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ABSTRACT 

 
 

 The retention of sailors is paramount to the viability of the United States Navy.   While 

numerous aspects, including pay, benefits, family issues, etc., factor into the decision of each 

sailor to leave the Navy, job satisfaction is one of the most important.  This study examines the 

extent job satisfaction played in sailors’ decisions to leave after their initial enlistment.  The 

Navy’s own survey instrument was utilized to gather the data from sailors who were separating 

from the U.S.S. John F. Kennedy (CV-67) at the end of their first enlistment contract.  The 

survey questions were broken down into three general areas: Job Satisfaction, Pay and Benefits, 

and Quality of Life, to measure the level of satisfaction within each of these areas.  The 

relationship between gender, martial status and ethnic group were key components in analyzing 

each of the key areas. The results of these findings are reviewed and discussed. 
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CHAPTER 1 

 
 

INTRODUCTION 
 
 

PURPOSE OF THE STUDY 
 
 On the morning of September 11, 2001, the citizens of the United States of America were 

once again reminded of the dangerous world in which we live.  Not since the attack on Pearl 

Harbor almost sixty years before, had Americans experienced the sudden, shocking jolt of a 

surprise attack on their home soil by a foreign foe.  Over 3,000 Americans died that 

day…forever altering this generation’s view of the world. 

 In the aftermath of the attack, the nation called upon a military that had undergone a 

significant transformation in the years after the fall of the Soviet Union and Operation Desert 

Storm.  Our armed forces had been significantly downsized by nearly one million personnel 

(Ryan, 2001) and the Base Realignment and Closure (BRAC) commission, in conjunction with 

the President and Congress had closed a number of bases across the country. 

 Many believed that the end of the Soviet Union ended the need to field a large military; 

however the strategic and economic well-being of America and its allies in the world are 

constantly being threatened by terrorist organizations like Al Qaeda and other Muslim extremist 

groups.  China’s military modernization program and growth as an economic power are all 

reminders that the United States must maintain a strong military if it is to continue to determine 

its own destiny.  To that end, the United States government spends billions of dollars annually in 

the recruitment, training, equipage, pay and deployment of military personnel to defend its 

interest and influence events throughout the world. 
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 The “tip of the proverbial spear” in this effort is the men and women deployed on the 

aircraft carriers of the United States Navy.  These four and one half acres of sovereign territory 

can travel within range, and launch a devastating air strike upon nearly every country on Earth.  

It is not only a powerful instrument of war, but perhaps the most powerful instrument of peace 

the President of the United States has at his disposal.  Because of this flexibility, the nation’s 

aircraft carriers have been called upon many times to complete extended operations in areas of 

regional tension around the world. 

 These deployments and the overall high tempo of operations that are necessary to keep 

aircraft carriers operationally and materially ready for these deployments present a unique 

challenge to the retention efforts of the Navy’s leadership.  The demands that these requirements 

put upon the sailors, including long arduous working hours in port, extended time at sea during 

the training cycle leading up to and including deployment of six-months or more, family 

separations, low pay for doing the same tasks in comparison to their civilian counterparts, are 

key factors in determining the ultimate decision of each sailor as to whether or not he will stay in 

the Navy. 

 The major focus of this study will be to examine some of the relative influences on those 

personnel who leave the United States Navy.  It will focus primarily on the internal issues 

surrounding the personnel assigned to sea duty aboard the aircraft carrier U.S.S. John F. 

Kennedy (CV-67), and specifically on how much “Job Satisfaction” affects their decision to 

leave the Navy. 

 The study will examine the individual sailor’s perception of their experience in the Navy 

and how that perception weighs in their decision to leave the Navy and return to civilian life.  

The major objectives of the survey were to determine (1) the level of job satisfaction of sailors, 
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(2) to what extent job satisfaction played in their decision, (3) to what extent the quality of Navy 

life factored into their decision to leave the Navy, and (4) how the perception of pay/benefits 

played in their decision.   

RATIONALE 

During the time of this study, the Navy was losing approximately sixty-four percent of 

the personnel who were recruited into the organization by the end of their first enlistment (a 

period of four to six years) (Chief of Naval Personnel, 2000).   This represents a significant 

investment by the Navy in the recruiting and initial training phase of a sailor.  As the United 

States military relies more and more on the Navy to respond to an ever-increasing number of 

contingency operations, the retention of highly skilled, properly trained personnel becomes an 

issue of national importance.   

 The aircraft carrier, as the Navy’s largest and most recognizable sea command is also one 

of its most diverse in terms of age, race, sex, rating, rank, and mission requirements.  Further, 

those who serve aboard an aircraft carrier are considered assigned to “arduous sea duty” and 

present an even more difficult challenge to the Navy’s retention efforts verses those who are 

assigned to shore commands and are not subject to the same rigors of sea duty.   

The Navy’s primary mission is accomplished by “ships at sea” and all other functions 

support this mission.  If all of the Navy’s jobs were assigned ashore, the dynamic would be 

completely altered.  Indeed, one of the Navy’s most valuable retention tools is the transfer of 

personnel to “shore duty” for periods of time as an enticement to stay in the Navy.  It is because 

of these unique challenges that the aircraft carrier U.S.S. John F. Kennedy (CV-67) provides the 

ideal setting for measurement of influences on a sailor’s decision to leave the Naval Service. 
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BACKGROUND 
 
 As the problems of recruiting and retention in all branches of the armed forces continue 

to make headlines in national news stories, the pressure on everyone involved to take action 

increases, from Congress and the President, to the street level bureaucrat.  The pressure has 

become especially acute on the Navy, as a recent Pentagon survey found that the percentage of 

young men between 16 and 21 who were likely to consider joining the Navy had declined to nine 

percent, the lowest of the four services, (Vistica 28).  With interest in a career in the military 

continuing to decrease and many high school graduates choosing to go to college, the Navy is 

faced with a shortage of personnel to fill some 10,000 vacancies in the fleet. 

 With the decrease in the number of prospects to recruit and larger numbers of sailors 

leaving the fleet for opportunities in the private sector, the actions taken by the human resource 

managers of the Navy now, and in the near future, are critical to sustaining the Navy’s ability to 

meet its global commitments.  The Secretary of the Navy, and the Chief of Naval Operations, 

(the Senior Admiral of the Navy and the Navy’s representative on the Joint Chiefs of Staff) 

recently instituted numerous changes in the way the Navy conducts its everyday business to meet 

this challenge.  From increasing the budget for retention bonuses (a special bonus pay that is 

offered to sailors with critical job skills to reenlist in the Navy for a specific number of years that 

can range from $10,000 to $30,000, depending upon the skill and the length of the enlistment), 

drastically reducing the number of inspections sailors must prepare for and endure, to making 

email available to every sailor onboard a ship, the Navy’s leadership is using every option at its 

disposal to stem the tide of personnel losses (Commander-In-Chief, Atlantic Fleet, 1999). In spite 

of these initiatives, the Navy continues to lose its personnel at an alarming rate.  The reasons for 
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these personnel losses vary in scope and complexity depending upon the views and level of 

dissatisfaction of each individual.   This study will focus on one set of these factors. 

 

ORGANIZATION OF THE U.S.S. JOHN F. KENNEDY (CV-67) 

The U.S.S. John F. Kennedy is one of the nation’s twelve aircraft carriers.  It was 

commissioned in 1968 and has been on numerous deployments over the years, including action 

in the Vietnam War, Desert Storm, Operation Southern Watch and most recently Operation 

Noble Eagle in Afghanistan.  Its crew of over 2,500 includes men and women, seaman recruits 

(E-1, the lowest rank) who are as young as eighteen years old and have as little as three months 

in the Navy, to the Commanding Officer who has over twenty years of extensive experience in 

numerous facets of Naval operations.  However, with an average age of twenty, the large 

majority of the crew is college age young adults who perform their jobs in what is considered 

one of the most dangerous working environments in the world (Kennedy Information Book 

2000).  

Onboard the USS John F. Kennedy, as on all other Navy Ships, the Commanding Officer 

is inescapably responsible and accountable for the operation of the ship (U.S. Regulations, 

1990).  Appointed to this position by the Navy after a career of rigorous training and outstanding 

performance spanning more than twenty years, the Captain has been well prepared for his 

posting.    

 The aircraft carrier commanding officer has the whole crew at his disposal to accomplish 

the mission of the ship, but the officer he relies on most heavily is the Executive Officer.  He is 

charged with carrying out the policies and orders of the Commanding Officer and shall keep him 

informed of all significant matters pertaining to the command.  Further, he shall be responsible 
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for the organization, performance of duty and good order and discipline of the entire command, 

(Standard Operation and Regulations Manual, 1990). 

The primary subdivision of responsibilities aboard a navy ship is the department.   On the 

Kennedy, there are a total of sixteen departments.  They include the four which are found on 

smaller ships: Operations, Combat Systems, Engineering and Supply, plus the departments of 

Administration, Air, Aviation Intermediate Maintenance Department (AIMD), Deck, Safety, 

Legal, Weapons, Navigation, Medical, Dental, Religious Ministries, and Maintenance 

Management.  Each of these departments is led by an officer selected for his experience and high 

performance marks in his/her previous tours of duty.  Because of the complexity of the tasks of 

the Operations, Air, and Navigation departments, these positions are filled by former 

commanding officers of aircraft squadrons who bring not only a vast array of knowledge to the 

position, but the valuable experience of leadership gained through command (See Appendix A). 

Each department is further subdivided into divisions.  These divisions are responsible for 

the equipment and mission of one area within the department.  Each division is headed by a 

Division Officer, who reports directly to the Department Head for all matters concerning 

activities within the division.   Division Officers onboard aircraft carriers are officers who have 

varying degrees of experience.  Some are former enlisted personnel with many years of 

experience within their area of responsibility.  Others are officers in their second tour of duty 

who have served aboard smaller ships and are assigned to the aircraft carrier to gain more 

experience prior their assignment as Department Heads on smaller ships. 

Working for the Division Officers are the Division Leading Chief Petty Officers (LCPO), 

who are the floor leaders or “deck plate management” of the Navy.   They are the most 
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experienced technical advisors in their field of expertise and provide the necessary training and 

guidance to their personnel to continue their personal and professional development. 

RETENTION FACTORS ONBOARD U.S.S. JOHN F. KENNEDY 
 
 The major focus of this research is to determine to what extent job satisfaction affects the 

decision of sailors onboard the U.S.S. John F. Kennedy to leave the Navy.  This research will 

consist of a cross-sectional survey using all personnel who are at the end of their first term of 

obligated service and decide to leave the Navy.  As this survey includes enlisted sailors from 

every department of the ship; married and single sailors, various ratings and number of years in 

the Navy, it will give the widest possible view of the role job satisfaction plays in the non-

retention of sailors aboard the U.S.S. John F. Kennedy. 

 At the end of their four-year contract, each sailor must make the decision as to whether 

they want to continue their commitment to the Navy.   The hypotheses below set forth the 

rationale that the sailor’s decision to stay in the Navy will be based on three general factors: job 

satisfaction, pay and benefits and quality of life, with job satisfaction being the most influential 

on the sailor’s ultimate decision.   

Factors in the Retention of Personnel 
 
 There are numerous factors that affect the decision of individual sailors to discontinue 

their service in the Navy.  In its efforts to retain as many sailors as possible, the Navy designed 

the Navy Retention/Separation Questionnaire to measure the satisfaction level of various aspects, 

both personal and professional, of sailor’s life (See Appendix B).  The forty-five questions of the 

questionnaire ask for responses to issues ranging from living conditions at sea to spouse career 
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opportunities.  For the purposes of this study, these forty-five questions will be grouped into 

three areas of consideration:  

(1) Pay and Benefits – covering areas including retirement, medical and dental 

coverage. 

(2) Quality of Life – including the quality and availability of government housing. 

(3) Job Satisfaction – including the amount of respect from superiors, advancement 

opportunity, and performance evaluation. 

 
 
MAJOR RESEARCH QUESTION 
 
 Was the lack of job satisfaction the primary reason for first-term sailors onboard the 

U.S.S. John F. Kennedy leaving the United States Navy? 

 

HYPOTHESIS 1 

  A majority of sailors onboard the U.S.S. John F. Kennedy who do not reenlist at the end 

of their first-term have a low level of job satisfaction. 

 

HYPOTHESIS 2 

 Sailors onboard the U.S.S. John F. Kennedy who do not reenlist at the end of their first-

term will have a higher level of approval with pay and benefits than with job satisfaction. 

 

HYPOTHESIS 3  

 Sailors onboard the U.S.S. John F. Kennedy who do not reenlist at the end of their first- 

term have a low opinion of the quality of life as a member of the United States Navy. 
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BASIS FOR HYPOTHESES 

 After years of observation of sailors and their work environment, the researcher formed a 

hypothesis that those sailors who do not decide to commit another two to six years of their life to 

the Navy make that decision based more on their lack of job satisfaction than with their level of 

pay and benefits or quality of life.   

While many join the Navy as a way of obtaining valuable training that they can someday 

use in the civilian world, or as an avenue for money for college, the appeal of the Navy has 

always been for the adventure, the challenge of doing something different.  In short, they want to 

do a job from which they can draw a great deal of satisfaction.   

 While the initial hypothesis was drawn from first hand observations, it was cultivated 

through the review of the work of a number of researchers in the field going back over the last 

thirty years.  Researchers Maslow and Herzberg theorized that job satisfaction is caused by an 

individual’s desire to satisfy personal needs (Maslow 1968), while K. A. Kovach found that 

interesting work was ranked the highest of ten values in his study nearly twenty years later 

(Kovach 1987).   Karl and Sutton completed a follow on study a decade later that determined 

public sector employees still held interesting work as the most important determinant of job 

satisfaction (Karl & Sutton 1998). 
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CHAPTER II 
 

LITERATURE REVIEW 
 
 
 Since the inception of the all-volunteer force in the wake of the Vietnam War, one of the 

most important aspects of military human resource management has been the recruiting of new 

volunteers.  Each branch of the armed forces spends millions of dollars per year in advertising in 

every form of media to attract the attention of its 17 to 21 year old target audience.  The Navy 

alone has doubled its advertising budget to $67 million, and is opening 123 new recruiting 

stations (Vistica, 1999) to attract new recruits. 

 In a study published in Monthly Labor Review in August 1985, the problems associated 

with Army recruiting during a period of economic expansion were examined.  The study found 

that a drop in the rate of unemployment of one percent was estimated to cause a decline of 

almost six hundred contracts per quarter for the highest qualified recruits (Horne, 1985).  These 

numbers, combined with a general decline in the willingness of potential recruits to endure 

military hardships and meager military pay, make the task of those charged with retention of the 

Navy’s manpower that much more difficult. 

 While this study will not look in depth at the issue of recruiting, its influence on retention 

can’t be overlooked.  If the personnel that are recruited are not of sufficient caliber to make their 

training and service a viable investment for the Navy, they will become a burden on the Navy’s 

division, department and command level leadership and could be a corrupting influence on those 

sailors who would otherwise be productive sailors. 
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THE IMPORTANCE OF JOB SATISFACTION IN RETENTION 
 
 While many aspects of the military are very different from those in the civilian sector, the 

importance of job satisfaction to each individual in the military is not.  As the primary focus of 

this research, the issues directly related to job satisfaction in the military will be compared with 

those of the private sector. 

