
he does not like the Navy or some aspect of it, but because he
thinks he would be relatively better off ocuteide the Navy. The
benefits civilian life holds today did not exist at the time of
the CP0O's first enlistment and reenlistment. Industry durdng the
depression did not offer the incentives it does today. Advance-
ment opportunities sexist for the Secaman or Junior Petty Officer,
whereas the Chief can only look forward to semi-retirement. ©Sea
duty and travel holds attractions for the carefree and unattached
enlistea in his tesns or sarly twenties, but lose their glitter
for the mature head of & sometimes substantial family. Going %o
sea, of courss, is more of a problem for Chiefs in sea~-going
ratings. Table 21 makes this point. The mention of sea duty
differs with rating ( =13.19, df=3, P=.01). Since the CPOs
moat affected are those whose morale is highest (Deck-Ordnance
and Engineering) the item is less critical than it might initially
appear to be.

TABLE 21

Reasons for leaving the Navy Significantly
Different for Rating Groups

Pep Cent ;' net ': Ra‘:'. -

. HMentioning I_t,em
Item Degk-
Ordpanes Clerical En ear:l.ng Aviation
- (=36)  (M=34) N=31 (=41 )
Impeesible to lead
normal family life; :
sea duty W% 188 52% 21g




D. CCHCLUSIONS

The present study provides indicaticns that a eizsablo number
of Chief Petty Officers in the Navy are relatively dissatisfied
vith their career. Dissatisfaction varies with reting. Among
the rating groups included in the studr, Chiefs in the Aviatiom
group show the most dissaticfaction, adi those in the Deck and
Ordnance groups are the least dissatisfied. Relevanee of pro~
fessional training to civilian occupations may underlis this
differsnce. Some correlation with GCT scores exists, but its
preciss meaning is not clear. The morale of Chiefs who have
spent more than twenty years in the Navy is relatively high,
which must be regarded as a function of self-selaction,

If frequency of mention denctes importance, the main attrac-
tione of the Navy ars matorial benefits (sscurity, pay, fringe
benefits) and travel and sea duty. HMaterial benefita, however,
are a common denominator of civilian industry and the Navy, and
one in whieh the Navy finds it difficult to compete today. This
is especially true in the case of highly skilled technical person=
nel. Travel and sea duty, which is a more exclusive aspect of the
Navy, is also one which exercises lsss magic for low morale purson-
nsl. The frequency of mention of this Navy asset by the dissatis-
fied group is about half that of high morale respondents, The
attractiveness of travel and sea duby ie therefors a dafinite
differentinting item between high morals and low morale persomnel.

Paradoxically enough, the chief liability of the lNavy as seen
by CPOs is that of transfer and assignment practices, and the
. neceseity of long temm eeparation from cne's family. Family
gaparation was of relatively little concsrn to unmarried re-
spondents but the vast majority of CPOs are maryied. Tranefer,
assignment, and family separation responses were given sigaifi-
cantly more frequently by the dissatisfied group of Chisfe, @
fact which reinforces the oritical mature of this category. The
game holds for complainte about Junior Officers, which are neat
in line, and were also msnticned with more {requency by low
morale Chiefs.

When respondents were asked what changes they would make in
the Navy to benefit the CPO, the leading suggestions were not
for improved transfer and assignment practices, as might have
bsen expected. Instead, they related to various improvements of
the status of the CP0. The demande voicad were for mors responsi-
bility, more authority, more backing, and more prestige. It is
auch grievances primarily which CPOs apparsntly expect the Navy
to do somathing about, irrespsctive of ithe primacy of other
complaints. However, it musi be noted that status improvement
demands are followsd by suggestions relating to transfer and
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The latter conclusien probably follows from the imporiance
given to material eriteris of evaluation: Dissatisfaction, in
other words, is probably related to the fact that value is
ascigned to characteristies of the Navy with respsct to which
the Navy finds itself in an unfavorable competitive positicn
when set againet a prosperous economy demanding skilled technigal

personnel.
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APPENDIX A
CP0 SURVEY FORM

The questionnalre you are being asked to £iil out is designed teo
permit CPOs to express their views about the Navy. Sush informse

x1;.1.0!1 would bs helpful for evaluating and improving condiiions of
avy life.

