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SUMMARY

Problem

Incentive métivation techniques have been successful in many diverse
educational contexts as well as in a number of industrial applications.
The objective of this effort was to design, implement, and ¢ aluate an
incentive program for Air Force technical training. A field experiment
was conducted at Chanute AFB, 1llinois; an incentive program was in-
stituted in two technical training courses—-the Weather Observer course
and the Aircraft Electrical Repairman course. Evaluation was made in
terms ol feasibility, effect on training performance and attitudes, and
cost-effectiveness,

Aggroach

The approach involved accomplishing three major activities--incentive
identification, program design, and experimental evaluation. In the
experimental portion of the study, three incentive systems were instituted
sequentially: (1) high feasibility incentives awarded on the basis of
performance, (2) high feasibility incentives awarded on the basis of
effort, and (3) nigh plus low feasibility incentives awarded on the basis
of effort. Appropriate baseline data were collected for comparative
purposes, and checks on the manipulations were accomplished as needed.
The high feasibility inc-nt®ves of the first system were principally com-
posed of letters of commendation, time off, avoidance of work details,
choice of uniform, and avoidance of marching in formation. These in-
centives were generally dispensed by means of a point system. By
improving his exam scores or decrecsing his time to complete an instruc-
tional segment, a student was asble to earn points which could be spent
on the incentives. System 2, in contrast to the first system, did not
award the points purely on the basis o- performance, but rather, a
student was assigned a target score commensurate with his ability.
Achievement above this target score was considered to reflect effort,
and thus, system 2 can be considered an effort-based system. It was
expected that this type of system would be more effective in motivating
students of low ability.

Finally, system 3 attempted to raise the overall level of rewards
beyond that of the first two systems by making additional incentives
available. These incentives were financial in nature and were composed
of such items as U.S. savings bonds and various types of gift certif-
icates.

Dependent measures included speed of course completion, exam scores,
amount of remedial instruction, number of counselirg sessions, washbacks
and failures, re-enlistment intentions, job satisfaction, and attitudes
toward the Air Force, and student/instructor opinions about the function-
ing of the incentive systems.

Results

As far as student performance was concerned, system 3 had the
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greatest positive impact on the time to complete the Aircraft Electrical
Repairman course. Due to the nature of the Weather Observer course,

no time savings were possible and none of the incentive systems im-
proved exam scor2s. However, all three incentive systems resulted in
a general decrease in remedial instruction probations, and counseling
sessions of the Weather Observer course. Attitude data indicz*ed that
the incentive systems produced increases in re-enlistment intentions in
both courses. Generally, however, incentive systems had neither a
positive nor negative effect on job satisfaction or overall attitude
toward the Air Force. Students were slightly favorable toward the
incentive systems while instructors were slightly unfavorable, but
neither group found the mechanics of the systems overly burdensome.

Conclusions

The data clearly indicate that incentive systems 1 and 2 were simply
not effective. This negative finding is interpreted as an indication
that the incentives used in these systems, while highly feasible to
implement, were relatively weak in attractiveness. During system 3,
where a higher level of rewards was available, a partically significant
increase in course performance was noted. Cost benefit analysis in-
dicates that the savings wer~ more than enough to offset the cost of
the incentive systems. With regard to the lack of positive imp .ct on
the Weather Observer course, it is noted that a ceiling effect was
operating since average performance in the course was already at a
very high level before the incentive program began. Checks on the
manipulations indicated that the effort-based system were not fully
understood by the students, and since this system requires an awareness
of reward contingencies, the present experiment did not provide a fair
trial of the concept.

Implications

This study sugg:sts that the following conditions are essential
for successful implementation of incentive systems in Air Force technical
training:

(1) Incentives must be fairly powerful.

(2) It must not be difficult for trainees to increase course
performance.

(3) Self-paced courses are most appropriate for incentive techniques.

(4) More frequent reinforcement should occur.

(5) Both authority figures with whom the student comes in daily
contact and his peers should provide positive social reinforcement for
high performance.
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I. Introduction
A. History and Statement of the Problem

One of the major goals of the Air Training Command, (ATC)} is to
improve the efficiency and esfeztiveness of Air Force Technical train-
ing. In support of this,the Air Force Human Resources Laboratory (AFHRL)
has effected research on many different aspects of technical training.
One significant area of activity deals with the actual motivation of
the airmen wh~ arc students in technical training courses. No matter
how excellent the quality of courses. instruction, and instructioial
media, the mission of Technical Training Centers will not be fully
realized unless students are motivated to the greatest extent possible.
Considering the critical importance of student motivation, AFHRL re-
searcl described here was initiated to explore the effectiveness of
a specific motivationsl scheme~-in._entive motivation--for Air Force
technical training.

Incentive motivation, or contingency management as it is some-
times called, is not a new approach to motivation. It has been used
with mental patients (Ayllon and Azrin, 1968); delinquent boys (Cohen,
1968); and normal school children (Wolf, Giles, and Hall, 1967) to list
just a few. The basic procedures in incentive motivation are really
quite simple. One determines what outcomes are attractive to an in-
dividual and then gives these valued outcomes to that individual when
he performs the desired task or behavior. Thus, for example, it one
wishes a mental patient to take a bath, one promises him a pack of
cigarettes if he will actually take a bath. If he values the cigarettes,
presumably he will take the bath.

While the philosophy behind incentive motivation is simple,
actually generating such a system in a complex, real-world situatiun
is much more difficult. Several problems must pe considered. One of
the first issues is selection of the incentives to use in the program.
Possible incentives must be generated, the desirability to the target
population assessed, and their feasibility of implementation explored.
Once this is accomplished, the actual behaviors to be reinforced must
be determined. 1In Air Force technical training, for example, it
must be determined whether incentives should be given for knowledge of
course material, speed of finishing the course, appropriate military
behavior (e.g., completing assigned duties, attitudes!, etc.) or some
combination of these. In addition to these steps, a system must be
developed tor actually dispensing the incentives following appropriate
behavicr. This includes not only the logistics of the system, but also
the psychological aspects. For example, should incentives be awarded
to a given percent of a class (e.g., top 10%Z(; for performance above
some cutting point (e.g., above 85% on examinations); should negative
incentives be used; etc. Over and above the actual engineering of such
a system, it is critical -hat the effects of an experimental system
such as this be carefully evaluated.

11




Thus, in an attempt to explore the usefulness of the incentive
approach to increasing motivatioa, the following problem was presented:
1) develop an incentive motivat’on system which is as powerful as
possibl~ and which is feasible to use; 2) institute this system with
a sauple of airmen; 3) evaluate the effectiveress of this system.

To accomplish these objec:ives, Chanute Air Force Base located
near Rantoul, Illinois was selected as the site of the research
program. This selection was made largely on the basis of ihe ex-
cellent. cooperation and help that Chanute personnel had given to such
Projects in the past, as well as the interest shown in the project
“y the staff of the Training Research Application Branch (TRAB) at
Choaute. The Air Force Human Resources Laboratory, in consultation
with Chanute's TRAB, selected two technical training courses to serve
as the experimental zroup. These two courses, Weather Observer
(3ABR25231) and Aircraft Electrical Repairment (3ABR42330), were
selected because in combination, they seemed to be representative
of many different aspects of technical training. Specifically, the
Weather Observer course is a lockstep course containing both male
ajirmen and WAF, while the Aircraft Electrical Repairmen course is
a self-paced course containing only males. Furthermore, the ability
level required for entrance inwo the Weather course is fairly high,
approximately the level of ccllege students while the requirements
for entrance into the Electrical course are much lower.

The research program was started in June, 1971 and was completed
in January, 1973. This report is a description of this research effort.

B. Review of the Relevant Literature

There has been a considerable amcun: of research on the topic
of incentive motivation. This research has been done in many dif-
ferent kinds of settings under such names as contingency management,
high instrumentality reward systems, token economics, operant con-
ditioning, and behavior modification. The philosophy behind all of
these approaches is that if valued outcomes or events are made con-
tingent upon a person engaging in a given behavior, he will be more
likely to engage in that behavior. This approach to -xplaining and
changing behavior has its origins in the early work on reinforcement
(Thorndike, 1911; Tolman, 193Z; Lewin, 1938; Eull, 1943; and Skinner,
1938) and has been applied to many diverse areas of behavior (Rotter,
1954, 1955; Vroom, 1964; Edwards, 1954; Peak, 1955; Atkinson, 1958;
Ayllon and Azrin, 1968). While some approaches to incentive motivation
are completely atheoretical (e.g. Skirner, 1938), most operate from
some more or less well defined theoretical base. We will not discuss
these diverse theories here, reviews may Le found in Lawler, 1971;
DelLeo, 1972; and Campbell and Pritchard, 1973.

Hore to the point, however, is a discussion of the applications
of incentive motivatioa techniques in various settings. We shall
consider these applications in the areas of: 1) industry, 2) educa-
ticnal institutions, 3) deviant behavior, and 4) the military.

7
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1, Industry

Incentive motivation approaches in industry have their roots in
the scientific management methods of Taylor (1947). They are based on
the assumption that a person will be motivated to work hard if rewards
and penalties are tied directly to his performance.

The clearest example of the use of rewards as a means of moti-
vating performance may be found in individual wage incentives. It
is also manifest in such practices as promoting individuals on the
basis of their merit, and in recoqnizing and rewarding people for
special accomplishments. In addicion, penalties are typically made
contingent upon falling below some minimal standard of performance.
Examples include warnings, reprimands, or even dismissals for violat-
ing rules and procedures. In the methodology of this approach it is
necesazary to define the standards to be employed in the allocation of
the rewards and penalties in as objectiv. and meacurable fashion as
pcssible. These standards may be formulated in terms of the methods
used by the individual when carrying out his job, or in the results
which he acheives. It is also necessary to monitor the behavior of the
individual to observe the extent to which there standards are attained
or adhered to. The final ingredient of the system is the consistent
allocation of the rewards and penalties based on the observations of
performance (Vroom and Deci, 1972).

One approach to emphasizing the contingency between performance
and rewards has been that of operant conditioning (Skinner, 1953; 1969).
Homans (1961) has suggested employing operant techniques for job de-
sign. He explored the relationship of the frequency of an activity
and satisfaction with it to the amount of a reward. He concluded
that satisfaction is generally positively related to the amount of
reward whereas frequency of an activity is negatively related to the
amount of reward the individual has received in the recent past. In
order to have both high satisfaction and high activity, Homans sug-
gested that tasks need to be designed in a manner such that repeated
activities lead up to the accomplishment of some final result and get
rewarded at a very low frequency until jobs before the final result is
achieved. Then the reinforcement comes otten.

Nord (1969) has outlined a model of individual behavior in
organizational settings based on the developmental, behavioristic
environmentalism of Skinner (1953) and other learning theorists; 2.g.,
Bijou and Baer (1961) and Reese (1968). Campbell (1971) appears to
support such a position and believes that the concepts and techniques
of such approaches hold great potential for dealing with many of the
problems presently encountered in personnel and industry. The foundation
of Nord's perspective is based on certain empirical generalizations
adopted from the operant conditioning literature (cf. Honig, 1966;
Reynoids, 1968). Nord portrays organizational behavior as an exchange,
with the participant being reinforced by an organizational superior.

The exchange process iws viewed from the managerial perspective. Accord-
ing to Nord, the superior in the superior-subordinate relationship
specifies the required bvehaviors of tne subordinates. The behaviors are

8
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a function of what the manager perceives as desirable responses. Fol-
lowing Nord (1969), Jablonsky and DeVries (1972) have formulated a

modi fied operant conditioning model to predict the behavior of an organ-
jzational member. Such behavior is seen as a function of the rein-
forcement contingencies applied by various groups (e.g., peer groups)

in his environment (Nord specified only superiors) and of his cognitive
assessment of such contingencies.

Support for the orientations proposed by Nord (1969), Campbell -
(1971), and Jablonsky and DeVries (1972) has been obtained by Yukl,
Wexley, and Seymore (1972) who examined the effectiveness of pay in-
centives under both variable ratio and continuous reinforcement
schedules in a simulated job situation. It was found that pay in-
centives were more effective in motivating increased production when
employed with a variable ratio schedule than when used with a continuous
reinforcement schedule. The data of Yukl et al. (1972) are consistent
with the operant conditioning literature in showing that response rates
(performance) are typically greater with a variable ratio schedule of
reinforcement that with a continuous reinforcement schedule (Bandura,
1969; Cohen, 1969). Additionally, a series of behavioristically
oriented experimental studies of monetary incentives by Toppen (1965a;
1965b; 1965c; 1966) found the following relationships between monetary
reinforcement schedule and performance output on a lever-pulling task:
(a) larger reward magnitudes and higher reinforcement frequencies led
to higher output, (b) piece-rate payment yielded a higher out-put than
time-rate payment, and (c) decreasing the magnitude of the reward over
time resulted in performance decrement.

In discussing the role of pay in organizations, Lawler (1971)
indicates that when pay is contingent on performance, it can moti-
vate performance. Lawler also indicates that satisfaction will be re-
lated to performance, and as a result, turnover and absenteeism will
be lower among high performers. Further, Lawler notes that tying pay
to performance leads to high pay satisfaction and finally, it can in-
crease the importance of pay.

A characteristic of most incentive wage programs is payment com-~
mensurate with performance (Marriott, 1557). The best-known indivi-
dual incentive program is that of the piece-rate in which the pay is
contingent on the number of units produced by the worker. There is
considerable evidence that implementation of such plans usually results
in greater output per man-hout, lower unit costs, and higher wages in
comparison with outcomes associated with straight time payment system
(e.g., Dale, 1959; Marriott, 1957; Roth, 1960; Toppen, 1965c; Viteles,
1953).

At an Australian top management conference (Institute of Industrial
Management, 1946), members were asked about their experience with wage




incentives for direct production workers. They reported earnings of
from 20 to 25 percent above ordinary rates, considerable increases 1in
performance ranging from 18 to 167 percent in five different industries,
a tendency for accidents to decrease, quality to be kept up to standard,
and maintenance of plant improved.

In the Western Electric studies, Roethlisberger and Dickson
(1939) report that when workers were placed on a piece-rate payment
plan production increased 12.2 percent. In another investigation,
Wyatt (1934) switched employees from a fixed weekly pay system to a
competitive bonus system designed to make pay contingent on performance.
The effect of the bonus system was a 46 percent production increase.
Fifteen weeks later a straight piece-rate program was instituted which
resulted in an additional production increase of 30 percent which re-
mained for the twelve remaining weeks of the investigation. Burnett
(1925) hired subjects for eight weeks for which they received an hourly
pay rate. Subjects were then placed on a plece-rate based upon their
hourly output for the next five weeks. Adoption of the piece-rate re-

sulted in an average increase in output of 20.2 percent by the fourth
week:

s

In an investigation by Atkinson and Reitman (1956) on- group of
subjects received achievement-arousing instructions for task comple-
tion with no financial reward being offered. A second group of sub-
jects were given similar instructions but were told that $5 would be
awarded to the best performer. The data demonstrated that the offer
of the financial incentive led to increased performance in general,
but particularly among people who were low in achievement motivation.

Other studies, conducted under controlled conditions (Jorgenson,
Dunnette, and Pritchard, 1973; Pritchard and DeLeo, 1973; Pritchard
and Curts, 1973), have also demonstrated increases in performance under
financial incentive conditions.

In summary, it would appear that there is a substantial amount
of evidence supporting the proposition that tying individual perfor-
mance to financial rewards results in increased motivation and per-
formance. Even the more conservative investigations suggest that
individual incentive plans such as the piece-rate result in a 10-20
percent increase in productivity (Lawler, 1971). Similar findings
have been noted in several reviews and discussions of various mone-
tary incentive programs (Marriott, 1957; Lytle, 1942; Balderston, 1930;
Dickinson, 1937; Reitinger, 1941).

The effectiveness of incentive plans in general depends upon the
employee's knowledge of the relation between performance and earnings
(Opsahl and Dunnette, 1966). In Vroom's terminology the valence of
effective performance increases as the instrumentality (contingency)
of effective performance for the attainment of money increases (Vroom,
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1964) . Support for such a proposition is extensive (Atkinson, 1958;
Atkinson and Reitman, 1956; Kaufman, 1962; Georgopoulos, Mahoney, and
Jones, 1957; Lawler and Porter, 1967; Porter and Lawler, 19€8; Gavin,
1970; Shuster and Clark, 1970; Pritchard and Sanders, 1973; Dele», 1972;
Galbraith and Cummings, 1967; Evans, 1970; Hackman and Porter, 1968;
Jorgenson, Dunnette, and Pritchard, 1973; Graen, 1969; Avery and
Dunnette, 1970). For example, Georgopoulos et al. (1957) found that
workers who perceived higher personal producEIVIE& as a means to in-
creased earnings performed more effectively than workers who did not
perceive such a relationship. Campbell (1952) working with incentives
administered on the basis of the total output of the working group,
showed that one of the major reasons for lower productivity in large
groups under group incentive plans is that workers often to not pef—
ceive the relation between pay and productivity as well as they do ir
smaller groups. Lawler (1964) found that 600 managers perceivecd

their training and experience to be the factors of paramount importance
in determining their salary--not their performance on the job. How-
ever, a separate analysis of the most motivated managers confirmed that
these managers saw that high pay was contiﬁgent on good job performance.

The results of an extensive investigation of managerial person-
nel conducted by Porter and Lawler (1968) indicate that the more pay
is seen to depend on performance factors, the more motivated managers
will be to perform their jobs effectively. Porter and Lawler (1968)
examined attitudes toward pay as they related to the performance of
managers in industrial and governmental organizations. They compared
the performance of the third of their sample that perceived pay as a
probable outcome of performance with the third that saw little relation
between performance and pay. Performance (as rated by the subject
and their superiors) was significantly higher for the former group.
Galbraith and Cummings (1967) have obtained similar results using
production workers from three different companies and Evans (1970),
studying worker choices of high and low performance levels, found
supporting data. In two very dissimilar types of organizations-- a
hospital and a public utility-- Evans (1970) found that an outcome
was highly valued, and if high performance was viewed as eventuating
in that outcome, performance tended to be higher. Porter and Lawler
(1968) add that " . . . it would seem that organizations should be
quite concerned with the psychological impact of the raises they give.
Companies that are content to give raises that are not seen as a form
of recognition or reward may be missing a potent motivational inducement
for better job performance as well as a chance to satisfy some of their
manager's more important needs'" (p. 177).

Another investigation by Schneider and Olsen (1970) has made
comparisons between two (hospital) organizations on the basis of their
reward systems. In one hospital, rewards were contingent on effort
and performance with only minimum annual or biennial increases in salary
for tenure. In the other hospital, rewards were not based on performance.
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The hypothesis that effort would be greater under a reward system that
explicitly rewards effort with valued extrinsic rewards than under a Sys=
tem that does not reward effort with extrinsic rewards was Sup=-

ported. Thus, the difference in actual reward policies between the two
organizations resulted in differential effort.

Overall, the literature from the industrial setting clearly indicates

that incentive motivation techniques can have a strong, positive effect on
performance.

2. Educational Setting

Lipe anc Jung (1971) have summarized a number of research efforts in
educational environments that have shown the importance of the contingency
between the desired behavior and various reinforcements. For example,
Risley und Hart (1968) working with disadvartaged black pre-school children,
used fruit, cookies, and sandwiches to develop a correspondence between the
children's visualized accomplishments and their actual behavioral accomplish-
ments by making these food reinforcergcontingent om the desired behavior.
Additionally, Chadwick and Day (1970) and Day and Chadwick (1970) employing
30 black and Mexican-American students with severe benavioral disorders as
subjects, found when food and toys were made coutingent on good social and
acadenic behavior then these behaviors improved markedly. The reinforcers

included the school-furnished luach, candy, gum, goldfish, clothes, jewelry,
etc.

Furtheruore, senowitz and Bussee (1970) utilized boxes of crayons as
reinforcers for good nerformance on spelling tests. 'The subjects were
vlack children attending two large urban ghetto schools. The reachers
merely told tie students in their classes that "If you do very well in your
s pelling test tnis week, you will be given a nice prize, a box of crayons."
The teachers made tnis announcement each day during the experiment. The
results indicated that spelling acores did indeed improve when the crayons
were made contingent on performance.

Azrin and T.indsley (1956) effected increased cooperation between
ciildren by reinforcing that behavior with jelly beans. Keister and
Updergraff (1973) modified children's undesirable reactions to failure by
naving them complete a series of puzzle and block-building tasks of graduated
arfficulty. Reinforcement was inherent in the act of working on aud solving
the gaue-tasks.

In several studies attempts have been made to modify or eliminate specific
unvanted childhood behaviors. Allen, Hart, Juell, and Wolf (1964) dealt with
self-isolating behavior of a nursery school child by withholding teacher
attention, assumed to be a positive reinforcer, until peer interaction was
initiated by the child. Solitary play or socialization with teachers evoked
withdrawal of teacher attention. The desired effect, spontaneous and frequent
peer interaction, occurred rapidly and was maintained throughout the school
year. A low rate of physical activity in a pre-schooler was changed to a normal
rate by Johnston, selley, darris, and Wolf (1966) through systematic social
reinforcement of active behavior. Baer (1962), in making cartoon-watching
contingent upon no thumb sucking, was able to control the thumb-sucking rate.
+ith the systematic application of reinforcement principles, regressed crawling
in a nursery school child was eliminated by Harris (1964). In this investigation
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adult attention was immediately given as a consequence of desired behavior,
and withheld as a consequence of undesirable behavior. Hart and Allen (1964)
employing social reinforcement contingent on desirable behavior were able

to reduce excessive crying. Zimmerman and Zimmerman (1962) reported that
various kinds of inappropriate or unproductive classroom behaviors, such as
tantrums, disappeared when there were totally ignored and whenever appropriate
and productive behavior was immediately reinforced by pocitive teacher re-
cognition.

bandura (1969) describes a study by Staats and his associates (Staats,
Staats, Schutz, and Wolf, 1962) who conducted a rather elaborate study
demonstrating the effectiveness of reinforcers in teaching school children
to read words and then combine them into short sentences. His subjects con-
sisted of pre-school age children who worked on programmed materials. in
the baseline condition the subjects received verbal reinforcement from the
experiuenter. No other reinforcerments were given. In this condition the
children worked at the reading task for 15 or 20 minutes and then became
bored and asked to leave. At this point, after the children no longer
wished to remain in the experimental setting ,extrinsic reinforcers were
utilized. These consisted of tangible rewaids such as trinkets, candy,
etc. Jhen these extrinsic reinforcements were made contingent on reading
performance the results indicated that the children worked at the reading
for 45 minutes with apparent enthusiasm and also participated actively in
extra sessions.

In another coadition, using an independent group of similar subjects,
two sessions were run utilizy¢ing the positive extrinsic rewards. As before,
the subjects performed well in these sessions. That is, they attended closely
to the task material and worked actively at mastering the new reading matecial.
After these two reinforced sessions, the rewards were discontinued until
the subjects stopped working on the task. The results showed that once the
positive reinforcers were withdrawn the children's participation, attention,
and reading achievement rapidly deteriorated. In another study Staats
(1965) demonstrated that even very young children will engage in complex
learning tasks over extended periods of time if the reinforcements are
appropriate.

In reference to the two Staats studies B8andura (1969) corments:

"The ma.ked changes in positive responsiveness noted in the
above studies illustrate how low persistence in academic
tasks resulting from inadequate incentives is often erron-
eously attributed to basic deficits in the child in the
form of short “ttention span or low frustration threshold.
Levin and 3immoas (1962) also found that low persistence
in hyperaggressive boys, which is generally interpreted in
clinical theory (Redl and Wineman, 1951) as reflecting
high impulsivity, weak ego control, and generalized inability
to tolerate frustration, may in fact be due to inadequate
positive reinforcements. When boys were merely praised
for appropriate responses, they rapidly ceased responding
sometimes in a highly disruptive fashion by tossing the
material out of the window or by climbing on file cabinets.
On the other hand, when foud was used as a reinforcer, the
boys continued to work at the task even though reinforcement
was progressively reduced and eventually discontinued altogether.
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The foregoing studies, and the results obtained by other
investigations (Slack, 1960; Whitlock and Bushell, 1967)
indicate that extrinsic incentives are often essential,
particularly during early phases of behavioral change
programs.” (p 277),

Additionally, a number of projects in special school, educational
laboratories, and institutions for the retarded have involved behavioral
analysis, programmed contingencies, and stimulus control as an educational
package.Anumber of reviews of research on these methods are available

(see, e.g., Brown and L'Abate, 1969; Morrill, 1961; Lumadaine and Glaser,
1960) .

One type of incentive motivation system which has been utilized
in educational settings is the token economy. Such a system essentially
gives some tangible token (e.g., metal or plastic) for behaviors to be
reinforced. The person can then use these tokens to "buy" reinforcers
such as engaging in valued activities, food, special privileges, etc.
Following the general paradigm of earlier animal studies (Wolfe, 1936;
Collesmm 1937; sSmith, 1939; Kellehr, 1958) token systems were employed
with mental patients (Ayllon and Azrin, 1968) and children.

Staats, Finley, Minke, Wolfe, and Brooks (1964) were one of the
first groups to establish an extensive reinforcing system in which tokens
were exchangeable for a wide variety of edibles and toys. A child selected
an item for which he would work before bezinning a training program. These
experiments demonstrated that a token reinforcement system could maintain
reading behavior for four-year-old children for long periods of time.
The experiment of Staats et al. (1964) was noteworthy because it demonstrated
that with a token system and a variety of exchange items one is no longer
dependent upon the power of a’single backup reinforcer; e.g., one is not
limited to giving candies whose power depends upon the momentary deprivation
state of the child.

In general, according to 0'Leary and Drahman (1971) tokens should
have the following properties: (a) their value should be readily understood;
(b) they should be easy to dispense; (c) they should be easily transportable
from the place of dispensing to the area of exchange; (d) they should be
identifiable as the property of a particular individual; (e) they should
require minimal bookkeeping duties for the teacher; (f) they should be
dispensible in a manner which will not divert attention frou the primary
target behavior; (g) they should be despensitle frequently enough to insure
proper shaping of desired behavior.

With regard to the classroom environment, the effectiveness of token
programs has been evaluated employing four dependent measures; decreases in
disruptive behavior, increases in study behavior, increases in academic
achievement, and changes in other behavior(s) not selected for primary
modification but which may change as a function of token program, for example,
attendence,

U'Leary and Becker (1967) intruduced a token program in order to decrease
disruptive behavior in a classroom. The implementation of such a program re-
sulted in a decrease in average disruptive behavior (talking, noise,
pushing, eating) from 76% ir the base period to an average of 10% during the

‘f~month period, Ancedotal evidence suggested that the children's appropriate
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behavior generalized to other school situations. More recently, numerous
investigations have reported significant decreases in disruptive behavior
resulting from similar token reinforcement programs (e.g., Kuypers, Becker,
and 0'Leary, 1968); Martin, Buckholder, Rosenthal, Tharpe, and Thorne, 1968;
0'Leary, Becker, Evans, and Saudargos, 1969).

Several studies havz shown token reinforcement situations to increase
studying benavior (Bushell, Wrobel, and Michaels, 1968; Broden, Hall,
Dunlap, and Clark, 1970; Walker, Mattron, and Buckley, 1969). Broden, et. al.
(1970) established a token program in a class of 13 seventh - and eighth-
grade students who were several years behind in at least one academic area.
Baseline data obtained during a general reading class indicated that the
rate of study behavior was 29%; however, when a tokea reinforcement situation
was in effect study behavior rose to 74%.

Increases in academic achievement have also resulted from token
reinforcement programs (e.g., Birnbrauer, Wolf, Kidder, and Togue, 1965;
Hewett, Taylor, and Artuso, 1969; Clark, Lachowicz, and Wolf, 1968; Wolf,
Giles, and Hall, 1968; Tyler and Brown, 1968).

Ayllon and Azrin (1968) have presented a number of valuable rules to
guide the design and conduce of token economies, together with the laboratory
and clinical research on which they are based. Schaefer and Martin (1969)
similarly cover many of the practical aspects of token systems.

As with the industrial literature, the research in educational settings,
especially with token systems, has cemonstrated the positive effects of
incentive motivation procedures.

3. Deviant Behavior

Incentive motivation techniques have heen employed for the modification
of deviant behavior in both adults and children. The results have been
impressive over a wide variety of symptows. In a review article Brossberg
(1964) notes successful use of behavior therapy in the treatment of phobic
reactions, generalized anxiety reactions, speech disorder, combat stress,
and schizophrenics.

Additional, Allyon and his colleagues have investigated a variety of
reinforcement proczedures that have been used to modify behavioral disorders in
populations of adult psychotics housed in mental institutions. For example,
Allyon and Michael (1959) instituted a program at a large mental hospital
in which nurses and oderlies were trained to selectively administer rein-
forcers (primarily food and social attention) to bring abeut desired changes
in the behavior of a Adult psychotic. Using a similar procedure, Allyon
(1963) was also able to eliminate a number of undesirable behavior pattermms
symptomatic of psychepathology. More specifically, Ayllon and Houghton
(1964) were able to influence verbalizations of psychotic patients and Ayllon,
Houghton, and Osmond (1964) were able to markedly allivate chronic anorexia.

Further, research endeavers by Allyun and Azrin (1965), (1968), ex-
tended the scope of the previous research efforts by employing a greater
and more varied number of positive reinforcers which were distributed on
both individual and group basis. It was found that reinforcements distributed
on a group basis may be of cousiderable importance since such a procedure in-
volves peer reinforcement which can be beneficial in that a reduced number
@ ° trained observers are needed.
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Bandura (1969) has summarized a number of investigations in wtich
deviant behavior in children har been altered due to certain reinforcement
contingencies. Allen, Hart, Bueil, Harris, and Wolf (1965), Brawley, Harris,
and Wolf (1965), Brawley, Harris, 4llen, Flemming, and Peterson (1969), and
Johnston, Buell, Harris, and Wolf (1964) have all successfully employed
behavior modification techniques to test extreme withdrawl. Additionally,
using similar reinforcement principles Harris, Johnston, Kelly, and Wolf
(1964) were able to effectively treat regressive crawling, and Allen,

Henke, Harris, Baer, and Reynolds (1967) and Hall, Lund, and Jackson (1968)
were able to alter hyperactivity and aggressive behavior. Walker and Pollio
(1968) have treated overdependency and depression feelings in childuar by the
use of various reinforcement cuntingencies.

Bandura (1969) also reports numerous investigations in which reinfocement
principles have been employed to successfully treat the following disorders:
mutism (Sherman, 1965; Straughan, 1968); antisocial behavior (Coleman and
Baker, 1968); autistic behavior (Lovaas, 1968); chronic anorexia (Bachrach,
Orwin, and Hoch, 1965; Leitenberg, Agras, and Thompson, 1968), school phobias
(Patterson, 1965); and socially disruptive behavior (Zimmerman and Zimmerman,
1962). Lastly, treatment of scitzophrenic subjects using reinforcement prin-
ciples has been known to result in greater changes in interpersonal behavior
than more conventional treatment methods (King, Armitage, and Tilton, 1960;
Peters and Jenkins, 1954; Schaefer and Martin, 1966).

Concerning mentally retarded children, reinforcement principles have been
utilized to produce changes in various self-care skills (Byou and Orland, 1961;
Ellis, Barnett, and Pryer, 1960; Whelan and Haring, 1966). Specifically,
retarded children have been toilet trained (Ciles and Wolf, 1966; Hendziak,
Mowier, and Watson, 1965) taught to clothe themselves, taught to use utensiles
to feed themselves, instruction in personal hygiene, and to respond to spoken
orders and directions (Bensberg, Colwell, and Cassell, 196"; Girardeau and
Spradlim, 1964, Minge and Ball, 1967; Roos, 1965).

Again, as in the case of industrial settings as well as educational
settings incentive motivation procedures involving the consistent applicationof
positive reinforcement have been successful in changing deviant behavior.

A variety of behaviors have been investigated in a variety of settings, and
the clear implication is that such techniques can be quite effective. The
question remains, however, of whether such incentive motivation procedures
would be effective in military settings. It is to this question we now tumn.

4. Military

Two studies of incentive motivation techniques have been reported which
were done in military settings. One was done by Cassicith (1964). The task
in this study was a 56-lesson, self-paced course of typing instruction in
which the criterion was time to finish the course. The experimental group
was rewarded by points contingent on successful completion of three or more
uvnits on a given day. Rewards used were movie passes or time off in
varying amounts. Points could be exchanged immediately for an inexpensive
reward~-the movie pass (costing three points) or saved for more costly rewards
such as a three-day pass (costing eight points). Results showed that incentives
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were effective--but only for persons of high initial typing ability.
For lower-ability trainees there were no significant differences be-

tween contingency management and standard classes.

A second investigation (Datel and Legters, 1970-71) and Datel
(1970} has demonstrated the effaciousness of employing a modified
contingency management program, the Merit-Reward System (MRS), with
Army basic combat trainees.

The objectives of the MRS were to improve the performance of the
soldier-in-training while simultaneously raising morale and creating
a better attitude toward the Army. Essentially, the program involved
the allocation of merits (tokens) on the basis of performance i1endered.
These merits, or tokens, in turn could be employed to purchase certain
privileges and promotions; e.g., 3-day pass, promotion to E-2. Re-
sults indicated a significant increase in trainee morale relative to
pre-MRS measurements. Additionally, in terms of attitude change a
gradual positive climb in reenlistment intentions was noted, re-
flecting more favorable global attitudes toward the Army. Ferformsace
and training measures remained stable despite the cut-back to a 5-day
training week experienced during the investigation.

C. Implications of the Literature for the Prcblem

It is clear from the volume of literature just presented that in-
centive motivation procedures have been effective in many different
situations for many different kinds of behavior. What may not be quite
80 clear is that in some situations they have not worked quite so well.
For example, Campbell et al., 1971 discusses situations where piece-
rate incentive plans have failed in industry. Also, one wonders how
many failures of behavior modification and token economy systems simply
have not reached the literature. Finally, the two studies done in
military settings resulted in far from overwhelming effects on per-
formance.