 Conditions of the job environment that interfere with employee job performance are 

called organizational constraints.  These constraints come from many aspects of the job, 

including other people and the physical work environment. (Peters, O’Connor, and Rudolf, 

1980).  While these constraints were originally designed to measure job performance, they were 

adapted in a later study to measure job satisfaction.  This study reported a correlation of 

organizational constraints with five facets of job satisfaction (coworker = -.30, pay = -.26, 

promotion = -.28, supervision = -.42, and work itself = -.31). (O’Conner, Peters, Rudolf and 

Pooyan, 1982)  The largest negative correlation with job satisfaction in this study associated to 

be with supervisors. 

In his book, Job Satisfaction, Paul E. Spector, explored the theory of role ambiguity in 

the job satisfaction model.  He defined role ambiguity as the degree of certainty the employee 

has about what his or her functions and responsibilities are (Spector 1997).  Role ambiguity was 

assessed with questionnaires by Jackson and Schuler (also cited in Spector) and found to have a 

mean correlation with global job satisfaction of -.30.   

 Another study done by Yuan Ting; Determinants of Job Satisfaction of Federal 

Government Employees, proposed that job satisfaction is determined by three sets of variables.  

The first: Organizational Characteristics consists of Organizational Commitment defined as the 
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individual’s belief and trust in organizational goals and values, and affections toward the 

organization, and Relationships with Co-Workers and Supervisors.  The second is Individual 

Characteristics; based on the factors of race, age, gender, and education.  While Organizational 

Characteristics and Individual Characteristics are comprised of important factors in the retention 

model, it is the third; the Job Characteristics set of variables, which are most germane to this 

study. 

Ting, using the variables – pay satisfaction and career growth, task clarity, skill 

utilization, and task significance, determined that job characteristics had the strongest effects on 

job satisfaction.  Of all the independent variables within the study, skill utilization was found to 

have the strongest effect on job satisfaction (Ting, 1997). 

 Early organizational theorists Abraham Maslow and Frederick Herzberg believed that job 

satisfaction is caused by an individual’s desire to satisfy personal needs, which include both 

intrinsic and extrinsic needs (Maslow 1968).  Other researchers adopting this philosophy have 

taken it a step further by stating that an individual’s job satisfaction is determined by the level to 

which job characteristics will meet the person’s needs (Hackman & Lawler, 1971). 

 Katherine A. Karl and Cynthia L. Sutton in their study “Job Values in Today’s 

Workforce,” compared the values of public and private sector employees with the results of a 

study published by K.A. Kovach in the 1980’s.  Kovach found that interesting work was ranked 

the highest of ten values (Kovach, 1987).  Karl and Sutton hypothesized that workers of today 

placed a higher value on good wages and job security.  While they determined that private sector 

employees of today did place the highest value on good wages and job security, they also found 

that public sector employees still held interesting work as the most important determinant of job 

satisfaction (Karl & Sutton 1998). 
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THE IMPORTANCE OF QUALITY OF LIFE 
 
 The role that a sailor’s perception of their quality of life plays in their decision to stay in 

the Navy is also crucial to the retention issue.  Upon assumption of his duties as the Chief of 

Naval Operations (The Navy’s Top Admiral) in July 2000, Admiral Vernon Clark emphasized 

the importance of maintaining quality of service (defined as the balanced treatment of quality of 

personal life and quality of work) to enhance mission and combat readiness (Clark, 2000).    

 Campbell, Converse and Rogers conducted the first in depth studies on the quality of life 

in 1976, introducing measures of domain satisfaction that included satisfaction with work, 

housing, health, neighborhood, friendships, marriage, family life, amount of education and 

savings (Campbell, 1976).  Following this study, Andrews and Withey developed a 

questionnaire, identifying a number of life concerns they divided into seven categories 

comprised of:  Family (marriage, family activities), Relations with other people (fair treatment, 

acceptance), Economics (income, living standard, job, taxes), The local area (safety, security 

from theft, community), personal life (personal time, leisure, health), The larger society 

(standards, national government, mass media) and Other (religious faith, fulfillment) (Andrews, 

1976). 

 The first significant research conducted on the Quality of Life in the United States Navy 

was through a 1993 study by Booth-Kewley and Thomas.  The study revealed that respondents 

were most satisfied with their relationships with children, their marriage/romantic relationship 

and their health and most dissatisfied with pay, standard of living, neighborhood and the way the 

Navy had treated them (Booth-Kewley and Thomas, 1993).    A follow-on study was conducted 
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by Gerry Wilcov that revealed that work satisfaction, opportunities for personal development and 

outside interests, relationships with friends (for those who did not have children) and living 

quarters were the areas that accounted for the greatest amount of variance in the overall 

perceptions of the Quality of Life (Wilcov, 1996). 

 In 1999, Wilcov and Schwerin conducted a study using a model in which (a) life domains 

are divided into non-work or personal domains and work domains, (b) personal domains are 

linked to reenlistment intention and (c) work domains are linked to reenlistment intention 

through organizational commitment (Wilcov and Schwerin, 1999).   

The 1999 Navy Quality of Life (QOL) Survey (comprised of four sections: background, 

global QOL, life domains and their aspects and outcomes), was used as the instrument for the 

study.  The background information included both personal demographic variables such as 

gender, age, racial and ethnic background, marital status, and parental status.  Career background 

items included paygrade, rating, billet and time on active duty in the Navy. 
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CHAPTER III 

METHODOLOGY 
 

 
 The Navy defines retention as the decision of a sailor, at the end of his/her enlistment, to 

either extend their current enlistment contract for twenty-four to forty-eight months, or sign a 

new contract obligating them to serve for a period of between two and six years (Retention Team 

Manual, 2000).   The enlisted retention statistics are followed closely at the highest levels of the 

Navy’s leadership, and many of their manpower policies are guided by the individual decisions 

made by sailors throughout the fleet. 

 The United States Navy used a survey questionnaire during the time period of this study 

to determine the reasons for individual sailor’s decisions to stay in the Navy, or for their reason 

to terminate their employment with the Navy.  Since these individual decisions play such a vital 

role in determining the future viability of the United States Navy, the study examined three 

essential elements in the sailor’s decision making process: (1) the level of job satisfaction of each 

sailor, (2) their perception of pay and benefits, and (3) the level of satisfaction with their quality 

of life.  This study attempted to determine if there was a correlation between sailor’s decisions to 

leave the Navy and their level of job satisfaction. 

In developing the construct for this study, the researcher reviewed each of the forty-five 

previously tested questions of the Navy developed and tested survey.   While the Navy did not 

specify, or group the questions into any specific categories in this study, it did design its 

questions to deal with a variety of previously researched areas of concern. 
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The questions of the survey addressing “Job Satisfaction” were determined by using 

aspects of job satisfaction found in the literature review.  Questions dealing with superiors, 

leadership and management, recognition, job security, advancement opportunity, job assignment, 

and performance evaluation were all placed in the “Job Satisfaction” area of concentration based 

on previous research findings.  While an argument (supported by research) can be made that pay 

and benefits have a direct bearing on job satisfaction, the survey asked the subject separate 

questions about their satisfaction with pay and benefits.    

 In addressing Pay and Benefits, the questions dealing directly with amount of basic pay, 

special pay, compensation for Permanent Change of Station (PCS) moves, retirement benefits, 

medical and dental care, commissary/exchange, support/recreational services and 

education/training are all considered compensation or “Pay and Benefits” and are governed by 

Federal law.   Sailors are approached with all of these items as a “total compensation package” 

that must be included when comparing “Navy Pay” with “Civilian Pay.”  It is only logical that 

these questions are considered under the “Pay and Benefits” area of concentration when sailors 

have been told since before they joined the Navy that these were how they were to be 

compensated for their work.     

 The Quality of Life area of concentration questions were grouped again, by using areas 

from previous research by Campbell, Converse and Rogers who conducted the first in depth 

studies on the quality of life in 1976, introducing measures of domain satisfaction that included 

satisfaction with work, housing, health, neighborhood, friendships, marriage, family life, amount 

of education and savings (Campbell, 1976).   
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POPULATION  

 Specifically, this study focused on one command in the United States Navy, the U.S.S. 

John F. Kennedy (CV-67).  There are approximately 2,500 sailors assigned to the Kennedy, in 

sixteen separate departments (Kennedy Information Book, 2000).  Of these, approximately 148 

sailors completed their initial enlistment during the time frame of this study (September 2000 to 

August 2001) and decided to leave the Navy.  The survey population included all sailors who, as 

part of their required processing for discharge from the Navy, completed the Navy 

Retention/Separation Questionnaire.   

The John F. Kennedy was chosen for this study for five reasons: 1) It is one of the largest 

afloat commands in the United States Navy, 2) It has one of the most diverse populations in 

terms of different ratings assigned to one afloat Navy command, 3) It has one of the largest 

female populations of any Navy afloat command, 4) because the primary mission of the Navy is 

“at sea”, the effects of the most challenging employment environment in the Navy can be 

measured, and 5) as a member of the crew of the John F. Kennedy, I had personal and unlimited 

access to the environment during the timeframe of the study.  

 A request was made to the Command Career Counselor’s Office to obtain the data from 

the Navy Retention/Separation Questionnaire administered to personnel coming to the end of 

their enlistments for the previous one-year period.  Basic demographic information including: 

level of education, ethnic group, sex, marital status, length of service, number of dependents, 

paygrade, rating, number of times reenlisting, and if spouse was working or in school, was 

provided as part of the existing survey instrument.   The identity of the survey participants was 

never disclosed as these surveys were completed over the preceding year, without their names 

being attached to the survey at any time.  As all personnel at the end of their enlistment were 
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required to complete this survey as part of their processing for discharge, it is assumed that the 

survey produced a one hundred percent response rate.   

 

SURVEY INSTRUMENT 
 
 The Navy’s own survey instrument; The Navy Retention/Separation Questionnaire (See 

Appendix B), was used to gather the data by measuring the sailors’ level of satisfaction. Forty-

five closed-ended questions stated in short phrases and based on the personal experiences were 

divided into three areas of concentration for this study: (1) Job Satisfaction, (2) Pay/Benefits, and 

(3) Quality of Life.   The questionnaire contained nine questions designed to gather demographic 

data from the participants including; sex, level of education, ethnic group, marital status, length 

of service, number of dependents, paygrade, rating, number of times reenlisting, and if the 

spouse is working or in school.  

 The Navy views quality control review mechanisms as essential as survey results often 

influence policy decisions affecting members’ welfare and the allocation of Navy resources.  As 

poorly designed surveys may produce erroneous results and faulty policy decisions, the Navy 

established review procedures to ensure that only technically sound surveys are supported and 

approved (OPNAV 5300.8B). 

 The Navy Personnel Research and Development Center is the Navy’s depository of all 

survey information and, through the Navy Survey Resource Center (NSRC), provides detailed 

assistance in the design, execution, and/or analysis of authorized personnel surveys.  Further, the 

NSRC provides technical review and makes recommendations for survey approvals.   

 The NSRC’s requirements, set forth in the Office of the Chief of Naval Operations 

(OPNAV) Instruction 5300.8B, require all Navy surveys to be validated for scientific and 
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technical merit; their cost/benefit to the Navy analyzed; their quality of design, administration 

and analysis be approved; review the NSRC’s data bases for existing questions for use in the 

survey; pretest survey on members of the representative population; develop cost-effective 

analysis, sampling, and administrative plans; submit final form of survey to the Chief of Naval 

Personnel for approval; and provide final survey results to NSRC for review. 

PROCEDURES FOR DATA COLLECTION 

 A request was made to the Executive Officer of the U.S.S. John F. Kennedy (CV-67), to 

have access to the surveys for the purpose of this research project.  The nature of the study and 

the proposed uses of the data were explained to him in a personal interview. As the final 

authority for requests of this nature, he gave his consent to use the existing completed surveys.  

He then directed the Command Career Counselor to release the completed surveys for use in the 

study. (Zecchin, 2001) 

  The U.S.S. John F. Kennedy’s Command Career Counselor administered the 

questionnaires to the respondents on an individual basis per the guidance set forth in the Navy’s 

Command Career Counselor Guidance Instruction Manual to personnel being processed for 

separation from the Naval service or their reenlistment as the individual case dictated.  The 

Command Career Counselor gave the respondents as much time as needed to completed the 

survey and then collected the survey upon completion. (Mobley, 2001) 

 These data were gathered over the course of one year, from September 1, 2000 to August 

31, 2001 and included all sailors at the end of their first enlistment, who were being processed 

for separation from the United States Navy.  This timeframe was selected as it covered the latest 

one-year period from which data was available from the U.S.S. John F. Kennedy at the time the 

research began.  Further, during the time of this study, the Navy was losing approximately sixty-
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four percent of the personnel who were recruited into the organization by the end of their first 

enlistment (a period of four to six years) and the Navy was doing everything from increasing 

reenlistment bonuses to making email available to every sailor on every ship to stem the tide of 

personnel losses. (Chief of Naval Personnel, 2000).    A copy of the instrument is attached. 

STUDY POPULATION 

 There were no risks to the participants in the study at anytime.  All information gathered 

was recorded to ensure that the anonymity of the respondents was maintained throughout.   The 

participants were required to complete the questionnaire as part of their processing for separation 

per the direction of the Chief of Naval Personnel. 

DATA ANALYSIS 

 Demographic data, including paygrade, gender, ethnic group and marital status were 

analyzed using descriptive statistics.   

 The responses were coded from one (1) to five (5) for all survey questions, (excluding 

demographic questions), with a “none response” being coded as nine (9). 

The demographic data and survey results were entered into a database and analyzed 

through the use of SPSS, a computer software statistical program.  The survey responses were 

analyzed according to the three paygrades, which made up the survey population.  Further, some 

demographic data frequencies and percentages were calculated by hand. 

 Responses to the primary question in each element of the survey (job satisfaction, 

pay/benefits and quality of life) were correlated.  Correlation statistics were used to analyze the 

relationship between demographic variables in the demographic data (gender, marital status and 

ethnic group) and each of the three primary questions in the survey.   
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CHAPTER IV 

RESULTS AND DISCUSSION 
 

 
 While the total population of the U.S.S. John F. Kennedy is in excess of 2500 sailors, the 

population for this study was confined to those sailors whose first term of enlistment was ending 

and they had made their decision to voluntarily separate from the United States Navy and return 

to civilian life.  Of this group, 148 (100%) participated during the one-year time frame of this 

study.  Analysis of the demographic data yielded the following results: 148 total participants, 128 

(87.5%) were male, 20 (13.5%) were female, with all participants providing a response to this 

question (See Table I). 

TABLE I 
PARTICIPANTS BY GENDER 
MALE FEMALE 

86.5% (n =128) 13.5% (n=20) 
 

    The gender distribution is slightly skewed in that the Navy has only detailed 

females to aircraft carriers since 1995, and the Kennedy was still in the process of adapting its 

berthing spaces to accommodate the growing population of females being assigned to the ship.  

However, the sample is in line with the percentage of women in the Navy – 14.7 percent.  

(Bureau of Naval Personnel, 2005) According to the ship’s Command Career Counselors Office, 

approximately 500 females had been assigned to the John F. Kennedy by the end of the period in 

which the surveys were conducted, or approximately twenty percent of the crew of 2,500 

(Mobley, 2001). 

 It is inherent in the Navy culture to closely track the ethnic makeup and gender of its 

members to ensure that they are equally represented.  The Navy’s Strategic Plan for Diversity in 
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the 21st century defines diversity as the “creativity, culture, ethnicity, gender, race, religion, skills 

and talents of Sailors and civilians that enhance the mission readiness of the Navy.”  Further, it 

establishes a vision statement that “A Navy that continually invests in the strength of America’s 

diversity, where Sailor and civilian can prosper and contribute to mission readiness and ensure 

mission success in an environment that encourages and enables all to reach their personal and 

professional potential.” (Navy’s Strategic Plan for Diversity, 2004) To meet these diversity 

goals, it is imperative that the Navy continues to closely track the makeup of its commands, 

including its ships, and the responses to its surveys to ensure that it can address diversity issues 

in a timely fashion. 