Since this questionnairs is to be used for research purposss only,
answers should bs anonymous. Please do not write your name anye
where on the form. Afteor completing the questionnaire, rstwn it
to the representative of the U.,S. Naval Personnel Rssearch field
Activity from vham you recaived it at the time designated by him.
The completed forms will be taken back to the Pield Activity in
Saen Diego for analysis.

Fill owt the quesstiomnaire as fully and frankly ae possidls, I

you canpot answer a questicen completely in the space provided,
plsass continue on the back of the same page.

1. What is your rating?
2. Are you married oy single? flo. of children

3. How many years have you spent in the Havy to date? yoara
e Do you plan to remain until retiremsnt? (Check ome)

Yes, 20 years
Yo, 30 years
No
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APFENDIZ A {eontinusd)

5, In general, how estisfiad are you with your life in the RNuvwy”
{Check one)

vory satiofled
gquite satisfied
——Bi0derately’ satisfied
gomewhat diesatisfied
guite diseatisfied

vory dissatiofisd

6. What aspscte of Navy life would you eay you like meot?




APPERDIX A (continued)
Q 7. What aspects of Bavy life would you eay you like least?
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APPENDIX A (eontinuad)

8. If you could start all over again today, do you think you would
ramain in the Navy for as long as you have? Yes No N

If NO, what would your roascns be?

9. What changes could the Navy make to benefit the C?0?




APPENDIX A (continued)

10. What types of formal training, if any, have you had in puper-
vising or dealing with men?

11, What kind of training in supsrvising or dealing with mem,
(if any) do you feel you could use? Why?
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APPENDIX B

CODE ITEMS POR CPO SURVEY FORM WITH DESIGNATOR
NUMBERS FOR FREE RESPONSE ITEMS

Rating

" Deck & Ordnance groupa
Clerical group
Enginsering
Aviation

Harital status

Single

Harried (no children)
Married (children)
Divoresd, widower, ote.

Toars n Navy

14 years or less
15=17 years
18-20 years
21=-25 yoars
26-30 years
31 years or nore

i) nt

Retire at 20 years

Retire at 30 years

Won't remain till 20 years
20=30 years

Satiofsction with 1i%e i the Navy

Vory satisfied

Quite satisfisd
Moderately satisfied
Somewhat diesatisfied
Quite dissatisfied
Vory digsatisfied

?Ded.gnator nunbers w1l be used to denote the items in
Appendixes C, D, E, and 7,
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APPENDIX B (continued)

Dezignator
d cts o Nunber
Q Havy in general; Navy life; military 1life; Navy
traditions 101
Patriotiem; defending country 102
Travel; going to sea; visiting foreign countriss;
variety of duty staticns 103

Broadened outlook, experisnce; educational opportunitiss 104

Chanee to lsarn a trade 108
Associationse, friendshipe 106
Security 107
Opportunities for advancemsnt; status, prestipge 108
Steady income; fringe benefits 109
Retirement benefits; early rstirement 110
Miscellaneous benefits (medieal, dependents, PX,
insurance) m
Leave time; liberty 112
CGood duty statione; shore duty 113
Interesting work; job satisfaction il4
Navy food 115
Freedon of movement and actien 116
Clean living; living conditions 117
Efficient local command, operations, discipline 118
Regular hours, routine 119
Q Uniform 120

Miscellaneous (specify)




APPZNDIX B (continued)