Obviously, the issue is not whether incentive motivation tech-
niques work or not, but under what conditions do they work and under
what conditions do they not work.

Specifying these conditions is clearly of great help in establish-
ing the present incentive motivation system or any other such system.
Fortunately, the literature gives us several specific indications of
the conditions that should facilitate the effectiveness of an in-
centive motivation system. These are listed below.

1. The incentives in the system must he powerful; i.e. Attrac-
tive to the people in the system. This principal has sev-
eral implications.

a. Incentives must be carefully sought out and identified
as highly attractive.
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dince there are individual differences in the attrac-
tiveness of different incentives, allowing people in the
system to choose their own incentive from a variety of
incentives should increase the attractiveness of the
incentive package.

The greater tne proportion of all positive outcomes in
the person's environment that are subsumed under the in-
centive system, the more powerful it will be.

relationship between performance of the desired behavior
the attainment of the incentive must be high. This implies:

The incentives must be applied consistently by the system.

The person in the system must perceive that the incentives
are applied consistently.

The rules for the attainment of the incentives must be
completely clear to those administering the system and
those actually im the system.

The relationship between effort to attain the desired be-
havior and the actual attainment must be high. This implies:

a., It must be possible for all people in the incentive system
to actually do the behaviors required.

b. The people in the system must perceive that it is possible
to do the behaviors required.

The people in the system must perceive that variations in
controllable aspects of their behavior will result in
variations in their level of performance and, ultimately,
their rewards.

The behaviors required must be clearly specified, as weli as
being readily measureable.

Once the incentive system is operational, great caution should
be exercised in decreasing the magnitude of the incentive for
a given behavior.

The more frequent the reinforcement (i.e. the smaller the
unit of performance to be reinforced) the stronger the
system.

The behaviors to be reinforced by the system should also be
reinforced by any significant others in the person's environ-
ment.
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If these conditions can be met in an incentive motivation system,
it 18 almost assured that the system will work. However, in a set-
ting such as Air Force technical training all of these conditions
cannot be met. The problem, therefore, is to build in as many of these
features as is possible, and then to assess whether such a system re-
sults in increases in performance and attitudes in Air Force technical
training setting.

II. Procedures and Methods

A. Overview

The research program consisted of two broad phases. The first
phase dealt with the identification of relevant incentives to be used
in the program, This was accomplished primarily by content analysis
of an extansive series of interviews, having airmen rate thg resulting
incentives Zor attractiveness, and selecting for final use those in-
centives which were both attractive and fe:.ible.

The second phase was the actual implementation of the incentive
system in two technical trainirg courses. Three separate incentive
systems were tested. The first awarded incentives on the basis of
the actual performance a s*udent exhibited in the training course.
The second attempted to award incentives on the basis of the effort
he put into the course. The third awarded incentives on the basis
of effort and utilized not only the incentives used in the first two
systems, but also an additional set of more valuable (less feasible)
incentives.

The nature of the experimental design was such that the effects
of the various incentive systems could be assessed while controlling
for such factors as cyclical trends in course performance, Hawthorne
effects, and fluctuations in student ability. The effectiveness of
the incentive system was evaluated along a series of performance and
attitudinal variables such as scores on exams, speed of completion of
course, frequency of course failures, friquency of remedial instruction,
self and instructor ratings of ¢ ffort, student evaluations of the
technical training course, student satisfaction with training, and
attitudes toward reenlistment.

We shall now turn to a detailed discussion of the exact pro-
cedures and methods used in each phase.

B. Incentive Identification Phase

1. Obtaining the Preliminary Incentive Material

1¢ was considered absolutely essential that every possible attempt
be made to generate as complete a list of incentives as possible. The
philosophy was to gather raw material from every available source real-
izing that even tough overlap would be great, the value of isolating
even one additional usable incentive was very high. Moreover, it
was felt that a complete listing could have potential usage outside the
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current project.

In order to obtain this listing, various strategies were employed
ranging from group and individual interviews, through role playing,
open—-ended questionnaires, and reviewing the literature on basic needs.
Furthermore, everyone who could conceivably provide sgny information was
consulted, including senior officers, military and technical training
instructors, student=s, and recruiting officers.

Specifically, the following methods were used:

a) Senior Officers

Interviews were conducted witl: tne two department heads responsible
for the target courses. Their civilian counter-parts and immediate
subordinates also attended these meetings. The purpose of the project
was explained and these individuals were asked about incentives they
felt would be effective for the program. Similar interviews were also
held with the Technical School Commander and his immediate subordinates,
as well as with the Student Group Commander.

b) Instructors

The instructo.s in the two target courses Were also consulted in
detail. It was ‘elt that their help would be extremely valuable. To
maximize the chances of their ccoperation they were briefed in large
groups regarding the nature of the project. Following these mass
briefings, a series of meetings was set up with groups of 5-10 in-
structors. These meetings lasted from one to two hours and consisted
of discussions of potentially useful incentives, as well as in-
centives which the instructors had informally used in the past. The
discussions in these meetings were tape recorded and incentives which
had been mentioned were later transcribed.

One of the goals of these meetings was to meet with as many of
the instructors as possible. Due to their excellent cooperation we
were fully successful at this, ultimately interviewing more than 80Z
of the instructors from the two target courses.

c) Students

All in all, between 300 and 400 students at Chanute AFB participated
ii the incentive information gathering process. Many of these students
(approximately 200) were from courses outside the tuwo target courses.
The remainder were WAF and male airmen from the target courses.

— e e . et

cl) Conventional Interviews: Students

The first information gathering attempt consisted of group inter-
views of 5 to 10 airmen similar to those held with senior officers and
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instructors. Although the exact nature of the project was not ex-
plained, the students were told that we were interested in what they
liked aid disliked about technical training. These "conventional"
interviews did not meet with a great deal of success. Although the
students appeared to enjoy them, these interviews were not producing
the kind of information we needed to develop incentives. Consequently,
this technique was abandoned and other procedures tried.

c2) Student Role Playing

Following our lack of success with the conventional interview the
next procedure tried was role playing. Two role playing situations were
used. The first consisred of having the members of the group (usually
S airmen) play the role of the Lop management of the base. After they
were instructed in the nature of role playing and given a brief practice
session, one airmen was chosen to play the role of the base commander
and the other members were to be his subordinates. Their job was to
suggest what should be changed or improved st the base.

Although this simulation met with better success than the con-
ventional interview, we were still dissatisfied. Consequently, we
tried a second role playing exercise. Groups of 5 to 6 aicmen re-
ceived the same orientatlon and practice periocd as before, but this
time one member, the most verbally fluent member, was chosen to play
the role of a recruiting sergeant. A second airman was chosen to play
the role of a potential recruit. The recruiter's job was to convince
the potential recruit about the merits of Joining the Air Force due to
the great benefits and enjpyable experiences awaiting him at Chanute
AFB. The potential recruit was to ask questions; probe for more infor-
mation, etc. The remaining members of the group were to act as ob~
servers and friends uf the potential recruit who all had gone through
Alr Force training.

The recruiting went on for soproximately one-half hour. After
that time, the potential recruit "returned to his friends." They
vere to complete the picture, supplying inlormation about Chanute AF®
that the recruiter failed to mention. The rationale for this procedure
was that the recruiter should mention posjtive things that could
potentially be used as incentives while tie man's friends should supply
negative things.

This procedure worked quite well in that several useful incentives
emerged. The airmen semmed to enjoy the exercise, and were quite in-
volved with the task.

c) Financial Incentives: Students

One additional procedure was also tried which, at least in terms
of quantity, was the most successful of all. Groups of about 10 airmen
were told that we were interested in what could be used as positive and
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negative incentives in technical training. The idea of positive and
negative incentives was carefully explained. At that point, the member
of the research team passed out quantities of blank paper and then drew
a $5 bill from his pocket. He announced that the person writing down
the largest number of incentives would receive the $5.00. After about
45 minutes the incentives were counted and the money was awarded. Large.
quantities of incentives were generated using this process.

d) Recruiting Officers

A fourth source of information regarding inceatives came from in-
terviews with recruiting officers. Members of the research team
visited recruiting officers in several cities both in pairs and singly.
In some cases the research team member explained the projcct and
solicited information, while in other cases the investigator posed as
a potential recruit. A female member of the research team also posed
as a potential WAF recruit.

e) Exploring Basic Needs

The previous methods of incentive generation all dealt with going
from a specific piece of information to a more general incentive. It
was felt that it would also be profitable to go in the reverse direction;
i.e., from general to specific. Consequently, a list of basic needs was
genairated such as autvnomy, security, achievement, aifiliation, etc. and
an attempt was made to derive incentives that would satisfy those needs.

f) Examination of Frequently Mentioned Incentive Categories

Several categories of incentives were mentioned very frequently.
Those included hair, presence of females, transportation, food, and
entertainment. A special attempt was made to generate incentives that
dealt with these frequently mentioned incentive categoriec.

g) Categorization of Incentives

Finally, to ensure that various different types of incentives would
be present in the final list, the incentives were broken down intc
short term versus long term, high feasibility versus low feasibility,
and intrinsic versus extrinsic. Where gaps seemed to appear an attempt
was made to increase the number of inceatives in that category.

2. Selection of Incentives for Further Study

At this point a large amount of raw material had been generated
which varied from complaints to quite usable incentives. A
partially edited list of this raw material is presented in Appendix A.
Some duplication of items has been removed from this raw material, but
much of it remains just as it was transcribed from tape recordings,
questionnaires, or notes made during interviews.
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The next stop was to cull, edit, and generally prepare a list of
incentives for further study. Incentives were written and rewritten,
duplicates dropped, items combined, etc. This procedure resulted in a
list of 99 potentially usable incentives. These are presented in
Appendix B.

Until now, however, little attention had been given to the feasi-

bility and/or attractiveness of the resulting 99 incentives. The next
step consisted of actually selecting those incentives that seemed to
have some reasonable chance of being implemented and also appeared to
have some positive or negative value to the airmen. The first scep

in the procedure was done on a subjective basis. This procedure re-
sulted in a final 1list of 70 incentives for further study. These
incentives are listed in Table 1.

3. Measuring the Attractiveness of the Incentives

A critical part of any incentive motivation program is utilizing
incentives which have high value of utility to the people in the system.
Thus, it was important to evaluate the attractiveness of the incentives
to the airmen. While one could argue that the larger the number and
variety of the incentives, the more powerful the system, administrative
feasibility demands that the number of incentives not be so large as
to be unmanageable. Therefore, given the constraints of the situation,
it becomes double necessary to use those incentives which are most
powerful.

To measure attractiveness of the incentives a questionnaire was
developed. This questionnaire measured attractiveness two ways. One

method employed a 17-point Likert scale which is reproduced below:

8---Extremely attractive. This is one of the very best things I can
imagine happening to me.

y

6---Highly attractive. I would be very pleased if this happened, but
its not the most attractive thing I can think of.

5=

4---Moderately attractive. I would like it if it happened, but it 1s
notr highly attractive.

-

2---Slightly attractive. I would prefer that this happened, but it
would not bother me much if it did not.

(Scale continued on next page)
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1-'--\

O-~~Neither attractive nor unattractive. I would not care whether this
happened or not.

S, POV

~2---Slightly unattractive. I would prefer that this did not happen, but
it wouldn't bother me much if it did.

S J-

-4---Moderately unattractive. I would dislike it if it happened, but
it wouldn't be to terrible.

G

-6---Highly unattractive, I would dislike it very much if this happened,
but there are worse things I could think of.

By S

-8---Extremely unattractive. This is one of the worst things I can
imagine happening to me.

..

The airmen rated each of the incentives on this scale.

A second method of measurement was slso used. This technique
consisted of having the airmen place a dollar value on each of the
incentives. They were instructed to imagine that the Air Force had
given them an extra $100 which could only be spent to purchase the in-
centives; it could not be saved. Any:pgetr-or all of the $100 could be
spent on any single incentive. Moreover, the $100 was usable over
and over again; that is, it did not have to be split up over the ex-
isting desirable incentives. With negative incentives the airmen were
asked to indicate how much they were willing to pay to "get out of"
the disliked activity.

These two methods of measurement were employed rather than one
for several reasons. First, it was felt that using two measures would
result in a more reliable measure of overall attractiveness than any
single measure. Second, each had its advantages. We felt the Likert
scale would be easier for the airmen to comprehend, but the money would
result in data more closely approximating a ratio scale.

Order of presentation of the two methods of measurement was counter—
balanced so that half the respondents received the Likert scale followed
by the money scale while thc crder was reversed for the other half of
the respondents.

The questionnaire was given to as many male and female airmen in
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the target courses as were available on the day of administration.

All in all, 264 usable questionnaires were obtained from the two target
courses, over 90% of the total number of students at that time. In
addition, questionnaires were given to 249 students in courses other
than target courses. It was felt that these dzta would be valuable for
comparing the students in various courses as well as informative for
any larger-scale attempts to use such an incentive motivation system.

The data from these questionnaires were analyzed in several ways.
Initially, mean attractiveness of each item was calculated for both the
Likert and money scale. This was done separately for various subgroups
within the total sample of 513. Next, in order to get an overall
phcture of the attractiveness of the incentives composite scores for the
Likert and money scores were needed. To this end, mean standard scores
were computed. This procedure consisted of taking each item's mean
attractiveness score and calculating a standard score for it. For
example, the 70 mean Likert values for the incentives were examined
and the mean and standard deviation for these 70 values were calculated.
Each of the 70 values was then transformed into a standard score. Iden-
tical computations were repeated for the money scale. Two standard
scores for each item resulted from this procedure, one for the Likert
scale and one for the money scale. The mean of these two numbers re-
flects the overall relative attractiveness of an incentive. This
measure shall be termed "mean standard attractiveness score."

Table 1 presents the list of incentives showing means and standard
deviations of the attractiveness ratings as well as the mean standard
attractiveness score for the sample from the two target courses. In
general, the two methods of measurement resulted in similar mean
attractiveness ratings. For example, the rank order correlation be-
tween the two sets of means was .83 for the sample in the target course.

Other breakdowns of the respondents were also made, and means,
standard deviations, and mean standard attractiveness scores calculated.
These data are presented in the following appendices:

Appendix C Males only 1 target courses

Appendix D Females only in target courses (Weather only)
Appendix E All nther courses outside target courses combined
Appendix F Jet Engine Mechanics

Appendix G Missile Systems Analyst Specialist

Appendix H Aerospace Ground Equipment

Appendix I Missile Mechanics

Appendix J Complete sample combined

While detailed examination of these t-bles provides much information,
several points deserve special attention. For example, the Likert and
money scales continue to give comparable attractiveness scores across
all courses. For example, items 7, 8, and 25 - all dealing with
assignments - are rated in the top three on both scales in every break-
down. TItem 43, dealing with mileage restriction is seen as the most
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unattractive on both Likert and money scales by every subgroup. In
general, the same incentives were viewed as attractive by both male
and female airmen. The rank order correlation between these groups on
mean standard attractiveness score was .B0. However, some exceptions
occurred retlecting not surprising sex differences in preferences.
Females, fcr e.amrle, were slightly more con~erned about personal
appearance as evidenced by their preferine a free photograph and being
able to wear the uniform of their choice. Males, on the other hand,
found free beer, recognition, and lack of restriction more attractive.

Tnere does not appear to be a cubstantial difference between the
attractiveness ratings given by the weather and electrical courses
and the ratings made by other courses. For example, the rank order
correlation between the target courses and Jet E _'-o Mechanics is .86
for mean standard attractiveness score. Therefore, the ability to

generalize beyond the target courses is enhanced.

4, Selecting Attractive Incentives

With the attractiveness data in hand, the next step was to select
those incentives which would be powerful in the incentive motivation
program. As was mentioned before, administrative constraints demanded
that a manageable number of i1ncentives be actually cmployed. Further-
more, the inciusion of an incentive with very low attractiveness would
be of very limited value in the prozram. Consequently, decision rules
were generated for picking items with high positive attractiveness or
high negative attractiveness. Attur careful inspection or the data
from the target courses, it was de:ided to retain those items which had
a mean Likert vaiue ot +4 or great:r, or -4 or less, or had a mean Money
value of +5$20.00 or more, or -$20.)0 or less. It was planned to ultimately
devise a system whereby airmen were able to choose incentives from a
", ist". For example, an airmen wit, superior performance could choose
to be excused from squadron duty or get a Straggler's Pass. Thus, the
mean attractiveness score was not the only criterion fur selection.

It was felt that even if an incentive was only moderately high in mean
attractiveness, but had a great deal of variability, it should be
selected. That is, although many students saw it as low in attractive-
ness, many others saw it as high. Thus, for the latter group it would
serve as a powerful incentive. Consequently, a third decision rule

was adopted. If an incentive had a mean Likert value greater than +3
or less than -3, and had a standard deviation greater than 3, it was
selected.

This procedure resulted in the selection of 50 incentives (Appendix
K). However, as on the questionnaire, not all the incentives were
unique. For example, item 22 refers to being excused from squadron
duty for one day, while item 23 refers to being excused for one week.

5. Exploring the Feasibility of the Resulting Incentives.

Only very superficial attempts had been made at this point to
32
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remove potential incentives on grounds of low feasibility. A few had
been removed earlier due to complete lack of feasibility. The next
step, then, was to explore carefully the feasibility of the 50 re-
maining incentives. To accomplish this a series of meetings was
arranged with those people who would be directly or indirectly affected
by the system. These meetings included the Technical School Commander
and his subordinates, the Student Group Commander, the Department heads
responsible for the two target courses and their subordinates, several
groups of instructors in the terget courses, and the supervisory per-
sonnel in the squadron which houses airmen in the two courses.

Based on the comments and reactions fro- these meetings, many
of the incentives had to be dropped. This elimination occurred for
many different reasons. For example, as we had expected, use of certain
incentives could not be approved at Base level, but required ATC
approval. Such approval was sought, but in most cases was not forth-
coming for various administrative and policy reasons. Other reasons
for elimination included lack of needed funds (e.g., 20% discount on
transportation to Chicago), difficulty of administration (e.g. separate
rations for one month), conflict with Air Force regulations (e.g., three-
day pass on Wednesday, Thursday, and Friday), or current practices
(e.g., students were already allowed to choose roommates).

6. Selection of Final Incentives

These deletions ultimately resulted in the selection of 14 in-
centives for final consideration. These are listed below:

a. Being able to ride a bus to school rather than marching.

b. Choice of regions of the United States where base of assign-
ment is located (as available).

€. GSpecial award for outstanding performance sent to new commanding
officer.

d. Special award for outstanding performance sent to parents.

e. Having a choice of A or B shift, where possible.

f. Having mandatory remedial study on a Saturday. (negative
incentive).

g. Having a mandatory remedial study period for 3 consecutive

weekday evenings. (negative incentive).

Being excused from squadron details.

Getting a three day pass over the weekend.

Getting a Walker's pass.

Being able to leave class on hour earlier.

Not having to go to class for one day.

m. Being able to have a weekend visitor stay at the guest house
(i.e., be able to get reservations).

n. Wearing any uniform desired.

-

-

-

- R e T
.

-

At this point, then, incentives had been identified, their im-
portance and feasibility assessed, and a.final group of 14 selected.
The next step was to actually set up a program whereby these incentives
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would be made contingent on behaivior.
C. The Experiment

The second phase consisted of éaking those incentives identified
as both powerful and feasible and making them contingent, 1n various
ways, on performance in the two target courses. In this next section we
shall discuss the expecimental setting, the dependent neasures, the
major experimental conditions, and the experimental design.

1. The setting. As mentioned previously, the experiment tcok place
at Chanute Alr Force Base in Rantoul, Illincis. Chanute is one of
five Air Fo-ce technical training centers located in the United States.
These five centers graduate approximatelv 125,000 students per year.
The major effort at Chanute, as well as thc other technical training
centers, consists of vésident training. primarily to the apprentice
level. The bulk of their students are first-term airmen who have come
directly from basic training at Lackland Air Force Basr,. Chanute
offers 170 courses which range in length from two weeks to a year, and
graduates approximately 25,000 students per year. Over 6,000 <tudents
are in residence at any given time. The {nstructional side of Chanute's
operation is organized into a series of departments. Each of the [ive

departments operates a number of courses. Each of the individual courses

has a course supervisor, and one sunervisor for each of the sections
(blocks) of the course. Under these block supervisors are the ac-
tual course instructors. The two courses selected for this research
were the Aircraft Electrical Repairman course (3ABR42330) and the
Weather Observer course (3aBR2>321).

The Aircraft Electrical Repairman (AER) course is a self-paced
course utilizing programmed tests and was originally planned to be 16
weeks in length. Since it is a self-paced course, however, the time
to complete it is variable. The purpuse of the course is to train air-
men to perform the duties of the Aircraft Electrical Repairman. These
duties include inspection, maintenance and minor repair of electrical
systems and components in aircraft and associated equipment.

The course is organized into six parts or biocks. The student
takes each block sequentially. At the end of each btlock u student must
take and pass a plock exam. This exam is taken when the student has
cumpleted all the progr-mmed texts arnd other materials in that <ection
of the course and fecls he is prepared to pass the tes’. Each block
exam consists of a wr.tten, multiple-choice test on which the student
must get at least a sccre of 60 to 64 percent ¢ depending on the block)
to pass. In some of the blccks a student must also pass a perlormarce
test which requires him to actually perform some operation on a piece
ui equipment. He is scored either satisfactory or unsatisfactory on
this performance test by an instructoe~ Students' whc f21i1 to pass
any part of the block exam must retcke it., Afrer failure of a block
exam a student may b. —equired to artend remedial instruction =essions
and receive counselin¢ ty his technical instructors. Students may be
required to attend remedial instruction sessions whenever, in the judge-
ment of his instructor, he needs sucn instruction. These sessions are
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in addition to the students"normal class day. A student's final grade
in the course is the :umerical average c¢f all his writien block exam-
ination scores.

The number of students in the AER course at any given time varies
from about 200 to 400. The students are all males, and most are be-
tween 17 to 20 years old. Most have finished high school, and a small
number have had some college. The entrance requirements for the course
are relatively low: 40th percentile or better on either the Electrical
or Mechanical subscales of the Airman Qualifying Examination (AQE).
Thus, the students in the AER course tend to be of lower ability than
those in many of the other courses at Chanute, and quite a bit lower
in ability than those in the other targe' course. The Weather QObserver
(WO) course.

The other course that was selected for study was the Weather Observer
course. This course is a lock-step course 16 weeks long. In contrasi
to the AER course, the lock-step nature of the course with its corre-
sponding stand-up instruction did not allow for variations in the speed
of completing the course. There was one exception to this, however.
Students who were doing exXceptionally well in the course could "fast
track' during the last block of cthe course by taking an accelerated
program that was either one or two weeks shorter than the normal four
weeks it took to complete the last block. However, due to conditions
outside the control of this research, this "fast-track" option was
discontinued about two thirds of the way through the experiment.

The purpose of the WO course is to train students in the areas of
surface weather ohservation, plotting weather maps and charts, mete-
rology, and weather equipment operation,

The WO course was organized into four blocks. At the start of the
experiment students took the first three blocks concurrently for the
first 12 weeks of the course and the last block during the last four
weeks. However, about two thirds of the way thrcugh the experiment
the course design was changed. The new design organized the mat-
erial into three blocks and called for each block to he taken se-
quentially. While this change was instituted by Air Training Command
and not by the present research effort, its effects on the research
program were probably minimal. The material in the course was basic-
ally unchanged.

The evaluation system in the WO course was somewhat different
frow that in the AER course. Students took a series of multiple choice
tests throughout each block. The average of these tests, known as
"measurements," consistuted the block score, and the average of the
block scores constituted the final course grade. Students took 20
measurements during the 16 week course. A student had to pass each
measurement. In cases of repeated failures of a given measurement
or failure of several different measurements in a short period of time
a student could be "washed back," This means that the student had to
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repeat the previous two weeks of the course. As with the AER course, a
student whose performance was poor could be required to take sessions of
remedial instruction and receive counseling.

The number of students in the WO course varied from about 150 to
300. The students were predominantly males, but there were some female
(WAF) students in the course. Most of the students were between 17 to
20 years old, almost all had finished high school, and a good proportion
had had some college. Since enrollment in the course required a
minimum percentile score on the general subtest of the Airman Qualifying
Examination (AQE) of the 80th percentile, the students in the WO course
tended to be of fairly high ability, and substantially higher than the
students in the AER course.

Students ir both courses could fail the course, but this was
fairly rare. Failing a s.udent for academic reasons usually followed
a series of exam failures, wash backs, remedial instruction sessions,
and counseling sessions. Students who failed the course were usually
transferred to other, generally undesirable courses.

A new class entered each of the two target courses ev. 7 two
weeks. Thus, at any given time students were at all differe points
in the course. Upon their arrival at the base the students were housed
in a temporary "holding" squadron barracks and then assigned to their
permanent squadron. Each squadron on the base was composed of students
from one or more technical courses, but typically all the students in
a given course were in the same squadron. The students in our two
target courses were in one squadron, and no other courses were repre-
sented in that squadron.

While the technical instructors (non-commissioned officers and a
few civilians) were responsible for the technical instruction of the
students, a separate group of Military Training Instructors (all NCOs)
headed by an officer in the role of Squadron Commander was responsible
for the students' military training. The squadron supervisory per-—
sonnel (Squadron Commander and Military Training Instructors) had
responsibility for the students' behavior at all times when the student
was not actually in class. They were responsible for such things as
discipline, appearance, assigning and supervising work details around
the barracks, getting the students where they should be on time, etc.

Students spent 6 hour per day, 5 days a week in class. Chanute
operates on a 4 shift per day system. "A Shift' classes go from €:00
A.M. to noon; "B Shift" from noon to 6:00 P.M.; "C Shift" from 6:00 P.M.
to midnight, and '"D Shift" frum midnight to 6:00 A.M. At the time of
this research project the two target courses were operating only on A
and B shifts.

Students on A shift would get up at approximately 5:00 A.M., march
to breakfast, eat, and march to class by 5:50 A.M. They would attend
for six hours, with breaks every hour, and march to lunch. After lunch
they were free until early afternoon at which time they were required to
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attend "TT Notes." The purpose of this information was to make
announcements, assign work details when applicable, etc. They were
conducted in the squadron (barracks) area by the Military Training
Instructors. Students who did not have work details, medical apgpoint-
ments, drivers training classes, remedial instruction, etc. were then
free to do as they wished, including leaving the base. On any given
day most of the students did have free time during this period. At
approximately 5:00 P.M. students would march to dinner. After dinner
they were free to do what they wished.

The barracks area provided a study area, TV room, pool and ping
pong tables. Base recreation facilities were also available such as
movies, swimming pool, sports equipment, pizza parlor, and the Airman's
Club (serving liquor). Students could also leave the base in the
evenings. Students were also free to leave the base on weekends except
when they were assigned a detail. However, for any given student
this was infrequent,

Students on B shift had a similar schedule except the TI Notes
were around 9:30 A.M. and they went to class from noon to 6:00 P.M.

2, Dependent measures. The dependent measures for the research program
consisted primarily of performance based measures and attitudinal
measures. These will be discussed in detail below. In addition, sev-
eral individual differences measures will be discussed although they

were not, strictly speaking dependent measures.

The major source of performance data comes from information con-
tained on a sheet (ATC Form 156) that was kept by the technical instruc-
tors for each student. This information included block exam scores,
final course grade, length of time to complete the course, course
failure where appropriate, remedial instruction, and counseling
sessions.

The written exam scores and final course grade were based on the
objective tests taken throughout the course. However, some of the items
on these tests did change throughout the course of the experiment. Al-
though the fact that items were being changed was known to us, it was
impossible to determine, and thus control for changes in the dif-
ficulty of the new items. However, the changes in difficulty level
were probably random and the number of changed items was very cmall
in comparison to the total number of items that went to make up the
final course grade.

Another potential source of bias could have affected the data on
course failures, wash backs, remedial instruction, and counseling. All
of these decisions on the part of the technical instruction staff were
judgement decisions for which there were few hard and fast rules. Thus,
for example, instructors could vary in their criteria for remadial
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instruction. Furthermore, since turnover in the instructional staff
was frequent, instructors at the beginning of the research program may
have used different criteria than instructors later in program. How-
ever, it is our impression that these differences were small and, in
any event, they were undoubtedly random.

The other source of performance data comes from instruments deve-
loped especially for this project. It was felt that in addition to
actual performance, measures of effort would be valuable sources of
additional data. Consequently a measure of effort was devised. Based
on interviews with technical instructors and intuitive analysis, a set
of items was generated which appeared to tap various aspects of effort
in technical training. These items dealt with such things as the level
of energy expended by the student, frequency of asking questions in
class, level of attention in class, fréquency of studying outside
class time, how well class time was used, etc. In all, eight items
were used, plus one item measuring overall effort. Each item was
expressed in a 9-point Likert format. (The complete scale is presented
in Appendix L.)

Two forms of the measure were used. One form was for students to
make self ratings of effort. This was done at the end of the course.
The other form of the measure was designed for technical instructors
to rate the effort of students. The instructors were to rate each of
their students at the completion of each block of the course. This
seemed reasonable since each instructor typically had no more than
20 students in a given class. In addition, the instructor rating form
also asked the instructor to indicate how confident he was of his
ratings. It was hoped that in those cases where the instructor did
not know the student, it would be reflected in his confidence judge-
ment. One point that must be considered is that the instructor did
know the actual performance of the students they were rating. It 1is
quite likely that this information had some contaminating effect on
their ratings of effort. Likewise, the students knowledge. of his own
performance could have contaminated his self-ratings of effort.

The second major class of dependent measures dealt with measures
of s.udents attitudes. During the last week of the course eact
student was given a short (half hour) battery of attitude question-
naire. It had been standard practice for some time to give one
questionnaire, which was a short student critique of the course (ATC
Form 736), at the end of the course. The questionnaires discussed next
were merely included when this questionnaire was administered.

The first questionnaire was titled the Student Opinion Questionnaire.
It is reproduced in Appendix M. It actually consisted of three
separate measures. However, the items for the three measures were mixed
throughout the entire questionnaire. The first measure was adapted from
an experimental version (Federico, 1970) of the student critique (ATC
Form 736) already in use. It included a total of thirty-one 5-point
Likert format items dealing with the quality and adequacy of instruction,
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individual help, training methods, training literature, visual alds,
training equipment, tests, and physical classroom conditions.

The second measure embedded in this questionnaire dealt with over-
all attitudes toward the Air Force. It consisted of seven items in a
5-point Likert format. The items dealt with such things as the
efficiency of the Air Force, the Air Force's concern over the individual,
living conditions in the Air Force, the importance of the Air Force's
mission, and antimilitary attitudes related to the Vietnam war.

The third measure in the Student Opinion Questionnaire was a
measure of social desirzbility adapted from the Crown-Marlow Social
Desirability Scale (Crowne and Marlow, 1967). The original Crowne-
Marlow scale consiste of items which are not true of most people, but
which are very desirable characteristics. For example, very few
people always carefully check their car for safety before a long
trip, but doing so would be desirable. Such items were included here
to assess the degree of social desirability response set that the
students employed in completing the entire battery of questionnaires.
Use of suth a set would lead students to evaluate the course, the
Air Force, etc., in a more favorable way than they actually feel.

Ten items in a 5-point Likert format were used, all of which were
reworded to fit the technical training situation.

The next questionnaire was entitled the Training Satisfaction
Questionnaire, and is reproduced in Appendix N. This questionnaire
was designed to measure the jcb satisfaction the students felt in
their position as Air Force trainees. It was adapted from the
Minnesota Satisfaction Questionnaire (Weiss, Dawis, England, and
Logtquist, 1967). The measure contained 22 items in a 5-point Likert
format. The items dealt with satisfaction towards such aspects of
the technical training task as independence, variety, supervision,
security, use ot abilities, fairness of Air Force policies,pay, peers,
and feeling of accomplishment,

The third questionnaire in the battery was called the Student
Attitude Questionnaire (Appendix 0). [t contained five items in a
9-point Likert format dealing with attitudes toward reinlistment. It
included items about woluntcering for the Air Force, reentisting for
a second term, and attitudes towards a career in the Air Force.

It was stressed in the directions to all these questionnaires that
while the students' names were required, their individual answers would
be seen only by the research staff at Purdue University. However, the
questionnaires were administered by one of their course instructors.

Two other cCets of attitudinal data were collected at other times
in the project. One was a type of check on the experimental manipulation
and the other dealt with students' and instructors' attitudes towards
each ot the three experimental incentive conditions. These will be
discussed in detail in a later sectio:.
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Finally, data were collected on individual differences variables.
All students were given a biographical data questionnaire (Background
Information, Appendix P) which included items on age, sex, ethnic group,
parents income, occupation, and marital status, number of siblings,
size and location of home town, etc. In addition, data were available
on the four subscales (General, Administrative, Mechanical, and Elec-
trical) of the Airman Qualifying Examination (AQE).

3. Major Experimental Conditions

Three types of incentive systems (experimental treatments) were
tested in this program. They were run sequentially over a period of
approximately 7 months. Each system had different features, and the
nature of the experimental design was suchk that the effects of the
unique aspects of each could be assessed. As a brief overview, the
first system gave incentives which could be awarded using only those
facilities and resources available at the base itself. These in-
centives were awarded to the students on the basis of their actual
performance in the target courses. The second system utilized the
same incentives as the first system, but awarded them differently.

A procedure was devised which took into account a student's level
of abiiity and, 1n essence, gave students handicaps on the basis of
ability. In theory, this resulted in awarding incentives on the
basis of effort. The third incentive system utilized the handicap
system and the incentives used in the first two systems, but added
additional incentives in the form of financially based incentives.

a. Incentive system #l. The first incentive system was a 'classical"
system in that valued rewards were made contingent on performance; and
the higher the performance, the more the rewards. Two other "class-
ical" systems were considered, but rejected. First, a system whereby

a person gets some reward if his pertormance surpasses scme cutoff point
(bonus system). This has the disadvantage that there is no incentive
for performance beyond the cutoff point. A second type of system is

one where the top performing group (e.g., top 10%Z} gets rewards. Such

a system could discourage students from helping each other since if a
student helps someone, it hurts his own changes to pe in the top group.