As the standard enlistment contract is for a period of four years, it is reasonable to expect 

the largest percentage of the survey group will be in the paygrade of E-4.  Reaching the level of 

Petty Officer Third Class (paygrade E-4 and a first level supervisor) is a milestone in an enlisted 

sailor’s career and is reached after a designed period of time and their selection for advancement 

based on the results of the Navy-wide advancement examination. (Naval Military Personnel 

Manual, 1998) (See Table II) 

TABLE II 

PARTICIPANTS BY PAYGRADE 

PAYGRADE  

Frequency Percent Valid Percent 
       

E-3  33  16.3%  18.1%
E-4  99  53.8%  59.6%
E-5  16  13.9%  15.4%
      

PAY- 
GRADE 

Total  148  90.4%  100.0%
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The Department of Defense’s pay scale is broken down by paygrade and years of service 

(Appendix D-G).   Paygrade, more than any other variable, has a direct bearing on the level of 

pay and responsibilities each member has in their day-to-day duties and therefore indispensable 

as the dependent variable.     

A breakdown of the participants by ethnic group revealed that a 87 (58.8%) identified 

themselves as White, 34 (23.0%) as Black, 27 (18.2%) as Hispanic, Asian, American Indian or 

“Other.”  (See Table III)    

 

TABLE III 
   

PARTICIPANTS BY ETHNIC GROUP 
   
  Frequency Percent
White 87 58.8 
Black 34 23.0 
Hispanic/Asian 27 18.2 
Amer. Ind. /Other   
Total 148  100.0  
   

 

A review of the survey group by the marital status of the 148 participants revealed that 90 

(60.8%) identified themselves as single, 51 (34.4%) as married, while seven (4.7%) responded 

they were divorced or “other.” (See Table IV)      
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TABLE IV 

PARTICIPANTS BY MARITAL STATUS 

PAYGRADE (Dep. Variable) 

3 4 5 
 Count Column % Count Column % Count Column % 

Single 19 57.6% 61 61.6% 10 62.5%
Married 12 36.4% 33 33.3% 6 37.5%
Divorced 0 .0% 4 4.0% 0 .0%
Other 2 6.1% 1 1.0% 0 .0%

MARITAL 
STATUS 

Total 33 100.0% 99 100.0% 16 100.0%
 
 

 Marital status also has a direct bearing on the pay of a service member as a married sailor 

is compensated more through the Basic Allowance for Housing (BAH) than a single sailor living 

in the same geographic area of the country.  Further, a married sailor has the opportunity to 

utilize quality of life benefits such as family health care coverage and on base child care services. 

These quality of life services that have no tangible benefit to a single sailor.  

 By length of service, of the 148 participants, there were 24 (16.2%) with three years or 

less of service, 110 (74.3%) with four years of service, and 13 (8.7%) with five years or more of 

service.  Finally, one survey (0.7%) was unknown.  (See Table V). 

 

 

TABLE V 

PARTICIPANTS BY LENGTH OF SERVICE 

LENGTH OF SERVICE PERCENT      TOTALS 
3 or < 16.2%    (N = 24) 

4 74.3%    (N = 110) 
5 or > 8.7%    (N = 13) 

Unknown .7%    (N = 1) 
TOTALS 100.0%   (N = 148) 

 

 24



 Responses by length of service were analyzed and revealed that 110 (74.3%) of the 

sailors completing the surveys were completing their fourth year of service.  This correlates with 

the completion of the standard initial enlistment contract of four years.  As the Navy assigns 

numerous sailors who have completed only the initial phase of their Navy training (eight weeks 

of Recruit Training) to the U.S.S. John F. Kennedy for a tour of sea duty of up to five years, it is 

logical that the largest group would be at their initial reenlistment point while serving onboard 

the Kennedy.  The second largest group, with 24 (16.2%) sailors participating in the survey, was 

those with three years or less of service.  The Navy has a number of enlistment contracts that are 

available to recruiters, some of these contracts allow sailors to enlist for a term of active duty 

from two to three years, and complete the remaining service requirement in the Naval Reserve. 

 Analysis of the data by paygrade indicated that 99 (66.9%) of the sailors were in the 

paygrade of E-4.  This paygrade, (designated as Petty Officer Third Class and considered the 

first level of supervisor) is attained through time in service, positive performance evaluation 

marks and the successful completion of an extensive written examination. This factor correlates 

closely with length of service as it is the normal professional progression expected of a sailor 

during their initial four-year enlistment. 

The data further revealed that 33 (22.3%) of the sailors were in the paygrade of E-3.  This 

paygrade, (designated as a Seaman, Fireman, or Airman) is attained through time in service and 

no negative marks on the performance evaluation.  A sailor reaching this paygrade, but not 

progressing to E-4 can still be considered a successful performer, but because the Navy centrally 

manages the advancement of personnel, his rating (job specialty) maybe overmanned at the E-4 

level.  As a result, he may not be able to advance at the same pace as his contemporaries in other 

ratings.  
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Finally, the data disclosed that 16 (10.8%) of the sailors completing the survey were in 

the paygrade of E-5.  This paygrade (designed as Petty Officer Second Class and considered a 

second level supervisor) if attained during the first enlistment indicates that the sailor has 

attained a high level of knowledge within their rating and has performed well both as a 

supervisor and a technician.   

 

 

 

JOB SATISFACTION 

      HYPOTHESIS 1 (JOB SATISFACTION) 

 A majority of sailors onboard the U.S.S. John F. Kennedy who do not reenlist at the end 

of their first-term have a low level of job satisfaction.  This hypothesis required measurement of 

the level of job satisfaction of sailors who decided to leave the Navy and return to civilian life.   

 Responses to Question 2 “Based on your Naval experience, rate your satisfaction with the 

level of job fulfillment/challenge” were used to test this hypothesis.  Reviewing the responses 

from all sailors in the survey, 94 (63.5%) of the sailors responded they were satisfied or very 

satisfied, while only 53(35.8%) indicated that they were dissatisfied with their level of job 

fulfillment. 

 Responses to the question on the level of job fulfillment were then reviewed and analyzed 

by gender, marital status and ethnic group.  Female sailors responded overwhelmingly 17 (85%) 

that they were satisfied with their level of job fulfillment, while only 3 (15%) indicated they 

were dissatisfied.  Seventy-seven (60.1%) of the males responded that they were satisfied or very 
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satisfied with the level of job fulfillment whereas 50 (39.1%) of the males indicated that they 

were dissatisfied or very dissatisfied.  One male sailor indicated “Not applicable”. 

 Next, the subject of the level of job fulfillment was analyzed by the marital status of the 

sailors.  Those sailors identifying themselves as single responded by a measure of 28 (31.1%) 

that they were either dissatisfied or very dissatisfied, against 61 (67.7%) who indicated that they 

were satisfied or very satisfied with the level of job fulfillment. 

 Of those who indicated that they were married, 29 (56.7%) responded that they were 

satisfied or very satisfied, while 22 (43.3%) indicated that they were dissatisfied or very 

dissatisfied with their level of job fulfillment while a part of the United States Navy.   Further, 

those who identified themselves as being divorced or “other” (a total of seven) responded with 

four (57.1%) indicating that they were satisfied, while three (42.9%) responded that they were 

dissatisfied with their level of job fulfillment. 

 Finally, the question of the level of job fulfillment was analyzed by ethnic group.  Of 

those sailors who identified themselves as White, 52 (59.7%) listed their level of job fulfillment 

as satisfied (five responded as very satisfied) while 34 (39.3%) indicated that they were 

dissatisfied or very dissatisfied.   One responded “Not Applicable”.  Further, African-Americans 

responded that they were satisfied or very satisfied by a margin of 24 (70.5%) over the 10 

(29.5%) who said that they were dissatisfied or very dissatisfied with the level of job fulfillment.    

Eighteen (66.6%) of the sailors who identified themselves as Hispanic/Asian/American Indian or 

“Other” indicated that they were either satisfied or very satisfied, while nine (33.3%) said they 

dissatisfied (zero responded very dissatisfied).   
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 Job fulfillment by ethnic group indicated that African-American sailors had a higher level 

of job fulfillment than White or Hispanic/Asian/American Indian and sailors who identified 

themselves as “other.”  (See Table VI) 

TABLE VI 
 

Hypothesis # 1 
      

Dependent Variable – Job Fulfillment 
      

Independent Variable Chi-Square 
      
Gender  5.292*   
      
Marital Status  6.269*   
      
Ethnic Group   10.639*   

                                      *p > .05 

 

 The survey contained twenty questions that measured different aspects of job satisfaction.  

These questions give a comprehensive view of the many factors that influence the job 

satisfaction level of sailors serving onboard Navy ships.   

 In Table VII, of the sailors in the E-3 paygrade, 51.5% (12.1% very dissatisfied; 39.4% 

dissatisfied) indicated they were dissatisfied with the amount of respect from their superiors.  

While 48.5% indicated they were satisfied with the amount of respect from their superiors.  

Sailors in the E-4 paygrade 35.3% signified that they were dissatisfied with the amount of 

respect they received from superiors, whereas 63.7% felt that they were satisfied with the respect 

they received.  Further, of the sailors who had reached the E-5 paygrade, only 26.6% were 

dissatisfied with the amount of respect from superiors, while 73.4% were satisfied or very 

satisfied. 
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What effect did the amount of respect from superiors have on the job satisfaction of 
sailors in each paygrade? 

  

TABLE VII 
 

PERCEPTION OF JOB SATISFACTION BY AMOUNT OF RESPECT FROM 
SUPERIORS 

 
PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable .0% 0 .0% 0 .0% 0
Very Dissatisfied 12.1% 4 13.1% 13 13.3% 2
Dissatisfied 39.4% 13 23.2% 23 13.3% 2
Satisfied 45.5% 15 57.6% 57 60.0% 9
Very Satisfied 3.0% 1 6.1% 6 13.3% 2

AMOUNT OF 
RESPECT FROM 
SUPERIORS 

Total 100.0% 33 100.0% 99 100.0% 15
chi-square = 6.057, p < .05, df = 6 
 
 
       The findings indicate that sailors felt they received more respect from their superiors the 

higher rank they attained. 

       On the question of level of job fulfillment, the E-5 paygrade had the highest level of 

satisfaction, with 93.8% indicating they were either satisfied or very satisfied, versus only 6.3% 

who were dissatisfied.  Among E-4 personnel, 62.6% indicated satisfaction with their level of job 

fulfillment, while 37.1% were not satisfied.  For the E-3 paygrade, a majority (51.5%) signified 

that they were satisfied with their job fulfillment; however 45.4% demonstrated that they were 

dissatisfied or very dissatisfied, while 3.0% indicated that job fulfillment was not applicable. 

(See Table VIII) 
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What effect did the level of job fulfillment have a on the job satisfaction in each 
paygrade? 

 

TABLE VIII 

PERCEPTION OF JOB SATISFACTION BY LEVEL OF JOB FULFILLMENT 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  Column % Count Column % Count Column % Count 
Not Applicable 3.0% 1 .0% 0 .0% 0 
Very 
Dissatisfied 12.1% 4 8.1% 8 .0% 0 

Dissatisfied 33.3% 11 29.3% 29 6.3% 1 
Satisfied 51.5% 17 58.6% 58 68.8% 11 
Very Satisfied .0% 0 4.0% 4 25.0% 4 

LEVEL OF 
JOB 
FULFILLMEN
T 

Total 100.0% 33 100.0% 99 100.0% 16 
chi-square = 22.616, p < .05, df = 8 
 

While the majority in all three paygrades indicated they were satisfied, those sailors in 

the E-5 paygrade had by far the highest level of job fulfillment.   As E-5 sailors are given more 

responsibility and more authority over sailors in the E-3 and E-4 paygrades, it follows that they 

would have a higher sense of accomplishment than those in the lower paygrades. 

In Table IX, those in the E-5 paygrade again showed the highest level of satisfaction with 

the enjoyment of their job, with 68.8% indicating they were satisfied or very satisfied, while only 

31.3% signified dissatisfaction.  Those in the E-4 paygrade had almost as high a level of job 

enjoyment with 61.7% signifying they were satisfied whereas 38.3% indicated dissatisfaction.  

Finally, the E-3 paygrade’s answers disclosed a much lower level of job enjoyment, with 60.6% 

indicating they were dissatisfied or very dissatisfied, while only 39.4% signifying that they were 

satisfied. 
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What effect did the level of job enjoyment have on the job satisfaction of sailors 
in each paygrade? 

TABLE IX 

PERCEPTION OF JOB SATISFACTION BY LEVEL OF JOB ENJOYMENT 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  Column % Count Column % Count Column % Count 
Not Applicable .0% 0 .0% 0 .0% 0
Very Dissatisfied 24.2% 8 14.1% 14 6.3% 1
Dissatisfied 36.4% 12 24.2% 24 25.0% 4
Satisfied 36.4% 12 55.6% 55 50.0% 8
Very Satisfied 3.0% 1 6.1% 6 18.8% 3

AMOUNT OF 
ENJOYMENT 
FROM JOB 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 9.95, p < .05, df = 6 
 
 These results continue to uncover a trend that those in the lowest paygrade have the 

lowest level of job satisfaction.  Sailors in the E-3 paygrade are usually assigned the most menial 

tasks, (because they are the lowest paygrade and have to take their turn doing the menial tasks as 

their shipmates did before they were advanced) such as the cleaning of work and berthing spaces, 

trash removal, and the refurbishment, including the sanding of metal decks (floors) and 

bulkheads (walls) and painting of spaces owned by their division or department.  These tasks can 

be extensive and require a large number of junior personnel, depending on the size of the 

division and number of spaces that must be maintained.  While working these types of work 

details don’t give sailors a high very sense of accomplishment, it has the ancillary affect of 

keeping them from working with the equipment and gaining the knowledge to help them be 

successful on the next advancement examination.    

 According to Table X, it is the E-4 paygrade that had the highest level of job satisfaction 

by the amount of regulations they must follow, with 59.6% specifying that they were satisfied or 

very satisfied and 37.4% indicating that they were dissatisfied.  The E-3 paygrade revealed that 
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they were satisfied amount of regulations with 53.1% responding with satisfied or very satisfied, 

whereas 46.9% indicated they were dissatisfied.  The E-5 paygrade had a response of 56.3% 

indicating they were satisfied with the amount of regulations.  Further, they indicated that 18.8% 

were dissatisfied and 25.0% were very dissatisfied.  

What effect did the amount of regulations have on the job satisfaction of sailors in 
each paygrade? 

 
TABLE X 

PERCEPTION OF JOB SATISFACTION BY AMOUNT OF REGULATIONS 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  Column % Count Column % Count Column % Count 
Not Applicable .0% 0 .0% 0 .0% 0
Very Dissatisfied 12.5% 4 10.1% 10 25.0% 4
Dissatisfied 34.4% 11 27.3% 27 18.8% 3
Satisfied 50.0% 16 59.6% 59 56.3% 9
Very Satisfied 3.1% 1 3.0% 3 .0% 0

AMOUNT OF 
REGULATIONS 

Total 100.0% 32 100.0% 99 100.0% 16
chi-square = 4.356, p < .05, df = 6 
 
 

 The level of dissatisfaction with the amount of regulations by E-5 sailors could be 

attributed to the fact that they are in a more responsible position and therefore are required to be 

more familiar with a larger volume of regulations than E-4 sailors.  Further, they are responsible 

and held accountable for enforcing regulations to a larger degree than E-4 sailors.   