Designator
Nunbes
321

1a d 3 Na
Bavy policies, reogulationa; rad tape; way Navy does

things; "New" Nawy 20L
Separation from family; time spent overseas 202
Unfair sea shore rotations, assignments, transfers;

impossibility of making plans 203
Training policies in states; too many exercises--ghould

be held overseas; local opsrations 204,
Overhauling and repair polieies; home yard vs. home port:

changes in home port 205
Too mueh duty; not enough liberty for CP0; watches; ne

liberty boats 206
Jdr. (Reserve) Officers don't know their jobs, are

ineffectual as lsaders; have wrong attitudes 209
Jr. (Reserve) Officers exercise teo much authoriiy,

toc little respect for CPO 208
No backing from Officers in dealing with E.l., tendency

to go over CP(U's head g . 209
Enlisted men are treated %00 laxlys not enough discipline; "

UCMJ; E.HM. have too many privileges 210
CPO lacks authority, reaponaibilit.ies; can't enforse

ordere; too much low-level work o . 211
CPO lacks prestige, status, privileges 212

CPO cannot advance; unfair promotion system; ne roward,
incentive; no place tc go; commigsions too diffiecult;
compulsory retirsment 213
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APPENDIX B (continued)

Designator
e laast liked aspecte of Navy (continued) Number
Pay too low; civilian jJobs pay more; benefits too fow,
meaningless; retirement, reenlistment benefiis low;
should not pay income tax 214
Degrading treatment in receiving stations 215
Poor madical care for depsndents 216
Undermanned; turnover of E.M. too rapid, peor
quality E.M. 217
CPOs themselves have poor attitude 218
Civil eservice workers take Jobsj; show no respect;
I.D. cards at PX; get too many privileges 219
Inadequate training facilitles, achools, educatiomal
opportunities 220
Poor living quarters on ship; poor housing 221
Uniform changes (bridge coat, whites) 222
Ship's service; exchange 223
Miscellaneous (specify) 221,
Thers wersn't many, qualified
None
No answer
Remain in Navy
a8
No
Don't know
No answer
& Eeasons for leaving Navy
Impossible to lead nommal family life; sea duty 401
Civilian life attractive, more opportunity, mors pay 4L02
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AFFENDIX B (continusd)

Beasons for leaving Navy (continued)

Would like to have continued education

Retirement wmattractive, pension too low

Officers, Junior Officsrs

Navy degemerated and not like "01d" Navy

Low pay; benefits too few

Unfair sea shore rotation

Misecsllaneous (specify)

Not enough prestige

No advancement for (PCe
ired Qs Na

Hore prestige; privileges for ranik of (PO

More responsibility for CFQO; comsult CPO #n making
policiea; keep him informed; mors authority; let CPO
run divisicn; delegate authority to PO

Yors backing, respect, rscognition; lsss interference
frem officers; follow chain of command

Hore libarty, liberty boats; recall liberty cards and
let CPO request liberty

More advancement opportunities to commiseionad ranks
Better retirement benefits, policiss

Better pay, inducsment; lower taxes; fairer pay scale
for single men

CPOs themszelves should improve; sliminate deadbeats,
freeloaders

YMore consistent policiea and adheranca to oolicies,
more information; less changes of command ,

f

Designator
Numbar

403
40l
405
406
407

302

304,
3085
306




APPENDIX B (continusd)

Designator
O Deaired changes ip Navy (continued) __Numbay
Better training for Jr. (Reserve) Officers; eliminate
reservists, mustangs; improve officers 310
Take CPO off wateh list, JOOD watches, ete. 331
Better living conditions, quarters 312

More shore duty; fairer assignment and transfer pclicies;
establish overseas fleet (voluntesr); information

reassignment; cut out stateside training 313
Compulsory echools in rates, mors aschooling 315
CPO should be parmitted to wear civilian clothes off

and on ship 315
Hore, better men to work with; correct shortage; improve

training of k.M, 316
None
Miscellaneous
No answer
More medical care for depsndents 317
Better treatment at receiving stations 318
Improve CPO Clubs 319
Change uniform; greens; eliminate whites 320
Reduce excess of CPOs in certain rates, billets 321
Previous training

Practical experience; experience as CPO

Instructor's school, recrulter's school, Navy leadership
G course, course in supervision

¥

Other Navy school
Formal training other than Navy (specify)
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APPENDIX B (continusd)
Pprevious graining (eontinued)
Self taught
Other (epacify)
Indicated two or more of above

None

No answer

Ixaining needed

Practical experience is &ll that is requimd

None

Training needsd; unspecified; any training; leadership scheeling
Navy schools; instructor, school, atec.