In contrast to these two approaches, the first incentive was
designed so that students received points for their tech school per-
formance. The higher the performance the greater the number of points
they would earn. After earning points students could then select the
incentive they wished to have by "buying' it with their points. The
incentives varied in cost as a function of their value to the students
and their feasibility of administration.

The details of this first incentive system can best he presented
by a series of issues that had to be considered in designing the
system. The issues are: What incentives should be used? How much
should they cost? What behaviors should be rewarded and how much re-
ward should be given? How should the mechanics be handled?
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The first issue - the incentives to be used - was based on the first
phase of the research. After the process of identifying valuable and
feasible incentives, a list of 14 incentives remained. However, when
it came time to make arrangements for actually using the incentives,
two of them had to be dropped for feasibility reasons which had not
been anticipated previously. We were thus left with 12 incentives.

These are listed and described below.

1. Bus rides to or from school. The original plan was to have the
Students be able to ride the bus to and from class rather than march.
3ecause of the limitation at the base it was only possible to arrange
transportation from school for A shift students and to school for B
shift students. This incentive was later discontinued due to its in-
frequent purchase.

2. Commendation certificates sent to Commanding Officer at new
base of assignment. Since the new base of assignment for each student
was known before the student finished his residence traiuing, it was
possible to send some sort of certificate to his new base before the
Student actually arrived. The certificate was individually typed and
hand signed by the Department Head ( a full colonel).

3. Commendation certificate sent to parents. This certificate was
similar to the one sent to the new Commanding Officer. Both of these

certificates were sent only if the student indicated that he wished them
sent .

4. Walker's Pass for one week. Under normal circumstances students
in A shift assembled in formation, marched to breakfast, ate, marched
to school, marched back from school to lunch, and marched back to the
barracks area. This incentive enabled the student to walk to these
locations without any special formation.

After this incentive had been purchased a few times, the base per-
sonnel expressed concern over students walking who were not actually
eligible. A system was thus developed whereby a student who "bought'

a Yalker's Pass would receive a small, brightly colored metal pin to
wear on his uniform to indicate that he was eligible to walk. These pins
were returned at the end of the walking period.

5. Being able to leave class one hour earlier. This incentive
could be purchased in blocks of 1, 2, 3, 4, etc. hours. This incentive,
as well as the other incentives involving time off from class presented
no problem whatsoever to the Electrical course since it was self-paced.
However, the Weather course had some problems due to the lock-step
nature of the course. They felt that certain parts of the course could
not be missed. Rules were set up so that students could not get time
off when an exam was scheduled, nor when students taking time off re-
sulted in not having enough students to clean up the area at the 2nd
of _lass. .20 our knowledge this latter corntingency never arose.) In
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addition, students in Weather could not take time off during a week con-
taining a holiday since all five days of material had to be condensed
into four days for those weeks. Finally, the Course Supervisor had to
approve any time off from the course. If a student requested time

of f during a part of the course he considered critical, he could require
the student to choose another time to take off.

6. Getting a day off during the week. This incentive allowed the
student to get out of class on a Tuesday, Wednesday, or Thursday. A
student could not take a Monday or Friday off with this incentive since
that would constitute a 3-day pass, a more expensive incentive. Also,
he could not combine a day off with a 3-day pass and get; e.g., Thurs-
day through Sunday off. This would be against Air Force regulations
since it would result in more than 72 consecutive hours off.

7. Getting a 3~day pass. This incentive was essentially getting
a Monday or Friday off with no responsibilities over the weekend. Thus,
a student could be off the base for 72 hours.

8. Wearing any uniform to class for one week. Under normal cir-
cumstances, trainees, including the WAF, wore fatigues to class. These
are rather warm, loose fitting uniforms. Several other uniforms were
available, all of which were generally considered more attractive than
the fatigues. Thus, this incentive allowed students to wear any Air
Force approved uniform to class they wished. The only exception to
this was when the weather was very cold in which case the heavier
fatigue jackets had to be worn.

9. Being excused from squadron detail for one week. This in-
centive enabled the student to be excused from such details as cutting
grass, shoveling snow, picking up debris, etc. Unfortunately, all
squadron details could not be included because the squadron sup-
ervisory personnel felt there would not be enough students to do certain
detsils if they had been included. These details included parades,
weekend barracks guard, and preparation for major inspections. However,
these details were infrequent for any individual airmen.

10. Choice of A or B shift. This incentive enabled a student to
transfer from A shift (class for 6:00 AM to noon) to B shift (class
from noon to 6:00 PM) or vice versa. It was available to students
in the Electrical course, but not io students in the Weather course due
to the structure of the two courses. Specifically, in the Weather
courses the two shifts were not coverning the same material at the
same time. Since the Electrical course was self-paced, this presented
no problem for them. However, shortly after the system was in operation,
the Electrical course went to an A shift only operation. Thus, this
incentive was essentially dropped.

Two other incentives of a negative natu.e were originally proposed
for the first incentive system. These were: a) mandatory study periods
on Monday, Tuesday, and Wednesday evenings, and b) mandatory study periods
on Saturday. Although the students were informed of these, it became
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quickly apparent that neither the squadron nor the technical school had
sufficient personnel to man these sessions, so they had to be discontinued.
It is felt that this was very unfortunate for the program.

Many of the instructors, both military and-technical, felt that the
incentive system as it was originally proposed to them took away much
of their power to retain discipline, discourage poor performance, etc.
A frequently cited example was the student who was doing well on his
tests bit was disrupting class, was a discipline problem in the
squadron area, etc. The base personnel felt that this type of person
should not receive special privileges.

To satisfy their concern an element was built into the incentive
System that allowed an instructor, in conjunction with the course
Supervisor or Squadron Commander to disallow a student from taking any
privileges for a specified period of time, usually one week. The student
would not lose pecints he had earned previously and could earn more points
during this "time-out" period, but he could not use any of the actual
incentives.,

The second major issue in the design of this first incentive system
was how much each incentive should cost. Recall that it was decided
to use a menu system whereby the students could choose their own in-
centives. This technique has the advantage of maximizing the value
of high performance for each student since the incentives he earns are,
to a certain extent, of his own choosing rather than imposed by the
system. Another advantage is that is such a system, there is con-
siderable variability in the cost of each incentive. The student then
has the option-of immediately purchasing an inexpensive incentive or
saving his points for one more expensive.

The actual setting of the cost of each incentive was based on
two criteria: rated attractiveness by the students and feasibility of
administration. The first consideration was rated attractiveness, but
for those incentives which were very difficult administratively (i.e.,
time off) the price was raised somewhat, and for those incentives which
were very easy administratively (i.e., Walker's Pass and choice of uni-~
form) the price was lowered. These considerations led to assignment
of the following costs to each incentive:

The Incentive Cost
1. Bus ride for one day 1 point
2. Walker's Pass for one week 4 points
3. Choice of uniform for one week 2 points
4. Get out of details for one week 3 points
5. One hour off class 7 points
6. Day off class 25 points
7. 3-day pass 30 points
8. Choice of A or B shift 20 points
44
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The other i~ entives, certificates sent to new Commanding Officer
and to parents were handled differently. It was felt that it would not
be appropriate for the students to buy these incentives since the oo~
taining of such a certificate would then be at least partially a
function of wheter a person chose to purchase it rather than strict merit.
Consequently, it was decided to award these certificates if a student's
performance was at or above the 90th percentile based on norms made up
from the performance data for tne past year.

The third major issue in designing the first incentive system was
what behaviors to reward and how much reward to give. It was obvious
that the major type of behavior to be considered by the system was tech-
nical school class performance. In the Weather course this was fairly
straight forward since the major performance variable consisted of scores
on the measurements. Other performance measures such as probations, re-
medial instruction time were also available, but since these were all
indicants.of poor performance, they were not an appropriate basis for
giving positive incentives. Exceptional students could accelerate during
the last section of the course, and while incentives could have been
made contingent of this behavior, the course supervisory personnel felt
that this was unnecessary and undesirable. Thus, for the Veather course,
positive incentives were made contingent on scores the students received
on the measurements they took throughout the course.

The situation for the Electrical course was a bit more involved
since both score on exams and speed of finishing this self-paced course
were relevant variables for positive incentives. In discussions with
the course supervisory pcrsonnel, it became clear that, while both were
important, they felt that the speed of completion criterion was more
important tnan the score on exams criterion. Consequently, both were
used in the system, with emphasis on the speed of completion criterion.

An important decision in the design of the system was how much re-
ward should be given for a specified level of performance. This is a
critical issue since giving too much reward (too many incentives) for a
given level of performance would not encourage higner performance: and
giving too few rewards would not make them worth working for. To arrive
at the actual performance-reward contingencies, the following decision
rules were uced.

1. It should be possible for a large proportion of the students to
get at least some incentives.

2. The higher the performance, the higher should be the level of
rewards.

3. Maximum possible performance should be rewarded with all the
incentives in the system.

With these decision rules in mind, it was decided that students
should start earning points (to be used to buy incentives) if their
performance was at the mean of students' perfcrmance throughout the
previous year. Thus, if students in the experimental system failed to
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increase performance over the level of the past year, 507 of the students
would still receive at least some points. However, performance at this
50th percentile level would result in very few points. Furtharmore,
Students whose performance was near the maximum possible (e.g., Y9th per-
centile) should earm enough points to be able to purchase all the available
Incentives on a regular basis.

These decision rules, and an examination of the performance data
in the two courses over the previous 12 months resulted in the following
performance-reward relationships.

Weather:
Measurement Scores Number of Performance
Credit Points

86 or less 0

87 1

88 2

89 3

90 5

91 7

92 8

93 9

94 10

95 11

96 12

97 13

98 14

99 15
100 16

Electrical:
Written exam score Number of Performance
Credit Points

77 or less 0

76 2

79 4

80 6

81 8

82 10

83 12

84 14

85 16

86 17

87 18

88 18

89 19

90 19

91 20

92 20
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93 21

94 21
95 22
96 22
97 23
98 23
99 24
100 25

Points for speed of completion were arranged so that the student
received 2 points for every hour he finished a block under the target
(mean) time.

Note that while the number of points for the two courses Seem
quite different they were, in fact, designed to be equitable. They
were set so that a student who was performing at; e.g., the 75th per-
centile in Weather would receive the same number of points as a student
performing at the 75th percentile of the Electrical course. The ap-
parent discrepancy is due to the fact that the Weather students took
more exams in the same time period tham did the Electrical students
and the points were adjusted accordingly. This percentile technique
also resulted in a non-linear relatic.-hip between written exam scores
and number of points in the two courses. For example, an exam score
of 8C in Electrical earned 6 points, but 8l earned 8 points (an in-
crease of 2 points); while 86 earned 17 points and 87 earned 18 points
(an increase of 1 point).

While every attempt was made to make the incentive system equitable
for the two courses, it became apparent after a few weeks of this first
condition that the Electrical students were earning many more points
than the Weather students. Upon exploration of the system it was dis-
covered that we had used inaccurate information on the average time
to complete the various sections of the Electrical course. The more
accurate data indicated that average times were much shorter and this
discrepancy explained why the rlectrical students were earning such
large numbers of points. A revision was made in the system to account
for the more accurate information. This was communicated to the students,
and they seemed to accept this change without complaint.

Another aspect of course performance behavior that was considered
for both courses involved poor performance such as wash backs, exam
failures, and taking an excessively long time to complete a section of
the course. It was felt that some sort of negative incentive should
be made contingent on such poor performance and, in fact, the original
version of the first system made the negative incentives of mandatory
study periods on weekdays evenings and weekends contingent on certain
types of poor performance (e.g., failing a measurement in the Weather
course). However, as explained previously, it became necessary to ab-
andon this incentive.

52



In addition to these measurable aspects of good and poor performance
the course instructors and supervisory pere~nnel were concerned about
such non-measurable aspects of course performance such as disrupting
the class, gross lack of effort, etc. They felt that it would be un-
desirable for the incentive system and the operation of the course if
students who engaged in such behaviors received valuable incentives due
solely to their performance on exams. Consequently, a feature was added
to the system whereby an instructor, in conjunction with the Course
Supervisor, could make an individual student ineligible to purchase any
incentives for a period of time, usually one week. A student would not
lose any points for this suspension and could accumulate more points
during the suspension, but he could not actually enjoy any incentives
for that period. Obviously, if the student continued his undesirable
behavior, the suspension could be continued indefinitely. This suspen-
sion was used very rarely.

It became apparent as we were designing the first incentive system
that yet another class of behaviors should be considered by the system;
i.e., military behaviors. From the point of view of the Air Force, an
airman's performance involved both tech school behavior and military
behavior. An airman who did well in tech school but was otherw. se a
discipline problem, did not maintain his personal appearance, assaulted
other students, etc. was not actually a "high performer", and should
not be given valued positive incentives.

To deal with this issue we requested the squadron supervisory
personnel (who were primarily responsible for military behavior and who
brought this issue to our attention) to supply us with critical incidents
of poor military performance. The original idea was to somehow list
the poor behaviors and penalize those students who engaged in them.
However, this was not successful since very few actual incidents were
of a specific enough nature to be useful. Consequently, the suspension
of buying incentives approach described above for non~measurable course
performance was employed for military behaviors. Thus, a military train-
ing instructor, in conjunction with the Squadron Commander, had the
authority to suspend buying privileges. This type of suspension was also
very rarely applied.

The final set of issues in designing the first incentive system
dealt with how che mechanics of the system wouid be handled. Basic-
ally, the system required that performance be translaced into incen-
tives. To do this, it was necessary that information on performance
be obtained, this information be translated into the number of points
earned, these points be given to the students, the students select the
incentives they desired from the list available, and that the students
actually "consume" the incentives.

Collecting performance information was no real problem, it merely
required that instructors report the scores of their students when they
took an examination (as well as the time to complete that section of
the course in Electrical). 7he staff at the Training Research Applications
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Branch (TRAB) who served as our Air Force liaison at the base tieu caiculated
the number of points each student had earned. At the beginning of the
fir<t system, students were given actual printed tokens for their points,
but, due to the possibility of a "black market" developing, this was later
changed to a system whereby each student had a sort of checking account,
and after each exam or puichase of an incentive he was given a form
indicating his balance (number of points). Once the student had
accumulated points he could purchase incentives. He did this by sub-
mitting a Privilege Buying Form (see Apgendix Q). Upon receipt of the
Privilege Buying Form he was issued an authorization slip for the incentive
he had purchased. This was a printed form which described the incentive
and was filled out .ith his nsme and the date or dates when the incentive
was to be used. In addition, on some of the authorization slips the
student had to obtain the signature of his instructor and/or equadron
commander. This was necessary so that the relevant people would know

he ‘was taking the incentive. For example, the studint's squadron
commander and instructor had to know when the student was taking a day
off. Some of the authorization slips (< ~.. Walker's Pass, choice of
uniform) needed no signatures, but had to be proau.c? by the student in
the event he was challenged wvhile using the fncentive. The instruc-

tors, both course and military, were instructed to always sign an
authorization slip when it was presented. If they felt a student did

not deserve the inceativz due to; e.g., poor military performance, they
could put him on the suspension of buying privileges, but they were not

to refuse to sign individual authorization slips withoug employing the

one week suspension.

lhese mechanices of the system may seem quite complex, but in fact,
once understood thev functioned quite smoothly and rapidly. For example,
a student could typically be using an incentive from 48 to 60 hours
after he took an exam.

A final issue on the mechanics of the system deals with eligibility.
The training system was set up in such a way that a new group of students
started in each course every two weeks. thus, any given time there are
brand new students and students about to graduate in the course at the
same time. When the first incentive system was started, all students
who were in the course at the time were made eligible to participate in
the system. The only exception to this was that points would not be
given fur exams taken auring the last week of class. It was felt that
it would be impossible for students to get and spend points for exams
tal.en the last few days of class since they typicaily left the base
within 48 hours of graduation.

All of this information about the meiiianics of the system: in-
centives, cos*, performance-point contingencies, suspension of privileges,
and logistics of getting incentivass was explained to the students 2nd
instructors in a series of briefings. In addition, all relevant
personnel were supplied with a manual describing the system in detail.
Copres ot the two manuals for this first incentive syst~m (onc for
~catner, one for Electrical) are presented in Appendix R.
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b, IncenEiyg_gXipem 2

The second of the three incentive systems was system was similar to
the first in that the same incentives were used, and the same mechanics
employed., The difference was the manner in which incentives were given.
In the first system incentives (actually points) were given on the basis
of raw, observable performance. In the second system a type of handi-
cap s;stem was used which considered the ability of the student. Theo-
retically, this system gave rewards on the basis of effort,

Such a system is desirable on both theoretical and practical grounds.
On the theoretical side, one could argue that task performance is primarily
a function of two classes of variables, ability variables and motivational
variables. Furthermore, in a setting such as Air Force technical train-
ing (as well as many others) it is impractical to consider raising
levels of such abilities ag intelligence, numerical ability, clerical
ability, etc. Thus, to increase performance, one must increase motiva-
tion. In fact, this was exactly the purpose of this whole experimental
incentive program.

Theoretical models which deal with task motivations such as those
presented by Vroom (i964), Porter and Lawler (1968), Campbell, Dun-
nette, Lawler and Weick (1970), Lawler (1971) imply that to increase
motivation (that is, increase effort) one must: a) make valued rewards
contingent on high perrcrmance, and b) make high performance contingent
on high effort. A classical incentive system such as that employed in
our first incentive system satisfies the first condition: high rewards
for high performance. However, individuals in such a classical system
may not perceive that their level of effort is related to their level
of performance.

This could occur in several ways. Individuals may not receive
clear enough feedback about their level of performance, or there may
be situational constraints which limit the relationship between effort
and performance (e.g., and assembly line), or effort may be expended
on taske that the organization does not consider important, or some
individuals of lower ability may feel that even their hardest effort
will not result in high performance. It is this last situation which
is probably most relevant to Air Force technical training. Speci-
fically, low ability students may see it as difficult if not impossible
to be a high performer, and thus get the rewards of the system. Thus,
the low ability student would not be influenced by a classical incentive
system.

The implication of this line of reasoning is that incentives should
be given on the basis of effort rather than on the basic of performance.
Such a system would maximize the rclationship between effort and rewards
and, presumably, maximize effort.

To accomplish this, however, it is necessary to have some measure
of effort. This is indeed a difficult criterion. However, a technique
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was devised for this project which attempted to do this. It started with
the assumption that performance is largely a function of ability and
motivation. With this assumption, if one has measures of both ability
and performance, one can derive a measure of motivation (i.e., effort).
Specifically, if one collects a sample of course performance data from
students who have completed the course as well as the ability test data
available for these students, one can generate equations through multiple
regression to predict course performance from knowledge of abilityv data.

Such equations essentially provide the mean performance for the students
with that "pattern" of ability. With such an equation it is possible
(assuming performance is a function and motivation) to make statements
about motivation. If one merely subtracts predicted performance from
actual performance one has a measure which should be related to effort.
For example, if two individuals have the same level of ability but one
out performs the other, it is safe to conclude that the higher per-
former exerted more effort. With our system, both would receive the
same predicted performance score since the prediction is based solely
on ability, but since actual performance is different, subtracting this
identical value from the actual performance of each would result in the
higher performer getting the higher score.

Thus, if one were to predict for each student his level of expected
performance from the ability-based regression equation and give incentives
as his performance went above this predicted level one would be giving
incentives on the basis of effort. The high ability student would have
a high '"target score'" and the low ai:lity student would have a low "target
score" but it would be equally difficult for both to attain or surpass
their respective target scores. :

Utilizing this thecretical line of reasoning admittedly rested on
several assumptions. For example, it is a cartainiy that partialling out
ability from performance includes error variance over and above motivation.
At the very least, however, such a technique could provide for equating
people on the basis of ability by simply giving incentives on the basis
of increases in performance over the level of performance predicted solely
on the basis of ability. The major advantage, of course, of such a system
is that it enables the lower ability student to have an equal chance of
earning incentives since he can earn incentives by high effort, even
though he may not be a high performer.

Such a system was the basis for the second incentive system. Ability
and performance data were collec.ed for students who had completed the
courses during the one year period preceeding the start of the incentive
program. Ability data consisted of the Arimed Forces Qualifying Test
(AFQT), a general aptitude test; and the Airman Qualifying Examination
(AQE) made up of tour scales: general aptitude, administrative aptutude,
mechanical aptitude, aad electrical aptitude.

These ability data were used as predictors in a2 step-wise multiple
regression to predict final course grade in the Weather course and final
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course grade and total time in course for the electrical course. The de-~
velopment and cross-validated multiple Rs are listed in Table 2.

The idea behind the equations so generated was that we could take any
current or entering student and by utilizing his AQE data predict his
final course grade and, for Electrical, the time it would take to complete
the course. This predicted value would then serve as his target score,
That is, it would be the 50th percentile of performance for students with
his "pattarn" of abilities. He would earn points for buying incentives
if he surpassed that target score; and the greater his performance over
the target score, the more points he would earn.

However, the equations predicted final course grade, and it was felt
that the system should be refined to predict smaller units of performance:
That is, measurement scores for Weather and block exam scores and time to
complete each block in Electrical. In other words, to utilize the same
frequency of reward as in the first incentive system. To do this it was
necessary to generate predicted scores or target scores for each block
in Electrical and for each measurement in Weather. One way to do this
would be to generate separate prediction equations for each block or
measurement. This was felt to be impractical, so a type of averaging
technique was used. Since the final course grade in Electrical was
the average of each block exam score, it was possible to assign the
predicted final course grade as the target score for each block. How-
ever, since the blocks varied in difficulty, this procedure would have
resulted in some blocks being easy to get points in while others were
more difficult, To equalize the ease of getting points in each block
we examined the block performance data for the 12 months before the
program started and calculated the difference between each mean block
score and the mean final course grade. Means for easy blocks were, of
course, higher than the mean final course grade, while means for dif-
ficult blocks were lower. These mean differences (based on samples of
near 1000 for each course) were then used as correction factors for es-
tablishing target scores for each person on each block. For example,
if a given individual had a predicted final course grade in Electrical
of 78, he might get block target scores of Block 1=78, Biock 2=80, Block
3=79, Block 4=75, and Block 5=78, reflecting the fact that students in
the past scored on the average 2 points higher than their final course
grade in Block 2, 3 points lower in Block 4, etc. Target scores for
time in each block in Electrical and measurement scores in Weather were
developed in an analogous fashion.

The number of points the students earned for surpassing their own
target scores was analogous to the method of the first system. That 1is,
Electrical received two points for every exam score point above their
target score and two points for every hour they finished a block under
their block target time. Weather students received one point for every
percentage point they were above on their target score.

The transition from the first to the second incentive system was
handled by giving the students new manuals (see appendix S) and by
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briefings. Also, each studens received his own personnel target score.
They were told that the new system would go into effect three days after
the briefings and that points they had already accumulated were not taken
away, they could spend them as before. The actual incentives were un-
changed as were the “prices.”" The logistics of the system were also

the same except that the calculation of points earned was based on each
individuals target score.

c. Incentive system #3

The third and final experimental incentive system was similar to
the second in that the same basic set of incentives was again offered,
and points were given on the basis of the individual target score method,
but it differed in that additional incentives were offered over and
above those available in the first two systems. These incentives were
financial in nature. That is, they had to be purchased by the research
staff rather than.supplied by current base resources.

From a practical point of view, the purpose of this incentive system
was to determine whether it was cost effective to employ these low
feasibility incentives in Air Force technical training. From a theoretical
point of view the purpose of this system was to determine whether increases
in effort or performance would follow if the valence of the outcomes
following high effort was increased.

In order to select these financially based incentives, the data on
incentives and incentive preferences collected in the first phase of
the research were again examined. In addition, groups of students at
the base were interviewed and given questionnaires about financially
based incentives that would be attractive to them. After these data had
been examined and the feasibility of the incentives explored a list of
six incentives resulted. These will be discussed below.

Since the purpose of this third incentive system was to increase
the total amount of incentives, these financially based incentives had
to be given in addition to those available in the second system. This
was accomplished by awarding the student two sets of points for his per-
formance in tech school. One set, called Base Privilege Points, was
identical to those awarded in the previous system. That is, they were
calculated in the normal way and could be used to purchase 3-day passes,
choice of uniform, etc. The other set of points, called Financial Priv-
ilege Points, was calculated in the same fashion as the Base Privilege
Points, but could only be used for the financially based incentives.

So, if a student earned 25 base Privilege Points on a given exam, he
would also earn 25 Financial Privilege Points. The two types of points
were not interchangeable. That is, Base Privilege Points could not be
used for financial incentives, and vice versa. This was done so that

there would not be a "run" on one type of incentive, especially the
financial incentives,

The procedure for setting the 'worth'" of each Financial Privilege
Q
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Point was to estimate maximum expected performance for a period of six
weeks (the minimum amount of time it was felt it would take to assess
the effectiveness of the third system) and divide that by the amount of
funds available. Thi> resulted in each Financial Privilege Point being
worth 75 cents. At this level it was quite possihble for students to

earn an extra $25 worth of incentives each week, which many students in
fact did.

The actual financial incentives and their cost are presented below.

1. Chits for BX facilities. These facilities included merchandise
and services such as clothes, uniforms, personal hygiene items, cameras,
sports equipment, beer, haircuts, beauty parlor, gasoline, oil, minor
auto repairs, pizza, etc. Students were issued printed certificates
redeemable for any of these items. Each certificate was worth $1.00
and they had to be "purchased" in units of $3.00. Thus, $3.00 worth of
certificates "cost" the student 4 Financial Privilege Points.

2. United States Savings Bonds. A $25.00 savirgs bond could be pur-
chased for 25 points. It could be redeemed for cash ($18.75) after 60
days or could be held to let the interest accumulate.

3. Gift Certificates for Sears. Gift certificates for Sears were
issued in multiples of $6.,00 (8 points each). A Sears catalogue store
was located approximately 1/2 mile from the base, and a regular store was
available in Champaign, about 12 miles from the base.

4. Chits at the Airmen's Club. These were purchased in multiples
of §3.00 (4 points each) and could be used for beer, mixed drinks, etc.
at the Airmen's Club located on the base.

5. Round trip bus transportation. Students could purchase round
trip bus tickets to anywhere they wished. The cost in points was de-
termined by the cost of the ticket (1 point = 75¢).

As with the nthor incentives, each of these could be purchased as
many times as the student wished.

The transition from the second incentive system to the third system
was handled in a similar fashion to the previous transition. Students

were informed of the new system and given new manuals (see Appendix T).

Points earned during system two were still negotiable for base privileges
in system three.

At the end of the third incentive system the students were informed
that the entire incentive system was about to end (in three days) and
that they must spend all their accumulated points within two weeks of

e that time.

4, Experimental Design

Thus far we have discussed the methods and results of our efforts
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to identify incentives, the dependent variables used in the project, and
the nature of the three incentive systems. We shall now discuss the
experimental design; that is, the manner in which the experimental con-
ditions were arranged so as to be able to evaluate the effectiveness of
the various incentive ‘systems.

In order to assess the effectiveness of the incentive systems it
was necessary to establish a baseline, or control group, which was not
exposed to the incentive system byt which was relevant for comparison.
Actually, data were collected for several types of control groups. The
first type of control data consisted of measures of course performance
in the two target courses tor the year immediately preceeding the start
of the program. These data were to be examined to assess any consistent
trends over time. Specifically, it was felt possible that performance
in the courses could be higher or lower at certain times of the year.
I't was possible, for example that performance in the summertime would
be lower since students might study less when it was hot. Another
possibility was that classes starting in the late summer might contain
a greater proportion of high school graduates than typical classes duc
to the timing of high school graduation. (Late summer classes could con-
tain these high school graduates, following enlistment in June they would
go to basic training for the first part of the summer before attending
technical school.)

By examining course performance over time such trends could be
detected. If for example, performance dropped in the early summer, rose
in late summer, and dropped down again by Fall, such trends would tend
to mask the effects of the actual incentive program. If such trends
were to be found in the: year preceeding the program these effects would
aid in interpreting the data collected during the experimental program.

In the event that cyclical trends were not present in these data,
they could be used as a standard control group representing typical
performance in the two target courses. Such a control group would be
one point of comparison with the various incentive conditions.

However, the data available on this group of students consisted only
of performance data. Most of the attitudinal data were derived from
questionnaires designed specifically for this project. Thus, a base-
line for the attitudinal data was also necessary. To generate such a
baseline, the attitude questicnnaires were developed early in the
project and were administered to the students in the target course through-
out the period when the information on potential inceutives was being
collected. (The information on potential incentives was being collected
at this time from students in courses cther than the two target courses.)
It should be noted that these attitude questionnaires were administered
when the student graduated along with questionnaires that were normally
given at that time by base personnel. As such, they constituted no
real change in procedure for the students.

Thus, both performance and attitudinal data were collected, forming
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a standard control group where no intervention by the research staff
occured.

In addition to this standard control group it was necessary to
obtain data on a possible Hawthorne effect. The "Hawthorne effect"
is the tendency for performance and attitudes to increase when a group
of people in an organization is given special treatment or attention.
Such a Hawthorne effect could occur in this study since the incentive
system definitely constituted special treatment. If such an effect
were to occur when the incentive conditions were started, it would
artificially inflate any positive effects on performance and attitudes
due to the incentive system itself.

To assess the presence of such a Hawthorne effect, another control
condition was generated. Since the basis of the Hawthorne effect is
special treatment and attention, giving the students special treatment
and attention in the absence of any incentive system should produce any
Hawthorne effect that was going to - materialize. Furthermore, any changes
in performance and attitudes due to the special treatment could be de-
tected and thus partialled out of the incentive effects.

To accomplish this, several types of special attention were generated.
First, the students in the two courses were moved together into the same
squadron and barracks complex. They had been together at one time,
but were separated for administrative reasons. At the start of this
Hawthorne condition they were moved back together. Second, they were
told that they were to participate in a special research project being
conducted by the Air Force and Purdue University. Finally, they were
given many questionnaires, participated in group interviews, and were
generally led to believe that they were involved in a special project.

Previous to the start of this Hawthorne condition they had had no
real contact with the research team or research effort. As stated before,
they were given our special questionnaires as they graduated from the
course, but they had no reason to think that these questionnaires were
any different from the standard Air Training Command questionnaires that
had been routinely administered to other graduates long before they
themselves ever arrived at the base. There had been extensive interview-
ing and questionnaire administration by the research staff previous to
this Hawthorne condition, but all of it had intentionally been done
with students in other courses whose place of instruction and location
of barracks was physically distant from the students in the target courses.

After a sufficient body of data had been collected for the Hawthorne
control condition, a period of close to five months elasped while the
mechanics of the first incentive system were being worked out. It was
not feasible to continue the Hawthorne condition during this time due
to the manpower required to give the special attention,

At the end of March, 1972, the first incentive system was started.
As described previously, the three incentive systems were run consecutively.

Q
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A body of performance data was also collected after the last incentive
system to assess the after-effects of the incentive program.

Finally, a set of rerformance data was collected from a sample
of courses not in the program. These data were collected during the
time periods of the various experimental conditions to detect any base-
wide changes in performance.

The various aspects of the experimental design are presented schem-
atically, along with their scheduling in Figure 1.

In addition to the procedures discussed already, several other
measures were used at various points in the program such as checks on
the mainipulations, student and instructor evaluations of each in-
centive system, etc. These will be discussed in the Results section,
were pertinent,

III RESULTS ”
A. OQOverview

We now turn to the analysis of the data collected in the program.
Since a great deal of data will be presented, an overview of the organ-
ization of this section is appiopriate. We shall first consider some
miscellaneous points which will aid in the interpretation of the results.
We shall then go into the effects of the program on performance, dis—
cussing the selection of appropriate baselines, checks on the manipulations,
and finally the actual performance data. The next section deals with
effects of the program on attitudes. The following section will decal
with student and instructor evaluations of the incentive program. Re-
sults of analyses dealing with individual differences comprise the next
secticn. Lastly, dat= on the frequency or purchasing various in-
centives will be presented.

The first point to consider in the interpretation of the d .ta is
the issue of statistical significance. Due to the large sample sizes,
very small absolute differences attain statistical significance, For
example, a difference of 2 percentage points on exam scores is generally
statistically significant. However, from a practical point of view,
this difference is not really meaningful., Therefore, to avoid problems
in interpretation, levels of significance will not generally be re-
ported. Only in those analyses, where the sample sizes are small enough
to be meaningful, will significance levels be reported.

A second issue Jeals with interpreting sample sizes. Since each
student was in the course during at least two experimental conditions,
some of a person's data are analyzed as part of one condition and some
of his data are part of another. This situation makes the sample sjizes
in the analyses sometimes seem inconsistent. For example, one might
expect that the sample size for an analysis of final course grade to be
equal to the sample size for mean block performance, 1In fact, both
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the sample sizes and means will typically be different for the two
analyses., Specifically, a student's final course grade goes only into the
data for the condition in which he graduated from the course. Mean block
performance is the meanof those blocks which were passed under the given
condition. Since final course grade is thus contaminated for those
subjects who passed blocks in two Or more treatments, the majority of the
analyses stress mean block performance under the treatment in question.

B. Determination of Appropriate Performance Baselines

It is extrer :ly important in a field experiment such as this to
select an appropriate baseline with which to compare the effects of
the experimental program. To do this, several sets of performance data
were collected. The primary performance baseline consisted of course
performance data for students taking the two courses from January, 1970,
to the beginning of the incentive program (September 1971). Fowever,
before the data for these 20 months could be used, it was felt necessary
to examine these data for cyclical effects. It was quite possible that
Students entering the course at different times of the year would
display consistent variations in either ability or performance. To assess
this possibility the data were broken down by month of graduation. These
data for final course grade for the two courses are presented in Figure
2, The figure indicates that performance was basically constant for the
WX course. This finding is further supportecd by the data in Figure 3
which shews the month by month mean AQE General scores for the two
courses. Here, ability in the WX course was relatively constant. Thus,
for the WX course, no cyclical trends were in evidence,

However, the picture is quite different for the AER course, Figure
2 shows tha: final course grade war generally decreasing over time, but,
grades increased somewhat in August-October of 1970. The ability data
do not show as much of a gradual decrease until towards the end of the
baseline period, but an increase in ability in August-October is in-
dicated. This pattern is confirmed by Figure 4 which gives month by
montn data on time to cc.plete the course. Time to complete increased
toward the end of the baseline, but s*udents showed a major increase
in speed in August-October.