 For the E-3 sailors, they have very little responsibility to enforce regulations; however, 

they also have the most supervisors above them to ensure that they follow all of the regulations. 

  Table XI demonstrates a high the level of dissatisfaction with job satisfaction by the 

quality of leadership and management, regardless of paygrade.  E-5 sailors (Petty Officer Second 

Class) had the highest level of dissatisfaction with the quality of leadership and management, 

with 43.8% dissatisfied and 25.0% very dissatisfied, for a total of 68.8%.  Paygrades E-4 (Petty 
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Officer Third Class) and E-3 (Seaman) following close behind with 62.2% and 62.5% 

respectfully. 

 
What effect did the quality of leadership and management have on the job 

satisfaction of sailors in each paygrade? 
 

TABLE XI 

PERCEPTION OF JOB SATISFACTION BY QUALITY OF LEADERSHIP AND 
MANAGEMENT 

 
PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 3.1% 1 1.0% 1 .0% 0
Very Dissatisfied 34.4% 11 30.6% 30 25.0% 4
Dissatisfied 28.1% 9 31.6% 31 43.8% 7
Satisfied 34.4% 11 35.7% 35 31.3% 5
Very Satisfied .0% 0 1.0% 1 .0% 0

QUALITY OF 
LEADERSHIP 
AND 
MANAGEMENT 

Total 100.0% 32 100.0% 98 100.0% 16
chi-square = 2.744, p < .05, df = 8 
 

 These numbers reveal a very low opinion of the quality of leadership and management 

exhibited by those in leadership positions onboard the U.S.S. John F. Kennedy (CV-67).  This 

measurement of job satisfaction has one of the highest levels of agreement between the three 

paygrades and reveals that the quality of leadership and management aboard the Kennedy is not 

perceived by the majority to be meeting its expectations.  One possible reason for this level of 

dissatisfaction could be the stress of a heavy operational schedule, causing the ship’s leadership 

to drive the crew to work that much harder. 

 In Table XII, the perception of job satisfaction number of quick response tasks was 

measured.  Again, the Second Class Petty Officers (E-5) had the highest level of dissatisfaction, 

with 56.3% answering that they were either dissatisfied or very dissatisfied.  On the other hand, 

70.4% of the Third Class Petty Officers (E-4) responded that they were satisfied with the number 
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of quick response tasks assigned with a significant number (7.1%), indicating Not Applicable.  

Further, 60.6% of the Seamen (E-3) indicated that they were satisfied. 

 

What effect did the number of quick response tasks have on the job satisfaction of 
sailors in each paygrade? 

 
TABLE XII 

PERCEPTION OF JOB SATISFACTION BY NUMBER OF QUICK RESPONSE TASKS 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  Column % Count Column % Count Column % Count 
Not Applicable .0% 0 7.1% 7 .0% 0 
Very 
Dissatisfied 15.2% 5 6.1% 6 12.5% 2 

Dissatisfied 24.2% 8 16.3% 16 43.8% 7 
Satisfied 60.6% 20 61.2% 60 31.3% 5 
Very Satisfied .0% 0 9.2% 9 12.5% 2 

NUMBER OF 
QUICK 
RESPONSE 

Total 100.0% 33 100.0% 98 100.0% 16 
chi-square = 16.734, p < .05, df = 8 
 

 

 As with the number of regulations, Second Class Petty Officers (E-5), bear a larger 

responsibility of ensuring that quick response tasks are completed correctly and within the 

allowed time limit.  

 Perception of job satisfaction by level of recognition was measured in Table XIII.  

Seamen (E-3) had the highest level of dissatisfaction with 62.4%, with Third Class Petty 

Officer’s (E-4) being nearly as dissatisfied with 61.3%.  On the other hand, Second Class Petty 

Officers (E-5) signified by 60% that they were satisfied with their level of recognition.   
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What effect did the level of recognition have on the job satisfaction of sailors in each 
paygrade? 

 
TABLE XIII 

PERCEPTION OF JOB SATISFACTION BY LEVEL OF RECOGNITION 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  
Column 

% Count 
Column 

% Count 
Column 

% Count 
Not Applicable .0% 0 .0% 0 .0% 0 
Very Dissatisfied 28.1% 9 31.3% 31 20.0% 3 
Dissatisfied 34.4% 11 30.3% 30 20.0% 3 
Satisfied 34.4% 11 35.4% 35 53.3% 8 
Very Satisfied 3.1% 1 3.0% 3 6.7% 1 

LEVEL OF 
RECOGNITION 

Total 100.0% 32 100.0% 99 100.0% 15 
chi-square = 3.021, p < .05, df = 6 
 

 

 These findings are consistent with the fact that sailors who reach the level of Second 

Class Petty Officer are by definition, more successful than the Seamen (E-3) and Third Class 

Petty Officers (E-4) by virtue of their Rank.  By reaching the E-5 level during their first 

enlistment, Second Class Petty Officers would be recognized at a minimum, with good 

evaluation reports. Further, they would be recognized by being trusted with more important and 

more difficult tasks to complete.      

 

 In Table XIV, perception of job satisfaction by length of working hours was measured.  

Second Class Petty Officers (E-5) and Third Class Petty Officers (E-4) responded that they both 

were satisfied or very satisfied with the length of working hours by a near identical 68.8% for E-

5 and 68.7% for E-4.  However, 54.5% of the E-3s responded that they were dissatisfied or very 

dissatisfied, while 42.5% reported that they were satisfied.   
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What effect did the length of working hours have on the job satisfaction of sailors in 
each paygrade? 

 
TABLE XIV 

PERCEPTION OF JOB SATISFACTION BY LENGTH OF WORKING HOURS 
 

PAYGRADE (Dep. Variable) 
3 4 5 

 
Column 

% Count 
Column 

% Count 
Column 

% Count 
Not Applicable 3.0% 1 .0% 0 .0% 0 

Very 
Dissatisfied 33.3% 11 18.2% 18 12.5% 2 

Dissatisfied 21.2% 7 13.1% 13 18.8% 3 
Satisfied 36.4% 12 57.6% 57 56.3% 9 

Very Satisfied 6.1% 2 11.1% 11 12.5% 2 

LENGTH OF 
WORKING 

HRS 

Total 100.0% 33 100.0% 99 100.0% 16 
chi-square = 10.845, p < .05, df = 6 

 
 

 Considering the amount of working hours that are required of sailors at sea, (most are 

required to work 18 hours a day) there appears to be little negative affect on the job satisfaction 

of Second and Third Class Petty Officers. 

 Table XV, the perception of job satisfaction by the amount of paperwork sailors were 

required to complete, revealed that a large majority (75.7%) of E-3 sailors were satisfied.  A high 

level of E-4 and E-5 sailors also responded that they were satisfied or very satisfied, with 67.4% 

and 68.8% respectively.   
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What effect did the amount of paperwork have on the job satisfaction of sailors in 

each paygrade? 
 

TABLE XV 

PERCEPTION OF JOB SATISFACTION BY AMOUNT OF PAPERWORK 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  Column % Count Column % Count Column % Count 
Not Applicable 18.2% 6 7.1% 7 6.3% 1 
Very Dissatisfied 3.0% 1 9.2% 9 6.3% 1 
Dissatisfied 3.0% 1 16.3% 16 18.8% 3 
Satisfied 72.7% 24 63.3% 62 62.5% 10 
Very Satisfied 3.0% 1 4.1% 4 6.3% 1 

AMOUNT OF 
PAPERWORK 

Total 100.0% 33 100.0% 98 100.0% 16 
chi-square = 8.837, p < .05, df = 8 
 
 

 However, 25.5% of E-4 and 25.1% of E-5 sailors reported they were dissatisfied with the 

amount of paperwork.  This factor can be attributed to the fact that as sailors advance in rank, the 

amount of paperwork increased as their responsibilities increase.  From the proper keeping of log 

books, to the processing of repair part orders and maintenance logs, E-4 and E-5 sailors handle a 

large percentage of the initial paperwork generated onboard a Navy ship. 

 According to Table XVI, sailors in all paygrades had a high level of dissatisfaction with 

the amount of personnel available to do the job.  56.3% of sailors in the E-5 paygrade, 58.6% in 

the E-4 paygrade and 60.6% in the E-3 paygrade responded that they were either dissatisfied or 

very dissatisfied the personnel on hand to accomplish the tasks assigned. 

 

 

 

 

 37



What effect did the amount of personnel available to do the job have on the job 
satisfaction of sailors in each paygrade? 

 
TABLE XVI 

PERCEPTION OF JOB SATISFACTION BY AMOUNT OF PERSONNEL AVAILABLE TO DO 
THE JOB 

 
PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 3.0% 1 .0% 0 .0% 0
Very Dissatisfied 24.2% 8 15.2% 15 6.3% 1
Dissatisfied 36.4% 12 43.4% 43 50.0% 8
Satisfied 36.4% 12 39.4% 39 37.5% 6
Very Satisfied .0% 0 2.0% 2 6.3% 1

AMOUNT OF 
PERSONNEL 
AVAILABLE 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 8.509, p < .05, df = 8 
 
 

 A number of factors influence the number of personnel available to accomplish the 

numerous tasks that sailors must complete onboard a Navy ship.  These include first and 

foremost, their watchstanding responsibilities.  These duties require every sailor to take a 

proactive interest in completing the qualifications necessary to operate everything from the 1MC 

(the ship’s general announcement system that is audible in every space on the ship) to radars and 

radar consoles, missile systems, massive boilers and steam engines to the steam catapults and 

aircraft arresting gear.  Each one of these complex systems has numerous operators that must act 

in concert with each other to make the ship work.   If there is a shortage of qualified personnel 

onboard, then those who are qualified will have to step in to stand the watches for which there 

are no qualified watchstanders.  This shortage can occur through the undermanning of the ship, 

which is handled through the Bureau of Navy Personnel, (a process to expansive to be discussed 

here) or through the lack of proper training of personnel onboard.  While some of the most 

complex watchstations, like the Machinist Mate of the Watch who oversees the operations of one 
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of the four engine rooms, take months for senior petty officer to qualify to perform, others 

require less training but a larger number of personnel to perform.  If the training process breaks 

down, or personnel do not actively complete their training assignments, it will result in the lack 

of qualified personnel available to do the job, thereby having a negative impact on job 

satisfaction.      

 The results of Table XVII, the perception of job satisfaction by level of competence of 

supervisors, revealed a nearly even split across all three paygrades of those who satisfied with 

their supervisors level of competence and those who were dissatisfied.   One measurement of 

interest, 22.2% of E-4 sailors reported that they were very dissatisfied with the level of 

competence of supervisors. 

 

What effect did the level of competence from superiors have on the job satisfaction 
of sailors in each paygrade? 

 
TABLE XVII 

PERCEPTION OF JOB SATISFACTION BY LEVEL OF COMPETENCE OF SUPERVISORS 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable .0% 0 .0% 0 .0% 0
Very Dissatisfied 15.2% 5 22.2% 22 .0% 0
Dissatisfied 36.4% 12 27.3% 27 50.0% 8
Satisfied 42.4% 14 44.4% 44 50.0% 8
Very Satisfied 6.1% 2 6.1% 6 .0% 0

LEVEL OF 
COMPETENCE 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 7.585, p < .05, df = 6 
 

 

 Due to the disbursement of the those completing the survey of all areas of the ship, the 

one year period over which the surveys were completed and the rate of turnover of supervisors in 
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different divisions and departments, these results suggest that those leaving the Navy were 

evenly divided in their opinion of their supervisor’s level of competence, and were unlikely 

influenced by the low level of competence of a few supervisors. 

 

What effect did the level of competence of co-workers have on the job satisfaction of 
sailors in each paygrade? 

 
TABLE XVIII 

PERCEPTION OF JOB SATISFACTION BY LEVEL OF COMPETENCE OF CO-WORKERS 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable .0% 0 .0% 0 .0% 0
Very Dissatisfied 9.1% 3 11.1% 11 6.3% 1
Dissatisfied 36.4% 12 28.3% 28 31.3% 5
Satisfied 54.5% 18 57.6% 57 56.3% 9
Very Satisfied .0% 0 3.0% 3 6.3% 1

LEVEL OF 
COMPETENCE 
OF CO-
WORKERS 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 2.620, p < .05, df = 6 
 

 

 Generally, sailors believed that their co-workers were competent.  In the close quarters in 

which sailors must work at sea, and the fact that their life may depend on the competence of their 

co-worker, this is an important factor in determining the job satisfaction of sailors.    They must 

be able to depend upon their co-workers’ ability to operate dangerous machinery properly, 

communicate effectively, and in case of emergencies, such as fighting fires (training all 

shipboard sailors are required to complete) take the proper actions to ensure the safety of all 

hands.  
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 According to Table XIX, sailors demonstrated a high level of dissatisfaction with the 

quality and amount of equipment available to do their jobs.  62.6% of E-5s, 58.6% of E-4s and 

69.7% of E-3 sailors were either satisfied or very dissatisfied with the quality and amount of 

equipment.  On the other hand, 27.3% of E-3 reported they were satisfied, while 41.4% of E-4 

and 37.5% of E-5 said they were satisfied or very satisfied. 

 
What effect did the quality and amount of equipment have on the job satisfaction of 

sailors in each paygrade? 
 

TABLE XIX 
 

PERCEPTION OF JOB SATISFACTION BY QUALITY AND AMOUNT OF EQUIPMENT 

PAYGRADE (Dep. Variable) 
3 4 5 

 Column % Count Column % Count Column % Count 
Not Applicable 3.0% 1 .0% 0 .0% 0
Very 
Dissatisfied 33.3% 11 19.2% 19 18.8% 3

Dissatisfied 36.4% 12 39.4% 39 43.8% 7
Satisfied 27.3% 9 40.4% 40 25.0% 4
Very Satisfied .0% 0 1.0% 1 12.5% 2

QUALITY 
AND 
AMOUNT OF 
EQPMNT 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 17.568, p < .05, df = 8 
 
     
     As the quality and amount of equipment to complete any task is extremely important, the 

sailor’s belief that they did not have the equipment needed to complete their tasks has a 

detrimental affect on their job satisfaction.  The foundation of this response could be based in the 

amount of maintenance required to maintain a ship that is older than most of the sailors (33 years 

old) who must perform over 75,000 preventive maintenance actions annually, in addition to the 

thousands of repair actions on the ship’s mechanical and electrical devices and systems that must 

be accomplished on a daily basis. 
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        Table XX measured the level of job satisfaction by the amount of job security sailors 

perceived in being part of the United States Navy.  With 87.5% of Second Class Petty Officers 

(E-5),  84.3% of Third Class Petty Officers (E-4), and 78.8% of Seamen (E-3) responding as 

either satisfied or very satisfied, job security drew one of the highest levels of satisfaction in the 

survey. 

What effect did the amount of job security have on the job satisfaction of sailors in 
each paygrade? 