Fomal courses -~ psychology, human relations, manag=ment soeiclogy,
industrial rslations, etc.

Disecussion group
Administrative changes suggested
Other (specify)

Ho answer
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APPENDIX C

Composition of the Sample by Rating Groups and Ratings

Rating Group Rating CPCz in Rating Total

Degk and Ordnancet QMC 2,
EMC 33
THC 16
GMC 27

100
Clerical and Administrative: RMC 10
NC 19
PNC 10
SKC 11

50
Engineering and Hull: MMC 25
ENC 16
BTC i3
EMC 17

76
Aviation: ADC 25
AEC 5
AXC 2
AMC 10
AQC 2
AOC 12
ATC 6
PR 2
ALGC 3
FHC 3

70

Unepecified: 1 1

Grand Total 297
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APPENDIX E

Groups, Marital Status,

tention to Stay

least Liked Aspects of the Navys Respense Proportions bty Rating
Years in ths Navy, and Hypothetisal In

2t
CH

iS-17 .20
125

a8

with
Childron

&
lo Childen
—

tatlon 8%

70

tngoring Ay
nbs

Glorleml €
N

Bockie
Ord,
9

iten

o 7 wrm

=

]

= N ND (2]

-
7

3]
By

]
o~

11

:’:(\fﬁr;i‘é-&?ﬂﬂﬁﬂ

<
L] =1 =]

37
e
11
25

€3
&\

1

&a g@

10
33

TG Yyone g~

45

Jdegegyyqgnangegmgecqgegee

§§3wo§!g~£ogcogﬁoﬁw¢mcooo
H334°°89°nyaggnggaovgen
Z8484egeggegasngon

NN u
ngrgnageggenenngyeo

1]
§3Nnosasnnshmﬁo«\smno O m

LEEAEE S PR LS FEEE EEET S

ﬁg%ggmggoamwnmagm-ﬁa&ooc

§3§;3 4\'3 R%ﬁﬂ)jﬁ\b&’ﬁl\b@ OWwIBVOCO

CEEERE RS ERPERERERERRR

49




APPENDIX F

Desired Chenges in the Navy: Responsge Proportions by Rating Groups, Marital Status,

Years in the Navy, and Hypothetical Intention to Stay
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APPENDIX G

by Rating Groups,

Marital Status, and Years in the Navy

Reasons for Not Remaining in the Navy: Response Proportions
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APPENDIX H

Signifiecant Differences Bstween Percentages of Items
Mentioned by Groups of Rospc:tm:lemt.a8

26+ (67%) &% -

2. th Na

Aviation (29%)
Clerical (37%)
Engin., (42%)

8‘l'heae tables contain differences betwesen percentages of row and
column headings. Differsnecss marked with asterisks proved eignifi.-
cant at the .05 level when submitted to Duncan's Multiple Range Test.
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APFENDIX ¥ (continusd)

3.
O
7 (18%) .;L%@
26+ ( of)
=1 (13%) 5% o
15-17 (16%) o .
1820 Q98)  25% = - -
Chance to learn a trade
b

Stateside training

Aviation ( 3%)
Clerical (16%)
Deck {16%)

Junior Officers too much avthority

., LB
Avistion (21%) g% -
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APPENDIX H (eomtinued)

be lmagt Jikel gspects of Navy (continued)
CPO authority

Deck ( 58
¢

Engin. ( 9% 1% —
Clerical (1/%) &% - e

Advancemant opportunities

Engin, ( %)
Clerieal ( &)
Deck (143)
Pay, bsnafils
Engin. ( (%)
Decik (1:%)

Clerical (i%)




APFENDIX H (continued)
vy (eontinued)

cm::u &1;;
Avia
Degk i {4L%)