The decrease in ability and performance toward the end of the base-
line supports the information we had been given by the AER supervisory
personnel. They had told us that the quality of the students they were
getting had decreased since the beginni~g of 1971. The increase in per-
formance (speed and exam scores) around August to October is also ex-
plainable. The students who graduated from the course in late September
and October (given the amount of time they took to complete the course)
enterad basic training in the beginning of the summer. Thus, these
students most likely haa finished a full year of school when they en-
listed. Students who entered during the school year are much more likely
to be school dropouts or enlistees who left school to enter the Air
Force. Thus, even though differences in ability or actual years of ed-
ucation nay not differ for the enlistees who enter in early summer,
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Figure 2 . Final Course Grade Over Time, by Course
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their interest in school is probably higher than for enlistees who enter
the course at other times. This greater academic orientation of the
students who graduate from the course in September and Qctober could
easily account for the greater performance exhibited in the course at
these times. .

This created a problem for the determination of the appropriaté
baseline for AER performance. Recall that the design was such that a
baseline was constructed from the year before study was started, and
a Hawthorne condition was employed early in the program. Although it
was unknown at the time, this Hawthorne condition (run in September
and October) exactly coincided with the increase in performance brought
on by the more highly academically-oriented June graduates from school.
Consequently, this group is not a meaningful comparison point for
evaluating effects of the incentive systems.

However, the original baseline was still available. But there were
problems here as well. First, ability was dropping from the beginning
of the year-long baseline to the end, and it continued to drop through
the incentive program. Thus, taking the whole year as a baseline would
represent an ability level substantially higher than the ability level
of students in the course at the time of the incentive program. Con-
sequently, it was decided to select as a baseline students who graduated
from the course from January 1971 until the start of the first condition
(Hawthorne) . This group was still higher in ability than the group in
the incentive program (AQE General of 66.7 vs. 51.2), but it was at least
closer than using the whole baseline.

A second problem with the AER baseline was determining time to
complete the course. Until the start of the program, instructors did
not keep records of the number of nours a student spend in each block.
When the research program was started, instructors were asked to do this.
Before that time, the only speed data available consisted of the date the
student started the course and the date he gradiated. However, the number
of absences and holidayswere also recorded. Consequently, an estimate
of time to complete the AER course could be made for the baseline data.
This was accomplished by calculating the number of calendar days a person
was in the course and subtracting weekends, holidays and absences. While
the resulting number of days in the course could readily be converted
to total hours and mean hours per block (total hours divided by 6), means
for the individual biocks were obviously not available.

Another set of baseline data was also collected after the incentive
program was completed. It was felt that an indication of the effects of
removing the incentive svstem would be valuable. To obtain this baseline
date, performance measures were obtained on a sample of students from
each course who started and finished the course after the incentive pro-
gram was terminated. Instructors had also been asked to continue ad-
ministering the attitude instruments to the students in this post in-
centive system baseline, but there was apparently some confusion about
this, and they did not do so. Consequently, only performance data are
available for this post baseline.
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Finally, another type of baseline data was also collected. It was
felt possible that conditions at the base could have affected the per-
formance of the students at Chanute in general. Such things as changes
in administration, political or social incidents, etc., could have some
af fect on performance. Consequently, performance data from five other
courses (Aerospace Ground Equipment Repairman, 3ABR24133; Aircraft
Environmental Systems Repairman, 3ABR42231; Aircraft Pneudraulic Repair-
man, 3ABR42132; Jet Engine Mechanic, 3ABR432340; General Purpose Vehicle
Repairman, 3ABR47330) ar the base were collected. Samples were taken of
25 students who graduated from each course at each phase of the incentive
project (Baseline, Hawthorne, Incentive systems 1, 2, and 3 and Post
Baseline). Thus, six samples of 25 each were taken from each of the five
courses. Means for each of the conditions across the five courses were
computed. These means were Baseline=85.1; Hawthorne=85.1; Incentive
System 1=85.0; Incentive System 2=83.8; Incentive System 3=83.4; Post
Baceline=83.1. Thus, the maximum difference was 2 points on a 100
p-tnt exam. These data indicate that there were no strong base-wide
performance changes during the time the incentive program was in operation.

C. Checks on the Manipulations

In a study such as this where one attempts to generate certain ex-
perimental conditions, it is important to determine whether the subjects
perceive the experimental conditions as they were intended to perceive
them. For example, the first treatment attached rewards to performance.
It is therefore important to ascertain whether the students actually
perceived that there was a higher degree of relationship between their
performance and their rewards in the first incentive system than had
existed previously.

To do this, questionnaires were designed and given to students during
the Hawthorne condition and once during the course of each incentive
system. The questionnaires were given about half way through each condition.
The purpose was to measure: a) perceived relationships between performance
and rewards (P-R), and b) perceived relationships between effort and re-
wards (E-R). It is expected that P-R perceptions would be higher for the
first incentive system than for the Hawthorne condition. Furthermore,

P-R perceptions should be lower in the second incentive system than in
the first since the second incentive system did not tie rewards to
performance, but rather to effort. Finally, E-R perceptions should show
an increase fror the first incentive system to the second since the second
system was designed tc give rewards on the basis of effort.

Tc measure P-R perceptions, trainees were asked to rate the chances
in 10 that high performance (top 257%) would result in a high level of re-
wards. In the Weather course performance was defined as grades on exams,
while performance for the Electrical course was defined as speed as well
as scores on exams. Separate items were used for speed and exam scores.
E~R perceptions were measured in an analogous fashion. See Appendix U,
part 1T, fci the complete questionnaire used for both courses.
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The means of these questionnaire items by course and treatment are
presented in Table 3. Item by item means and standard deviations for
the entire questionnaire are presented in Appendix V. Inspection of
these data indicated that the trenis for the two courses were quite
similar, so for ease of interpretation, simple means for P-R and E-R

perceptions were calculated across courses. These are presented in
Figure 5.

This figure shows clearly that P-R perceptions were increased from
the Hawthorne condition to the first incentive system. The mean Hawthorne
P-R perception was 7,33 while the mean for incentive system 1 was 9.11.

To compare this difference, tests of significance on the three sets of
means making up these values (AER performance, AER speed, and WX per-
formance) were computed. All were significant, p < .05, p < .01, p < .001,
respectively.

The first graph in Figure 5 also indicates that, as expected, P-R
perceptions decreased from the first incentive system to the second. For
the three variables making up the mean in the figure (AER performanc~,
AER speed, and WX perfcrmance) che decrease from the first incentive
condition to the second was significant (p<.05) for only AER performance,
but each was in the predicted direction.

The data are not so encouraging for E-R percepiions. Recall that it
was expected that E-R perceptions should rise from the first incentive
system to the second. The second graph in Figure 5 shows that the re-
verse happened. Whi e the decrease is not significant, it is consistent
across E-R measures of AER performance, AER speed, and WX performance.
This indicates that the second incentive system aid not result in trainees
perceiving that rewards were based on effort.

In summary, the manipulation checks indicated that the first in-
centive system was perceived as intended--trainees felt rewards (in-
centives) were being given on the basis of their performance. However,
trainces did not feel that rewards were given on the basis of effort in
the cecond incentive system.

D. Performance Effects

The dependent variable of central significance in this experimental
program was performance. Consequently, we shall discuss the perforizance
data in some detail. Three classes of performance data were employed in
this study. The first dealt with examination performance in the courses
per se; specifically, scores on exams in the WX course, and scores on
exams. and speed of completing the course in AER. The second group of
performance measures are those behavioral measures which were not directly
rewarded by the incentive system, but which still are related to student
performance. These include amount of remedial instruction, frequency of
block failures, frequency of probationc, and frequency of instructer
counseling. The final performance measures are those dealing with self
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and instructor ratings of effort.

1. Primary Performance Measures

Performance data for the WX course are presented in Table 4
and Figure 6. The table presents raw performance by block, mean block
performance, mean final course grade, as well as sample sizes and
standard deviations. Figure 6 requires some explanation. On the abcissa
of each figure are the various conditions: B=baseline, H=Hawthorne,
1=first incentive condition, 2=second incentive ccndition, 3=thrid in-
centive condition. The final point on the abcissa (PB) indicates the
post baseline condition. Recall that this baseline was taken after the
incentive system ended and consists of data from trainees who entered
the course after the incentive system was over.

Inspection of Figure 6 indicates that the incentive program did
not have a strong effect on performance in the WX course. The largest
positive effect was for the fiist incentive system, and was less than
2 points above the baseline. While this increase is highly statistically
significant due to the large sample sizes, for practical purposes it is
quite small. Furthermore, these data indicate that the third incentive
system actually had a very slight negative effect on performance. Finally,
when the incentive program was over, performance increassd to a level
slightly above the original baseline. Once again, however, the dif-
ferences are very small. Clearly, these findings indicate that the in-
centive system is not having much positive or negative effect on course
performance in the WX course.

Analogous data are presented for the AER course in Table 5 and
Figure 7. Recall that the AER course is self paced and that both scores
on exams and speed of completion are relevant dependent variables. Also,
note that in contrast to the WX data, no Hawthorne condition is presented
due to the baseline considerations discussed previously. The figure
indicates that for exam scores the incentive conditions result in moderate
decreases in performance, averaging about 4 percentage points below the
baseline. Furthermore. there were no real differences in performance
for the three incentive conditions. Finally, performance decreased in
the post baseline conditions.

However, as discussed earlier, the incentive system for the AER
course was designed so that speed of completion rather than exam scores
was given the greater weight. 7o the extent that going through the
material more quickly results in lower exam scores, we would expect some
decrease in score if speed was increased.

Figure 8 presents the speed data for the AER course. The figure
shows the mean number of class days taken to complete the course. Note
that the mean number of class days is always equal to the mean number of
hours to complete each block (Table 5). This is true since there were
6 blocks and 6 hours of class time per day. Therefore, mean hours per
block times 6 blocks divided by 6 hours per day equals number of class
days.
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Figure 61 Weather Course Performance
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Figure 73

Electrical Course Performance:

Exam Score




E

The figure indicates that days to complete the course increased for
the first two incentive systems, students under incentive system two
taking almost 6 days longer to complete the course than students in the
baseline. However, incentive system three showed a large increase in
speed over both the baseline and the other two incentive systems. Students
in incentive system three finished the Course six class days sooner than
students in the baseline. However, in the post baseline students were
substantially faster than any other condition, almost seven days faster
than the third incentive system and 13 days faster than the baseline.

The picture that emerges from these data is that the first two in-
centive systems had a moderate negative effect on exam scores and speed
of completion, while the third system increased speed of completion.
The post baseline confuses the interpr. ation substantially since in
this time period exam scores decreased while speed increased.

However, there is information that explains the results in this AER
post baseline. First, the criterion for passing the block exams was
lowered during the post baseline period. Thus, one would expect lower
scores and faster times. Secondly, a program was instituted at the
star: of this post baseline period wherein slower students were all put
on one shift and given special attention. These two facts taken to-
gether indicate that the AER post baseline data cannot be compared ywith
the data in the incentive systems.

A problem which makes the interpretation of the incentive condition
data more difficult is that the level of ability of the students in the
two courseswas changing dramatically over the various conditions. Figure
9 indicates the magnitude of these changes in ability. The figure pre-
sents the man of the four AQE scales (General, Administrative, Mechanical,
Electrical) for each condition and each course.

This figure shows that both courses had a near linear decrease in
ability from the beginning of the program to the third treatment, then
an increase after the program was over. While the decrease was strong
in the WX course (10% drop), it was overwhelming in the AER course
(28% drop). It should be noted that these decreases were not due in
any way to the program per se. They were due solely to the nature of
the students who happened to be admitted to the two courses during the
incentive program. From our point of view this was extremely un-
fortunate since it makes assessment of the effects of the program a
most difficult task. What is even worse is that in the post baseline,
which could also have been used for comparison purposes, ability, also
by chance, increased. 1In the WX course it rose to a level equal to the
original baseline; in AER, in increased 17%Z, or up to the level of in-
centive system one. The problem is to somehow take the ability de-
creaces into a~ unt in interpreting the findings.

One way tc this is to analyze derived effort scores. Recall
that for the sec 1 and third incentive system points were given on
the basis of going above a target score which was based on predicted
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E

performance. This predicted performauce was calculated from a regression
equation shich used ability data as predictors. Thus, in one c<ense, the
derived effort score 1s a score which has ability partialled out, and
analyses using this scure are at least in the direction of controlling
for ability.

To this end, derived effort scores were calculated for alli sub-
jects and analyzed. Table 6 (WX) and 7 (AER) present the results of
these analyses. For the WX course, the pattern of results remains
essentially unchanged. For the AER score data, the pattern changes
somewhat in that incentive conditions 1 and 2 are equal to each other,
and the post baseline is about equal to the third incentive system.
However, as in the raw data, the highest performance still occurred in
the baseline condition.

The derived effort data for AER speed presents a somevhat dif-
ferent picture from the raw data. Subjects in the first iacentive
condition finished the course about one day faster than the baseline;
the second condition about two and one half days faster than the
baseline; and the third condition over ten and one half days faster.
As before, the post baseline was fastest of all.

2. Secondary Performance Measures

We now turn to those performance measures which were not under
the dir:ct influence of the program, but which are, nevertheless, indices
of the effectiveness of the program. These include data on remedial
instruction, block failures, probations, and instructor counselling.

Remedial instruction, the first variable to be discussed, consisted
of supervised study sessions over and above normal class time. The
trainee was required to attend these sessions when, in the instructor's
opinion, his performance was unsatisfactory. Data for remedial in-
struction (R/1) for both courses are presented in Figure 10. These
graphs clearly indicate that [./I time decreased during the incentive
system as compared tc the basel.ne. In the Weather course base.ine R/1
time averaged 9.(C hours per student, but was cut to 3.2 under the in-
centive pirogram, representing a d :rease of 64%. In the Electrical
course the decrease was 28%.

Wirhin the incentive conditions the same pattern emarged for
both courses. lhe first and third incentive systems were abcut equal
and both were superior to the second system. It is noteworthy that
at least for the Weather course, the Hawthorne condition resulted in
just as strong an effect as the incentive systems. This pattern re-
peats inself, and will be discussed later. The figure also shows that
in the WX course R/I increased after the incentive program to near the
level of the baseline. However, in the AER Course R/I decreased below
the level of any of the incentive systems afte. the program was over.
However, this decrease is easily explained by the change fn cri-
terion, and the special instruction for poorer students in the post
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Variable

Score
Block 1
Block 2
Bleek 3
Block 4
Block 5
Block 6
Mean Block Score

My men
R
.

Block 1
Block 2
Block 3
Block 4
Block 5
Block 6
Mean Block Tirme

Table 7. Derived Effort Latai Electrical Course
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baseline which was discussed above.

Data on block exam failures are presented in Fugure 11. This figure
presents data for the Electrical course only since the frequency of

block exam failures in the Weather course was so very low (4 failures in
1500 exams).

The figure indicates that while the first incentive condition
substantially decreased block failures relative to the baseline, the
second increased failures above the baseline, and the third incentive
system was equal with the baseline. The Hawthorme was better than any
of the incentive conditions. The post baseline was once again below t%e
baseline. In one respect, however, it is surprisinz that block exam
failures were lower in ary of the incentive conditicas. Recall that
rewards were based more on speed than score in the Electrical course.
One would thus expect that students would take exams earlier than in
the baseline and, consequently, fail them morc frequently. This in-
crease in block oxam failure certainly did not materialize in the first

and third incentive systems, and such an effect in the second system
was small.

Data on percentage of probations (WX) per block are presented
in Figure 12Z. In contrast t> .he block failure data above, data for
only the Weather probations are presented. As expected, probations
were rate in Electrical (5 out of 2500 blocks). The figure shows a
pattern very similar to previcus figures. The incentive conditions
resulted in a strong (75%) decrease in probations, over the baseline;
the first and third incentive systems were cbout equal in effectiveness,
but better than tne secord system; the Hawthorne condition was an effec~
tive as the incentive systems, as was the post baseline.

Tt 2 final measure in this group of secondary performance measures
is the rean nurler of counselling sessions. These sessions were held
by the in°:.uctor with a student individually when the instructor felt
the student’s performance was unsatisfactory.

Data for both courses are presented in Figure 13. They indicate
no real differences for the Electrical course, until the post baseline
where a decrease was observed. Substantial decreases occurred for the
Weather course, especially for the first incentive system. Once again,
however, the Havthorne comes clese to the level of the incentive systems,
as was the po-t baseline.

3. Ratirgs of Effort

The third class of performance measures consists of self and in-
structor ratings of the amount of effort expended by the students in
technical training. The items comprising this measure were generated
after interviewing instructors on what they felt constituted high effort
in the courses. Nine jitems were ultimately used, eight that dealt with
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Figure 11 Mean Percentage of Block Exam Failure$
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Figure 17 Mean Percentage of Probations Per

Block Weather Course
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Figure 17 Mean Number of Couseling Sessions,

Both Courses, Over the Entire Course
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specific aspects of effort such as asking que-tions, using time efficiently,
degree of energy expended, etc., and one item which dealt with overall
effort.

Two forms of the measure were used, one for students to rate them-
selves, the other for the instructors to rate the students. The content
of the items was identical for both forms. (See Appendix L for copies
of the instruments.) The students rated themselves once during the course
during the week they graduate from the course. The instructors were
asked to rate each of their students at the completion of each block.
However, in many cases the instructors did not produce a complete set
of ratings.

In an attempt to determine the reliability of the instrume:.t,
several reliability checks were made. Test-retest reliability estimates
were made with the instructor ratings by Kaving instructors in the
Weather course (18 instructors rating 114 students) and the Electrical
course (32 instructors rating 115 students) re-rate these students after
7 7 - 10 dav time span. Reliability for the WX instructor was .74 and
.76 for the AER instructors.

A second type of reliability estimate was obtained by correlating
the ratings of two different instructors on the same student. Values
obtained were .51 (N =77) for ‘WX, and .63 (N = 122) for AER.

Finally internal consistency reliabilities were calculated (Lronbach
alpha) . Resulting values were .9]. (N= 144) for WX instructors; .87
(N = 115) for AER instructors; .67 (N = 55) for WX students; and .76
(N = 48) for AER students.

All in all, the instrument displayed satisfactory reliability.
Instructors were fairly consistent across time and across students, and
the item seem to be measuring the same construct for the instructors.
Likewise, the items of the measure seems to be measuring the same con-
struct for the students. However, there is good evidence that somehow
the students were not responding to the instrument in the same way as
were the instructors. Correlations between students' self ratings and
instructor ratings (i.e., rarings on the same person) were .03 (N = 73)
for WX and .14 (N = 57) for AER. Clearly, the students and instructors
did not agree on their perceptions of relarive effort.

Results of the effort ratings are presented in Table 8 and Figure
14. The data presented here are composite basad on the sum of the nine
items of the instrument., (Items werc reverse scored where appropriate.)
Although the difference across conditions are highly significant due to
the large sample sizes, the {igure indicates that the composite self
rating did not vary much across conditions for either course. The
scudents in both courses felt they were exerting more than average effort
(average effort = 5.0), but the incentive systems did not greatly in-
crease or decrease self perceptions of effopt.
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Table 2 . Summary of Self and Instructor Effort Ratings

AER Self




Figyre t4. Composite Self and Instructor Ratings of Effort

by Conurse and Condition
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Ditferences were somewhat greater for instructor ratings of effort.
In the WX course, ratings of effort were higher under all three incentive
systems than in the baseline, but showed a decrease from the first in-
centive system to the third. In the AER course, there were no dif-
ferences across the three incentive conditions, and the incentive con-
ditions were equal to the baseline. Ratings of effort increased in the
AER Hawthorne condition.

The last item on the effort rating questionnaire dealt with overall
effort. It is somewhat instructive to examine the data for this item.
Mean self and instructor ratings are presented in Figure 15. Results
for AER course are very similar to the findings with the composite effort
score. However, for both self and instructor ratings, effort was seen
as being higher in the incentive conditions than in the baseline. How-
ever, there were no real differences across the three incentive conditions.

E. Attitudinal Effects

The second major class of dependent variables (next to performance
data) is attitude data. While the effects of any incentive system on
performance are of first importance, effects of such systems on the
attitudes of those in the system are also of great importance. Con-
sequently, several types of attitude data were collected. As described
previously, five attitude areas were tapped. These were attitudes to-
ward re-enlistment (appendix 0), job satisfaction (Appendix N), course
evaluation (Appendix M), overall attitude towards the Air Force (Appendix
M), and social desirability (Appendix M). This last was not really an
attitude scale per se, but an attempt to ascertain whether students were
using a social desirability response set in completing the attitude
questionnaire.

These five scales were pbysically located on three questionnaires.
The re-enlistment scale and j b satisfaction scales were on Separate
questionnaitres, while the items for the overall Air Force, course
critique, and social desirability were intermixed in the third question-
naire. All instruments were in the form of five-point Likert scales
with the exception of the re-enlistment scale which was a 9-point
Likert scale.

This set of questionnaires was to be administered as the student
graduated from the course. They were given during the last week of
the course, and were administered by the inst nctors fcr that section
of the course. However, based on the sample sizes for some of the
scales in some of the experimental conditions, each of the questionnaires
was not routinely administered.

The first scale to be discussed is the social desirability scale.
Means for the 10 items of this scale by course and condition are presented
in Table 9. This table presents means of all the five attitude scales
as well as sample sizes (N), the error term (NSW) for a 1 x 5 analysis
of variance on these means, and the p-values associated with this analysis.
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Inspectiou of the means for che social desirability scale for the
two courses indicates that students were respondiag at the netntial point
of the scale in both courses and across all conditions. Furthermore,
the variability in responses was quite low. Although it is somewhat
difficult to interpret the absolute magnitude of these means, it
appears that trainees were adopting a mild social desirability response
set. Recall that the items on this scale deal with behaviors that are
"socially desirable," but which very few people actually do. (For
example, "You never make a long trip without checking the safety of
ycur car as required by Air Force regulations." Agrecing with this
item, for most people, represents the use of a social desirability re-
sponse set.)

Thus, a mean value near neutral would seem somewhat high since it
indicates that subjects are neither disagreeing nor agreeing with items
whi~h under low social desirability response set conditions they would
disagree with.

This protlem is not too serious, however, since the level of social
desirability was near equal across conditions. There was a slight
gradual increase from the beginning of the project to the emnd, but the
difference was very small (two tenths of a scale point). Due to the
large sanple sizes (468 in WX, 599 in AER), these diiferences were
statistically significant, but again, the absolute differences were
too small to be meaningful.

The second attitude scale in Table 9 is the re-enlistment scale.
[t included five items dealing with wh-ther the trainee would volunteer
if there were no draft, whether he would tell a friend to volunteer if
there were no draft, whether he would re-enlist for a second four
years if given the chance, whether he will make a career of the Air
Force when it is time to re~enlist, and whether he would advise a
friend to re-enlist.

The means for these items are presented graphically in Figure
16. This figure clearly shows a large increase in positive attitudes
towards re-enlistment for trainees in the incentive conditions, and
an increase in these positive attitudes as one goes from the first
incentive condition to the third. This was true of both courses.
The mean for the AER course in the third incentive system was based on
only seven cases, but the trend is supported by the WX course with a
much larger sample size. Furthermore, the pattern for each of the
five individual items (Table 10) is identical to the means presented
in Figure 16,

It is important to note that these differences represent sub-
stantial differences in responses. The means in the baseline condition
represent a response of slightly above "Probably not, there is a slight
chance I might, but I probably wouldn't." The means in the third in-
centive system are above "I'd say there's a 50-50 chance. I might or
I might not." Put another way, across both courses, only 9.5% of the
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trainees in the baseline were above neutral on attitudes toward re-enlist-
ment while this figure was 41,8% in incentive system three.

It is important to note, however, that most of the increase in re-
enlistment attitudes came in the third (financial) incentive system.
Systems one and two were generally higher than the baseline or Hawthorne,
but the difference was not nearly so strong.

The next attitude scale to be considered is the scale dealing with
overall Air Force attitudes. Recall that the 11 items on this scale
(Arpendix M) dealt with attitudes toward Air Force pay, efficiency of
Air Force operations, Air Force concern about individuals, importance
of the job the Air Force is doing, extent to which Air Force uses a

person's skills, etc. Means for this scale by course and condition were
presented earlier in Table 9. Figure 17 graphically displays these means.
This figure indicates the same pattern of findings as the re-enlistment
data, but the differences are less strong. The WX students, who showed
the stronger effects, showed an increase of only six tenths of 2 scale
point from the baseline to incentive system three. While th‘s difference
is small, it was consistent across the items of the scale. As Appendix

W shows, in 22 comparisons (made across the 11 items in the two courses)
of the baseline mean with the incentive system three meap 21 showed a more
positive attitude in the incentive condition.

Examining the individual items, those showing the largest increases
under the incentive conditions dealt with the efficiency of the Air
Force (Item 8), the concern of the Air Force about the individual (Item
10), the quality of the Air Force livimg conditions (Item 23), and the
trainee’s pride at being in the Air Force (Item 42).

Taken as a whole, data from the overall Air Force scale shows that
students' attitudes toward the Air Force were slightly, but consistently
batter in the incentive aonditions than during the baseline. 4= with
the re-enlistment attitudes, overall Air Force attitudes rose from in-
centive condition thise. However, even in incentive condition three,
attitudes toward the Air Force were only about neutral.

The next attitude measure deals with the course evaluation. This
scale contains 27 items (see Appendix M for complete scale) dealing with
such aspects of the course as instructor presentation, physical character-
istics of the classroom setting, training aids, currentness of training
material, quality of tests, etc. Since the incentive system did not
change the courses themselves in any way, it was not expected that
student course evaluations should change as a result of the incentive
system. However, it was feit possible that sume attitudinal carry-
over might occur, so these data were collected. Table 9 presented pre-
viously contains the means for this scale by course and condition. Note
that negatively worded items were reverse scored so that the higher the
mean, the more positive the attitude. These means are presented graphically
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Table 10 . Attitudes Towards Re-enlistment
(Student Attitude Questionnaire, Appendix 0)

Weather Students

B(N=114) H(N=15) 1(N=79) 2(N=78) 3(N=21)

g ) g g g g
1 3.9 2.8 3.7 2.4- 3.8 2.6 5.1 2.6 6.0 2.6
2 3.0 2.4 2.9 1.8 3.0 2.3 3.8 2.3 5.0 2.5
3 2.9 2.2 2.8 1.9 3.1 2.1 3.9 2.1 4.8 2.0
4 2.8 2.1 2.4 1.3 3.0 2.0 3.7 2.1 4.7 2.3
5 2.8 2.0 2.1 1.6 2,9 2.0 3.5 2.1 4.9 2.4

Electrical Students

B(N=32) H(N=66) 1(N=68) 2(N=40) 3(N=7)

ol

o X o X o X o X o

1 4.5 2,3 4.5 2.5 5.3 2.4 5.8 2.1 6.6 1.1

2 4.0 2.2 4.2 2.7 4.3 2.5 4.5 2.5 5.3 1.8

3 3.5 2.1 3.7 2.2 4.5 2.4 4.2 2.2 5.7 1.5

4 3.4 2,2 3.3 2,2 4.3 2.4 3.9 1.9 5.7 1.9

5 3.5 2.2 2.2 2.3 3.9 2.3 3.8 1.9 5.0 2,2
96
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in Figure 18. As this figure clearly indicates, there were Vvirtually no
differences across conditions in attitudes toward the two courses. The
absolute value of the means corresponds to a point slightly above neutral
on the scale. Individual item means and standard deviations are presented
in Appendix X. .

The last attitude scale to be considered in the Job Satisfaction
Scale. (See Appendix N for items). The scale deait with satisfaction
with such aspects of the situatioa as pay, working conditions, feelings
of responsibility, use of abilities, etc. Data on the composite of the
22 items, 5 point scale are presented in Figure 19. The data indicate
a consistent, but very small, increase in attitude during the incentive
conditions. AER students were generally more satisfied than WX students.

Inspection of the individual item means (See Appendix Y) indicates
that students in both courses were generally most satisfied with the
way technical instructors handle their students, the teaching competence
of their instructors, and the way students got along together. They
were least satisfied with the way Air Force policies were put into
practice and the pay they received.

Summary of Attitude Effects

The resuits of the analyses of the attitude data reveal th- following
findings.

1. Social desirability response set was equal across ail conditions.

2, Attitudes towards reinlistment increased strongly, especially
in the WX course.

3. Attitudes toward the Air Force were slightly, but consistently
better in the incentive program.

4, Student attitudes towards the course did not change.

5. Attitudes about job satisfaction were slightly better during
the incentive program.

6. Attitude effects were generally equal for each incentive system.
The only exception was re-enlistment attitudes which were more
pésitive in system three than in the other two incentive systems.

F. Treatment Evaluation

So far we have discussed data concerning checks on the manipulations,
performance data, and attitude data. In addition, it was felt valuable
to assess the students' and instructors' direct reactions to the actual
incentive systems themselves. To accomplish this, two questionnaires were
developed, one for students and ome for instructors. These questionnaires
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Mean Job Satisfaction

Figure 19.
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dealt with items about the philosophy of giving incentives, perceived
effects of the Incentive system on performance and attitudes, logistics
of the systems, the fairness of the systems, and the support given to the
system. A total of 31 items were used in the student form and 16 were
used for the instructor form. All items were presented in a 5-point

Likert format. The complete questicnnaires are presented in Appendix
Z, These questionnaires were given three times, ones during each in-
centive system.

The item by item data for the three administrations are presented
in Appendix AA., Separate tables are presented fcr WX Students, AER
Students, WX Instructors, and AER Instructors. An overall composite
score was also calculated. To obtain this score, each item of the
questionnaire was given a positive, negative or neutral scoring direction.
That is for a positively scored item such as #2 (""The incentive system
is having a positive effect on student morale") the higher the score,
the more positive the attitude For negative items such as #5 ("The
incentive system crez:-es more problems for instructors than it solves')
the lower the score the more positive the attitude. Finally, some items
were given a neutral scoring direction. That is, responses could not
be considered as being related to positive or negative czttitwies. For
example, item #26 reads "I think the incentive program would work better
if it were given more support by the squad-on supervisors.'" Agreeing
or disagreeing with this statement could not be considered as being
related to positive or negative attitudes toward the system per se.

To obtain an overall composite score, then, the negative items
were reverse scored and added to the positive items and a mean of all
the items was obtained. The neutral scored items were not included in
the couposite. Thus, the higher the score on this composite measure,
the more positive the attitude,.

Figure 20 presents the mean composite scores by incentive system
and subject group. Several factors about this figure are significant.
As expected, the students felt more positive about the system than did
the instructcrs. However, they were not overwhelmingly positive about it.
A mean of 3.0 represents neutrality, and the students mean composite
sccre across all three systems is about 3.5. On the other hand, the ir-
structors were not overwhelmingly negative about the system. Overall
all conditions they average slightly above 2.5.

Another interesting finding represented in this figure was that the
students did not feel any more or less positive about any of the three
systems. We had expected an increase acrosc the three incentive conditions.
Even when large financial incentives were offered, students did not dis-
play positive attitudes toward the system. The same is by and large true
for the instructors. The instructors had a slight preference for system
two over system one, but it was small and non-significant. They preferred
system three less than system two and while the difference is significant
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Mean Composite Score

Figure 29.
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(5<.05) it is quite small.

Finally, the figure indicates that for the students, there was no
differ~nce in the attitudes of the students in the two courses toward
the systems. Both WX and AER students felt almecst exactly the game
toward the systems. However, the VX instructors were initally more posi-
tive towards the systems than the AER instructors, but the difference was
slight.

Another index of overall reactions to the systems is the last item
on each fora which reads "Overall, I think the program is a good one fo
the Air Force." Means for this iter are presented in Figure 21. This
figure indicates that when asked about their overall :ttitude toward
the system the students were indeed very positive. The mean response
is above 4.0, and since the maximur scale value is 5.0, this mean value
is quite high. This somewhat contradicts the data in Figure 20 in that
this previous figure showed student attitudes only slightly above
neuiral. The single overall item is probably a better measure of their
general attitude since students were prcbably reacting to the rspects
of the system that affected themselves, while the composite score in-
cludes items such as instructor problems with the system which do not
dicectly impinge on the students. Consequently, we would conclude
that the students were strongly positive about the system.

Results from this overall item place the instructors at about the
same place as did the composite. That is, they are slightly below
neatral.

Finally, this figure indicates that if anything, students pref.rred
the financizl incentive system (system three) even less than the
other systems, although the differences are very small. Clearly, the
instructore preferred tue third system least.

Two other individual items related to overall evaluations of the
incentive system are worth mentioning. Item #16 (Student form) reads
"I would like the incentive system to continue.” The mean response
across all students and all conditions was 4.25. This was the highest
mean of any item, clearly indicating that the students “elt positive
toward the program. The second item (#22 Student forn) reads "The
incentive program is just another from of military harassment.” The
cverall mean for the item was 1.92, indicating fairly strong disagreement.
This was one of the lowest means.

It is also instructive to examine those individual items with
large variabilities. The one item which consistently showed high
variability dealt with whether students should be given incentives al
all (Item #1). Students generally said yes while instructors gencrally
said no, but across both gruups of students and both groups of instructors,
responses to this item slhowed large variability. Clearly, there is a great
deal of disagreement abcut using incentives at all.
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Another item which showed a great deal of variablliry for the students
dealt with equality of opportunity to obtain incentives. Both groups of
students showed great variability in responding to this item. The mean
response was near neutral, but clearly soue people felt the systems were
more fair than did others.