 
TABLE XX 

 

PERCEPTION OF JOB SATISFACTION BY AMOUNT OF JOB SECURITY 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  Column % Count Column % Count Column % Count 
Not Applicable 3.0% 1 1.0% 1 6.3% 1
Very 
Dissatisfied 6.1% 2 2.1% 2 .0% 0

Dissatisfied 12.1% 4 14.6% 14 6.3% 1
Satisfied 72.7% 24 74.0% 71 62.5% 10
Very Satisfied 6.1% 2 8.3% 8 25.0% 4

AMOUNT OF 
JOB 
SECURITY 

Total 100.0% 33 100.0% 96 100.0% 16
chi-square = 9.418, p < .05, df = 8 
 

 
      As sailor are under a contract to remain in the Navy for a specified amount of time to which 

they originally agreed, job security is one of the perceived advantages to being a member of the 

armed services.  Although the force can go through periods of reduction in the number of 

personnel from time to time, as occurred in the early to mid 1990’s, sailors do not have to worry 

that they will report to work one morning and find out they have been “laid off” or “fired”.     

 
 

       The results of Table XXI indicated that the Second Class Petty Officers (E-5) had a very 

high level of job satisfaction with the amount of promotion/advancement opportunities, with 

75.1% answering that they were either satisfied or very satisfied.  Third Class Petty Officer’s had 
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a much lower level of satisfaction with the promotion opportunities, with 58.6% responding with 

as dissatisfied or very dissatisfied.  Seamen (E-3) were almost equally divided with 46.9% 

answering that they were satisfied and 53.1% either dissatisfied or very dissatisfied. 

 
What effect did the amount of promotion/advancement opportunities have on the 

job satisfaction of sailors in each paygrade? 
 

TABLE XXI 
 

PERCEPTION OF JOB SATISFACTION BY AMOUNT OF PROMOTION/ADVANCEMENT 
OPPORTUNITIES 

 
PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable .0% 0 .0% 0 6.3% 1
Very 
Dissatisfied 25.0% 8 27.3% 27 .0% 0

Dissatisfied 28.1% 9 31.3% 31 18.8% 3
Satisfied 46.9% 15 40.4% 40 43.8% 7
Very Satisfied .0% 0 1.0% 1 31.3% 5

PROMOTION 
OPPORTUNIT
Y 

Total 100.0% 32 100.0% 99 100.0% 16
chi-square = 46.055, p < .05, df = 8 
 
 
        With Second Class Petty Officers (E-5) reaching the highest paygrade possible during the 

initial enlistment, it is expected that they would have a high level of satisfaction with their 

advancement opportunity.  Conversely, Third Class Petty Officers (E-4) and Seamen (E-3) did 

not believe they had the same opportunity to advance.  All subjects in this survey (with some 

variation) entered the Navy during the same time period and would have had the same 

opportunity to advance.  Their performance on the job, their level of qualifications for specific 

tasks, and their performance on the Navy – wide advancement examination would be the prime 

determining factors in their maximizing the opportunity for advancement. 

       One factor out of their control, would be the advancement quota set for each rating (job 

description) by the Chief of Naval Personnel for each bi-annual advancement cycle.  The Navy 
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determines its needs, based on the manning requirements for each rating, and the number of 

personnel it anticipates will leave the Navy through retirements, retention losses, and attrition 

(losses due to drug use, desertion, etc.) and determines the number of personnel it will need to 

the fill those ratings at that paygrade (Naval Military Personnel Manual, 1998). 

 

          According to Table XXII, Seaman (E-3) had the highest level of dissatisfaction with the 

assignment to a job that offered technical/professional development with 54.5% indicating that 

they were dissatisfied or very dissatisfied.   On the other hand, 59.8% of E-4s and 75.1% of E-5s 

indicated that they were satisfied or very satisfied with their opportunities. 

 

What effect did the assignment to a job offering technical/professional development 
have on the job satisfaction of sailors in each paygrade? 

 
TABLE XXII 

 
PERCEPTION OF JOB SATISFACTION BY ASSIGNMENT TO JOB OFFERING 

TECHNICAL/PROFESSIONAL DEVELOPMENT 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  
Column 

% Count 
Column 

% Count 
Column 

% Count 
Not Applicable 6.1% 2 1.0% 1 6.3% 1
Very Dissatisfied 24.2% 8 14.4% 14 6.3% 1
Dissatisfied 30.3% 10 24.7% 24 12.5% 2
Satisfied 39.4% 13 56.7% 55 56.3% 9
Very Satisfied .0% 0 3.1% 3 18.8% 3

ASSIGNMENT 
TO JOB 
OFFERING 
DEVELOPMENT 

Total 100.0% 33 100.0% 97 100.0% 16
chi-square = 18.388, p < .05, df = 8 
 

 
 

       These findings indicate a strong correlation at the E-5 paygrade with job satisfaction by the 

amount of promotion/ advancement opportunity.  As one of the key components to properly 

preparing for the advancement examination, assignment to a job that allows the sailor to learn 
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key components and systems associated with their rate (ex. an Engineman (EN) working with 

engines and the associated machinery), they will have a much improved opportunity to do well 

on the next advancement examination.  And as a result, advance to the next higher paygrade. 

  

          According to Table XXIII, Second Class Petty Officers (E-5) indicated that they were 

100% satisfied or very satisfied with the use of their skills and training on jobs.  Third Class 

Petty Officers responded that they were either satisfied or very satisfied at a level of 61.6%, 

while Seamen (E-3) reported that they were only 51.5% satisfied with the use of their skills and 

training on the job.   

What effect did the use of job skills and training on jobs have on the job satisfaction 
of sailors in each paygrade? 

 
TABLE XXIII 

 
PERCEPTION OF JOB SATISFACTION BY USE OF MY SKILLS AND TRAINING ON JOBS 

 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable .0% 0 .0% 0 .0% 0
Very 
Dissatisfied 27.3% 9 13.1% 13 .0% 0

Dissatisfied 21.2% 7 25.3% 25 .0% 0
Satisfied 48.5% 16 52.5% 52 75.0% 12
Very Satisfied 3.0% 1 9.1% 9 25.0% 4

USE OF 
SKILLS AND 
TRAINING ON 
JOBS 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 17.134, p < .05, df = 6 
 

 
       These results of the level of satisfaction of the Second Class Petty Officers are somewhat 

surprising, but consistence with the findings of the other questions concerning training and 

advancement questions.  Second Class Petty Officers advance in paygrade because they make the 

most of their training and job assignment opportunities to prepare themselves for advancement. 
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         As Table XXIV indicates, Second Class Petty Officers again had the highest level of 

satisfaction with 75% responding that they were satisfied or very satisfied, with Third Class 

Petty Officers reporting that 57.5% believed they were either satisfied or very satisfied.  48.5% 

of Seaman responded that they were satisfied while 42.4% were dissatisfied or very dissatisfied.  

Of note, 9.1% of Seaman responded “Not Applicable” to this question, indicating that they had 

not been assigned to a leadership job. 

 
 

What effect did the assignment to leadership jobs have on the job satisfaction of 
sailors in each paygrade? 

 
TABLE XXIV 

 

PERCEPTION OF JOB SATISFACTION BY ASSIGNMENT TO LEADERSHIP JOBS 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  Column % Count Column % Count Column % Count 
Not Applicable 9.1% 3 1.0% 1 .0% 0
Very Dissatisfied 24.2% 8 16.2% 16 .0% 0
Dissatisfied 18.2% 6 25.3% 25 25.0% 4
Satisfied 48.5% 16 53.5% 53 50.0% 8
Very Satisfied .0% 0 4.0% 4 25.0% 4

ASSIGNMENT 
TO 
LEADERSHIP 
JOBS 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 24.533, p < .05, df = 8 
 

 
        The results are consistent with the normal distribution of leadership positions given the 

paygrades within this study.  Second Class Petty Officers will often be given leadership 

opportunities as Work Center Supervisors (a subset of the division which will have the 

responsibility to oversee the maintenance and repair of a given amount of associated equipment 

(one group of radars or all of the ship’s small boats)).  Third Class Petty Officers may be 

assigned as Assistant Work Center Supervisors or assigned as the leading technician on one 

piece of equipment (one radar within the group) and have a number of Seamen working under 
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them.  Seaman are not expected to fill leadership positions, however if a Seaman is perceived to 

be exceptionally competent, he may be given the opportunity to lead other Seamen in specific 

tasks.    

 
                The results of Table XXV indicated that the Second Class Petty Officers (E-5) had an 

extremely high level of job satisfaction with the control of job assignments, with 87.1% 

answering that they were either satisfied or very satisfied.  Third Class Petty Officer’s had a 

much lower level of satisfaction with the promotion opportunities, with only 59.6% responding 

with satisfied or very satisfied.  Seamen (E-3) were almost equally divided with 54.5% 

answering that they were satisfied and 45.5% either dissatisfied or very dissatisfied. 

 
 
 
 

What effect did the control of job assignments have on the job satisfaction of sailors 
in each paygrade? 

 
TABLE XXV 

 

PERCEPTION OF JOB SATISFACTION BY CONTROL OF JOB ASSIGNMENTS 
 

PAYGRADE (Dep. Variable) 

3 4 5 

  
Column 

% Count 
Column 

% Count 
Column 

% Count 
Not Applicable .0% 0 1.0% 1 .0% 0
Very Dissatisfied 18.2% 6 18.2% 18 .0% 0
Dissatisfied 27.3% 9 21.2% 21 12.5% 2
Satisfied 51.5% 17 51.5% 51 68.8% 11
Very Satisfied 3.0% 1 8.1% 8 18.8% 3

CONTROL 
OVER MY JOB 
ASSIGNMENTS 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 8.593, p < .05, df = 8 
 
 
 Again, these results are consistent with the paygrade level of the individual.  Second 

Class Petty Officers (E-5) would be expected to have a higher level of control over job 
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assignments than an E-3 or E-4 sailor by virtue of their rank.  E-5 sailors are given more 

responsibility and personnel to accomplish their assigned mission and can delegate job 

assignments to the Third Class Petty Officers and Seaman who work for them or handle the job 

assignment themselves.   

 
Table XXVI reflects a very high level of dissatisfaction among Seamen (E-3), with 

75.8% responding that they were dissatisfied or very dissatisfied with the way their performance 

was evaluated.   Third Class Petty Officers also expressed a level of dissatisfaction with 

performance evaluation with 58.6% indicating either dissatisfied or very dissatisfied.   Second 

Class Petty Officers again, as in a number of the questions relating to job satisfaction, indicated a 

high level of approval (68.8%) with how their performance was evaluated. 

 

What effect did the level of fairness in how my performance is evaluated have 
on the job satisfaction of sailors in each paygrade? 

 

TABLE XXVI 
 

PERCEPTION OF JOB SATISFACTION BY LEVEL OF FAIRNESS IN HOW MY 
PERFORMANCE IS EVALUATED 

 

PAYGRADE (Dep. Variable) 

3 4 5 

  
Column 

% Count 
Column 

% Count 
Column 

% Count 
Not Applicable .0% 0 .0% 0 .0% 0
Very Dissatisfied 30.3% 10 31.3% 31 6.3% 1
Dissatisfied 45.5% 15 27.3% 27 25.0% 4
Satisfied 21.2% 7 40.4% 40 62.5% 10
Very Satisfied 3.0% 1 1.0% 1 6.3% 1

LEVEL OF 
FAIRNESS IN 
PERFORMANC
E 
EVALUATION 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 13.074, p < .05, df = 6 
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         One of the key elements in a sailor’s opportunity for advancement is the performance 

evaluation.  Without a formal recommendation for promotion to the next paygrade from the 

sailor’s chain of command, they will remain in the same paygrade, regardless of time of service. 

             Once a sailor earns the recommendation for promotion from his superiors, he will be 

able to participate in the semi-annual Navy wide advancement examination.  If he passes the 

examination, his exam score and a number of other factors will be will calculated to form an 

overall score – the “Final Multiple”(Naval Military Personnel  Manual, 1998). 

        One of the primary “other” factors is a sailor’s evaluation average.   This average is 

calculated based on the level of the promotion recommendation assigned to the sailor by the 

reporting senior (usually the department head for paygrades E-5 and below).  These promotion 

recommendations can be either “Promotable”, “Must Promote” or “Early Promote”, with the 

early promote recommendation giving the sailor the best score – and the best opportunity for 

promotion (Navy Performance Evaluation System, 1995) (See Appendix C). 

          It is reasonable to conclude that a majority of the Second Class Petty Officers would have 

been the recipients of the highest level of evaluations, playing a major role in their successful 

advancement to E-5.            
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PAY & BENEFITS   
 
 

      HYPOTHESIS 2 (PAY AND BENEFITS) 

 Sailors onboard the U.S.S. John F. Kennedy who do not reenlist at the end of their first- 

term will have a higher level of approval with pay and benefits than with job satisfaction.  This 

hypothesis was designed to measure and compare the level of satisfaction with pay and benefits 

of sailors who decided to leave the Navy and return to civilian life. 

 This hypothesis was tested through the use of ten questions (question numbers 24-30, 32-

33 and 40) from the survey that addressed different aspects of Navy pay and benefits.  One of 

these questions, (represented in Table XXXVII) designed for sailors who had completed a PCS 

(Permanent Change of Station) move, did not provide valuable data from this specific survey 

group – sailors at end of their first enlistment, and is included here only to maintain the 

continuity of the survey. 

 Responses to Question 24 “Based on your Naval experience, rate your satisfaction with 

the amount of pay (basic)” were used to test this hypothesis.  Across all three paygrades, 50 

(33.8%) of the sailors responded they were very dissatisfied, while 54 (36.5%) indicated that 

they were dissatisfied with the amount of basic pay. On the other hand, 41 (27.7%) answered that 

they were satisfied and only 0 (0.0%) were very satisfied.  Three of the sailors responded “Non 

Applicable” to this question. 

 Sailor’s responses to the question on basic pay were then examined by gender, marital 

status and ethnic group.  Thirty-five (39.6%) of the males responded that they were satisfied 

(none responded as very satisfied) with the amount of basic pay, whereas 91 (71.0%) of the 

males indicated that they were dissatisfied or very dissatisfied with the amount of basic pay.  For 

the females, only six (30.0%) responded that they were satisfied (none responded as very 
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satisfied) while 13 (57.9%) answered that they were dissatisfied or very dissatisfied. Three 

sailors, two male and one female, indicated “Not applicable”. 

           The issue of basic pay was further analyzed by the marital status of the sailors.  Those 

sailors identifying themselves as single indicated by a total of 61 (67.7%) that they were either 

dissatisfied or very dissatisfied, while 26 (28.8%) responded that they were satisfied or very 

satisfied with the amount of basic pay. Three responded “Not Applicable.” 

 Of those who indicated that they were married, 15 (29.4%) answered that they were 

satisfied (zero responded as very satisfied), while 36 (70.6%) indicated that they were 

dissatisfied or very dissatisfied with their amount of basic pay as a member of the United States 

Navy.   Further, those who identified themselves as being divorced (four) and as “other” (three) 

responded with all seven (100.0%) indicating that they were either dissatisfied or very 

dissatisfied with their basic pay. 

 Finally, the question of basic pay was analyzed by ethnic group.  Of those sailors who 

identified themselves as White, 29 (33.3%) said they were satisfied (none responded as very 

satisfied) with the amount of basic pay, while 57 (65.5%) indicated that they were dissatisfied or 

very dissatisfied.   Further, African-Americans responded that they were dissatisfied or very 

dissatisfied by a margin of 27 (79.4%) over the 6 (17.6%) who said that they were satisfied (none 

were very satisfied) with the amount of basic Navy pay. One responded as “Not Applicable”.   

Nineteen (70.3%) of the sailors who identified themselves as Hispanic/Asian/American Indian 

and “Other” indicated that they were dissatisfied or very dissatisfied, while six (22.2%) said they 

were satisfied (again, none answered very satisfied). Two (7.4%)did not respond. 
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 Statistical analysis of the effect of gender, marital status and ethnic group on the level of 

satisfaction with basic pay and benefits indicated that there was no significant difference in their 

opinions.  (See Table XXVII) 

 

TABLE XXVII 
 

Hypothesis # 2 
       

Dependent Variable – Amount of pay (basic) 
       

Independent Variable Chi-Square 
       
Gender   1.659*   
       
Marital Status  6.777*   
       
Ethnic Group   9.951*   

                           *p > .05 

 

 A review of the responses indicated a high level of dissatisfaction with the amount of 

basic pay despite the fact that pay for the military was raised an unprecedented four separate 

occasions from January 2000 to July 2001 (Defense Finance Accounting Service) (See Appendix 

D-G).  A statistically significant majority of all the sailors 104 (70.2%) were dissatisfied with the 

amount of basic pay, versus 41 (27.7%) who were satisfied.   

According to Table XXVIII, it is the E-3 paygrade that had the lowest perception of pay 

and benefits by the amount of basic pay, with 78.8% specifying that they were dissatisfied or 

very dissatisfied and only 18.2% indicating that they were satisfied.  The E-4 paygrade revealed 

that they were not satisfied with the amount of basic pay with 68.7% responding with dissatisfied 

or very dissatisfied, whereas 29.3% indicated they were satisfied.  The E-5 paygrade had a 
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response of 37.5% indicating they were satisfied with the amount of basic pay.  Further, they 

indicated that 37.5% were dissatisfied and 25.0% were very dissatisfied.  

What effect did the amount of basic pay have on the satisfaction with pay & benefits 
of sailors in each paygrade? 

 

TABLE XXVIII 

PERCEPTION OF PAY/BENEFITS BY AMOUNT OF BASIC PAY  
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not 
Applicable 3.0% 1 2.0% 2 .0% 0

Very 
Dissatisfied 42.4% 14 32.3% 32 25.0% 4

Dissatisfied 36.4% 12 36.4% 36 37.5% 6
Satisfied 18.2% 6 29.3% 29 37.5% 6
Very Satisfied .0% 0 .0% 0 .0% 0

AMOUNT OF 
BASIC PAY 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 3.375, p < .05, df = 6 
 

 
 
 Two factors affect basic pay for all personnel in the United States Navy: paygrade, which 

has the most significant affect of amount of pay, and length of service. (See Appendix E) Based 

on these factors, it is logical that Seamen (E-3) would have the highest level of dissatisfaction 

with their basic pay.    This study population consists of personnel who are all in their first 

enlistment contract, and as result, those still in the paygrade of E-3, would compare their level of 

pay with their contemporaries who have advanced to the E-4 and E-5 paygrades, who are being 

paid significantly more. 

 While this may be a reason for the discontent of the Seamen (E-3), the Third Class Petty 

Officers (E-4) as well as the Second Class Petty Officers (E-5) had a high level of dissatisfaction 

with basic pay as well.    With 29.3% and 37.5% respectively answering they were dissatisfied 
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and none answering they were very satisfied; the level of dissatisfaction with basic pay is much 

higher than expected. 

 

In Table XXIX, those in the E-4 paygrade showed the highest level of satisfaction with 

the amount of special pay, with 40.8% indicating they were satisfied or very satisfied, while 

52.1% signified dissatisfaction.  Those in the E-5 paygrade had almost the same level of 

satisfaction with 37.5% signifying they were satisfied whereas an equal number: 37.3% indicated 

dissatisfaction.  Finally, the E-3 paygrade’s answers disclosed a much lower level of satisfaction 

with special pay, with only 24.2% indicating they were satisfied, while 51.5% signifying that 

they were dissatisfied or very dissatisfied.  Of note, a total 19 personnel indicated that special 

pay was “Not Applicable.”  

What effect did the amount of special pay have on the satisfaction with pay & 
benefits of sailors in each paygrade? 

 
 

TABLE XXIX 
 

PERCEPTION OF PAY/BENEFITS BY AMOUNT OF SPECIAL PAY 
 

PAYGRADE (Dep. Variable) 
3 4 5 

  Column % Count Column % Count Column % Count 
Not 
Applicable 24.2% 8 7.1% 7 25.0% 4

Very 
Dissatisfied 33.3% 11 27.6% 27 12.5% 2

Dissatisfied 18.2% 6 24.5% 24 25.0% 4
Satisfied 24.2% 8 39.8% 39 37.5% 6
Very Satisfied .0% 0 1.0% 1 .0% 0

SPECIAL 
PAY 

Total 100.0% 33 100.0% 98 100.0% 16
chi-square = 11.960, p < .05, df = 8 
 

 
  
 Special pay includes a number of separate smaller payments to sailors of all ranks, 

depending on a number of factors including where they work (ex. Flight Deck pay), specialized 
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skills or training they possess (ex. Dive pay for divers), pay for where they are in the world 

(Hostile Fire pay for serving in a war zone), or pay for being assigned to duty onboard a ship 

(Sea pay) (See Appendix F). 

 While there are a number of different types of special pay available, sailors in the first 

enlistment will not have had the same opportunity to earn the most lucrative special pays as 

sailors on their second or third enlistments.  The Navy uses the promise to provide the 

specialized training needed to receive the most lucrative of special pay to entice sailors to 

reenlist.  The sailor signs another enlistment contract (the length determined by the critical need 

of the skill training being offered), and the Navy agrees to provide the school (which can be over 

one year for some skills) and in turn, allows the sailor to earn the special pay if they successfully 

complete the training.     

 
 

Table XXX demonstrates a high the level of dissatisfaction with retirement benefits, 

regardless of paygrade.  E-5 sailors (Petty Officer Second Class) had the highest level of 

dissatisfaction with their perception of retirement benefits, with 43.8% very dissatisfied and 

12.5% dissatisfied, for a total of 56.3%.  Paygrades E-4 (Petty Officer Third Class) and E-3 

(Seaman) indicated a level of dissatisfaction of 31.3% and 30.3% respectfully.   
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What effect did retirement benefits have on the satisfaction with pay & benefits of 

sailors in each paygrade? 
 
 

TABLE XXX 
 

PERCEPTION OF PAY/BENEFITS BY RETIREMENT BENEFITS 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 54.5% 18 50.5% 50 31.3% 5
Very 
Dissatisfied 21.2% 7 18.2% 18 43.8% 7

Dissatisfied 9.1% 3 13.1% 13 12.5% 2
Satisfied 15.2% 5 15.2% 15 12.5% 2
Very Satisfied .0% 0 3.0% 3 .0% 0

RETIREMENT 
BENEFITS 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 7.324, p < .05, df = 8 
 

 
 

 Again, as this study focused on those sailors at the end of their first enlistment, it is 

predictable that the number of personnel responding as “Not Applicable” would be high.  

However, the high percentage of Second Class Petty Officers (E-5) indicating that they are very 

dissatisfied with retirement benefits is significant. 

 While the retirement pay, 50% of basic pay based on the average of the highest three 

years of basic pay (usually the last three years of active duty), health care benefits, exchange and 

commissary privileges, and other retirement benefits may not seem relevant at this point, those 

sailors who decided to stay in the Navy will value these benefits at a much greater level the 

longer their service continues.  

 

 In Table XXXI, the effect of education benefits on the satisfaction with pay and benefits 

was measured.  Second Class Petty Officers (E-5) and Third Class Petty Officers (E-4) 
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responded that they both were satisfied or very satisfied with the level of education benefits by a 

near identical 62.5% for E-5 and 64.6% for E-4.  Further, 69.7% of the E-3s responded that they 

were satisfied or very satisfied, while only 24.3% reported that they were dissatisfied.    

What effect did the level of education benefits have on the satisfaction with pay & 
benefits of sailors in each paygrade? 

 
TABLE XXXI 

 
PERCEPTION OF PAY/BENEFITS BY LEVEL OF EDUCATION BENEFITS 

 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 6.1% 2 6.1% 6 .0% 0
Very Dissatisfied 6.1% 2 7.1% 7 6.3% 1
Dissatisfied 18.2% 6 22.2% 22 31.3% 5
Satisfied 60.6% 20 52.5% 52 50.0% 8
Very Satisfied 9.1% 3 12.1% 12 12.5% 2

LEVEL OF 
EDUCATIONAL 
BENEFITS 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 2.407, p < .05, df = 8 
 

 The Navy’s educational assistance program is one of the most valuable benefits available 

to sailors today.  It provides 100% of tuition costs for accredited programs from associates, 

bachelors and master’s degrees to technical degrees at various institutions. 

 With very few limitations, and only a minimum of two years of active duty service to 

complete after its use this program, (which is completely separate from the Montgomery G.I. Bill 

education benefits although they cannot overlap) provides sailors with an outstanding 

opportunity to improve themselves through education.   

 Although the level of satisfaction with this benefit was high compared the level of 

satisfaction with basic and special pay, it is somewhat surprising with the level of benefits 

available, that the number of sailors responding as satisfied or very satisfied is not markedly 

higher. 
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        Table XXXII measured the effect of access to education and training on the satisfaction 

with pay and benefits. With 56.3% of Second Class Petty Officers (E-5), 63.7% of Third Class 

Petty Officers (E-4), and 66.7% of Seamen (E-3) responding as either satisfied or very satisfied, 

access to education and training rated approximately the same amount of satisfaction as the level 

of education and training benefits. 

 

 

What effect did the access to education & training benefits have on the satisfaction 
with pay & benefits of sailors in each paygrade? 

 
TABLE XXXII 

 
PERCEPTION OF PAY/BENEFITS BY ACCESS TO EDUCATION/TRAINING 

 

PAYGRADE (Dep. Variable) 

3 4 5 

  
Column 

% Count 
Column 

% Count 
Column 

% Count 
Not Applicable .0% 0 1.0% 1 6.3% 1
Very Dissatisfied 18.2% 6 17.2% 17 12.5% 2
Dissatisfied 15.2% 5 18.2% 18 25.0% 4
Satisfied 60.6% 20 56.6% 56 37.5% 6
Very Satisfied 6.1% 2 7.1% 7 18.8% 3

ACCESS TO 
EDUCATION/TR
AINING 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 7.184, p < .05, df = 8 
 
 
 
 The answers to this question were very similar to those detailed in Table XXXI, and are 

to be expected.  These questions discriminate between the availability of the education benefits 

and the ability to actually use them, as sailors onboard the Kennedy (as well as any other sailor 

onboard a ship) are subject to constant periods of underway (at sea) time and an interruption in 

their attendance of shore based classes. 
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 While the Navy does provide basic college level courses onboard its larger ships (John F. 

Kennedy being one) during its routine six-month deployments, the flexibility of the ship’s 

underway schedule makes it difficult for sailors to plan and complete their scheduled course 

work.  The results of this question however indicate that a majority of the sailors are satisfied 

with their access to education and training.        

 
 

 According to Table XXXIII, sailors were equally divided in their level of satisfaction 

with the quality of medical and dental care.  Sailors in the E-5 paygrade responded at a rate of 

56.3% that they were either satisfied or very dissatisfied with the quality medical and dental care, 

while 48.9 of E-4 and 45.5% of E-3 sailors responded similarly.  On the other hand, 51.6% of E-

3 reported they were satisfied, while 47.9% of E-4 and 37.6% of E-5 said they were satisfied or 

very satisfied. 

 
What effect did the quality of medical & dental care have on the satisfaction with 

pay & benefits of sailors in each paygrade? 
 
 

TABLE XXXIII 
 

PERCEPTION OF PAY/BENEFITS BY QUALITY OF MEDICAL AND DENTAL CARE 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 3.0% 1 3.1% 3 6.3% 1
Very 
Dissatisfied 15.2% 5 17.3% 17 12.5% 2

Dissatisfied 30.3% 10 31.6% 31 43.8% 7
Satisfied 45.5% 15 45.9% 45 31.3% 5
Very Satisfied 6.1% 2 2.0% 2 6.3% 1

QUALITY OF 
MEDICAL 
AND DENTAL 
CARE 

Total 100.0% 33 100.0% 98 100.0% 16
chi-square = 3.638, p < .05, df = 8 
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 The Navy provides 100% medical and dental coverage to its members with no out of 

pocket expense.  While the quality of the care provided by the Navy’s extensive active duty 

medical and dental professionals is sometimes questioned, it provides a service at sea that cannot 

be duplicated by civilian medical personnel.  

 The John F. Kennedy provides its sailors with a full service Medical Department, 

(including a pharmacy and psychiatric care) capable of providing medical care up to and 

including emergency surgery if needed.  Likewise, the Dental Department can provide normal 

dental care to all sailors onboard the Kennedy.  

According to Table XXXIV, sailors in all paygrades had a high level of satisfaction with 

the quality of commissary and exchange.  93.8% of sailors in the E-5 paygrade, 92.0% in the E-4 

paygrade and 81.8% in the E-3 paygrade responded that they were either satisfied or very 

satisfied with their benefits provided through the commissary and exchange.  

What effect did the quality of commissary & exchanges have on the satisfaction with 
pay & benefits of sailors in each paygrade? 

 
 

TABLE XXXIV 
 

PERCEPTION OF PAY/BENEFITS BY QUALITY OF COMMISSARY/EXCHANGES 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable .0% 0 1.0% 1 .0% 0
Very Dissatisfied 3.0% 1 1.0% 1 6.3% 1
Dissatisfied 15.2% 5 6.1% 6 .0% 0
Satisfied 63.6% 21 75.8% 75 56.3% 9
Very Satisfied 18.2% 6 16.2% 16 37.5% 6

QUALITY OF 
COMMISSARY 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 11.043, p < .05, df = 8 
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 The commissary, (grocery store) and the exchange (department store) provide a valuable 

resource to military members and their families who take advantage of them.  The commissary 

provides deeply discounted prices on food and other items normally found in a civilian grocery 

store with the added bonus of not charging sales tax (a significant saving on food in states that 

charge tax on food items).  The Navy Exchange system provides numerous items, including 

everything from dry cleaning and florists to appliances and auto care are available thought its 

stores, catalog and web site for sailors anywhere in the world. 

 Those sailors in the survey group responded to the question of support and recreational 

services with nearly the same level of satisfaction as the commissary and exchange.  Table 

XXXV shows that 87.3% of E-5 personnel were satisfied or very satisfied, followed closely by 

82.7% of E-4 and 81.8% of E-3 sailors.     

 
 

What effect did the support & recreation services have on the satisfaction with pay 
& benefits of sailors in each paygrade? 

 
 

TABLE XXXV 
 

PERCEPTION OF PAY/BENEFITS BY SUPPORT & RECREATIONAL SERVICES 
 

PAYGRADE (Dep. Variable) 

3 4 5 

  
Column 

% Count 
Column 

% Count 
Column 

% Count 
Not Applicable 3.0% 1 2.0% 2 .0% 0
Very Dissatisfied 9.1% 3 6.1% 6 6.3% 1
Dissatisfied 6.1% 2 9.2% 9 6.3% 1
Satisfied 69.7% 23 68.4% 67 56.3% 9
Very Satisfied 12.1% 4 14.3% 14 31.3% 5

SUPPORT AND 
RECREATIONA
L SERVICES 

Total 100.0% 33 100.0% 98 100.0% 16
chi-square = 4.391, p < .05, df = 8 
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 The Navy takes great effort in providing its members with opportunities for recreation in 

numerous forms.  From gymnasiums, weight rooms, internet cafés and bowling leagues, to 

sponsoring trips and tours to places of interest in foreign ports of call, the Morale, Welfare and 

Recreation Committee provides sailors with numerous opportunities to better themselves 

intellectually, physically, and emotionally.   