Feelings about using negative as well as positive incentives also
showed high variability for both students and instructors. As expected
students generally said no while instructors generally said yes. How-
ever, the students were not as against the idea as one might expect. The
mean across all students was 2.49, just slightly under neutral.

A final individual item of significance reads "An incentive system
such as this should also give privileges (incentives) to instructors.”
(Item #11 Student form, #14 Instructor form) the students agreed
slightly (mean = 3.32), but across all instructors the mean (2.99) was a
neutral response. The Weather instructors were more in favar of it
(mean = 3.24) while the Electrical instructors were less (mean = 2.75).
Among the instructors this item had a very large variability.

In addition to examining the composite and certain individual items,
an attempt was also made to group items into categories. This "intuitive
factor analysis'" resulted in four groupings. The first group deals
with "Philosophy toward Incentives'" it includes items dealing with the
necessity of giving incentives, extent to which the incentive system
is manipulative, extent to which it is degrading, and the degree to
which it constitutes harrassment (Student items 1, 14, 21, 22; In-
structor item :). The second group was termed "Observed Eifects on
Behavior" and includes items dealing with perceived effects on in-
structor morale, effects on student morale, effects on student motivation,
students' enthusiasm for the program, and student effort (Student items
2, 3, 4, 9, and 27; Instructor items 2, 3, 4, and 12). The third group
was called "Mechanics of the System" and included items on instructor
probiems, restrictions on incentives, amount of paper work involved, de-
lay in getting incentives, delay in reporting points, mechanics of the
program, value of questionnaires required (Student items 5, 15, 20, 24, and
30; Instructor items 5, 9, and 11). The final group was termed "Quality
of the Program" and contained items on the case of earning privileges
(incentives), significance of incentives, desire to see the program con-
tinue, fairness of the program, desirability of makirg the program
available to other squadrons, and overall evaluation (Student items 7, 8,
16, 23, 25, and 31; lnstructor items 7, 8, 10, and 1¢).

Means for each of these clusters of items were computed (negative
items reverse scored) for each condition and each subject group. These
data are presented in Figure 22, It is clear from this figure that in

all four clusters, for all three conditions the instructors were universally

more negative towards the system than were the <tundents. In addition,
the Electrical instructors were more negative than the Weather instructors
in 10 out of a possible 12 comparisons. This was especially true for the
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Philosophy scale. The Weather instructors were slightly below neutral
(3.0) while the Eiectrical instructors were a full scale point below
them. The idea of financial incentives (condition 3) seemed distasteful
to both. Although still positive, the students were less positive

about the philosophy of system three than the other two systems.

As in the case of the composite, the students in the two courses
generally agreed with each other on all four scales. As pointed out
above, this was not so true of the instructors. !

It is interesting to note that on the Observed Effects scale and
on the Quality scale there was so much difference between the students
and the instructors. Whether this is indicative of more general
positive and negative attitudes toward the system or that the two
groups were responding to different kinds of information is unknown.

The Mechanics scale offers some encouraging data. The students
felt the mechanics of the system were no problem, and the instructors
were only slightly negative. These findings would seem to indicate

that the mechanics of the program were not seen as being particularly
cumbersome.

The data in Figure 22 can be reduced even more by getting means
for each scale across conditions for a) all students and b) all instructors.

These data were presented in Figure 23, along with the composite (all
items).

These data reinforce earlier conclusions regarding student vs.
instructor differences. However, they point out an additional phenomenon.
Inspection of the figure indicates that those scales that the instructors
feel relatively negative towards the students feel relatively positive
towards, and vice versa. In fact the rank order correlations between
student and instructor means is -.60. Clearly, the students and in-
structors are reacting to the same situation much differently.

In summary, the analyses of the Treatment Evaluation Questionnaires
reveal the following findings:

1. Students felt very positive about the system.

2., Instructors felt negative, but only slightly negative.

3. Students invariably felt more positive toward the system than
did instructors. This was true for all conditions, for all
scales.

4. The students evaluated the three conditions about equally.
There was ro evidence whatsoever that they preferred the
financial incentive system.

5. The instructors evaluated the financiai incentive system as
slightly below the other two.

6. There were no differences between evaluations by WX students
and AER students.
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AER instructors were more negative than WX instructors.
8. There was great variability concerning the philosophy of using
incentives both on the part of the instructors and the students.
9. The instructors were generally neutral about receiving incentives
themselves, but there was a great deal of variability,
10. The mechanics of the system were acceptable.
11. Students and Instructors do not agree on which are the bhetter
points of the system and which are th poorer.

G. Perceptions of Equity and Goal Setting

We now turn to a consideration of the effects of the incentive pro-
gram of feelings of fairness that may or may not arise in an "employer-
employee" type relationship (for a discussion of equity theory see
Adams, 1965). There are several reasons why feelings of equity might
be important in an incentive motivation program such as this: 1) the
Program represented a marked departure from the usual technical training
situation in that the level of rewards change; 2) the program was de-
signed so that different trainees got markedly different rewards; and
3) the different incentive systems gave rewards differently. All of
these differences could have an influence on how fair trainre~s felt they
were being treated.

In order to assess feelings of equity a questionnaire was developed
(see Appendix U, Part III). It was given in the Hawthorne condition and
at about the midpcint of each of the three incentive systems. Of con-
cern here are two items from this instrument. The first (Item #5) reads,
"When I consider how much of my energy, talents, and abilities I put
into my job as a student in this squadron at Chanute, I would say that
the rewards, benefits, and privileges that I get are: 'The student re-
sponded to the item on a 5 point Likert scale ranging from "far too small"
to "far tos much."  The other item of concern (#6) was identical ex-
cept that it was phrased in terms of what other students do instead of
what I do.

The means and standard deviations of all the equity items are pre-
sented in Appendix BB, and inspection of the tws items of concern here
indicated that the pattern was basically similar for both courses.
Consequantly, means across the two courses were calculated and are pre-
sented graphically in Figure 24. Both Item #5 (perceived self-equity)
and item #6 (perceived other stuient equity) are presented in this fig-
ure,

This figure indicates that the students felt underrewarded during
the baseline (Hawthorne) condition and felt that other students were
also underrewarded. However, the incentive systems imgroved their
feelings of equity (Hawthorne vs. Trt. 1, p <.05). In comparing the
three incentive conditions, the trainees experienced a slight (and
insignificant) decrease in feelings of equity for the second condition.
In fact, since the second system gave trainees "handicaps” on the basis
of ability, we had expected perceptions of equity to show an increase from
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Figure 23 . Means of Four Scales of Treatment
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the first incentive condition to the second. However, when financial in-
centives were offered (system three) feelings of equity rose to their
highest point (Trt. 2 vs. 3, p <.05). Finally, although there was a

very slight tendency for this to happen in the later incentive systems,
students by and large did not feel that the other students were being
treated better than they themselves were.

The second issue in this section concerns goal setting. It was
felt that the incentive system in general, and systems two and three
in particular, might increase the tendency of the students to get their
own performance goals. As Locke (1966) has demonstrated, such goal
setting behavior can affect level of performance.

To assess goal setting, a questionnaire was devised which tapped
frequency of goal setting, specificity of goal setting, and importance of
goals set. For the WX course only goals related to scores on exams were
considered resulting in 7 items; for AER both score and speed goals were
tapped resulting in 11 items (see Appendix U, Part I). These question-
naires were given at the same time as the equity questionnaires discussed
above.

To obtain an overall index of goal setting, the mean for items
1-6 in WX and the means for items 1-10 in AER were computed, reverse
scoring where appropriate. The resulting means are aa overall in-
dex of the frequency, specificity and importance of goal setting. These
means are presented in Figure 25. Means and standard deviations of the
individual items are presented in Appendix CC.

The figure indicates that in general the incentive systems resulted
in less goal setting than the baseline (Hawthorne) condition. However,
the first two incentive systems were about equal to the baseline, and
only system three showed a significant (p <.05) decrease in goal setting.
Clearly, the second two systems did not result in the expected increase
in goal setting.

The last item on the goal setting questionnaire asked "In your
course, what percentage of the students do you trvy to beat?" While re-
lated to goal setting, this item is probably a be“ter reflection of the
degree of inter-student competition. The means for this item are pre-
sented in Figure 26. This figure shows that the incentive systems had
much different effects on rompetition in the two courses. In the AER
courses, competition generally decreased in the incentive systems. The
mean "percentage to beat" in the baseline (Hawthorne) condition was 70
while across all three incentive conditions it was 62. 1In contrast, while
the WX course showed a dr¥op in system two, the mean across the incentive
systems was 68, but was only 58 in the baseline. For some reason which
is unknown to us, competition increased in WX, but decreased in AER.

In summary, the results from this section indicate:
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1. Feelings of equity were higher under the incentive program
than in the baseline.

2. Incentlve system two was not perceived to be more equitable
than system one.

3. Feelings of equity were highest under incentive system three.

4. Students did not feel that other students were being treated
less fairly than they themselves were.

5. Goal setting did not increase under the incentive program.

6. Goal setting decreased under the financial incentive condition.

7. The incentive program increased competition for the WX students,
but decreased it for the AER students.

H. 1Individual Differences

In addition to looking at the effects of the incentive systems on
the students in the two courses as a group, it is also important to
explore the effects of the program on different types of students.
The central question is whether the program had a differential impact on
different kinds of students. To explore this question, two classes of in-
dividual difference variables were chosen for study: ability and sex.

To explore interactions between ability and the effects of the treat-
ments, the students in the two courses were divided into high, middle,
and low ability on the basis of the AQE subscores that best predicted
performance in that course. ANOVAs were then computed with 3 levels of
ability by 5 treatment conditions (Baseline, Hawthorne, Treatment 1, 2,
and 3). To the extent that the incentive program had differential effects
on students of different abilities, ability x treatment interactions
would emcrge. Such analyses were computed for mean block performance
and meanderived effort in the WX course; dependent variables for the AER
course were mean block performance, mean block hours, and mean derived
effort for each score and speed. None of the interactions even approched
significance. It must be concluded that the incentive program did not
have different effects on students of different ability.

The WX course was composed of both male and female trainees. The
question to be dealt with here is whether the incentive program had
differential effects on males and females. To assess this, a series of
5 x 2 ANOVAs (5 conditions x 2 sexes) were run on the major performance
and attitude variables. Evidence for differential effects of the system
on males and females would consist of significant interactions in the
ANOVAs. Of the 11 performance and attitude analyses computed, not a
single sex X condition interaction appeared. Thus, it must be concluded
that the incentive program had no differential effect on males and fe-
males.

As table 11 indicates, however, there were some sex main effects.
Females were lower in AEQ Mechanical and Electrical scores, had more R/I,
and had more positive attitudes towards re-enlistment and the Air Force
in general. However, the sample size was very large. It is interesting
that although females were substantially lower in Mechanical and Electrical
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Table 11. Summary of Sex Differences: Ability,

and Attitudes

Variable
Ability
AQE General
AQE Administrative
AQE Mechanical

AQE Electrical

Performance

Yean Block Perform-.uce

lean R I

Mean Derived Effort

Self Rated Effort

Instructor Rated Effort

Mean Block Probation
Attitudes

Reinlistment

} Job Satisfaction
% Course Critique

E Overall Air Force
|

social Desirability

120

(N

115

X Males

87

79.
76.

82.

89.

1137)

.10
50
50

10

00
.00
.82
.80
.00

.10

.50
.10
.30
.70

. 80

X Females
(N = 141)
85.90
85.10
52.00

70.30

88.50
3.20
1.06
5.70
6.10

.14

3.40
3.40
3.10

2.90

Performance,

.1900
.6400
. 0000

.0000

.6200
.0500
.6500
.5000
.8400

.1900

.0009
.0600
.2100
. 0007

.2000
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Table 12: Percent of Purchase of Financial Incentives

Incentive WX AER

BX Certificates 79.7 86.9

Sears Gift Certificates 17.0 6.3

Airmen's Club Chits 1.1 2.4

U.S. Savings Bonds 2,2 4.4

Ru~ Tickests 0 .1
Q. 118
LRIC 123
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ability than males their performance was just as good.
I. Frequency of Incentive Purchase

The nature of the incentive program allowed students to choose
their own incentives from the list available. Those incentives that could
be "purchased' included Walker's Passes, choice of uniform, being re-
lieved of squadron details, leaving class early, being excused from class
on day, and a 3-day pass. Recall that letters of commendation tc parents
and new commanding officers were sent automatically if the student reached
the criterion. In addition, the third incentive system also included the
financially based incentives of BX certificates, Sears gift certificates,
chits at the Airmen's Club, U.S. Savings Bonds, and bus tickets.

Records were kept of the frequency of purchase of the various
incentives, by condition. These data for the non-financial incentive
conditions are presented in Figure 27 for WX and Figure 28 of AER. These
figures indicate that the mcst popular incentives for both courses were
Walker's Passcs and 3-day passes. One interesting finding is the reversal
in popularity of 3-day passes and Walker's Passes. During the first in-
centive system 3-day passes were more popular, but by the third system
they had decreased in popularity while Walker's Passes inrreascd strongly.
We shall have more to say about this in thc discussion section. Other
than this shift. preference was nearly even incentive conditions.

Data on the frequcncy of financial incentives are presented in
Table 12. Far and away the most popular incentive was BX Certificates.
This is not too surprising since the BX complex offered such a variety
of services and products.

Discussion

Tn the previous section, we have presented tle results of analyses
of the data., Litt'c attempt was made to actuzlly interpret these analyses
in light of the major question the research attempted to answer. It

is to this task we now turn.

The central question of this research was whethor it is cost-effective
for the Air Force to institute some form ¢f incentive management or in-
centive motivation techniques in Air Force technical training. To deal
with this question, we shall first summarize the positive and negative
evidence for: (a) performance, and (b) attitudes.

Positive Results: Performance

1. [ime of course completion in AER decreased under incentive
sytem 3.

2. There was a general decrease in remedial instruction for both
courses during the incentive systems.

3. There was a genersl decrease in.probations for WX during the
incentive systems.
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4., Counseling sessions decreased in WX.
5. WX students exhibited slightly hlgher effort during the in-
centive conditions.

Negative Results: Performance

1. The incentive systems did not result in improved exam scores in
WX.
. Exam scores were essentially unchaaged in AER.
3. There was a slight increase in time to complete the AER course
in incentive systems 1 and 2.
. No change in block failures for AER.
5. No change in ccunseling sessions for AER.
6. No change in effort for AER.

s N

&

rositive Results: Attitudes

1. Attitudes towards re-enlistment increased in both courses
during the incentive system.

2. Overall Air Force attitudes increased slightly in WX.

3. Trainees liked the incentive systems.

4. Instructors did not strongly dislike the systems.

5. The mechanics of the systems were acceptable to both trainees
and instructors.

Negative Results: Attitudes

1. No change in overall Air Force attitudes for AER.

2. No change in the course evaluation for either course.

3. No change in job satisfaction for either course.

Examination for thic summary of the performance and attitude find-
ings i.dicates that in terms of the primary performance variables of exam
score and speed of completion, the first two incentive systems simply
were not effective. System 3 was effective only in the AER course for
speed of completion, resulting in an 8 percent time savings. This
time savings was statistically significant (p <.0l) but the questicn of
practical significance should be addressed.

While 8 percent may not seem particularly impressive, the financial
benefits in this case clearly exceceded the costs. For both courses,
financial incentives cost, on the average, zbsut $1,500 per week. The
admiuistrative cost was not greater than $300 per week for both supnlies
and the one additional man-week required for record keeping. It has
been estimated !that each training day costs the Air Force between

$25 and $150 per student. The lower estimate is ccmposed of merely the

1A’I’C/Management Analysis Branch, personal cemmunication
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pay, allowances, support costs and administrative overhead associated with
trainees in a holding status, while the higher figure reflects additional
costs associated directly with training--instructors, courseware, equip-
ment, etc. These vary depending on the sophistication of the training
equipment, student/instructor ratio, course length, etc.

In the AER course, a very conservative estimate of 1 day's training
cost 1s $40. Thus, a 6-day (Bpercent) savings translates to 8240 per
student graduated. Since graduation rate in the AER course was about
15 students per week, the total savings amounted to $3,600 per week
for a "profit" of $1,800 weekly. Applyiny incentives only to AER
would further reduce the cost of the incentive system $750 per week,
increasing weekly "profit" to $2,550. Aumittedly, this profit is gene~al
in nature, roughly estimated, and probably ~eflects certain fixed costs
which could not be cut. To locate particular savings, a detailed
economic analysis of the AER course would need t~ be made; this was be-
yond the scope of the present study. However, it seems apparent that
one could either increase the student flow to take advantage of slack
capacity or that with flow ccnstants some decrease in irstructor manning
could be tolerated.

The incentive svstems were moderately effective for the secondary
performance measures especially in the WX course. But, decreased remedial
instruction time, decreased probations, etc., were not always associated
with greater exam performance or speed of course completion. The relevance
of secondary performance to a criterion of cost-effectiveness is, there-
fore, questionable. On the other hand, to the extent that the incentive
systems brought about decreases in remedial instruction, probations, and
counseling sessions, the training ran more smoothly. When course per-
sonnel experience less difficulty in processing students, this is an
obvious, though not easily quantifiable, benefit.

The incentive program did show some positive effects on attitudes.
Once again, however, increases in positive attitudes were not always
accompanied by strong increases in performance. It is undoubtedly of
some benefit to have trainees entering the field with more positive
attitudes, but permanent attitudes toward the Air Force and re-enlistment
will probably be much more strongly influenced by field, "real-life"
experiences than by a relatively brief experience in tech school.

Nverall, the conclusion of this research is that one of the in-
centive systems employed here, while its effects were not dramatic,
was cost-effective for Air Force technical training.

The next obvious question is under what conditions incentive
motivation techniques would be more effective. The present research
indicates that, while they were expensive to produce, increases in per-
formance were realized in incentive system 3 for the AER course. One
reason the incentives worked in system 3 but not in the first twe systems
was clearly the strength of the more powerful incentives used in system

i21

1<6



3. This does not, however, explain why system 3 did not work in the WX
course. The most reasonable explanation is that the WX students were
already high performers. They averaged over 88 percent on course exams
before they system started. It is quite likely that a ceiling effect
was operating and it was extremely difficult for students to do any
better. The AER students, in contrast, had a great deal of room to
increase. Their performance was not that high, and increasing their
speed of going through the course may have been relatively easy.

Thus, our results suggest that positive performance effects can
result when: (a) incentives are powerful, and (b) it is not difficult
to increase performance. Let 'us consider this issue in more detail.

The generally weak effects produced by the present research are
clearly in conflict with the body of strong positive effects reviewed
in the beginning of the report. The question that presents itself is
why we did mot observe more powerful effects in the experimental in-
centive systems? At the conclusion of this literature review, we
discussed the conditions under which an incentive system should work.
We shall discuss each of these in turn.

la. Incentives must be carefully sougiit out and identified
as highly attractive. This condition was met by the research here.
Every attempt was made to isolate incentives and determine their
attractiveness.

1b. Since there are individual differences in the attractiveness
of different incentives, allowing people in the system to choose their
own incentive frcm a variety of incentives should increase the attractive-

ness of the incentive package. This condition was met.

lc. The greater the proportion of all positive outcomes in the-
person's environment that are subsumed 'mder che 1ncentive system, the
more powerful it will be. The incentive system did not satisfy this
condition. The rewards controlled by the system were relatively weak
compared to the overall rewards for the trainee. The third system was
better than the first two, but overall, the incentives were not strong.

2a. The_incentives must be applied consistently by the system.
This condition was met.

2b. The person in the system must perceive that the incentives
are applied consistently. At the start of the system, a problem with
this condition arose in that two students were denied requests for 3-day
passes by a Course Supervisor. While the reasons for the denials were
reasonable, the rumor spread through the students that incentives might
not be delivered even if earned. This rumor was stopped and clearer
guidelines for incentive delivery were given to both instructors and
siudents. Apparently, no problems arose after this. Consequently,
this condition was met, at least after the start of the program.
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2c. The rulea for attaining the incentives must be completely c

lear

to those administering the system and those actually in the system.
as noted in 2b above, this condition was met.

3a. It must be possible for all people in the incentive system

Except

to

actually do the behaviors required. This condition was probably met

for AER, but not met for WX. As dis-cussed above, WX students had very

little room to improve their performance.

3b. The people in the system must perceive that it is possible

to do

the behaviors required. AER yes, WX no.

3c. The people in the system must perceive that variatione in
zontrollable aspects of their behavior will result in variations in

their level of performanze and, ultimately, their rewards. AER yes, WX

no.

4. The behaviors required must be clearly specified as well as
be readily measured. This condition was met.

5. Once the system is operational, great caution should be ex-
ercised in decreasing the magnitude of the incentive for a given be-
havior. The pnint system was changed at the beginning of program, bu

t

students seemed to accept the rationale for the change; and no student
to our knowledge ever mentioned the possibility that high performance

would result in a lowering of points awarded.

6. The more frequent the reinforcement (i.e., the smaller the unit

of performance to be reinforced) the stronger the system. Due to the

structure of the courses, reinforcement occurred too infrequently for

both courses. WX averaged 1.3 reinforced exams per week, AER averaged

one reinforced exam per 2.5 weeks.

7. The behaviors to be reinforced by the system should also be

reinforced by any significant others in the person's environment. This

condition was not met. The instructors in the squadron area (not the

course instructors) did not strongly encourage high performance in the

courses and generally downgraded the incentive system. Also, the

norm of the students seemed to be to avoid extra study and extra effort

in the courses.

‘the preceding discussion suggests several reasons both why the
present system did not produce strong effects and how an incentive

system could be improved for use in Air Force technical training. First,
the incentives should be stronger. They must also be stronger at lower
cost. Every attempt should be made to use incentives such as choice of
assignment, promotion, and extra leave. In addition, negative incentives
should be instituted for poor performance such as mandatory study sessions

on weekends, and mileage restrictions.

Second, incentive systems should only be used in courses where be~
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cause of the nature ol the material, exams, or students, performance can
be reasonably expected to increase. Specifically, this research has con-
firmed the notion that courses should be selected for implementation of
incentive techniques with forethought given to whether scores or speed
are already at a maximum. Moreover, it appears from this research that
self-paced courses are more appropriate for incentive tcchniques. Not
only are time savings more quantifiable than quality increases, but
encountering ceiling effects seems lees probable.

Third, the freyuency ol reinfor.ement should be increased. Points
could be given on the basis of tests or exercises done once a day or
even more frequently.

Finally, there must be more social support for high performance.
This would be from other students, instructors, and even, for example
student's wives. Rewards for instructors and group incentives should
be explored.

Other Issues

Several other issues were suggested by ti.is rescarch which were
not directly related to the central questiocn, but which are relevant to
the issue of motivation in technical “raining.

The first issue deals with the results of the Hawthorne condition.
In a large proportion of the performance analyses, the Hawthorne con-
dition resulted in perfromance as good as the inceniive system. For
the AER course, there was evidence that this group was, by chance, an
exceptional group; but there is no such evidence for the WX students.

The findings suggest at least the possibility that special treatment,
and listening to the likes and dislikes of trainees, couid have a positive
effect on performance. The findingc hcr: are only suggest.ve, but
further research i this a.eva could be fruitful.

A second issue arose from a small bit of data collected around
the middle of the incentive system. A group of abuui 3C students were
asked to rate the attractiveness of the incentives that were being used.
Note that these students had had experience "consuming' these incentives.
Analysis of these data indicated that the attractiveness of the incentives
had changed drastically after students had experienced them. During the
first phase of the project, before students had had experience with the
incentives, a 3-day pass was rated 5.6%4 on a Likert attractiveness scale
(maximum = 9) while a Walker's Fass was rated 4.28. After they had
gained experience, the Walker's Pass was rated substantially higher than
the 3-day pass. The exact data are unavailable, but clearly showed a
reversal in the attractiveness of these two incentives. These frag-
mentaryv data are supported by the incentive purchase data.

Two important implications emerge from this finding. First, the
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attractiveness of incentives can change markedly after experience. Second,
incentives which increase the autonomy of trainees could be extremely power-
ful. Both of these implications are worthy of further research.

The third issue to be considered deals with the derived effort con-
cept. The data indicate that rewarding students on the basis of derived
effort was not more effective than rewarding raw performance. Un-
fortunately, the data on the checks on the manipulations indicate that
trainees did not perceive that effort was being rewarded in the second
and third systems  Therefore, such a system needs to be refined hefore
it can be said to have been given a fair test.

O
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Raw Incentive Material
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going hore
swimning at ‘base
driving caer
shows at Chanute
liked last part of course - because work is more preactical
fast track - if they do well they can finish course earlier
wUncle Sam" doesn't like extra work done - reason they feel they don't get base
preference after leaving
not enough money on weekends, especially for married couples
stragrling (valking rather than marching)
chow hall area - out of milk
out of glasses
out of napkins
everything soaked in salt
meat, potatoes, etc,, are raw
blocks 1, 2, 3 are boring
students may get pulled out of fast track due to certain Air Force contingencies
Alr Force is only branch that requires short hajr
some of the trainees mentioned they enlisted in the Air Force to get an education
{comnent)
one individual stated he would consider becoming a "lifer” only if he could enter
OTS or had a chance of getting a pay raise (comment)
feel they will learn quite a bit more nov than in high school
enjoy the privilege of "getting drunk" at night which they couldn't do at Lackland
believe they will get a good job when they get out because of what they learn in
this course
dislike gotting out of bed to do dutiss
feel instructors are friendly and informal
interesting course material
feel they are regarded as equals by the "higher ups”
breaks during class time
dislike TI notes on Friday
short hair - "if you have short hair, stay out of Rantoul*
noise at night in the squadron
Air Force needs come before those of the individual
can't make plans while at base because they don't know where they will be
stationed
state that they rould work harder if they could be stationed closer to home
also would work for extra five-day passes (leaves)
longer leave for finishing earlier
get out of squadron details (e.g. dorm guard)
promotion (2nd stripe) at completion of course
honor designation (sent to parents, new C. O,)
a) whole course
b) end of block
post performance on bulletin board in classroom area and squadron area
extra duty on weekends
extra duty during week (cut grass, shovel snow, etc.)
three-day pass at end of each block
put class record in permanent file
get out of moming chow
competition between squadrons (group incentive)
bust in rank for not completing course
restrict to base on weekend
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restrict to base during week

giving and removing ropes (honorary supervisory position)

do Temedial instruction insquadron area rather than have students come back to
school area

special public recognition in front of students

use best students as helpers for other students during normal class time or other
times

restrict mileage on weekends

ride bus to achool

wear class A unifors to class

make transportation available to Champaign, Indianapolis, Chicago, amd St, Louls

free pass to swimning pool

free pnas to bowling alley

free theatsr tickets (don't have to wait in lins)

ride in an airplane

nore emphasis on course being for their own benefit

give choice of course

batter housing

get off ase earlier

some way to get home

right to have a say about things

nore respect for better performancs

more recreational things to do

nore free tine

do avay with some of the red tape (e.g., gotting a pass)

change in uniforms

different ways of teaching course

less time in service for outstanding work

times of shifts

doras and housing (off btase)

bussing service {to towns)

housing for married students

quiet place to study

guaranteed either staying in states or going overseas

women in club

self-advancement in school

quiet in the rooas

chance for college education

less value on marching and other military aspects and more on scholastic ability

get school and squadron to work together

make ropes a move responsible position

car on base

orders to go home after training

preference for a particular shift

not being disturbed in the morning

free or lower priced haircuts

look forvard to leaving tese

get avay before it gets cold

pay raise

keep occupied

get to next base - find out about job

make friends

lack of women

not enough to do

see planes fly
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€0 to airman's clud

lack of feedback on tests

something to do in towm

doing own laundry

sports teans (all participate)

drinking beer

phone calls

not go to any school if flunk

nothing to do during free time

Possibllity of some sort of cultural activities avallable (e.g. availability of
painting lessons, carpentry, etc.)

being able to participate in some of the minor decisions concerning their 1ife on
the tase

having a phone in their rooms

having beer in the doras

Jobs ocutside the base for extra money, or even extra Jobs on the tase that could
give them more money

having classes or workshops in fields of interest for use when they get out of
the service

having "gripes sessiona”

giving certificates or amxds to those Air Forcers who have excellent attendance
recoxds ) '

awanding scholarships to those who do well and want to £0 to college when they get
out of the service "

1live ofZ base

poor civilian help in chow hall

drivers training

got money stolen

women

issue gyn shoes

clean up at tech school

633 a.nm, detail

got & loan

on the jodb experience

they should slack down on the uniforas

they should let us be more responsidle for our cwn time free

they should slack dowr on polishing our shoes

they should tell the TI to slack down on being so strict in some areas

they should at least warn us before they punish us for the wrong we do

they should let us go as fast as we wish to in class instead of waiting for the
other guys

they should let us go wherever we want to just as Jong as we're beck for school

I feel we should at least have our own time to study in the morning as well as at
night instead of doing details

I feel that they are giving us too much detail to do "and are supposed to have
Janitor at work"

I feel they should let the men who live off base go home in the sorning instead
of coming here just for TI notes

I feel we should have a better way to communicate to the officers here on tase

I feel wo should have less breaks at school than more
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I feel if they would let the alrmen get a halrcut the way the regulation says the
T1 should not give them any shit

1 feel if we had more time to get up in the morning we would have a better chance
to study

1 feel if they would let us prove ourselves as men, we would Treact in a better way

as men should

I feel that we shouldn't be forced to go to driver training if we don't even drive

I feel that if a person were going overseas he should be able to take his wife
with him right then

I feel that we should not be moved from one place to another vhile we‘'re ona bus
for a long time

I feel that there should be no racist people here because I'a tired of going to
school with people with a negative attitude

I feel if you had no money to get your unifora cleaned, you shouldn't be punished

I feel that we should be here for only two reasons and those are knowing we have
our obligation to fulfill and school

I feel ve should be responsible for others mistakes

I feel that if the TI has something sgainst a person, he should express hinself

I feel that we need a 1ittle more time to prepare for an inspectlon on base

I feel that our barracks should be kept up by the janitors who work there

I feel ve have no need to support a TI who does not care about his students

pressed uniform

wvasted time in scirool

excess detalils

open locker inspections

apply "regs" to all, not just some

formal tarracks inspections

ailitary XP - wanted

better hours for any type of “stors”

don*t 1ike outside-of-squadron details

1ifars for MTI's - get younger TI's

gippers in boots - should be optional

¥TI*s should practice what they preach

being forced to call an NCO ~Sir®

more cholce in who your roomamates are

nandatory dust cover beds

highly polished floors

lengthen courses and shorten hours per woek

make everyone equals in school - disregard rank

separate rations for btachelor airmen

expenditure of military funds - should be checked closes

food in the barracks

what's good for WAF's 1s good for airmen

72 hour pass

2 better credit union

help on promotions

a car for a week

a gift certificate at a clothing store

1 or 2 weeks of not marching to school

no 7130 formation for 1 or 2 weeks

taie 2 day off from school

maid service

attendance certificate at the end of each month

rewards- on dress

more recognition in the classroon

a progress report should be sent home to the family
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Trewards for own supervision after the instructor .as btriefed a run on his career
field

rexande for thé completion of man'c career field, more than just a certificate

7130 roll call

everyday inspection

air conditioned classroons

a little more “resibly” of yourself and not a TI telling you

bettsr equipment to work with at school

drinks or food that you buy over at school could be a little cheaper

not having to march to or froa school while Training

more rewarda by doing the best Jjob you can while in school

more diversified foods - organic, naturel, etc.

clearer understanding and more help in visualizing progression through the zanks,
education, etc., 1.e., how to move up the ladder to becoms an officer

end to barracks life

nore privacy

aore avenues for easier development

Rore of & say as to what career one chooses or winds up with

leas scheduling, in school, lunch, ete.

nore free time 2t school to pursue areas of interest pertaining to an individual‘as
career developnent

more unity among the ranks in areas of personnel, career, etc.

co~ed housing

more Tap sesalons 1ike this, and with people who are willing to listen and have
the euthority to change things

better facilities at Aero Club, i.e, comr rcial couvses, instruments, ete.

less red tape

take many, not all, tut many of the guns away from security police - I realize
they‘'re needed, but firearms are dangerous

more representation for the NCO 1lifers and airmen

nore time to study

acre convenient hours for the BX, bank, etc. h

better treak areas at school

more chance to tring up "beefs” to responsible people in charge

more of & chance to join clubs that are not open too much to students

nore things to do on weekends

nore time to eat

better sarvice in the chow hall

less strict inspections of rooms

less strict inspsctions of lockers

better recreatioml equipment for the game room

more action taken on good suggestions

more chances to make suggestions (ex. - boxes)

nmore service clud facilities

more competent MTI's who look at all sides of the picture and not just their own

extremss of enforcing regulations

the system of having group punishment for one person’s mistake

no more threats of details if you do somsthing that is within Tegs, but disagrecs
vith your imnediate chain of command (ex. - complain about policies of a
squadron)

more convenient meal hours for people who are on an odd shift

fairness in the choosing of people to do detalls after school, not one guy working
like hell and the others not having to do anything at all

less of small useless formations that don't do anything but msess up your weekend

less of moving from room to room every other week or so
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less harrassment

less stringent enforcement of marching c= parade all the time {mezning - not so
strict on the present standards of drill)

drive to school

more freedom

better classroom procedures

better btase facilities

dress codes

more recognition

lack of military standards

more communication with commander

open door policy with TI's, first sgt., ete,

cleaner chow halls

a place for merried stidents to txing wives on btase, cluds, etc.

no weekend details

more student representatives on boards dealing with students

wear different uniforms to school (depending on type of school)

shorter schools (teach what 1s needed and review more it next base)

permanent station orders (4 years at one base)

better qualilied instouctors

married airmen living off btase should be able to buy beer a.l *~ke it home

pay bonds for top 10% of school grades

more rap séssion with supervisors

no commanders call

more time to talk to people who can do something for you (be able to talk to them
"off the cuff") ‘

no MTI's

positive action taken on complaints if possibdle

no saluting officers unless reporting to then

airsen can drink bser on tese when thcy are of? duty. Implementi on a trial basis
the allowing of students to similarly indulge themszlves with marijuvana,
Then, take away both beer and grass privileges from those who are not per-
forming adequately. I realize the second part of this idea could not be
effectively enforced, but it is possible that implementing the first part
could result in improved morale, thus improved performance (mot to mention
increased enlistments), Ali other drugs would definitely remain taboo,
and existing regulations regarding intoxication while on duty would remain
in effect and would be enforced to the maximum of the law.

allow superior achievers to "sleep jn" in the morning instead of having to get up
four hours before Echool every day for roll call and detalls.

longer rain coat

sipper

no bed check

girls in the day room

new MTI

tap on shoes so heels don't run down

black tarbers

vine at the airmen's clud

better tools in school for better jobs

later shifts

cludb stay open longer on weekends

no hard work for AFI

better cleaners

botier BX

military hops on weekends
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do what you want to do with your room

if you go home on a weekend pass and can‘'t get back, call in and let them know
and you won't be ANOL!

better unifora for the winter and summer

wear what kind of underwear you want

no fighting on weekends

faster speed limit on base

closer hospital

be able to get in the NCO club as an airman first class

bus to take the airmen and NCO's around the base

1f married, you cand your wife can life on base

no changing squadrons once you're there

wear white socks

wear sunglasses in formation

better swimming pool (too slippery on bottom)

air conditioning in the dorm

girls in the rooas

wear 1,05 to school in the summertime

wear 1505 with your own clothes

wear jump boots with your own clothes

better lockers in rooms

better shower in squadron

better ropes

better chairs in the TV lounge

more freedom on base

taxis on base run longer

special awards for outstanding students

a better 1liberal dress cods

maybe a bonus for a certain grade average in school

more opportunity for underaverage students

more human relations sessions

better 1iving conditions for married and single airmen

more instructors and equipment for underaverage students

more efficient postal and processing service

sponsorship into drag racing for outstanding students

chances to travei io other tases for sports competition

detter school hours

more responsibility toward students

maybe small scholarships for further education to outstanding students

early outs to students who want to go back to college

newer and more efficient regulations for modern timas

more chances to voice opinions (times are changing you know)

shorter enlistments (1ike 2 years and 6 months or 3 years

special jobs for people to work off a punishment

more respect for a lower grade airmar from his superiors

more opportunities for civilian jobs during enlistment and after discharge

a better disciplinary system

recognition of one's rights as a citizen of the U.S.

a better self-paced course for higher than average students

better TI's for student squadrons (this is not lackland)

a betier travel pay system for students

a better transportation system for airmen

people who are not prejudiced against airmen who are underaverage becauss of
personal problems

a better freedom of speech system for airmen

more liberal freedom in the classrooms at school
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MENTIONED SPSCIFICALLY BY VAR

Self pece instruction in course

Structure class better

Grooming classes

Pormission to go on to cther things in class if you finish your work

lack of practical application in course - maybe a field trip

Choice of assignment ~ on this about 50% would 1like it and the other 50% were
against it

Permission to wear their hair down if they want to instead of wearing it up on
top of their head

Some place to dance other than the Chevron - Chevron has a siripper and all of
the fights usually start at this place

Permission to wear, or for the military to change regulations so that theiz
unifora consists of, coulottes or more feminine pants

B Shift - when they get out of school everything is closed, They would 1like
stores kept open.