In Table XXXVI, the perception fairness of married vs. single pay was measured.   

Second Class Petty Officers (E-5) had the highest level of dissatisfaction, with 60.0% answering 

that they were either dissatisfied or very dissatisfied.  On the other hand, only 44.4% of the Third 

Class Petty Officers (E-4) responded that they were dissatisfied or very dissatisfied with the 

fairness of married vs. single pay, with a significant number (12.1%), indicating Not Applicable.  

Further, 57.6% of the Seamen (E-3) indicated that they were dissatisfied. 

 
What effect did the perception of fairness of married vs. single pay have on the 

satisfaction with pay & benefits of sailors in each paygrade? 
 
 

TABLE XXXVI 
 

PERCEPTION OF PAY/BENEFITS BY FAIRNESS OF MARRIED VS SINGLE PAY 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 6.1% 2 12.1% 12 13.3% 2
Very 
Dissatisfied 27.3% 9 21.2% 21 26.7% 4

Dissatisfied 30.3% 10 23.2% 23 33.3% 5
Satisfied 36.4% 12 40.4% 40 26.7% 4
Very Satisfied .0% 0 3.0% 3 .0% 0

FAIRNESS OF 
MARRIED VS 
SINGLE PAY 

Total 100.0% 33 100.0% 99 100.0% 15
chi-square = 4.385, p < .05, df = 8 

 
 
 While there are no differences in basic pay, there are differences in the amount of 

allowances that are granted to married and single sailors.  Married sailors receive a larger Basic 
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Allowance for Housing (BAH) than single sailors because of the additional costs of supporting a 

family. The Navy also pays married sailors that are separated from their families greater than 30 

days a “Family Separation Allowance.”  As both of these allowances are by law, income tax free, 

their value is enhanced even further. 

 The results of this survey question however, do not reveal the difference in single and 

married pay to be a significant issue considering that 60.8% of the survey group is single. 

  

 As noted above, Table XXXVII is included to maintain the continuity of the survey data.  

Again, as the survey is focuses on those sailors who are at the end of their first enlistment, most 

would not have completed a Permanent Change of Station (PCS) after their initial entry into the 

Navy.   

 
What effect did the compensation for PCS moves have on the satisfaction with pay 

& benefits of sailors in each paygrade? 
 
 

TABLE XXXVII 
 

PERCEPTION OF PAY/BENEFITS BY COMPENSATION FOR PCS MOVES 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 46.9% 15 53.5% 53 81.3% 13
Very Dissatisfied 6.3% 2 4.0% 4 6.3% 1
Dissatisfied 9.4% 3 7.1% 7 12.5% 2
Satisfied 31.3% 10 34.3% 34 .0% 0
Very Satisfied 6.3% 2 1.0% 1 .0% 0

COMPENSATI
ON FOR PCS 
MOVES 

Total 100.0% 32 100.0% 99 100.0% 16
chi-square = 12.396, p < .05, df = 8 
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QUALITY OF LIFE   
 
 

      HYPOTHESIS 3 (QUALITY OF LIFE) 

 Sailors onboard the U.S.S. John F. Kennedy who do not reenlist at the end of their first- 

term have a low opinion of the quality of life as a member of the United States Navy.  This 

hypothesis was designed to measure the level of satisfaction with the quality of life of sailors 

who decided to leave the Navy and return to civilian life. 

 This hypothesis was tested through the use of fifteen questions (question numbers 9, 15-

23, 34-38) from the survey that addressed different aspects of Navy Life.  A number of these 

questions, (represented in Tables XLIV through LIII) resulted in “Not Applicable” responses due 

to their design for sailors with spouses and families.  Because these questions had a greater than 

fifty percent “Not Applicable” response, they do not provide valuable data from this specific 

survey group – sailors at end of their first enlistment - the results were not analyzed and are 

included here only to maintain the continuity of the survey. 

 Responses to Question 18 “Based on your Naval experience, rate your satisfaction with 

the Quality of Navy Life” were used to test this hypothesis.  Across all three paygrades, 39 

(26.3%) of the sailors responded they were very dissatisfied, while 48(32.4%) indicated that they 

were dissatisfied with the quality of Navy life. On the other hand, 57 (38.5%) answered that they 

were satisfied or very satisfied.  Four of the sailors did not respond to this question. 

 Response rates to the question on the quality of life were then examined by gender, 

marital status and ethnic group.  Fifty (39.6%) of the males responded that they were satisfied or 

very satisfied with the quality of Navy life whereas 76 (61.2%) of the males indicated that they 

were dissatisfied or very dissatisfied with the quality of Navy life.  For the females, only seven 

(36.8%) responded that they were satisfied (none responded as very satisfied) while eleven 
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(57.9%) answered that they were dissatisfied or very dissatisfied. Two sailors, one male and one 

female, indicated “Not applicable”. 

 Next, the subject of quality of life was analyzed by the marital status of the sailors.  

Those sailors identifying themselves as single responded by a measure of 59 (67.0%) that they 

were either dissatisfied or very dissatisfied, against 27 (30.6%) who indicated that they were 

satisfied or very satisfied with the quality of Navy life. 

 Of those who indicated that they were married, 28 (54.9%) responded that they were 

satisfied or very satisfied, while 23 (45.1%) indicated that they were dissatisfied or very 

dissatisfied with the quality of their lives while a part of the United States Navy.   Further, those 

who identified themselves as being divorced (four) and as “other” (three) responded with five 

(71.4%) indicating that they were either dissatisfied or very dissatisfied, while two responded 

that they were satisfied with the quality of Navy life. 

 Lastly, the question of the quality of Navy life was analyzed by ethnic group.  Of those 

sailors who identified themselves as White, 35 (40.7%) listed their quality of Navy life as 

satisfied (none responded as very satisfied) while 51 (59.3%) indicated that they were 

dissatisfied or very dissatisfied.   Further, African-Americans responded that they were 

dissatisfied or very dissatisfied by a margin of 21 (61.7%) over the 11 (32.3%) who said that 

they were satisfied or very satisfied with the quality of Navy life. Two responded as “Not 

Applicable”.   Fifteen  (55.5%) of the sailors who identified themselves as Hispanic/Asian/ 

American Indian or “Other” indicated that they were dissatisfied or very dissatisfied, while 

eleven (40.7%) said they satisfied or very satisfied and one did not answer. 
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 Statistical analysis of the effect of gender, marital status and ethnic group on the quality 

of Navy life indicated that there was no significant difference in their opinions. 

(See Table XXXVIII) 

 

TABLE XXXVIII 
Hypothesis # 3 

       
Dependent Variable - Quality of Life 

       

Independent Variable Chi-Square 

       
Gender   6.258*   
       
Marital Status  11.438*   
       
Ethnic Group   20.139*   

                           *p > .05 

 

 A review of the responses by gender indicated an elevated level of dissatisfaction with 

the quality of Navy life.  The findings indicated no statistical difference between male and 

female sailors, with a majority of the sailors 87 (60.0%) being dissatisfied with the quality of 

Navy life, verses 57 (39.3%) who were satisfied.  

 Responses analyzed by marital status revealed that 28 (54.9%) of married sailors were 

satisfied or very satisfied with the quality of Navy life, while only 27 (30.6%) of single sailors 

responded they were satisfied or very satisfied.  This disparity could be attributed to the fact that 

married sailors, while away from their spouse and children often, understand that the Navy has a 

support system in place to assist them if needed. 

           On the question of perception of quality of Navy life, the E-4 paygrade had a low level of 

satisfaction, with 62.8% indicating they were either dissatisfied or very dissatisfied, versus a total 
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of 36.1% who were satisfied.  Among E-5 personnel, 43.8% indicated satisfaction with their 

quality of life, while 56.3% were not satisfied.  For the E-3 paygrade, a minority (45.5%) 

signified that they were satisfied with the quality of Navy life; however 51.5% demonstrated that 

they were dissatisfied or very dissatisfied, while 3.0% indicated that quality of Navy life was not 

applicable. 

    

What affect did the perception of the quality of life on each paygrade? 

TABLE XXXIX 
  

PERCEPTION OF QUALITY OF NAVY LIFE 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not 
Applicable 3.0% 1 1.0% 1 .0% 0

Very 
Dissatisfied 30.3% 10 24.7% 24 31.3% 5

Dissatisfied 21.2% 7 38.1% 37 25.0% 4
Satisfied 45.5% 15 34.0% 33 43.8% 7
Very Satisfied .0% 0 2.1% 2 .0% 0

QUALITY OF 
NAVY LIFE 

Total 100.0% 33 100.0% 97 100.0% 16
chi-square = 5.916, p < .05, df = 8 
 

 
Although some of the specific questions dealing with the quality of Navy life revealed a 

much higher level of dissatisfaction, on the key question of quality of life, sailors indicated by a 

very small margin that they were dissatisfied with quality of Navy life.         

In Table XL, those in the E-5 paygrade showed the highest level of satisfaction with the 

quality of life by the geographic location of jobs, with 81.3% indicating they were satisfied or 

very satisfied, while only 12.5% signified dissatisfaction.  Those in the E-4 paygrade had almost 

as high a level of satisfaction with 72.7% signifying they were satisfied whereas 24.3% indicated 

dissatisfaction.  Finally, the E-3 paygrade’s answers disclosed a slightly lower level of 
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satisfaction, with 65.6% indicating they were satisfied or very satisfied, while only 25.0% 

signifying that they were dissatisfied or very dissatisfied.  A total of seven respondents indicated 

“Not Applicable.” 

 
What effect did the quality of life by geographic location of jobs have on sailors in 

each paygrade? 
 

TABLE XL 
 

PERCEPTION OF QUALITY OF LIFE BY GEOGRAPHIC LOCATION OF JOBS 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 9.4% 3 3.0% 3 6.3% 1
Very 
Dissatisfied 12.5% 4 8.1% 8 12.5% 2

Dissatisfied 12.5% 4 16.2% 16 .0% 0
Satisfied 62.5% 20 58.6% 58 75.0% 12
Very Satisfied 3.1% 1 14.1% 14 6.3% 1

GEOGRAPHIC 
LOCATION OF 
JOBS 

Total 100.0% 32 100.0% 99 100.0% 16
chi-square = 9.140, p < .05, df = 8 
 

 
 The fact that the U.S.S. John F. Kennedy is stationed in Mayport, Florida (near 

Jacksonville) undoubtedly played a significant role in this question’s largely positive response.  

It is a small base with far fewer ships than bases in Norfolk, Virginia or San Diego, California 

and as a result provides easier access to base amenities like the golf course and gymnasium.  

Further, the climate of Florida, from the many tourist attractions to the weather, makes it an ideal 

place for a sailor’s first duty station. 

 
 Table XLI demonstrates a high the level of dissatisfaction with the quality of life by the 

living conditions at sea/overseas, regardless of paygrade.  E-5 sailors (Petty Officer Second 

Class) had the highest level of dissatisfaction with the quality of life by living conditions at 

sea/overseas, with 25.0% dissatisfied and 56.3% very dissatisfied, for a total of 81.3%.  
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Paygrades E-4 (Petty Officer Third Class) and E-3 (Seaman) following close behind with 67.7% 

and 69.7% respectfully. 

 
What effect did the quality of life by living conditions at sea/overseas have on sailors 

in each paygrade? 
 

TABLE XLI 
 

PERCEPTION OF QUALITY OF LIFE BY LIVING CONDITIONS AT 
SEA/OVERSEAS 

 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 3.0% 1 2.0% 2 .0% 0
Very 
Dissatisfied 48.5% 16 35.4% 35 56.3% 9

Dissatisfied 21.2% 7 32.3% 32 25.0% 4
Satisfied 27.3% 9 29.3% 29 18.8% 3
Very Satisfied .0% 0 1.0% 1 .0% 0

LIVING 
CONDITIONS 
AT SEA 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 4.837, p < .05, df = 6 
 

 
 Without question, life onboard a Navy ship is arduous at best.  Living conditions for 

sailors, especially of this paygrade are far below what most Americans would except in their 

daily lives.  Their racks (beds) are the size of coffins, and are stacked three high inside spaces 

(rooms) that may have as many as 200 sailors packed into an area the size of a small house.  

They have to wait in long lines for almost everything they need: chow (food), personal items 

from the ship’s store, liberty boats in foreign ports, mail, and sometimes even to take a shower (if 

the ship is making enough fresh water to allow showers).   

Average workday at sea are 12 to 18 hours long, depending on the ship’s operational 

schedule, with the remaining time spend eating, sleeping and trying to find time to relax before 

starting work again.  This can go on for days or months at a time if the national interest dictates 

the need for a United States warship to “show the flag” or launch an attack. 
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 In Table XLII, the perception of quality of life by the amount of sea duty was measured.  

There was a nearly even split between all three paygrades on the level of dissatisfaction, with 

43.8% of E-5s, 41.4% of E-4s and 45.5% of E-3 answering that they were either dissatisfied or 

very dissatisfied.  On the other hand, 57.5% of the Third Class Petty Officers (E-4) and 56.3% of 

Second Class Petty Officers responded that they were satisfied with the amount of sea duty.  Of 

interest, E-3s were evenly split with 15 indicating they were satisfied and 15 responding they 

were dissatisfied, with 3 indicating “Not Applicable.” 

 
What effect did the quality of life by amount of sea duty have on sailors in each 

paygrade? 
 

TABLE XLII 
 

PERCEPTION OF QUALITY OF LIFE BY AMOUNT OF SEA DUTY 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not 
Applicable 9.1% 3 1.0% 1 .0% 0

Very 
Dissatisfied 18.2% 6 19.2% 19 37.5% 6

Dissatisfied 27.3% 9 22.2% 22 6.3% 1
Satisfied 42.4% 14 54.5% 54 56.3% 9
Very Satisfied 3.0% 1 3.0% 3 .0% 0

AMOUNT OF 
SEA DUTY 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 12.321, p < .05, df = 8 
 

 
 

 For the purposes of pay and career “sea duty” time, everyday that a sailor is attached to a 

ship counts as sea duty, regardless of whether or not it is underway (at sea).  For career sailors, 

sea duty time is a point of pride – a measure of the sacrifice they have made - in time away from 

their families, for their country, or for many, a measure of how “salty” a sailor they have 

become.   
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               As Table XLIII indicates, Second Class Petty Officers had the lowest level of 

dissatisfaction with 37.6% responding that they were dissatisfied or very dissatisfied, with Third 

Class Petty Officers reporting that 17.2% believed they were satisfied and 38.2% either 

dissatisfied or very dissatisfied.  12.5% of Seaman responded that they were satisfied while 

50.1% were dissatisfied or very dissatisfied.  Of note, 64 of the respondents indicated “Not 

Applicable” to this question, while a total of 90 indicated on marital status question that they 

were single.  

What effect did the quality of life by amount of family separation have on sailors in 
each paygrade? 