Organized sports for girle

A gymmasium for the girls so they wouldn't have to go to the guy's gym

More sewing machines )

A kitchen for the WAF so they can cook some of their own meals or make cookies

Rent bicycles (one group pointed out though that they could be rented already)

A day roon in the dorm - a place for them to lounge in their pajamas

Some sort of living rcom in the dorn

Teke course at University of Illinois

Buses to go places off the Base

Recreational marching btand for girls

Permission to paint their rooms and decorate them as they wish
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APPENDIX B

Potentially Usable Incentives
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APPENDIX B

’

Honor designation (sent to parents, new commanding officer)
Port performance on bulletin board in classroom area and squadron area
Extra duty on weekends

Extra study period on weekends

Extra duty during week (cut grass, shovel snow)

Extra study time in the evening

Three day pass at end of each block or part of block

Put class nconf in permanent file

Choice of bese

Getting out of morning chow

Competition between squadrons (group jncentive)

Bust in rank for not completing course

Giving and removing ropes

Do remedial instruction in squadron area rather than have students come back to
school area

Special public recognition in front of students
Special insignia for high effort

neceiving one day additional leave at emd of course for each 5 days finished
early.

Use best students as helpers for other students during normal class time or other
tines (e.g., peoplc wiiii special insignia help instead of squadron duty)

Restrict mileage on weekends

Ride Bus to school

Straggler's pass

Wear class A unifornm to class

Make trencpuitation available to Champaign, Indianapolis, Chicago and St. Louis
Free pass to swimming pool

Free pass to bowling =llsy
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Free theater tickets (dontt have to wait in 1ine)

Ride in airplane

Taking & btus to school

Wearing any uniform you desire to school (for example, 1505's or class A)

Being permitted to skip "TI notes” (a mandatory formation for meking announce-
ments) -

Being allowed to have a weekend visitor (male or female) stay at the guest uouse

Receiving quartars allowance in oxder to live off base

Getting free games (worth $3) at the Bowling Alley

Having a weskend mileage restriction of 50 miles

Getting a free night at the movie - includes popcorn and drink

Being put on separate rations so you would not have to eat in the dining hall

Failing %o complete any technical school course

Cetting a free night at the Chevron Clud ($3 in merchandise)

Having a letter of commendation sent to your perents

Pulling Kp

Coing on a field trip to ses your specialty at work at another Air Force base

Receiving an orientation ride in a fighter type aircraft (TDY trip involved)

Longer leave for finishing earlier

Get out of Squadron details (e.g., dorm guard; however, dorm guard may no longer
be used with new dorms)

Cut g553, shovel snow
Get out of TI notes for 1-% days
Extra day off - chosen by student

Pronotion (2nd stripe) at completion of course, or at least not given 2nd stripe
when in course for 22 weeks

Choice of A or 3 shift

Straggler's Pass
Free meal at one of the botter base facilities

/

Trip to see their specialty in action
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Sleeping in

Have beer in room

Discount on beer or free beer

Extra leave or allowed to spend leave
Free or discounted haircuts

Go extra uéek ~ 2 weeks without a haircut

Pay raise (pre pay)

Special consideration for entering another Alr Force specialty

Separate housing allowance ‘
Leave one hour earlier from class

Leave class vhen desired

Choice of staying in states or going overseas (regions of the U, S,)

Keep car on bass

Free or discounted laundry servico

Free or reduced tickets to local (50 miles) events (a.&. football games, drag
reces, horse races, etc.)

Sports competition between courses for tokens
NOT marching back to barracks after chow
Proficiency pass driver's training
Pernission to get (or help finding) part-time jod
Work through breaks if desired

Get out of locker inspections

Choice of roommate

Food in barracks

Gift certificate

Case of tcer

Get out of CQ runner

Take meals when they want to

Permnent station orders (4 years on base)

O
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Drive own car to and from school

Free pictures taken

No XP

Credit at btase stores

Base owned blcycle or motorcycles

Control of TV channel selection

Discount or free pizzas to be brought to baxracks
Discount or free meal at local civilian restaurant
Free or discount green fees

One day off (Friday) for whole class (one instructor) if all are above targei
score

Free or discounted tickets to movies in Rantoul and/or Champagne

Special classes or workshops talking about: (n.2, what it:s 1ike in the field)
Recelving $50 per month extra pay

Being considered for promotion (1,2,3,4) weeks earlier than usual

Being demoted

Receiving 15 days additional leave at the completion of the course

Choosing your assignment from those available at the time you graduate

Using the hgse taxi servises to go-twnymhore on the base (except to and from
school
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APPENDIX C

lncentive Attractiveness Data
for
Males in Target Courses

(Weather Observer and Aircraft Electrical Repairmen)

N

Note: The item numberc refer to the incentive listed

in Table # } in the body of the report,

153

40



APPENDIX C

Males in Target Courses (N=235)

LIKERT SCALE MONEY SCALE MEAN
ITEM MEAN $.D. MEAN S.D. STANDARD AT,RACTIVENESS
| 2.35 3.01 3.49 13.66 -.50
2 2.91° 3.19 6.47 17.68 . -.30
3 3.48 2.84 5.32 12.71 -.25
4 3.35 3.37 2.69 11.51 -.29
5 3.60 2.87 2.77 12.23 -.24
6 4.69 3.09 9.67 21.67 .16
7 7.01 2.04 63.28 Lo. 24 2.26
8 7.01 2.01 62.05 41.71 2.22
9 3.50 3.39 14.95 . 28.55 .09
10 3.74 3.51 15.39 30.09 .16
N 1.97 3.13 5.69 17.18 -.52
12 3.82 3.09 11.40 22.23 .06
13 2.65 3.23 7.84 19.04 -.31
14 6.76 2.36 46.70 42. 5 1.73
15 1.90 3.50 5.17 25.49 .12
16 3.92 3.34 14.60 29.06 .17
17 3.00 3.57 7.58 23.76 -.06
18 3.63 3.87 7.65 24 .01 -.09
19 5.39 2.98 38.72 40.59 1.20
20 4.86 3.05 26.11 35.47 .72
21 1.48 2.60 4.99 16.8 -.65
22 1.33 2.48 3.81 13.97 -.72
23 6.21 2.41 38.59 37.08 1.37
24 5.44 2.90 29.58 34.10 .95
25 6.98 2.17 60.34 41.63 2.17
26 3.91 3.54 20.93 32.21 .35
27 h.4 3.01 21.33 30.66 .48
28 5.29 3.09 36.35 41.00 1.10
29 4.90 2.92 26.88 34.33 .74
30 1.17 3.31 3. W 25.37 -.76
31! 2.34 3.64 8.45 25.16 -.36
32 -5.49 4.25 -30.66 37.36 -3.42
33 -3.36 4.49 -18.45 32.31 2.4
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43
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APPENDIX C

Males in Target Courses (N=235)

LIKERT SCALE
MEAN

-4.26
3.

4
1
1
5
5
3
4
-5
1
2
3
4
2
3
2
3
3
3
5
3
4
2
4
5
4

4
2
4
3
3
4
3

.
.
.
.
.
.
.

»
.

.
.
.
.
.

-

.

50

24
33
Uk
66
45
L7
Iy
11
ok
71
56
00
95
1
87
46
31
91
00
54
33
59
53
82
18
22
72
03
4
08
34
68

S.
L.
Ly
.50
.13
.56
.08
.98
.95
.95
L6
.78
L
.91
.70
.06
.32
.28
.51
.73
291
.96
.94
.10
.23
.59
.34
s
.72
.95
.09
.53
.05
.27
211

~) N N W W W W W W W W W s N N N W W W W W

WWWWWWWWNNWW

D.
73

MONEY SCALE
MEAN

-31

3.
5.

1
3
39

28.
8.

15

LY

1
11
17

24,
6.

12

7.
12.

16.

23
7
15

5.
9.

18

9.
9.
6.
14,
7.

14,

160

43
62
53
.40
.86
.91
n2
69
.89
4
.07
.48
<17
70
69
.10
06
11
.10
48
.77
46
.59
74
78
237
09

c
-

60
89
58
.69
96
.30

s.D.

Lo

33.
38.
15.
21,
L2,
39.
25.
28.

VR
28

23
21
28
26

31

22.
.46
19.
20.
28.
22.
33.
.84
37 .
.50
24,
30.
.63

32

22

27.

21

25

155

.28

26
23
82
20
87
21
90
65

.97
.90
23.
36.
39.
17.
.22
.12
.67
.93
27.
.90

82
60
08
34

00

Lo

00
Ly
76
53
57

87
85

MEAN

STAMNDARD ATTRACTIVENESS
-2.
-1.

98
72

.01
.78
.69
.28
.90
.09
.32
.5k
.86
.19
A7
.48
.27
.02
.28
.00
.06
.23
.68
.12
.29
.38
42
A

08

A
.33
.21
4
210
.28
.05




ITEM
68
69
70

LIKERT SCALE

MEAN
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APPENDIX C

Males in Target Courses (N=235)

S.D. MEAN
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APPENDIX D

Incentive Attractiveness Data

for

Females in Target (Weather Observer) Course
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APPENDIX D

Femles in Target (VNeather Observer) Course (N=29)

LIKEKT SCALE MONEY SCALE MEAN
I TEM MEAN $.D. MEAN $.D. STANDARD ATTRACTIVENESS
35 4.03 3.65 9.98 36.59 .13
36 4.07 - 4,23 12.77 42.25 . 22
37 2.38 3.84 7.27 27.67 -.27
38 2.77 3.27 2.67 3. 44 -.33
39 5.90 2.92 31.74 b6.19 1.13
40 6.83 2.24 .7 35.38 1.39
L] 3.52 3.23 6.8 32.55 -.07
42 2.93 L.37 6.00 35.74 -.20
43 -6.55 2.57 -46.98  k4.00 -3.58
by -.38 3.61 -1.59 29.34 -9
Ls 1.10 4.38 8.06 35.77 -.k9
46 2.59 4.97 -.95 36.22 -.47
L7 3.38 4L.79 15.16 h2.12 .16
48 4.34 3.32 .59 33.06 .09
b9 3.93 4.09 7.36 42.80 .03
50 4.00 3.20 1.20 40.19 -.15
51 Laz 3.29 2.06 39.54 -.09
52 2.75 3.91 20.68 36.22 .21
53 3.48 4.02 10.96 27.52 .05
5h 5.79 2.58 22.88 34.42 .85
5§ 2.28 3.19 11.00 28.04 -7
56 2.17 3.07 11.77 27.88 -7
57 3.14 2.91 15.59 31.05 2
58 4.59 2.96 13.80 22.59 .35
59 5.38 2.83 13.53 26.35 .h9
60 1.83 2.56 8.20 27.05 -.34
61 2.03 2.86 8.40 27.02 -.30
62 2.97 2.88 8.32 23.37 -2
63 5.17 2.74 27. 11 36.42 .85
64 .97 L6 8.96 24 .79 -.48
65 2.45 3.22 16.15 31.56 .02
66 2.48 310 15.28 33.88 -.01
67 2.69 _ 3.21 17.03 32.03 .09
68 4.97 3.33 2.18 35.49 .07
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ITEM
69
70

APPENDIX D

Females in Target (Weather Observer) Course (N=29)

LIKERT SCALE MONEY SCALE MEAN
MEAN S.D. MEAN 5.D. STANDARD ATTRACTIVENESS
3.4} 3.82 8.85 20.90 -.03
3.03 3.00 11.97 22,85 .00
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Note:

-

APPENDIX E

Incentive Attractiveness Data
for
All other Courses Outside

Target Courses Combined

The sample size for these data is 249. This is
not the sum of each of the individual courses
iisted in subsequent appendices (e.g., Jet Mecha-
nics) since there were a number of students from.
several other courses not listed. However, the
number of students from each of these courses

was too small fto generate a meaningful separate

analysis.
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APPENDIX E

All Other Courses Outside Target Courses Combined (N=249)

LIKERT SCALE MONEY SCALE MEAN

ITEH MEAN S.D. MEAN s.D. STANDARD ATTRACTIVENESS
1 1.28 3.10 1.47 18.96 -.79
2 1.34 3.0 1.99 19.89 -.77
3 h.22 2.88 8.06 24.09 . .0b
4 h.15 2.80 5.09 20.54 -.07
5 3.30 3.40 5.45 21.33 -.24
6 3.91 2.43 10.87 28.49 .05
7 6.70 2.85 63.07 43.03 2.17
8 6.83 2.52 59.37 43.20 2.09
9 3.88 3.27 14.23 28.66 .15
10 h.55 3.24 19.61 ,  31.59 .hs
11 2.55 3.19 7.35 21.52 -.35
12 4.07 3.30 13.73 26.19 A7
13 2.06 3.13 9.15 24.23 -. 4o
14 6.65 2.88 b3.77 42.38 1.60
15 2.52 3.67 7.25 29.17 ~-.36
16 4.o9 3.30 16.89 30.61 -.27
17 4.09 3.63 10.67 27.31 .09
18 4.61 3.85 13.01 31.46 .27
19 5.07 3.27 38.60 37.82 1.1
20 L. 46 3.36 24 .43 33 78 .57
21 1.50 3.03 6.29 49.38 -.6}
22 1.45 3.07 2.06 15.31 -.74
23 5.47 3.74 35.52 39.37 1.1
2% 4L.85 3.44 28.22 36.34 .76
25 6.88 2.21 56.49 hi.54 2.02
26 L.65 3.10 23.39 36.27 .58
27 4.20 3.21 19.62 31.17 .37
28 4.78 3.56 32.49 38.61 .87
29 4.36 3.32 25.19 34.97 .57
30 1.66 3.80 7.14 26.24 -.55
31 3.37 3.44 14.10 29.81 .03
32 -5.46 4.25 -35.23 ho.77 -3.33
33 -3.38 h.61 -19.88 36.1¢ -2.43
34 ~4.23 4.38 -29.87 32.37 -2.91
35 3.53 bh.10 5.15 36.09 -.20
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APPENDIX E

A1l other Courses Outside Target Courses Combined (N=249)
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APPEND!X F

Incentive Attractiveness Data
for

Jet Engine Mechanics
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APPENDIX G

Incentive Attractiveness Data
for

Missile Systems Analyst Specialists
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Missile System Analyst Specialists {(N=37)
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APPENDIX G

Misslile System Analyst Specialists (N=37)

L IKERT SCALE MONEY SCALE MEAN
ITEM MEAN S.D. MEAN s.D. STANDARD ATTRACTIVENESS
36 4.87 3.20 .34 38.84% ~.04
37 84 2.49 1.87 6.30 -.76
38 .95 2.79 3.19 11.94 ' -.70
39 6.24 2.47 46.08 4y.23 1.42
4o 5.68 2.45 32.16 37.11 .96
)] 3.57 2.26 13.25 27.28 .06
42 5.11 2.35 21.65 35.66 .57
43 -6.22 3.94 -47.16 41.91 -3.38
by 1.65 3.36 1.59 22.99 -.61
4s 3.62 2.94 9.12 ~ 18.95 -.05
46 L. 46 3.12 19.32 32,16 .39
47 3.38 3.66 22.28 33.14 .26
48 3.76 2.80 7.88 20.81 -<05
49 b.16 2.93 1h. b5 27.13 .20
50 2.87 3.19 6.47 18.23 -.25
51 3.24 3.26 10.98 24.99 -.07
52 4. 3.14 15.02 22.59 .26
53 4h.16 2.33 20.34 31.13 .36
54 5.46 2.58 31.59 32.87 .90
55 2.76 2.64 3.01 8.96 -.37
56 3.81 2.94 9.48 18.95 .0l
57 2.1 3.16 A7 17.74 -.56
58 4.5 2.26 7.68 18.11 .09
59 5.95 2.03 14.69 25.30 .55
60 5.89 2:13 15.17 26.68 .55
61 5.95 2.35 9.63 21.49 W
62 3.97 2.83 2.52 6.97 -5
63 5.24 2.75 20.64 28.71 .57
6L 3.57 3.89 -.88 29.14 .38
65 3.87 2.37 20.80 30.95 .32
66 b.49 2.95 15.44 28.43 .29
67 3.30 2.83 9.97 27.53 -.08
68 3.27 3.23 16.04 31.49 .08
69 4.o05 2.85 4.88 11.57 -.07
70 1.70 3.29 -.86 17.67 -, 62
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APPENDIX H

Incentive Attractiveness Data

for

Aerospace Ground Equipment
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APPENDIX H

Aerospace Ground Equipment (N=97)

LIKERT SCALE MOMNEY SCALE MEAN

ITEM MEAN s.D. MEAN s.D. STANDARD ATTRACTIVTNESS
1 1.04 3.25 .75 16.85 -1.00
2 .825 3.23 2.4 22.63 .05
3 4.07 3.1 11.47 25.96 : -.08
4 3.83 3.00 9.37 25.89 -4
5 3.73 3.23 8.12 21.70 b
6 4,36 2.99 11.87 28.94 a3
7 6.83 2.72 68.30 40.05 2.54
8 6.77 2.33 59.69 41.93 2.24
9 3.84 3.30 17.09 30.31 .18
10 4.46 3.32 19.85 + 30.37 Ny
] 2.79 3.13 7.96 19.59 -.36
12 4.3 3.33 18.76 29.33 .34
13 1.85 3.21 1,17 28.61 -.48
14 6.42 3.09 42.99 43.08 1.62
15 1.50 3.9 3.60 29.08 -.80
16 3.74 3.41 13.62 28.18 .04
17 3.94 3.63 14.18 29.15 R
18 L.43 3.82 18.92 34.65 .38
19 5.49 3.01 39.98 39.14 1.30
20 4.89 3.12 24 .67 32.63 .67
21 1.50 3.06 10.93 73.52 -.56
22 1.55 3.12 2.34 12.00 -.83
23 6.10 2.89 41.37 40.61 1.49
24 5.17 3.22 29.06 38.03 .88
25 7.01 1.95 52.73 4b1.75 2.07
26 4.62 3.27 24.16 36.51 .59
27 419 2.87 23.41 33.20 Y
28 5.07 3.60 36.60 40.56 1.10
29 3.52 3.37 21.75 36.36 .26
30 1.96 3.75 8.49 28.04 -.54
31 3.24 3.73 16.19 30.42 .01
32 -4.94 L.67' -36.78 4L3.48 -3.60
33 -2.93 L.65 =15.57 36.55 -2.h5
34 -3.80 b4y -26,57 39,57 -3.00
35 3.59 L.43 13.32 34.96 -.01
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APPENDIX H

Aerospace Ground Equipment (N=97)

LIKERT SCALE MONEY SCALE MEAN
ITEM MEAN 5.D. MEAN s.D. STANDARD ATTRACTIVENESS
36 4.09 4.24 17.74 43.56 .26
37 .99 2.89 5.33 20.40 -.86
38 1.29 2.97 2.97 29.97 : -.87
39 5.16 3.35 40.28 4o.64 1.24
4o 5.23 3.35 31.52 40.46 .97
4 2.89 3.19 8.05 20.89 -.34
42 3.47 3.19 18.00 35.17 .13
43 -3.86 5.24 -41.62 46.43 -3.51
by .59 b.17 -1.20 39.85 -.63
45 2.78 3.75 15.10 . 28.99 -3
46 3.80 3.82 18.51 42.37 .22
47 3. 41 3.92 24.75 40.22 .33
48 2.74 2.90 9.77 22.38 -.27
49 3.02 3.12 12.94 24 .44 -.15
50 2.00 3.07 5.90 26.63 -.61
51 2.27 3.29 11.51 35.12 -.37
52 2.56 3.54 10.82 27.67 -.32
53 3.94 3.25 17.24 39.51 .21
54 5.69 7.84 35.22 41,65 1.14
55 3.26 2.97 13.57 30.36 -.07
56 3.73 3.13 17.09 35.52 .05
57 3.07 3.20 12.71 30.75 -.15
58 b, 46 2.72 16.90 29.46 .31
59 5.4 2.47 26.3% 36.36 84
60 hork 3.58 9.45 32.95 -.01
61 3.81 3.95 4.33 39.75 -.25
62 3.04 3.65 7.94 31.85 -3
63 3.67 3.32 18.26 34,40 .18
64 h.32 2.85 11.69 29.49 212
65 3.58 3.17 21.15% 35.67 .25
66 4,02 3.30 19.63 33.32 .30
67 3.37 3.47 14.00 30 'S5 -.063
683 3.89 3.47 23.66 39.75 R
69 4.22 3.:10 13.95 33.63 7 |
70 3.63 3.03 12.63 30.89 -.02 % i
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APPENDIX I

Missile Mechanics ("=29)

LIKERT SCALE MONEY SCALE MEAN
ITEM MEAN $.D. MEAN $.D. STANDARD ATTRACTIVENESS
1 1.89 3.86 4,32 10.19 -.54
2 2.4 3.97 .95 11.46 -.58
3 b.76 2.85 6.93 19. 42 ' .09
4 4.03 2.37 3.8) 12.16 -.13
5 3.48 3.36 7.08 20.56 -7
6 L.00 3 40 10.04 21.94 .02
7 6.38 2.78 60.90 39.66 1.72
8 7.4 1.66 6h.43 46.0b4 2.07
9 . b.76 2.47 11.38 23.7 .20
10 4.72 2.94 21.23 34.43 Y
k! 2.79 3.01 9.92 16.20 -.23
12 3.66 3.14 7.51 13.66 -.n
13 2.69 3.23 7.46 11.77 -3
14 6.86 2.45 53.14 41.85 1.68
15 3.62 2.88 13.54 31.09 .0k
16 4,38 3.04 12.22 22.98 .15
17 4.24 3.91 9.10 26.03 .05
18 4.52 4.53 9.67 27.03 212
19 5.49 3.01 45.05 39.91 1.20
20 4.03 3.0) 32.60 36.97 .60
21 1.38 2.40 3.83 9.56 “‘ -.65
22 1.21 2.38 3.45 9.58 .65
23 4.90 4.23 22.58 30.76 .52
24 4.93 3.99 27.04 35.73 .67
25 7.00 2.16 60.72 36.45 1.89
.., 26 4,31 3.39 23.39 31.64 b2
27 4.48 3.10 14.24 19.01 .22
28 4.5 3.2h 3/.46 35.28 . .82
29 5.28 2.89 28.49 35.79 > .74
30 1.45 L.o09 11.48 27.57 -.bs
31 3.14h 3 25 12.51 . /.58 -.09
32 -6.00 3.85 -40.72 49 .42 -3.2
33 -4.00 L.26 -25.83 37.43 -2.46
34 -5.21 3.94 -35.17 42,23 -2.94
35 3.69 2.88 8.22 39,82 -, 10
7
o 179 174




ITEM

36
37
3P
29
40
B
42
43
by
45
46
47
48
49
50
51
52
53
54
55

56

57
58
59
60
61

63
64
65
66
67
68
69
70

W N W B N W W WOy W W B 0 NN W N RN - W NN

LIKERF SCALE
MEAN

b,
2.
4
.55
.52
.97
-93
+76
.4
.86
.03
.20
.93
.21
.07
.3

1h
00

28

.62
.55
-59
.69
.76
.48
.21
-3
.83
.21
.90
- 90
.38
.48
.79
=52
=35
2724

S.
.7°
.20
.84
-3
.87
.88
.36
.67
.92
.07
.97
.72
.88
.63
.70
.83
-158
.25
.24
.72
.08
.47
.53
-37
.59
.67
.98
.66
.36
.16
.21
.22
.09
.51
-75

AVS ]

W NN NN W WNWRN O W W WN W W Wt W NN W W W

A\ AVl £ w AVl AV} £
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APPENDIX |

Missile Mecharics (N=29)

MONEY SCALE

MCAN
15.69
11.06
15.80
Lo .55
32.31

5.52
15.27

-60.52

-7-36
8.13
23.45%
12.43
3.52
10.80
5.96
7.28
i7.72
2445
35.75
3.85
13.15
2.67
15.79
28.38
22.43
27.83
8.25
15.95
2.93
24.59
17.21
10.79
23.72
8.52
-5.09

18)

S.D.
39.54
27.19
30.08
4y1.83
38.87
7.-717
26.63
b1.63
40.23
10.93
Lz.12
45.38
12.99
26.64
18.43
18.66
26.83
29.53
37.08
18.74
29.15
24.05
23,C"
35.85
33.77
40.06
32.94
36.43
35.73
34.61
27.63
21.68
32.57
3k.08
28.65
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MEAN
ATTRACTIVENESSS

.19
-.35
~.21
1.10

.89
-.30

R
3.68
-.92
-.26

.56

.12
-.36
-.12
-.47
-.38

.08

.51

.98
-.09

.24
-.h

.46

.92

.59

.83
-.18

.15
-538

Y

=30
0.00

.08
-.15
-.75
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APPENLIX J
Total Sample {(N=513)
LIKERT SCALE MONEY SCALE MEAN
ITEM  MEAN s.D. MEAN s.D. STANDARD ATTRACTIVENESS
) 1.88 3.15 2.63 16.92 -.59
2 2.15 3.37 y.27 19,13 -.49
3 3.87 2.88 5.68 19.95 - -.09
4 3.72 2.95 3.85 16.59 -7
5 3.4 3.20 4.50 18.63 -.22
6 b.25 3.33 10.51 26.24 3
7 6.86 2.47 63.37 41.78 2.20
8 6.9% 2.24 60 .90 42.10 2.14
9 3.70 3.34 14.28 29.01 13
10 L.06 3.43 17.35 = 30.78 .29
n 2.32 3.17 6.54 20.21 -.39
12 3.99 7 12.90 24.70 5
13 2.58 3.22 8.59 22.69 .28
14 §.77 2.56 4.8k 42.31 1.65
15 2.21 3.56 5.8 27.76 - b
16 4.0 3.30 16.07 29.93 .24
17 3.48 3.68 8.7¢ 25.92 -.08
18 L.06 3.92 9.85 28.79 .08
19 5.24 3.13 38.91 39.70 1.66
| 20 b.70 3.21 25 .54 35.02 .66
| 21 1.48 2.82 5.60 36.93 -.64
% 22 1.38 2.80 2.84 15.02 -.69
23 5.87 516 37.18 39.98 1.24
| 2 5.20 3.18 28,77 35.14 .86
25 6.94 2.17 7.85 41 .97 2.06
26 b.32 3.33 22.02 34.30 .48
27 b.35 3.10 21.05 31.55 45
28 4.99 3.4 34 .45 39.61 .97
29 4.67 3.14 26.46 34.91 .52
30 1.4 3.57 5. 44 26.32 -7
30 2.86 3.56 11.82 28.08 -.12
32 -5.56 .18 -32.87 39.76 -3.18
33 -3.4 4.s5 -19.35 34.75 -2.33
34 -4.29 4.53 -30.72 39.78 -2.55
35 3.54 3.79 L.62 34.90 -.20
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ITEM

36
37
38
39
4o
4
b2
43
Ly
45
b6
L7
L8
b9
50
51
52
53
Sk
55
56
57
53
59
69
61
62
63
6L
65
66
67
58
69
70

LIKERT SCALE
MEAN

4

TW VYW WN W W W W N

w F ewvoesN

N W WA £ o e -

L0
.80
.72
.80
Lh
43

217
1.42
1.57
5.52
5.
3
4
5

39

-39
.08
7
-97
.89
.82
=72
.07
=37
=78
.25
.07
.03
.24
=35

10

ik
N
.26
216

[

"2

A

.ol
.82
.86

S.
.87
.28
.58
.24

3

D.

3
3
3
3.13
3.1
3.28
4.53

-3 c3
3.46
3.96
3.89
3.08
3.43
3.29
3.
3
3
2
3
3
3
2
2
3
3
3
3
3
3
3
3
3
3
3

L8

.82
.06
.99
.29
.27
.27
.61
.ho
.1h
.63
s74
.23
.61
.09
L4
.34
.69
.C0
.48

APPENDIX J
Total Sample (N=513)

MONEY SCALE

MEAN S.D. STANDARD
7.7 bo.60
3.28 19.42
4.07 26.12
38.84 42.32
29.44 39.07

8.67 25.88
15,15 31.29

-46.51 43,17

-.67 33.31
12.28 ° 26.19
16.67 38.138
22.12 4o.28

6.84 21.21
11.69 27.09

6.62 24.31
10.90 29.82
11.53 28.80
17.56 31.73
28.60 35.32

8.25 24 .45
14.04 31.58

7.04 22.94
11.85 23.44
19.50 30.02
11.09 26.92*
1¢.27 33.98

6.54 24 .71
17.14 30.28

7.54 25.52 .
14.97 29.65
15.71 31.56
10.01 28.18
17.56 34.63

7.97 23.2h

742 23.97

1L53(1 178

MEAN
ATTRACTIVENESS

.04
-.67
-.62
1.22

.92
-.13

.23
3.49
-.88
=1

.22

.36
-.22
-.02
-.30
~.07
-.09

.30

.86
-.13

.19
-.28

«~27

.72

- 19

.17
-.23

.30
-.12

.06

.26
-.04

.20
-.0b
-.23




APPENDIX K

Preliminary List of Incentives
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1.

2.

10,

11.

12,

13.

b,
15.
16.
17.
18.
19,
20.
2.

22.

23,

APPENDIX X
PRELIMINARY LIST OF INCENTIVES

Getting one free admisaion ticket to the tase movie (includes popcorn and soft
drink,

Being able to ride a bus to school for one week rather than marching.
Choice of "Stateside” or "Overseas“ assignment.

Choice of regions of United States (e.g. East Coast, Midwest, etc.) where
base of assignment is located,

Special award for outstanding performance sent to new Commanding Officer.
Special awerd for outstanding performance sent to parents.

Getting & 20% reduction in the price of transportation to and from Chicago.
Getting paid an extra $20 every two weeks.

Going on a field trip one weekerd to see your specialty at work on another
Alr Frvce Dase.

Getting a free case of beer.

Receiving quarters allowance in order to live off btase for the last three
months of your training course.

Getting a promotion (2nd stripe) at completion of your ¢ urse.

Receiving one day additional leavs at the end of your course or each 5 days
you finished early.

Choice of base of assignment from those available at the end of your course.
Raceiving the Air Force Commendzation Medal.

Having your choice of roommates.

Having your own private room.

daving your choice of being on A or B shift. ¥’

Having extra duty on a Saturday.

Having a mandatory study period on one weekday evening.

Having amandatory study perlod every weekday for one week.

Being excused from squadron duty (e.g. cut grass, shovel snow, etc,) for
one day,

Being excused from squadron duty (e.g. cut srass, shovel snow, etc.) for
one week,
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24,
25,
26,
27.
28,
29.
0.
n.
3,
33.
.
35,
%.
3.
38.
39.