 
 

TABLE XLIII 
 

PERCEPTION OF QUALITY OF LIFE BY AMOUNT OF FAMILY SEPARATION 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 37.5% 12 44.4% 44 50.0% 8
Very 
Dissatisfied 18.8% 6 19.2% 19 18.8% 3

Dissatisfied 31.3% 10 19.2% 19 18.8% 3
Satisfied 12.5% 4 17.2% 17 12.5% 2
Very Satisfied .0% 0 .0% 0 .0% 0

AMOUNT OF 
FAMILY 
SEPERATION 

Total 100.0% 32 100.0% 99 100.0% 16
chi-square = 2.585, p < .05, df = 6 

 
 

 Dealing with the family separation is a constant in the life of a sailor attached to United 

States Navy ship.  While the six-month deployment overseas is an event that is known to most 

observers of the Navy, it represents only part of the requirement for sailors to be away from their 

families.  The training cycle for a Navy ship to prepare for an overseas deployment is nearly as 

demanding as the deployment, with the ship completing numerous exercises and testing at sea 

before it is declared a deployment ready asset.  These underway periods, coupled with the duty 
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requirement that a sailor must spend one of every six nights (can vary from every third night to 

eighth night and from ship to ship) while the ship is inport onboard the ship adds to the strain 

that family separation places on the ship’s crew.    

 
 
 
 
 

What effect did the quality of life by quality of government housing have on sailors 
in each paygrade? 

 
 

TABLE XLIV 
 

PERCEPTION OF QUALITY OF LIFE BY QUALITY OF GOVERNMENT HOUSING 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not 
Applicable 60.6% 20 60.6% 60 75.0% 12

Very 
Dissatisfied 3.0% 1 5.1% 5 12.5% 2

Dissatisfied 9.1% 3 5.1% 5 6.3% 1
Satisfied 18.2% 6 27.3% 27 6.3% 1
Very Satisfied 9.1% 3 2.0% 2 .0% 0

QUALITY OF 
GOVT 
HOUSING 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 10.341, p < .05, df = 8 
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What effect did the quality of life by amount of spouse career opportunities have on 
sailors in each paygrade? 

 
 

TABLE XLV 
 

PERCEPTION OF QUALITY OF LIFE BY SPOUSE CAREER OPPORTUNITIES 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 60.6% 20 62.2% 61 87.5% 14
Very 
Dissatisfied 3.0% 1 5.1% 5 .0% 0

Dissatisfied 15.2% 5 11.2% 11 6.3% 1
Satisfied 18.2% 6 19.4% 19 6.3% 1
Very Satisfied 3.0% 1 2.0% 2 .0% 0

SPOUSE 
CAREER 
OPPORTUNIT
Y 

Total 100.0% 33 100.0% 98 100.0% 16
chi-square = 5.057, p < .05, df = 8 
 

 
 

What effect did the quality of life by number of PCS relocations have on sailors in 
each paygrade? 

 
 

TABLE XLVI 
 

PERCEPTION OF QUALITY OF LIFE BY NUMBER OF PCS RELOCATIONS 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 57.6% 19 61.2% 60 81.3% 13
Very 
Dissatisfied 3.0% 1 3.1% 3 .0% 0

Dissatisfied 15.2% 5 7.1% 7 6.3% 1
Satisfied 24.2% 8 27.6% 27 12.5% 2
Very Satisfied .0% 0 1.0% 1 .0% 0

NO. OF PCS 
RELOCATION 

Total 100.0% 33 100.0% 98 100.0% 16
chi-square = 5.220, p < .05, df = 8 
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What effect did the quality of life by quality of family medical care have on sailors 
in each paygrade? 

 
 

TABLE XLVII 
 

PERCEPTION OF QUALITY OF LIFE BY QUALITY OF FAMILY MEDICAL CARE 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 54.5% 18 54.1% 53 62.5% 10
Very 
Dissatisfied 9.1% 3 8.2% 8 12.5% 2

Dissatisfied 9.1% 3 6.1% 6 6.3% 1
Satisfied 15.2% 5 30.6% 30 6.3% 1
Very Satisfied 12.1% 4 1.0% 1 12.5% 2

QUALITY OF 
FAMILY 
MEDICAL 
CARE 

Total 100.0% 33 100.0% 98 100.0% 16
chi-square = 14.297, p < .05, df = 8 
 

 
 
 

What effect did the quality of life by quality of dependent facilities/schools have on 
sailors in each paygrade? 

 
 

TABLE XLVIII 
 

PERCEPTION OF QUALITY OF DEPENDENT FACILITIES/SCHOOLS 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 65.6% 21 68.7% 68 75.0% 12
Very 
Dissatisfied 6.3% 2 5.1% 5 .0% 0

Dissatisfied 15.6% 5 3.0% 3 6.3% 1
Satisfied 9.4% 3 21.2% 21 18.8% 3
Very Satisfied 3.1% 1 2.0% 2 .0% 0

DEPENDENT 
FACILITIES 

Total 100.0% 32 100.0% 99 100.0% 16
chi-square = 9.688, p < .05, df = 8 
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What effect did the quality of life by quality of family service centers have on sailors 
in each paygrade? 

 
 

TABLE XLIX 
 

PERCEPTION OF QUALITY OF LIFE BY QUALITY OF FAMILY SERVICE 
CENTERS 

 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 56.3% 18 52.6% 51 62.5% 10
Very 
Dissatisfied .0% 0 3.1% 3 .0% 0

Dissatisfied 6.3% 2 2.1% 2 .0% 0
Satisfied 34.4% 11 40.2% 39 31.3% 5
Very Satisfied 3.1% 1 2.1% 2 6.3% 1

QUALITY OF 
FAMILY 
SERVICE 
CENTERS 

Total 100.0% 32 100.0% 97 100.0% 16
chi-square = 5.103, p < .05, df = 8 
 

 
What effect did the overall quality of Navy life have on sailors in each paygrade? 

 
TABLE L 

 
PERCEPTION OF QUALITY OF LIFE BY OVERALL QUALITY OF NAVY LIFE 

 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not 
Applicable 9.1% 3 1.0% 1 .0% 0

Very 
Dissatisfied 27.3% 9 21.2% 21 25.0% 4

Dissatisfied 27.3% 9 38.4% 38 18.8% 3
Satisfied 36.4% 12 37.4% 37 56.3% 9
Very Satisfied .0% 0 2.0% 2 .0% 0

OVERALL 
QUALITY OF 
NAVY LIFE 

Total 100.0% 33 100.0% 99 100.0% 16
chi-square = 11.326, p < .05, df = 8 
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What effect did the quality of life by availability of housing have on sailors in each 
paygrade? 

 
 

TABLE LI 
 

PERCEPTION OF QUALITY OF LIFE BY AVAILABILITY OF HOUSING 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 57.6% 19 60.2% 59 87.5% 14
Very 
Dissatisfied 9.1% 3 8.2% 8 6.3% 1

Dissatisfied 18.2% 6 16.3% 16 6.3% 1
Satisfied 15.2% 5 14.3% 14 .0% 0
Very Satisfied .0% 0 1.0% 1 .0% 0

AVAILABILIT
Y OF 
HOUSING 

Total 100.0% 33 100.0% 98 100.0% 16
chi-square = 5.817, p < .05, df = 8 
 
 

 
What effect did the quality of life by quality of Navy housing have on sailors in each 

paygrade? 
 

TABLE LII 
 

PERCEPTION OF QUALITY OF LIFE BY QUALITY OF NAVY HOUSING 
 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not 
Applicable 69.7% 23 63.9% 62 93.8% 15

Very 
Dissatisfied 6.1% 2 6.2% 6 6.3% 1

Dissatisfied 3.0% 1 6.2% 6 .0% 0
Satisfied 18.2% 6 21.6% 21 .0% 0
Very Satisfied 3.0% 1 2.1% 2 .0% 0

QUALITY OF 
NAVY 
HOUSING 

Total 100.0% 33 100.0% 97 100.0% 16
chi-square = 7.132, p < .05, df = 8 
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What effect did the quality of life by availability of dependent medical and dental 
care have on sailors in each paygrade? 

 
 

TABLE LIII 
 

PERCEPTION OF QUALITY OF LIFE BY AVAILABILITY OF DEPENDENT 
MEDICAL AND DENTAL CARE 

 

PAYGRADE (Dep. Variable) 

3 4 5 
  Column % Count Column % Count Column % Count 

Not Applicable 50.0% 16 52.5% 52 62.5% 10
Very Dissatisfied 9.4% 3 5.1% 5 18.8% 3
Dissatisfied 12.5% 4 7.1% 7 .0% 0
Satisfied 28.1% 9 34.3% 34 12.5% 2
Very Satisfied .0% 0 1.0% 1 6.3% 1

AVAILABILIT
Y OF 
DEPENDANT 
MEDICAL AND 
DENTAL CARE 

Total 100.0% 32 100.0% 99 100.0% 16
chi-square = 11.843, p < .05, df = 8 
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CHAPTER V 

CONCLUSIONS 
 
 

SUMMARY 
 
 This study began with the assertion that job satisfaction was the determining factor in a 

sailor’s decision to leave the service of the United States Navy.  Three critical factors were 

surmised to have the most influence on each sailor’s choice.  First, it was hypothesized that 

sailors onboard the U.S.S. John F. Kennedy who did not reenlist had a low level of job 

satisfaction.   Next, it was proposed that the quality of life of sailors was a primary factor in the 

decision to leave the Navy.  Further, it was postulated that pay and benefits played the most 

significant role in the decision process.  This research set forth to investigate to what level this 

argument could be defended by developing a process to study the sailor’s perception in each of 

these areas. 

 To investigate, the results of the Navy’s own surveys were obtained from the U.S.S. John 

F. Kennedy’s Command Career Counselor’s office.  The survey group, made up of the paygrades 

of E-3, E-4 and E-5 were selected for three reasons: 1) being a part of the same Navy command, 

they would have had similar work environment, 2) they were at the end of their first enlistment – 

their first career decision point, and 3) they all chose to voluntarily leave the Naval service.  In 

choosing this survey group, this thesis also hoped to determine whether specific attributes, i.e. 

paygrade, gender, marital status, or ethnic group might affect or predict the level of satisfaction 

sailors experience as members of the United States Navy. 
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CONCLUSIONS 
 
 Surprisingly, there was a significant difference in the job satisfaction level between 

female and male sailors.  Although there were only 20 female sailors in the survey, 85% 

indicated that they were satisfied with their job fulfillment, versus 60% of all the male sailors 

completing the survey.  The survey also revealed some differences in the level of job satisfaction 

of married versus single sailors, as well as differences among ethnic groups, with those sailors 

identifying themselves as Black, responding more favorably to their level of job satisfaction than 

those of Hispanic and White decent.  

 Overall, the level of job satisfaction among all sailors in the survey was higher than 

expected, with over 63% indicating that they were satisfied with their level of job fulfillment.  As 

the survey group was composed of sailors who had made the decision to leave the Navy, it was 

unexpected that a strong majority would indicate they were dissatisfied.   This level of response 

seems to disprove Hypothesis # 1 - Sailors onboard the U.S.S. John F. Kennedy who do not 

reenlist, have a low level of job satisfaction. 

 There were no significant differences however, in the level of satisfaction with the 

amount of basic pay by gender, marital status or ethnic group.  Across all groups, there was a 

high intensity of dissatisfaction with the level of basic pay.  Even when analyzed by paygrade, 

Second Class Petty Officers (E-5), the highest paid sailors in the survey, had an elevated level 

(62.5%) of dissatisfaction with basic pay.  These results would seem to disprove Hypothesis # 2 

– “Sailors onboard the U.S.S. John F. Kennedy who do not reenlist, will have a higher level of 

approval with pay and benefits than with job satisfaction.”  
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  On the question of quality of life, the sailors who participated in the survey registered an 

elevated level of dissatisfaction, with 59.5% indicating that they were dissatisfied with Navy life.  

This level of dissatisfaction was duplicated when the results were analyzed by gender and ethnic 

group however; there was a significant difference in the results by marital status.  Only 30.6% of 

single sailors were satisfied with the quality of life, verses 54.9% of married sailors.  This could 

be attributed to the fact that the Navy provides a number of services (family housing, family 

medical and dental care, childcare services, commissary, spouse support groups, et al) to family 

members that are not utilized by single sailors.  Despite the relatively high level of satisfaction 

with the quality of life of the married sailors, overall the level of satisfaction with the quality of 

life was far less than that of job satisfaction.  Based on these findings, Hypothesis # 3 – “Sailors 

onboard the U.S.S. John F. Kennedy who do not reenlist will have a higher level of approval 

with the quality of life than with job satisfaction,” was also rejected. 

 

STRENGTHS AND LIMITATIONS OF THE STUDY 
 
 This study of the level of job satisfaction among the sailors had a number of strengths and 

limitations.  One of the strengths of the study was the survey group.  Because the aircraft carrier 

comprises so many of the Navy’s ratings in one command, it allowed a very diverse group of 

sailors to voice their opinion on their satisfaction with Navy life. 

 The one limitation that had the most impact was that all the data was from one command 

(ship).  While the U.S.S. John F. Kennedy provided a diverse survey group in the number of 

different ratings, it did not allow for differences in command climate and leadership.  While 

every Navy ship is required by numerous instructions and regulations to perform its tasks in the 

same prescribed manner, from launching missiles to the way announcements are made over the 
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ship’s 1 MC (public announcement) system, the senior leadership of a Navy command has an 

immeasurable impact on the attitude of every sailor.  Had the survey been administered to 

personnel on a number of different ships, the findings may have been more supportive of the 

Hypothesis. 

 Another limitation encountered was the lack of control over the administration of the 

survey.  As the data were gathered by different personnel in the ship’s Command Career 

Counselor’s Office, the manner in which instructions were given for the completion of the 

survey could have varied greatly.  Further, as the survey was completed over the course of a 

year, it did not provide a “snapshot” of the attitudes and viewpoints of sailors at a specific point 

in time.  As the operational tempo of the ship can change dramatically from one month to the 

next, a sailor’s attitude can change with the tide; depending on how much stress the ship’s 

operational schedule is placing on the crew at that given point.   

If the survey were administered to a sailor during a time of high operational tempo, he 

may indicate a higher level of job satisfaction because he is performing the job he was trained to 

do.  On the other hand, if the ship were in port and the sailor was being assigned tasks that were 

not challenging (painting, cleaning and other necessary maintenance requirements) when the 

survey was administered, the sailor may have indicated a lower level of job satisfaction. 
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SUGGESTIONS FOR FUTURE INVESTIGATION 
 
 The study of retention in the Navy is an ongoing process that is reviewed on a continual 

basis at the highest levels of Naval leadership.  The Navy continues to develop new tools to 

measure the attitudes of its sailors and utilize the data collected to mold its personnel programs 

accordingly. 

 Further studies should investigate the affects of the war on terrorism on retention.  Since 

the terror attacks of September 11, 2001, the Navy has experienced its highest levels of retention 

in years.  In fact, due to the high levels of retention, the Navy began to centrally manage the 

reenlistment of first term sailors under the program name “Perform to Serve” (Faram, 2003).  

Previously, the sailor’s Commanding Officer could grant his request to reenlist, but now a sailor 

must request permission from the Chief of Naval Personnel, and be willing to change their rating 

(specialty) if their rating is overmanned.   

 

IMPLICATIONS OF THE STUDY 
 
 This study began with the basic question of how job satisfaction affected the retention 

decision of first term sailors.  As it revealed that job satisfaction was higher than expected for 

those who had decided to leave the Naval Service, the focus of future retention studies should be 

dedicated to finding ways of improving the pay and benefits of first term sailors.  While the 

Navy may be experiencing record retention levels at present, history as shown that retention 

levels are cyclical, and will drop again in the near future.  Addressing the issue of pay and 

benefits now may forestall the inevitable down turn in the number of sailors who ultimately 

decide to leave the United States Navy in spite of the fact that they do have a high level of job 

satisfaction.     
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