Getting a three day pass during the week (e.g. Wednesday, Thursday, and

Cetting a tnree day pass over a weekend during the course.
Getting a Straggler's Pass for one day,

Getting a Straggler's Pass for one week.

Having your mileage restricted to 50 miles for one weekend.
Being able to hsve beer in your room.

Being allowed to use one week of your leave sometime during the course.
Being able to leave class one hour earlier for one day.

Being able to leave ciass one hour earlier ever; day for a week.
Being able to sleep late for one day, if you were .n B shift,
Being able to sleep late for one week, if you were on B shift.
N¥ot having to go to class for one day.

Being allowed to have a weekend visitor (male or female) stay at the guest
house at the usual cost.

Being alloved to have a weekend visitor (male or female) stay at the guest
house for free.

Being pernitted to skip TI notes for one day,

Being permitted to skip TI notes for one week.

Getting a 50% discount on laundry service for one woek.

Getting free laundry service for two weeks.

Getting a frees haircut,

Peceiving an orientation ride in an aircraft at another base.

Getting a free night at the Chevron Club (worth $5 in merchandise. )
Having permission to get a part-tire job in town.

Not having to march back to Yerracks after chow every day for one wesk.
Not having to march back tc barracks after cnow for one day.

Being put on separate rations for one week.eo you would not he ve to eat in
the chow hall.

Cetting one free round trip to Champa!gn,
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50.

Being chosen as a special helper for students who are having trouble with
learning the course material,




-

Note:

APPENDIX L

Effort Rating Checklist

Instrument presented here is the form used by the
instructors. The self-rating near identical except
that the items were phrased in the first person and
items 11 and 12 were omitted.
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ERIC

Aruitoxt provided by Eic:

DATE

STUDENMT
MAMF ~F SERVICE [HUMBER

EFFORT RSTIME CHECKLIST (1)
Qccupational Research—Cente- -Rurdue University

NOTE: Your answers will be kept in the strictest confidence. Mo one
on this basc, or any other place in thc Air Force, will ever
sce what you as an individual have cxpressed. This informa-
tion is fo- rescarch purposcs only, and access is limited
to Ur. PR, D. Pritchard and mcmbers of his staff from Purdue
University.

DIRECTIONS: Circle the number which comes closest to now you feel
about the question. Fcel frce to circle any of the numbers,
not just thosc which have statcments attached.

IMPORTMT: TRY TO FOCUS OM HOV HLRD THE STUDEMT TRIED rather than
how well he succeceded in the course in other words, rate
effort, not performance.

1 How energctic was this student?
9---Fxception>lly wide awake. a real 'coer'.
2:::Morc “on his toes' than most.
g:::ﬂormally alerr,
3:::Appearcd somewhat slow and ploddine in his actions,
2---

l1-=--~lways scemcd ''dcad tircd' .

2. How did this student act durina breaks?

9---He sometimes kept right on working during breaks,

zzzzHe was usually the first one back from a break.

E:Z:He came and went on brecaks just like most students.

3:::He was constantly the last once back from a hreak.

%:::Hc had to bec encouraged tn ceme back to work at the end
of a brecal-

3. How often, on the average, did the studcnt ask quwstions in

class that he really wanted to lecarn somethinag from?

1---Necver

2-....

3---0Once every tvio weelks

4---

5---0Once 3 week

6---

;---chcral times A wocek BES“ mPY RVMLABLE

g---Scveral times a day
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k. How often, on the average, did this student come to class tired?

1---Never.

2---

3---0Once a month,

heue

§-~~--0Once evcry two weceks.
6---

J~--0Oncec a week.

g---

9---Three times a week or more.

5. Did this student pay attention in class?

g---hlways extrcmely alert and attentive.

7:-~Usuﬁ||y listened carcfully to what was goning on.
2:::Followed the discussion most of the time.
3---0ften daydreamed, even dozed occasionally.

f:::He might as well not have been there.

6. MHow often did this student voluntarily study outside of class

n 7

and remcdial instruction (R74) Uime?

1--=tlever.

2--_

3---Once a month.

P

§---0Once cvery two weeks.
b---

7J--=0Once a week.

8---

g--=Threc times a weck or morc.

7. How efficient was this student in the classroom?

1---Because he was so disorganized and inefficient, he needed
to be told what to do and watched carefully.

2--_

3---Somewhat disorganized and inefficient.

h---

§---About verage in efficiency and organization.

6=

7---VWas gencrally well organized Ind efficicnt,

8---

9---Always well organized and efficient, he always had nceded
matcrials, programmed texts, ani used *hem effectively.
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1---Rarely made 9ond use of class time, he did not work
hard nor concentrate.

2---

3-~-Somctimes moade good use of class time, but usually took
it casy and didn't try hard.

4---

5-~-About half the time he madc good use of class time, the
other half he didn't.

6---

7---Usu~11y made good use of class time, but sometimes took
it casy.

8---

9--=-/lways made gond use of class time, he Always worked
hard and concentrated.

9. All things considered, how much cffort 4id this student put
into the course?

1-- Very little effort, he didn't recally try at all.
2—--
3---Slight amount of effort, but not very often and not very

8. Did this student make good use of class time?
much, needed occasional prodding.

he--
5---fbout average effort, usually appearced to be trying.
6---

7---Quite a bit nf effort, he tried pretty hard.

9---A very great deal of effort, he tried as hard as he

1
| 8---
|
| possibly could. He put out 100% of the time.

10. This rating Is for (circle One):

BL 1 BL 2 BL 3 8L & BL § 8L 6 Total Course
11. 1 have observed this student for approximatcly __  days.
12. Based on my knowledge of this student, | feel cnnflgent in my
rating (circle one): {pcr cent confident) &,

0 10 20 3¢ Lo 50 60 70 Ro 90 100

IMSTRUCTOR'S NAME

(print)
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APPENDIX M

Student Opinion Questionnaire

a. Course Evaluation
b. Overall Air Force
c. Soclial Desirability

Note: Item numbers corresponding to each scale are listed
on the last pege of this appendix,
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AF SERVICE v,

STUDF'IT CPINIO" NUESTIAMAIRE

Occupational Nesearch Center - Purdue University

Your answers wil)] te kept In the strictest confidence.
Mo one on this basc, or any other plzce In the Alr Force
wil1 ever sce what you as an Individual have expressed.
This information Is for research nurrosas «aly, and
access is limited to MPr. R, P, Pritchard and memhers of
his staff from Purdue Yniv-rsity.

NRECTIN'S : Please read each of the follovina Items and
indicate hoi' much you agree or disagree with Its contents.
For example, if you stronaly dlsaoree with a statement,
you should place a check mark (/) under Stronaly Disaarec,
or If you agree with a statement, you should nlace a
check mark under Aaree. Feel frce to check any one of
the spaccs. )

*

SDA means Strongly Disagree
DA means "lisaqree
! means ‘'eutral or ot sure
A means Aaqree
SA means Strongly Agree

SDA nA " A SA

1. lost of your technical instructors’
classroom prescentations are w»ll

organlzed. () () () () ()

2. You usually have enough time N
during technical school class .
days for Individual study. () () () () ()

3. Technical school classroons are
usually too smal) for the
number of students In & class. () () () () {

L d

h. VYour technical instructors'
presentations usually Just
repeat what you were assigned

to read. () )y )y ) ()

5. Nost of your instructors appear
to know thelr subject matter. () () () () ()
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SDA means Strongly Disagree
PA means Disaqree
H means Neutral or ‘ot sure
A means Aaree
SA.means Strongly Agree

6. Most of the time In technical SDA DA N A SA
school you feel like making the
Alr Force your career hecause
you could not get a better
payine joh as a civilian. () () () () (

c me

7. Hdost training films heln you to
understand the technical subject :
matter more fully. () () () () )

®. The Alr Force is efficlent and

well run. () () () () ()

9. Nost trainine films and slide
presentations motivate you to
learn technical mzterial. () () () () ()

1. The Air Force is concerned ;bout
the individual person and his or

her problems. () () < () () ()

11. You would never hesitate to qo
out of your way to helo someons In
trouble with the course. () () () () ()

12. VYour instructor hardly ever refers
you to ma.>rial which corrects
your training guide. ()y )Y )Y () ()

13. Most of your technical Instructors’
presentations do not repeal
what you were assigned to read. () () () () ()

14. tost of the time your technical
instructors' classroom presenta-
tions are not easy to understand. () () () () ()

1%, You are always as careful about
your manner of drass as Air Force
requlations demand. - () () () () ()

16. Most training devices that you
use help you to better understand

new concepts. () () () () ()
R h { ly disliked
DT X e ehie base Ty Oy Oy )Y ()
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SPA means Strongly Disagree
DA means Disagree
¥ means Neutral or Mot sure
A means Aaree
SA means Strongly Agres

SDA DA L A SA

13, Additional duties you are
assligned usually interfere with

your study. ()Y ¢) ()Y ()Y ()

19.  There have heen timas when you
felt like rebelling sgalnst your
Air Force superiors even though
you knew they were right. () () () () )

20. "ost of the time your technical
instructor evades answerling
questions asked durino class. () (> ¢y ¢ ()

21. MNost of the wrlitten tests you
receive in technical school are
easy to understand. . )y )y ) () ()

22. ‘ost of the time technical class-
roon temperatures are satisfactory. ( ) () () () ()

2). VYhen you are in the Alr Force
you have good living conditions
(housing, food, etc.). ¢)y ()Y )Y ()Y ()

24. VYou have never been irked when
your superiors expresscd ideas

very different from your own. ¢y )Y ()Y )Yy ()
25. There have been occaslons when

you took advantage of someone at ¢

Chanute or in the course. () () () () (5

26. MNost of the time you are glven
enough time to finish your
technical school tests. () () () () ()

27. MNost paper-and-pencil tests you
are glven in technlical school

are thorough. - ) () () () () ()

28. Most of your technical Instructors'
presentations are made clear Ly

examples. () )y )Yy )Yy ()
29, Host of the time in technical

school you feel you are wastling

four years of your life by bheing

In the Alr Force. ()Y )y )Y ()Y ()
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31.

32-

33.

34.

35.

35.

3n.

hn,

by,

“20

196

SDA
DA
N
A
SA
SEA
You have never felt that the Ailr
fForce punished someone without
cause, ()
Most of the time your instructor
must add to or correct the
training literature because he
3ays. it is pot current. ()
You have almost never felt the
urge to tell someone off at this
base. ()
Most of the time technical school
classroom lights are bright enough. ()
“ost of your student study guldes
are easy to understand. ()
Most of your technlcal school
classrooms are pronerly ventilated. ( )
There have been occasions while
in the Air Force when you felt
like smashling things. ()
The Alr fForce Is doing an im-
portant job for the country. ()
You never make a long trip without
checking the safety of your car
as required by Air Force regula-
- ttons. ()
Host of the time you need individ-
ual help to learn technical
material. ()
Host of the time ln.technlcal
school you are pressed to learn -
materfial faster than you ar
able to. 5 ()
You should be given more time
on technical school tests. ()
You are proud to be In the Alr )
force. ()
191

means
means
means
means
means

DA

()

Strongly Disagree

Nisaqree

Hteutral or Hot sure

Agree

Strongly Agree

"

()

()

()
()
()
)

()

()
()
()

()

()

A

()

SA

()




43,

LY

4s.

46,

h7.

4%.

-

SNA
nA
M
pl
SA
SNA
Most of your skills are being
properly used by the Air Force. ()
Most of the time in technical
school you feel antimilitary
because You are against the way
in Vietnam. ()

Your instructor usually explains
new technical material thoroughly. ()

The Air Force is a cold calculating
machine that trcats pecple like

numbers.

()

Most of your training literature

is understcndable.

()

sost of the time in technical
school vouy ways of iooking
at life direcily conflict with

military life.

Course Evaluation items:

Overall Air Force Attitude:

Sccial Desirability:

()

means
mcans
means
means
means

DA

()

()

()

()

()

()

Stroncly OlSagree

Disagree

Neutral or Hot sure

Agree

Strongly Agree
3 A SA
() () ()
() () ©)
() () ()
() ) ()
() () ()
() )y ()

i, 2, 3, 4, 5, 7, 9, 12, 13, 14,
16, 18, 20, 21, 22, 26, 27, 28,
31, 33, 34, 35, 39, 40, 41, 45, 47

6, 8, 10, 23, 29, 37, 42, 43,

44, 46, 48

i1, 15, 17, 19, 24, 25, 30, 32,

36, 38
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Training Satisfaction Questionnaire
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AF SFRYICr nn,

TPAININP SATISFACTION OUESTICTTAIRE

Occupational Ressarch Center-- Purdue-¥Hniversity . .

Your answers will he kent In the strictest conflidence.
No one on this base, or any other place in the Air Force
will ever see what you as an individual have expressed.
This information is for research purnoses only, and
access is limited to Nr, R. D. Pritchard and members of
his staff from Purdue University.

The ourpose of this questionnalire is to give you a
chance to tell how you feel about trainina, what things you are
satisfied with and what things you are not satisfied with.

Pelow you will find statements about training.
~--Read each statement carefully.
---Declide how satisfied you feel ahbout the aspect of

trainino described by the statement.

Pemember: Keer the statement in mind when deciding how
satisfied you feel alhout that aspect of training.

NPo this for all statements. Pledse answer every item.

Pe frank and honest. Ffive a true picture of your feel-
ings.

Q 194
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vith
this

To answer these statements, ask yourself: How satisfied
with this aspect of training? :

¥S means | am very satisfied with this aspect of tralning.

$ means | am satisfied with this aspect of training,

N means | can't decide whether | am satisflied or not with
this aspect of training.

NS mesns | am dissatisfled with this aspect of training.

V¥DS means | am very dissatisfied with this aspect of
tralirning.

(check the space which best. describes_ how you feel)

rcaard to training,
s how | feel ahout: yns DS " S Vs

1. Belng ahle to keep busy
all the time .......... ()Y )Y () ) ()

2. The chance to work alone

in trafning ...ovvevennn () )Yy )Y ()Y ()

3. The chance to do different
things from time to time . ‘) () () () ()

L. The chance to be ''somebody'
in the communlity ......... () () ()

P
A

()

5. The way the technical in-
structors handie thelr

SEUDENtS .o.vvvrersrns () () () () )

rf. The competence of the tech-
nical instructors In teach-
ing their subjects ....... () () () () ()

7. Beina able to do things that
don't go against my con-

SCIENCE . vuvrervneneran. () () () () {)

®., The way the Alr Force
provides for steady employ-

ment veeveiieiaann. e )0 () ) 0D

o, The chance to do things for
other people sevvvvvnnnens. () () () () ()

10. The chance to tell people

What O dO «vevevevnonnns () () () () ()

11. The way the tactical in-

structors handlie their men ( ) () () () ( 5
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12.

13.

14,

15.

.

]7.
10,

10

?2n.

2.

22.

VS means | am very satlsfied with this aspect of training.

S means | am satisfied with this aspect of training.

N means | can't decide whether )| am satisfied or not with

this aspect of training.

DS means | am dissatisfied with this aspect of trainina,
VDS means | am very dissatisfied with this aspect of

training.

(check the space which best describes how you feel)

The chance to do something
that makes use of my abilities

The way Air Force policlies are
put Into practice .....coecc.e

"y pay and the amount of work

. 1

The chances for advancement in
my Alir Force Job ....ccieenves

The freedom to use my own
judgment ......... ...,

The workina conditions ...

The chance to try my own
methods In the Course ..

The competence of the tactical
instructors In making declslons

The way my co-workers get along
with each other ....... 000000

The praise | get for doing a
good Job ......iiiiiiiiiaann

The feeling of accomplishment
! get from the course .......

196
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PATF -

A¥ SERVICE NuvsER .

Directions:

STUDENT ATTITUDE QUESTIONNAIRE
Occupational research Center--Purdue Uaivarsity

Your answers will be kept in the strictest confidence. No one on
this base, or any oti'er pluce in the Air Force, will ever see what
you as sn individual huve expressed. This information is for resssrch

purposes omly, and accces 1s limited to Dr. R.D. Pritchard and
wembara of his scuff from Purdus University.

“ircie tha numsber which comes closest to how you feel sbout the

question. Peel free to circle aay of the numbers, not just those
vith statements sttached.

Iif chare ware no draft and you were not in tha Air Force, would you
volunteer?

\---Definitely not. That would be the last thing in the world
that I would do.

2

3---Probably not. There is « slight chance I might, but I
probably wouldn't.

4 .

v5-~=1'd say there is a 50-50 chance. I might or I might not.

6

7-=-1 probably would.

8

§~~-I definitely would. There is no doubt in my mind.

1f there were no draft, would you tell g friend who you liked that he
should volunteer?

l---Definitely not. That would be the last thing in the world
that I would do.

2

3--~Probably not. Thera is & slight chanca I might, but X
probably wouldn't.

4

5-~~1'd say there is & 50~50 chance. 1 pight or I sight not.

6

7--~=1 probably would.

8

9--=J ¢ “initely voull, Theve ir no dnubt in mv wind.
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If you were offered the chance to reanlist for a second four yeasrs,
would you reenlist?

1-==Definitecly not. Tnat would be the last thing in the
worid that | would do.
2 e

3---Probably not. There is a slight chance | might, but
| protably wouldn't.
h

5--~1'd say there is a 50-50 chance. 1 miqght or | might not.
6

7--=1 probably would.
8

f=--1 definitely would. There is no doubt in my mind.

Do you think you will make the nir forcc a career whe- the tine

comes

tould

O

ERIC

Aruitoxt provided by Eic:

to think sceriously about reenlistinoe?

1- -Definitely not That will te the last thing in the
world that 1 will do.
2 .

3--<Probablt not. There is a sliaht chance | might, but
b probably won't.

b

S-=-~1'd say thore s a 59-50 chance. | miqht or | might not.
6

7<--1 probably will

b

O== 1 definitely will, Thcre is no doutt in my mind.

you ad-ise a buddy to rcanlist?

1=--Definitely not. That wouid be the last thina in the
world that | would do.
2

3=--Probably not. Therc is a slight ch-yce | miaht K but
| probably wouldn't

4

5:--1'd say there is a 50-50 chance. | miqht or | might nct
6

7=- 1| probably would.

8

9---1 definitcly would. Thcre is no doubt in my mind.

BEST COPY AVAILABLE
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Appendix P

Background Information
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BACKGROUND INFORMATION

The centents of this questionnaire will be treated

as highly confidential information. No one will R
ever see your answers to any of these question.

except Dr. Pritchard's staff at the Occupational
Research.lenter at Purdue University.

Circle the number which applies, or fill In the blank.

Name (print)

Service number DATE
Your marital status: single = |
married - 2
separated = 3
divorced = &
widowed = §
Your age at last birthday
Sex: male = |
female = 2
Ethnic group: Caucasian = |
Negro =2
Latin American = 3
Oriental IR
Other =5

Your parents' total family income per year (before taxes):

less than $3000 (less than $58 per week) = O
3000 - 4999 ( $58 - $°6 per week) = 1
5000 - 6919c ( $97 - $135 per week) = 2
7000 - 8000 ( $136 - $173 per week) = 3
2000 - 10090 ( $174 - $212 per week) = 4
11000 - 12909 ( $213 - $250 per week) =5

13000 -~ 14oce  ( 4251 - $2R2 per week) = €
15000 - 16999 ( $28¢ - $32A per week) = 7
17000 - 18799 ( $327 - $355 per week) = 8
over $19000 ( over §3¢% per week) = 9

How many brothers and sisters do you have?
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®

'o.

'2.

13.

14,

(circle the number which aonlies)

Father®s main occupation:
professional (lawver, doctor, etc.)
: ‘technical (draftsman, accountant)

mananerial (office manager, store manager)

clerical (office worker, Sookkeeper)
sales (retall clerk)

craftsman (repairman, carpenter, plumber)

farmer (owner, manager)
operative (factory vworker)
lakorer (helpers, manual laborer)

service~nontechnical (Janitorial, waiter)

Mother's main occupation:
professional (lawyer, doctor, etc.)
technical (draftsman, accountant)

manacerial (office manager, store manager)

« cherical (office worker, bootkeeper)
sales (retail clerk)

craftsman (repairman, carpenter, plumber)

farmer (owner, manager)

! omerative (factory worker)
service-nontechnical (cleanina, sewing)
housewi fe .

Are your parents 1lving together = ]
one or hoth deceased = 2

separated or divorced = 3

""fhat is the highest orade completed by your
1 2 3 h 5 £ 7 *r

o 11 12

13 16 15 ¢

17 1812 20

Yhat is the highest grade completed by your
1 2 2 4 5§ £ 7 8

29 1011 12

13 1h 15 16

17 12 17 20

“hat Is the highest grade you have comnleted
1 2 3 b 58 6 7 8
A NAR I B
13 14 15 1A
17 172 11 2n

;5 <07 202

B8 B BB BBEEEGS
Qe NWIFMA NN DI

BB BB BB EBEES
D= NW WV N DO

father?
elementary
high school
colleqe
graduate school

mother?
.2lementary
high school
college
araduate school

?

elementary
hiah school
colleae
graduate school



ERIC

Aruitoxt provided by Eic:

K4

'7-

17,

17,

(circle the number which applles)

"here was your hinh school located?

large city suburhan = |
medium-sized city -~ 2
small town =3
country “ b
large inner city = 5
other, or did not attend =N

Pow hig was your high school?

less than 6571 students = 1

501 - 1700 = ?
1001 - 280D = 3
26n) - knon = &
larger than 4000 =5

How big is the town you consider your hometown?

1ess than 100N = ]
1000 - kore = 2
LAUTAE T LAy =3
25,000 - A0 _nan =k
190,000 - 510,100 =5
larger than 5NN 1200 = 6

‘there Is your hometown located?

Pacific foast - Yash., fre., falif., Hawall

Morthuest - ''yo., tdaho, "ontana, Alaska

‘tast - Utak, Colo., "ev., S. Nakota, M. Nak.

Southwest - Ariz., "ew l'ex., Texas, ola,,,

Arlansas

Midwest - Kan,, "ebh., lowa, !o., 1., Ind.,

" tjinn,, Ken., M"is., !tich.,, ohio

South - La., "iss., Ala., S. Carolina, Tenn.,

tfa., Fla.
Northeast - ™. Y., Vermont, itass., ". H.,
Maine, Conn., . |.
niddle Atlantic - Del., '. Va,, "d,, Pa.,
" N, J., Ya., ‘'t. Carolina,
vvashinaton N, C,
Other (specify: )

8

“"hat is the main reason you enlisted in the Alr Force

(circle the one most important)?
To avoid the draft
A desire for adventure
To be on my own
Mo jobs in civilian life
To learn a skill
Career onportunities vere attractlive
Family tradition
To serve my country
Pthesr (snecify: )

a s aas ¥ uaa
D VN DNV NN -
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Privilege Buying Form




DIRECT IONS:

Where- appropriate, fill
“ you wish to have the privileges.

PRIVILEGE BUYING FORM

in the number of days, weeks, etc,
indicate the number of

Porformance Credit Points cach costs and add them up at the bottom of

the form.
place it
Certificates.
velope. Put the envelope in the

1. Bus ride (1 Number of Jays desired
Point/Day
2. Straggler's MNumber of weeks deSkréd_____
Pass (4 Points Dates (Monday through
per week) Friday only)
From to
From to_
From to.
3.  Choice of uni- Number of weeks desired
form (2 Points Dates (monday through
per week) Fricay only)
From to
Trom to
“rom to
4. Excused from Humber of weeks desired
Squadron dctails Dates (Monday through
(3 Points per . Sunday)
week) From to
From to
From to
5. Cholice of A or
8 shift
(20 Polnts)
(Etectrical only)
6. Leaving class Number of hours desired
1 hour early Yates & Times:
(7 Points) 1)
2)
3)
L)
7. Excused from Dates desired: 1) _
Class one day 2)
(25 Polints) -
2. 3-Day Pass Date deslred: 1)
(30 Points)
TOTAL MUMBER OF POINTS EMCLOSED:
MAME: AF MNUMBER
205
e
<10

After filling in your
in an envelope with the
Put your name and

name and AF number,
correct number of Performance Credit
AF number on tne outside of the en-

fold the form and

box provided in the squadron area.

Number of Points
enclosed

Number of Points
enclosed

Number of Points
enclosed '

Mumber of Polnts
enclosed

Mumber of Polnts
enclosed

Mumber of Polnts
en<c lased

Mumber of Points
enclosed

Mumber of Polnts
enclosed

r————————

TODAY'S DATE:_



(Appendix Q Cont, Privilege Buying Form)

Letters and Certificates of Commendation:
If you are In the last block of your course, fill in the parts

below:
A. 1 wish to have a letter and certificate
of commendation sent to my new Command~
ing Officer. YES NO
B. | wish to have a letter and.certiflcate
of commendation sent to my parents YES NO
PARENT'S MAME AMD ADDRESS:
NAME:
ADDRESS:

Remember to put your name and AF Mumber on the outside of the envelope.

ELECTRICAL (AER) UEATHER (wn) A SHIFT B SHIFT
SEPAPATF RAT (N (STP PAT
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Note:

Appendix R

Manual for Incentive System I

The manual presented here is that used for the
AER course. The WX manual was identical except
that no mention of points for speed of completing
the course were discussed, and the number of
points given for different exam scores were
different. (See text.)
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STUDENT MAMUAL FOR CHANUTE PERFORMAMCE CREDIT SYSTEM

ATRCRAFT ELECTRICAL REPAIRMEN (3ABR43330)

THIS MANUAL DESCRIBES HOW YOU CAN EARN SPECIAL

PRIVILEGES BY YOUR PERFORMANCE AT TECHNICAL

SCHOOL. READ IT - IT IS IMPORTANT TO YOU -

208
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INTRODUCTIOM

As you may know Air Training Command has sponsored a group
from Purdue University to do a nroject with the Aifcraft Electri-
cal Repalrmen and Weather Observer courses at Chanute. Many of
you in the 57th Student Squadron have participated in interviews,
taken questionnaires, etc. The information we collected from
you has been analyzed and wc arc now ready to start a program
which uses this information.

THE PURPUSE OF THIS PROGPAM WE ARE ABOUT TO START IS TO

MAKE PERFORMING WELL IN YOUR TECH SCHOOL COURSES AS ATTRACTIVE

AS POSSIBLE TO YOU.

To do this, we are making available to you certain special
privileges which can be carned by good performance in tech school.

The following special privileges are included in the nrogrzm:

. Bus rides to or from school.

2. cCommendation Certificate sent to narents.

3. Commendation Certificate sent to Commanding Officer at
new base of assignment.

b. Choice of A or B shift.

5.. Straggler's Passes.

6. Being ahle to leave class earlier.

7.. Being able to skip class for a day.

8. Three-day passes over the weekend.

9. Mearing any uniform you choose to class.
10.  Being excused from squadron detalils.

These special privileges can be earned as a result of good
performance in tech school. To encourage good performance even
further, two things can happen if your performance is especially

bad. These are:

1. Mandatory study perinds on weckday evenings.

2. Mandatory study pericds on Saturday.

209
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Aruitoxt provided by Eic:

EARITING THE SPECIAL PRIVILEGES

You earn these special privileges by your performance on the
block examinations given at tcch school. The higher your perfor-
mance on these examinations, the morc privileges you can earn.
When we speak of performance, we arc talkiag about two things:

1) ynur score on the written part of the block exam, and 2) the .
speed with which you finish thc block. The higher your score and
the faster you finish a block, the morc privileges you can earn.

Here's how the system works: Based on the score you recelve
on the written part of the examinations given at the end of each
block and based on how fast you finished the block, you wiill be
given a number of Performance Credit Certificates. A Performance
Credit Certificate is an actual plece of paper that can he used
to ''buy' ~rivileges. You might think of these Performance Credit
Points as money that can be used to 'purchase‘ privileges. The
more of them you earn, the more privileges you can get.

As mentioncd above, the number of Performance Credit Points
you get after each block depends on both the score you receive on
the written portion of the bhlock exam and on the speed with which
you finish the hlock. The chart beléw shows how many Performance

Credit Points you get for different hlock written exam scores.

If your block written exam You g2t this many Performance
score is:: Credit Points:

77 OF 1e8S +éececeeeseaasanaaanas 0

78 ..... e e e eeee e e e e cee. 2

79 ....... e e re e - ]

80 ..., cenesas RN 6

3 . ... 8

82 ........ e e e e e, . 10

83 ..., e ew e e e e 12

210



1 S PP 16
BE e ., 17
B2 e e 18
- 18
B i i e 19
. 19
. 20
92 ity 20
L s J A 21
1 PP 21
90 i ii it eeet e 22
] 22
T 2 23
] 23
] I 24
100 . eemeecenans e eenan 28

For each block of the course therec is a normal block time.

These arc listed telow:

Block ! 15 class days (90 hours)
Block |1 10 class days (60 hours)
Block 11 15 class days (90 hours)
Block 1V 15 class days (90 hours)
Block V '6 class days (90 hours)
Block VI 10 class days (60 hours)

The number of Performance Credit Points you get depends on
how much earlier than these ncrmal times ycu finish the block.
For every hour that you finish the block ecarly, you get two points.
in other words, you get 12 points for every day you finish earlier
than normal itme. For example, if you got an 84 on the written
portlon of a the Block 11l exam and you took it after helng in the
block for 12 days instead of thc usual 15 you would get 14 point;

for your score of 84, and 36 points for finishing 3 days early.
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Aruitoxt provided by Eic:

Thus, you would get 3 total cf 50 points.

Another example would be If you finlishad Block | in 15 days
with a score of 88 on the written portion of the exam. 1In thisg
case you would get 18 Points for your score, hut MO Points for
finishing early.

As you krow, block examsconsist of both written and performance
sectlons. For some blocks you get an actual percentage score for
the performance section Of the exam, while for nther blocks you get
a2 Satlsfactoty (S) or Unsatisfactory (U). You earn Performance
Credit Points only for your score on the written portion of the
e<am, but not on the performance section. However, you must at
least pass the performance portion of the exam to be eligible for
Polnts. In other words, any Points you have earned for your score
on the written portion of the exam and for finishing early will be

awarded only when and if you pass the performance scction.

BUYING PRIVILEGES

Once you have earned some Performance Credit Points you ca.
use them to buy privileges. Most of the privileges you actually
have to buy, that s, you must exchange sone of your Performance
Credit Cortificates to get the Privileges. A description of
these privileges and how much they ''cost' is listed below:

1. Bus ride for ore day to or from class. This privilege
applies onily to male airmen since WAF ride the hus already.
The bus will pick up B shift students at 12:15 at the chow
hall area (corner of L & 6th) and take them to the tech
school area. The hus will then pick up students fintshing
A shift at the corner of South Cental avenue and South
Road and lcave for the chow hall at 12:15. To ride the
bus costs | (one) Performauce Credit Point per day. How-
eve~, the btus holds only 44 passengers, and choice of who
rides in it is on a first come, first served hasis. 1If
less than 44 passengers decide to huy a ride on a given
day, therc will be no prohlem, everyone will ride. If
more than 4h wisk to huy a ride, the first 44 people vill
he able to get on. This privilege can be bought for as




mary days as you wish provided vou have enough Performance
Credpt Points.

2. Straggler's Pass fnr nnc week. Buying this privileac means
that for onc wzek (llonday through Friday) you do not have
to march to and from class. This privilege costs & (four)
Porformance Credit Points. 1t can be bought for as many
wceks as you wish., If you buy this privilege, along with
an authorization slip, you will reccive 8 metal pin.

This pin must be worn on the pocket of the uniform when
you are straggling. These pins must he returned at the
end of your earned straggling period.

3. Choice of Uniform for one week. Buying this privilege
means that you may weir anv Air Force approved uniform
to class that you wish. In other words, you would not
heve to wear fatigues to class for one week if you
tought this privilege. Choice of uniform for one week costs
2 (two) Performance Credit Points. It can be bought for
as many weeks 83 you wish., This privilege is subject to
one restriction, however, When the dress code for the
day Is & or 5, the warmer fatigue typc uniforms must he
worn to protect you from the weather. Unfcrtunately, the
performance point system will nct be able to give you a
‘refund' of points on these colder days. That is, if you
have earned the privilete to wear any uniform for a week
and for two days of that weck you must wear fatigues be-
cause of cold wecather, you will not be ahle to #pPply thnse
two days to anotaer week.

b. Being excused from squadron details for one week. Buying
this privilege mears that you do not have to do any squa-
dron details such as policing the area, shoveling snow,
etc. for one week. This privilege costs 3 (thrce) Per-
formance C.edit Pcints. It con be bought as many times
as you wish.

3. Leaving class one hour early. If this privilege is earned,
you can leava class cac hour carlier than usual. This
privilege cost 7 (seven) Performance Credit Points. If
you wish to buy more than one hoir off, you may do so.

This can be one hour off on diff:rent days, or several

hours off cr the samec doy.

6. Day cff from class. You may also carn an entire day off
from class on a Tuesday, Wednesday, or Thursday. This
privilegjc costs z5 Perfarmonce Credit Points.

7. 3-Day Pass over the weekend. VYou may also carn a Monday
or 3 Friday off and get a 3-Day Pass over the weekend.
This privilege costs 30 Performance Credit Points.

J1th u % You can have as many days off as you can earn,
military regulations say that you cannot have wmore thang,
72 hour pass. Thercfore, you could not, for example, get

BEST COPY AVAILABLE
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the Thursday before the pass off as well. This would
amount to a ®f hour nass and thercfore would violate re-
gulations.

8. Choice of A or B shift. The privilcges covered so far

can be bought as many times as you wish. However, this
one, choice of A or B shift can be bought only once,
That is, if you choose to spend your points on changing

e shift, you can only do it once, you cannot change back
again. Furthermore, this privilege is on an as available
basis. If, for example, B shift is complcately full, you
will not be ahlec to change from A to B shift. This privi-
lege costs (20) performance Credit Points.

If you carn a day off or a 3-day pass, the time off you
get does not ''count against you' for the next block. For
example, if you finished Block 3 in 77 class hours (worth
3¢ Performance Credit Points) you could huy a 3-dsy pass.
But since you would already have finished block 3, you
would actually be in Block & when you got the pass (or
day off). But you might also want to finish block &
guickly so you could ecarn more points. So, sincc you
carned onc day off (six hours) this ¢ hours would not be
counted in figuring the time it took you to finish 8lock
L. Block * time would be the usual #B hours plus the

6 hours you had off, making a total of 74 hours. Then,
if you finished Block 4 in 40 hours (24 hours less than
the rccomputed time of 74) you would earn 48 Points.

There are some special privileges which are determined by your
performance - that is, the number of Performance Credit Points you
carn ~ but which you do not actually have to buy, these include
commendation certificates.

1. Commendation Certificate sent to ncw Commanding Nfficer.
This special award will also be givan on the basis of
performance in the course. If you ecarn an average of
at lcast 40 Performance Zredit Points per block, this
special certificate will be sent to the Commanding Officer

at yYour ncw basc.

2. Commendation Certificate sent to Parcnts. As with the
certificate sent to your nev Commanding Officer, this
certificate will be sent to your parents if your average
number of points is at lcast 40 points per block, and if
you wish the certificate to be sent.

MOTE: 1If you average 40 Points per hlock or more, certi-
ficates will be sent to both your new Commanding Officer
and your parcnts, if you so desire. Thesc awards will
not actually have to be bought. They will be sent auto-~
matically if you wish them to he sent.
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A1l of the things we have hcen discussing so far attempt to

makc high performance in tech school attractive. Fspecially poor
performance is also considerad by the system. This is done by
having mandatory study pcriods to- poor nerformance.

1. Mandatory study necriod, 'loncay, Tucsduy and ‘‘edncsday
cvnning; If you fall tro far benird in “he course you
will ne recquised to attena mandatory study periods on
Honday, Tucsday and “ednesday cvenings. You will be
required to attend thesc study scasi=zas if you get more
than 37 class hours “ehind during any hlocl of the course.
The normal times for- eacihn biock were qiven on page 3.
Thus, you would he requiracd to zttend these study scs-
sions if, for cxample, you were still in Block | after
112 class hours or were still in Rlock 2?2 after 86 ciass
hours. You will bha requirad to attend thesc sessions

cach weck untii you pzss the hlecck.
Furthermore, if vou faii a block exa1, yocu will be re-
quircd to aricnd these sessica uatil you pass that

block exam.

2. MHendatory stuay pcriog 22 Saturdav. ‘'n. cddition to the
weekday cvenin) manditory study sess.ons failing a
bloclk exzn wili malle you ke re uired to attend Saturday
mandatory Stddy sessions fa tic morsine znd the afternoon.
You will attend thasa Saftircyy scssic~s untii you pass
the kloct.

Both the eveniang and Za.a-day nandate:; study sessions will be held
in 8 room at the sauadron.

These mandatory stud,; scszions are 1.a adcdition to any remedial in-
struction the tech sc ool r:qu’res of you,

In addition to thesce mandaroty study ccsw:ons, you will rceceive
no Performance Ciedit Peints for :namy talken afs.r 30 hours more
than the normal biock time. For Lraupic, ¥ you wook the Block
111 exam after 125 ‘s of instruzctina in the dlock ard qgot a 90
on the written exom you sould 5tii! receive nn Performance Credit
Points. Furthcrmo’~, if you fail a block and arc forced to rencot
it, you arc not cligitlec to qct morn ecformunce Credit Points for
that block. However. once you pass tihat plock exam, you arc eli-
gible to carn Points as usuai aFter that.

BEST COPY AVAILABLE
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STUDENT MANUAL FOR. CHANUTE PERFORMANCE CREDIT SYSTEM
AIRCRAFT ELECTRICAL REPAIRMEN (3ABR43330)

THIS MANUAL DESCRIBES HOW YOU CAN EARN SPECIAL
PRIVILEGES BY YOUR PERFORMANCE AT TECHNICAL
SCHOOL. READ IT - IT IS IMPORTANT TO YOU.
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while you arc under this suspension.

MILITARY PERFORMANCE

Your performance at Chanute as » memher of the Unitced States
Alr Force is determined not only by your performanc; in tech school
but other aspects of military life as well. Poor performance in
these military aspects will he considered hy this system in a man-
ner similar to that discussed above. Certain major infractions of
Air Force regulaticns such as disobeying a direct order, repecatedly
missing mandatory formations, going AWOL, using narcotics, assault,
and other major infractions will result not only In the usual penalty
under the Uniform Code of Military Justice, btut will also result
in you teing unable to purchase privileges for a specificd time.
This penalty may ke given by a military training instructor, in con-
sultation with the Squadron Commander when they determine a major
violation of regulations has occurred. The length of time an air-
man will not be permitted to buy privileges will also he at their
discrcetion depending on the nature of the violation and will typi-
cally be for one week.

MOTE: The Performance Credit Points you have earned cannot
be taken away, but for the specified time period you will be unahle

to spend them. Furthermore, you can still earn more Performance

Credit Points while under the restriction not to spend them.

MECHANICS OF THE SYSTEM

A few days after each block exam you take, you will be given
an envelope containing the Pcrformance Credit Certificates you have
earned. When you get them keep them in a safe place since if you

lose them they will not be replaced.
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To actually “uy the privileges you will usc the following
]

procedure. Fill in the "Peivilege Buying Form" A copy of this
form Is attached to the hack of this manuval. Additional copies of
this form will be made availahle tt the squadron area. To fill

in the form; follow the directions given at the top of the form.

As the directions state, you fill in the form and put it and
the corrcct numter of Performance Credit Certificates in an envelope.
This envelope is then put ir the box provided In the squadron =rea.

ihese envelopes will be pickad up several ‘times per week and
two or three d3ys later you will he given authorization slips for

the privileges you have selected. You cannot actually use the

earned privileges until you get an authorization slip. Do not
lose these authorization slips. They arec the only mecans you have
to show that you have carned the prlvlle;e.

Many of these authorization slips must he signed by one or
more people (e.g., your tech school instructor) hefore they hecnme
valid. It is your respensibility to get them signed. The pro-
cedures for getting the various authorization slips signed is
described on the authorization slips you will be getting., Ffollow
this procedure'carefully.

You can buy privileges, that is submit a Privilege Buying Form
as often as you wish. In other words, you can spend all your points
at one time or sprcad them out, or even save them for as long as

you wish.
ELIGIBILITY

All airmen in the course will participate in the system no
matter what stage of the course they happen to he in. However,

there is onc exception to this. Points will not be given for
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the Block VI cxam since you would k¢ unahlc to spend them hefore

you left the base.

QUESTIONS ABOUT THE SYSTEM

if you have any questions ahout the systcm, ask the Super-
visory personhnel at the squadron area. They are familiar with
the system. If they do not know the answer to your question, call
the Traiaing Research Application Branch at the Base. The
number is 3947/3497. They will he ahle to answer youf questions,

or at least find out the answer in a day or so.
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Appendix S

Manual for Incentive System II

Notet The manual presented here is that used for the
AER course only. The WX manual was similar
except that no discussion of speed of conpleting
the course was mude,
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STUDENT MANUAL FOR CHANUTE PERFORMANCE CREDIT SYSTEM
ATRCRAFT ELECTRICAL REPAIRMEN (3ABR43330)

THIS MANUAL DESCRIBES HOW YOU CAN EARN SPECIAL
PRIVILEGES BY YOUR PERFORMANCE AT TECHNICAL
SCHOOL. READ IT - IT IS IMPORTANT TO YOU.
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INTRODUCTION
As you may know Air Training Command has sponsored a group
from Purdue Un.versity to do a project with the Aircraft Elecirical
Repairmen and Weather Observer courses at Chanute. The students in
the 57th Student Squadron have been participating in the program.
THE PURPOSE OF THIS PROGRAM 15 TO MAKE PERFORMING WELL IN

YOUR TECH SCHOOL COURSES_AS ATTRACTIVE AS POSSIBLE TO YOU.

To do this, We are making available to you certain special
privileges which can be earned by good performance in tech school.
The following special privileges are included in the program:

1. Letter of Recognition -~ sent to Commanding Officer at
new base of assignment.

2. Letter of Recognition -- sent tc parents.

3. Permission to proceed to and from class individually.
4. Being able to leave class earlier. .
5. Getting a day off during the week.

6. Getting a 72-Hour Pass.
7. Wearing any uniform you choose to class.
8. Being excused from squadron details.

EARNING THE SPECIAL PRIVILEGES

Your earn these special privileges by your performance in the
block exams given in the course. The betteryou do on these block
exams (both speed of finishing the block and actual score) the more

privileges you can earn.

Here's how the system works: Based or your performance on block
exams, you will be given & number of Performance Credit Points. You
might think of these Performance Credit Points &a money that can be
used to "buy" privileges. Tie more Points you earn, the more privi-
leges you can get. )

The number of Performance Credit Points yod get depends on two

things: (1) the score you get on the written block exams, and (2)
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the speed with which it takes you to finish the block. The higker
your score and the faster you finish the block, the more Points you
can sarn. .

The first way to earn Points is by your actual scores on the
block exams. You have been given a form which includes your name, AF
number, and five "Exam Target Scores”, one target score for each of
the first five blocks of the course. These target scores represent
the block written exams scores you must beat to start earning Per-
formance Credit Points. If you get better than that target score
.on a block w;itten exam you earn Performance Credit Points. If you
get that target score or lower on a block written exam, you earn NO

Performance Credit Points. For every point above the target score

you get on a written block exam You get 2 (two) Performance Credit

Points. For example, suppose Airman Smith had exam target scores like

these:
Block Target Scores
Block I 83
Block II 85
Block IIX 84
Block IV 80
Block V . 83

This would mean that if he got better than 83 on the Block I
exam he would get Performance Credit Points. If he got better than
85 on the Block II exam he would get Points, better than 84 in Block
III, and so on. Suppose he got an 89 on the Block I written exam.
Since his target score was 83, and he gets 2 (two) Performance Credit
Points for every percentage point above his target score, he would
earn 12 Performance Credit Points. (89 - 83 = 6, 6 x 2 = 12). Sup-
pose he got a 90 on the Block II exam. Since his target score was
85, he would be 5 points above it and thus get another 10 Performance

Credit Points. Suppose he got a score of 80 on the Block III exam.

IToxt Provided by ERI
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Since this is below his target score of 84 he would get NO Perfor-

mance Credit Points.

The second way to earn Petfofmance Credit Points is by the speed
with which you finish Blocks of the course. On the sheet you have
been giveh you also have five "Time Target Scores", one for each
block. As with the Exam Target Scores, these are the times you must
beat to get Performance Credit Points. For every hour you finsih the
Block faster than your time target score, you get 2 (two) Performance

Credit Points. These Performance Credit Points are in addition to

‘the Points you get for your actual Block exam score. For example,

suppose the same Airman Smith described before had the following

Time Target Scores:

Block Time Target Scores
Block I 81 hours
Block IIX 53 hours

' Block III 78 hours
Block IV 75 hours
Block V 82 hours

If he finished Block I in 76 hours he would have beaten his
target time by 5 hours and thus get 10 Performance Credit Points.
If he finished that Block in 76 hours and got a socre of 89 he would
get an additional 12 Performance Credit Points for beating his
Exam Target Score of 83 and thus get a total of 22 Points (10 for
speéd plus 12 for exam score) for Block I. Suppose he finished
Block II in 50 hours with an exam score of 83. He would get 6 Points
for beating his time target by three hours, but would get NO Points
for his exam score since he was below his exam target score. (His
exam score was 83 and his exam .arget score for Block II was 85).
Suppose for Block III he finished in 80 hours with an exam score of

91. He would get NO Points for speed since he took more time than
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his target score but he would get 14 Points for beating his exam
target score by 7 percentage points.

Each airman in the 57th Squadron will have his own set of target
scores. The target scores are based on measured academic achievement
level. The higher your academic achievement level, the higher your
target scores. The idea behind this is that it is easier for a high
academic achievement student to get high scr - ~n the exams and
finish the blocksquickly and thus it is easier for him to get Points.
In contrast, it is harder for the lower academic achievement student
to get high scores and finish quickly and thus get Points. 1In the
system here, all students will have an equal chance to get Points
and therefore privileges, since academic achievement is taken into
consideration.

POOR PERFORMANCE

As you know, block exams consist of both written and performance
sections. For some blocks you get an actual percentage score for the
performance section of the exan, while for other blocks you get a
satisfactory (S) or Unsatisfactory (U). You earn Performance Credit
Points only for your score on the written portion of the exam, but
not on the performance section. However, you must at least pass the
petformanqg portion of the exam to be eligible for Points. In other
werds, any‘Points you have earned for your score on the written por-
tinn of the exam and for finishing early will be awarded only when and
if you pass the performance section.

Furthermore, since both speed of finishing the course and actual
scores on exams are important, certain conditions must be met to earn
Points. First, you cannot earn any points for a Block if you take
5 days (30 hours) or more over your time target score to finish the
Block. Thus, if Airman Smith took105 hours to finish Block IV
Q
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(time target score of 75 plus 30 hours) he would, of course, get NO

Points for speed, but he would also get NO Points for his score no

matter how high his score was.
The second gset of conditions deal with failing a Block. If you

fall a Block exam and then re-take it after your time target score

You get NO Points for your score on the second try. Thus, if Airman

Smith took the Block 1V exam after 60 hours and failed it, then took

it again after 85 hcurs, Le would get NO points for his second score

since B85S hours is over his time target score of 75 hours. Also, if
for the first time

he took the Block IV exam after 80 hours and failed it, he would

get NO Points for his score when he re-took the exam. However, there

is one exception to this. If you fail a block exam before you exam

target time and retake it before your target time you ase eligible to

get points for the score you get on the second try. Thus, if Airman

‘Smith took the Block IV exam after SO hours and failed it . then

xe-took it after 70 hours, he would get points for his score on the
second . try if his new score was over his target exam score.

BUYING PRIVILEGES

Once you have earned some Performance Credit Points you can use
them to buy privileges. Most of the privileges you actually have
to buy, that is, you must pay some of your Performance Credit Points
to get the privileges. A description of these privileges and how
much they "cost” is listed below:

1. Permission to proceed individually to and from class.
Buying this privilege means that for one week {(Monday
through Friday) you do not have to marci. '~ or from class.
This privilege costs 4 (four) Performance Cicdit Points.
It can be bought for as many weeks as you wish. If ycu
buy this privilege, along with an authorization slip, you
will receive a metal pin. This pin must be worn on the
pocket of your uniform when you are walking. These pins
must be returned at the end of your earned walking period.
When this privilege is earned you are free to get to and
from class on any schedule you choose provided you meet
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required formations. For example, a student on A ghift
could go from chow to the BX and then walk back to the
barracks. He would, however, be required to get to TI
notes on time,

Choice of Uniform for 1 (one) week.

Buying this privilege means that you may wear any Air Furce
approved uniform to class that you wish. In other words,

you would not have to wear fatiques to class for one week

if you bought this privilege. Choice of Uniform for one

wesk costs 2 (two) Performance Points. 1+ can hs bouyht

For as many weeks as you wish., w.th this privilege ¥.u may
also wear any uniform you wish to TI notes and other iunctions.

P2ing excused from squadron details for one week. This
rIv?Ie e costs 7 (seven) Performance Credit Points Egr week .,
guzcﬁase of this privaege get you out of the following

squadron detailis:

a) CQ runner on weekends (separate rations personnel)
b) cutting grass
¢) policing squadron area

d) parades and ret:cats - although there is no guarantee
that purchase of this privilege will get you out of
paradce and retreats. an attempt will be made to select
only those troops who have not purchased this privilege.

Leaving class one hour early.

¥ this privilege is carned, you can leave class one hour
earlier than usual. This privilege costs 7 (seven) Perfor-
mance Credit Points. If you wish to buy more than oOne hour
off, you may do so. This can be cne hour off on different

days, or several hours off on the same day.

72-Hour Pass.

You may earn a 72-Hour Pass over tie weekend (Monday OF
Friday off). This privilege costs 30 Performance Credit
Points. Military regnlations say that vou cannot have
more than a 72-Hour Pass. Therefnre, you could not, for example,
get a 3-Day Pass over riday, Saturday, and Sunday, and
get the Thursday before the pass off as well. This would
amount to a 96 hour pass and therefore would violate :egu-
lations. Also, if you were to det Friday off, you must
meet all mandatory formations (classes, TI not~s, etc.) on
Monday.

NOTE: You are still responsible for the material covered
in the course during the time you have taken off. In
other words, if you earn a day off from class you must
somehow get the material tha: was covered that day in
class.

Day off from class and Squadron Details.

You may also earn an entire day off from class and squadron
details on a Tuesday, .ednesday or Thursday. This privilege
cost 25 Performance Credit ints. Buying this privilege
also gets you out of those squadron details described above
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under the squadron details privilege for the day you have
off.

There axre two special privileges which may be earned by your
performance - that is the number of Performénce Credit Points you
earn - but which you do not actually have to buy, these are Letters
of Recognition.

1. lLetter of Recognition se.nt to new Commanding Officer.

This special award will be given on the basis of perfor-
mance in the course. If you earn an average of at least
40 Performance Credit Points per measurement or your
average course performance is 90% or better - this special
letter will be sent to the Commanding Officer at your new
base, if you so desire,

2. Letter of Recognition sent to Parents.

As with the Letter sent to your new Commanding Officer, this
letter will be sent to your parents if you earn an average of
40 Points or better per measurement or if your average score
is 90% or greater, and if you so desire.

NOTE: If you get 40 Points per measurement or average 90%
or greater, Letters will be sent to both your new
Commanding Officer and your parents.

These awards will not actually have to be bought.
They will be sent automatically if your performance
qualifies you to earn them and if you wish them

to be sent.

OTHER TECH SCHOOL PERFORMANCE

Performance at tech school is determined not only by your grades
and speed of finishing but also by the way you conduct yourself at
tech school. For example, disrupting classes, poor attitudes, and
gross lack of effort are indicators of poor overall performance. The
system considers these aspects of performance in the following way.
1f one of your tech school instructors feels that your level of effort,
attitudes, etc. are extremely poor he may, in consultation with the
Course Supervisor, disqualify you from buying privileges for a speci-
fied period of time. This period of time wil.. be at the discretion

of the instructor, and will depend on the nature of the infraction.

However, it will typically be for no longer than one week at a time.
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During this time you will be unzble to buy privileges even if you

have the points to do so, and any privileges you have purchased for
use during that suspension period may not be used. However, points
you have paid out for that privilege will be refunded to you.

NOTE: This suspension of privileges does not mean that you
actually lose points you have earned, but only that you
can not use the points ycu have for privileges. Also,
if your performance is high, you can continue to earn
more points while you are under this suspension.

MILITARY PERFORMANCE

Your performance at Chanute as a member of the United States
Air Force is determined not only by performance in tech school, but
other aspects of military life as well. Poor performance in these
military aspects will be considerad by this system .n a manner simi-
lar to that discussed above. Certain major infractious of Air Force
regulations such as disobeying a direct order, repeatedly missing
mandatory formations, going AWOL, using narcotics, assault, repeated
poor personal appearance (haircuts, uniforms), missing class, missing
driver's training, repeated poor attitudes, and other major infractions
will result not only in the usual penalties under the Uniform Code of
Military Justice, but will also result in you being unable to purchase
privileges for a specified time. This penalty may be given by a
military training instructor, in consultation with the Squadron Com-
mander when they determine a major violation of regulations has occurred.
The length of time an airman will not be permitted to buy privileges
will also be at their discretion depending on the nature oi the viola-
tion, but will typically be for one week.

NOTE: The Performance Credit Points you have earned cannot be

taken away; but for this specified time period you will
be unable to spend them. Furthermore, you can still earn

more Performance Credit Points while under the restriction
not to spend them.
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MECHANICS OF THE SYSTEM

A few days after each alock Exam you take, you will be given a
form stating how many Performance Credit Certificates you have.

To actually buy the privileges use the following procedure.
Fill in the "Privilege Buying Form". A copy of this form is attached
to the back of this manual. Additional copies of this form will be
made available in the squadron area. To fill in the form, follow the
directions given at the top of the form.

As the directions state, fill in the form and put it in an en-
velope. This envelope is then put in the box provided in the squadron
area. '

These envelopes will be picked up several times per week and

two or three days later you will be given authorizaton slips for the

privileges you have selected. You cannot actually use the earned

privileges until you get an authorization slip. Do not lose these

authorizations slips. They are the only means you have to show that
you have earned the privilege.

Many of these authorization slips must be signed by one or more
people (e.g., your tech school instructor) before they become valip.
It is your responsibility to get them signed. The procedure for
getting the various authorization slips signed is described on the
authorization slips you will be getting. Follow this procedure
carefully.

You can buy privileges, that is submit a Privilege Buying Form,
as often as you wish. 1In other words, you can spend all your points
at one time or spread them out, or even save them for as long as you
wish.

EARNING DAYS OFF

Two of the privileges in the system deal with days off: the 72-
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Hour Pass and the Day off from Class. If you have the points you are

guaranteed to get the privilege except for the following restrictions:

1) You are not on Academic Probation,
2) You are not in Washback Status.
3) Your buying privileges have not been officially suspended.

Under NO other circumstances will you be UNABLE to get the time off.
ELIGIBILITY

All airmen in the 57th Squadron will participate in the system
no matter what stage of the course they happen to be in. However,
‘there is one exception to thas. Points will not be given for the
last block exam since you would be unable to spend them before you
left the base.
QUESTIONS ABOUT THE SYSTEM

1f you have any questions about the system, ask the supervisory
personnel at the squadron area. They are familiar with the system
If they dc not know the answer to your question, call the Training
Research Application Branch at the Base. The number is 3497. They
will be able to answer your questions, or at least find out the

answer in a day or so.
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PRIVILEGE BUYING FORM

DIRECTIONS: Where appropriate, fill in the number of days, weeks, etc.
you wish to have the privileges. Indicate the number of
Performance Credit Points each costs and add them up at the bottom of
the form. After filling in your Name and Soc. Sec. Number, fold the
form and place it in an envelope with the correct number of Performance
Credit Points. Put your Name and SS number, shift and school on the
outside of the envelope and place the envelope in the box provided
in the Squadron area.

** Remember to put your Name and SS number etc. on the outside of the
envelope.

ELECTRICAL (AER) WEATHER (WO) A SHIFT B SHIFT
SEPARATE RATION (SEP RAT)

1. Permission to Number of weeks desired NUMBER OF POINTS
proceed to and Dates (Monday through USED
from class Friday only)
indiv@dually. From to
::e:?lnts per Is this privilege being
renewed? YES NO .
2. Choice of Uni- Number of weeks desired NUMBER OF POINTS
form (2 Points Dates (Monday through USED
pe r week) Friday only)
From to
3. Excused from Number of weeks desired NUMBER OF POINTS
Squadron Details Dates (Monday through USED
(7 Points per Sunday)
week) From to
From to
4. Leaving Class Number of hours desired NUMBER OF POINTS
1 (one) hour Dates & Times: USED
early 1) ’
(7 Points) ” ’
2)
5. Excused from Dates desired: NUMBER OF POINTS
Class 1 (one) 1) USED
day (25 Points)
2)
3)
6. 72-Hour Pass 1) NUMBER OF POINTS
(30 Poirts) 2) USED _
3)
TCTAL NUMBER OF POINTS ENCLOSED:
NAME:
SOCIAL SECURITY NUMBER: - -

TODAY'S LATE:
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‘LETTERS OF RECOGNITON

In order- to be eligible students in the Weather Observer course
must have an average of 92% or better for the first 12 weeks or

have earned an average of 10 Points per measurement.

In order to be eligible students in the Electrical Repairmen
Llourze must average 40 Points per Block or have an average of
908% or better through the first five blocks.

*
If Letter of Recogntion is requested to your next base please

enclose 1 (one) copy of your order.

If you are ir .i= last block of your course, f£fill in the parts
below:

A. I wish to have a Letter of Recognition sent to my new
Commanding Officer. YES NO

B. I wish to have a lLetter of Recognition sent to my Parents.

YES NO

PARENT'S NAME AND ADDRESS:
NAME:

ADDRESS:
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only. The WX manual was similar except that no
nmention was made of points for speed of completing

) Apperdix T

Manual for Incentive System I1II

Note: The manual presented here is for the AER course
the course.
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I1I

STUDENT MANUAL FOR CHANUTE PERFORMANCE CREDIT SYSTEM

AIRCRAFT ELECTRICAL REPAIRMEN (3ABR43330)

THIS MANUAL DESCRIBES HOW YOU CAN EARN SPECIAL
PRIVILEGES BY YOUR PERFORMANCE AT TECHNICAL

SCHOOL. READ IT -~ IT IS IMPORTANT TO YOU.
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1RTRODUCTION

As you may kaov Air Training Command has sponsored a group
from Purdue University to do a project with the Aircraft Electrical
Repairmen and Weather Observer courses at Chanute. The students in
the 57th Student Squadron have been participating in the program.

THE PURPOSE OF THIS PROGRAM IS TO MAXE PERFORMING WELL IN

YOUR TECH SCHOOL COURSES AS ATTRACTIVE AS POSSIBLE TO YOU.

To do this, we are making available to you certain special
privileges whi:h can be earned by good performance in tech school.

The following special privileges are included in the program:

1. Letter of Recognition -- sent to Commanding Officer at

new base of assignment.

2. Lotter of Recognition ~- sent to parents.

3. Permission to proceed to and from class individually.

4. Being able to leave class earlier.

5. Getting a day off éuring the week.
6. Getting a 72-Hour Pass. '

1

7. Wearing any uniform you choose to class.

8. Being excused from squadron details.

In addition to these above ~ you can also earn the following,
privileges:

1. Chits redeemable at BX facilities.

2. U.S. Savings Bonds.

3. Gift certificates for Sears Department Store.

4. Chits a. the Airman's Club.

5. Free weekend roundtrip bus transportation to cities in
the Midwest. . :

6. Free use of a car for a weekend.

EARNING THE SPECIAL PRIVILEGES

You earn these special privileges by your performance in the
block exams given in the course. The better you do on these block
exams (both speed of finishing the block aﬁd actual score) the more

privilegel you can earn.
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‘eve's how the system works: Based on your performance on

.+ . 2xams, you will be given a‘number of Performance Credii Pointe.
“si. «.ight think of these Performance Credit Points as money that can
.sed to "buy" privilegea. The more Points you earn, the more pri-
vileges you can get.

The number of Performance Credit Points you get depends on two
things: (1) the score you get on tac written block exams, azd (2)
the speed with *vhich it takes you to finish the block. The higher
your score and the faster you finish the block, the more Points you
can earn.

You will earn two different kinds of Performance Credit Points:

Base Privilege Points and Financial Privilepe Points. These two kinda

of points are used for different privileges. Base Privilege Pointa
may be cashed gn for the privilege of: (1) procreding individually
to and from class, (2) being able to leave class e:rlier, (3) getting
a day off during the week, (4) getting a 72-Hour Pass, (5) wearing
uniform you choose to class, and (6) being excused from squadron de-
¢ails. The Base Privilege Points can only be cashed in for these
above privileges.

The Financial Privilege Points, on the other hand, may be cacﬁcd
n for: (1) chits at the BX, (2) U.S. éavingl Bonds, (3) giff certi~

“..te at Sears, (4) chits at the Airmen's Club, (5) free weekend bus

-ransportation to cities in the Midwest, (6) free use of a car for a
- 2¢,.2nd or during a 72 Hour Piss. The Financial Privilege Points can
only be cashed in for these pri;ile;es.

The first way to earn Base Privilege Points and Financial Privi-
lege Points is by your actual scores on the block exams. You have been

given a form which includes you name, AF number, and five "Exam Tar-

get ‘Scores', one targ:t score for each of the first five blocks of
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1@ course. These tar;oi icogoa roﬁr;.ent Eho Sloci Gizi%-h ox;i.

:ores you must beat to atart earning Base Priviiege and iihanciti .
Privilege Points. If you get better than that target score on ¥ . -

tlock written exam you earn points. For every point above tﬁc tar-

get score ycu'goi on a Qritton block exam you get 2 (t‘&) Base Pri-
) ! o
vilege Points und 2 (two) Financial Privilege Points. PFor exanple,

suppose Airman Smith had exanm target scores like these:

Block Target Score
Block I 83
Block II 85
Block III 84
Block IV 80
Block V 83

This would mean that 1f he got better than 83 on the Block I

exan he would éct points. If he got better than 85 on the Bloci 11
exam he would g;t points, better than 84 1in Block I;I. and so on.
Suppose he got an 89 on the Block I written exam. Since his target
score wvas 83, and he gets 2 (two) Base Privilege Points and 2 (tyo)
Financial Privilege Points for every percentage point above his Ear-.
get score, he would earn 12 (twelve) Base Privilege Points and lf
(twelve) Financial Privilege Points (89 - 83 = 6, 6 x 2 = 12) ;u;;
pose he got a 90 on the Block II exam. Since his target score vac
85, he would be 5 points above it and thus get another 10 (ten)
Base Privilege Points and 10 (ten) Financial Privilege Pointa. Sup-
s8¢ he got a score of 80 on the Block III exam. sinco thi- is belov
his target score of 84 he would rec;ive NO Base Privilege Point. or
Financial Privilege Points. 4

The second way to earn Base Privilgge Points and Financial Pri-

vilege Points 1is by the speed with which &ou finish Blocks of the

course. On the sheet you ".ave been given you also have five "Time
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Target Scores", one for each block. As with the Exam Target Scores,
these are thée times you must beat to get Base ag? Financial Privilege
Points. For every hour you finish the Block faster than Your time
target score, you get 2 (two) Base Privilege Points and 2 (two) Finan-
cial Privilege Points. These Base and Financial Privilege Points

are in addition to the Base and Financial Privilege Points you get
for your actual Block.cxa! score. For example, suppose the sane

Airman Smith described before had the following Time Target Scores.

Block Time Target Scores
Block I 81 hours
Block II 53 hours
Block IIX 78 hours
Block IV 75 hours
Block V 82 hours

"If he finished Block I in 76 hours he would have beaten his
target time by 5 hours and ;Lu; get 10 (ten) Base Pgivilcge Points
and 10 (ten) Pinancial Privilege Points. If he finished that Block
in 76 hours and got & score of 89 he would get an additional 12
(twvelve) Base Privilege Points and 12 (twelve) Financial Privilege
Points for beating his Exam Target Score of 83 and thus get a total
of 22 Base Privilege Points (10 points for speed plus 12 points for
exam score) for Block I and 22 Financial ®rivilege Points (10 poin“s
for speed plus 12 points for exam score) for Block I.

Suppose he finished Block II in 50 hours with an exam score of
83. He would get 6 (six) Base Privilege Points and 6 (six) Financial
Privilege Points for beating his time target by three hours, but
would get NO Base Privilege or Financial Privilege Points for his
exanm score since he was below his exam target score. (His exam
score was 83 and his exam target score éof Block II was 85). Sup-

pose for Block III he finished in 80 hours with an exam score of 91.
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.e would get RO Base Privilege or Financial Privilege Points for spead
since he took more time than hie.target acore but he would git 14 !adi-

B

Privilege Pointa and 14 Financial Privilege Pointa for bontta; hic

cxim target score by 7 percentage pointa. (91 ~ 84 = 7) . u
Each afrman in the S7th Squadron will have his own set of tar;ct

scores. The target scores are baaed on measured acadenic .chlovc-

ment level. The higher your acadeaic achievement level, tha hlgh.f
your target aocres. The idea behind thia 1is that it ia eaaier for

a8 high academic achievement student to get high acores on the exama

and finish the blocks quickly and thua it is eaaier for hia to g.é
Points. In contrast, it ia harder for the lower academic nchlo;o;

ment student to get high acores and finish quickly and thua get Pointa.
In the lycgom here, all students will have an equal chance to get

Poiate and therefore privileges, since acadenmic achievement ia taken
- |
into consideration.

POOR PERFORMANCE

As you know, block exams consiat of both written and pprformance
sections. For some blocks you get an actual percentage acore for the
performance section of the exam, wkile for other blocka you get a
Satisfactory (S) or Unsatisfactory (U). You earn Base Privileio nnd
Financial Privilege Points only for your ‘score on written portion o£

ot

the exam, but net onr-the pexformance sectfon’ However, you nuat n:

least pass the performance portion of the exam to be eligiblo'fo£ )
Base Privilege and Financial Privilege Points. 1In othor vords, o;i
Base or Financial Privilege Poiﬁtl ;ou have earned for your score
on the writeen portion of the exam and for finishing early will be
avarded only when and 1f you pass the perfornnnce section,

Furthermore, since hoth speed of fintahing the course and actual

scores on exams are impeortant, certain conditiona -must be met to earn
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Points. UPFirat, you cannot earn acy Nase and ¥inancial Privilege
Points Zor a Block 1f you take 5 days (30 hours) or more over your
time target score to finiah the Block. Thus, if Airman Smith took
105 hours to finish Block IV (time target score of 75 plus 30 hcurs)
he would, of course, get NO Points for speed, but he would also get

NO points for his score no matter how high his score was.

The secor’ set of conditions deal with failing a Block. If you

fail a Block exam and then re-take it after your time target score

you get NO points for your score on the second try. Thus, if Airman
smith took the Block IV exam after 60 hours and failed it, then took
1t again after 85 hours, he would - ¥0 vpointa for hias second score
gince 85 hours is over his time targ-:* score of 75 hours. aAlso, 1if
he took the Block IV exam for the first time after 80 hours end
failed 1t, he would get gé point.)fgf his score whean he re-tnok tle

.
exan. However, there is one exception to this. If you fail s block

exan befors you exsn target time asnd retake it bafore your target

time you are eligible to get Points for the score you get on the
second try. Thus, if Airman Smith took the Bloc IV exam after 50
hours and failed it, then re-took it after 70 hours, he would get
base and Firancial Privilege Points for his score on fhc gecond Ery
1f his new score was over his target exam score. .

BUYING PRIVILEGES

Once you have earned some Base Privilege Points and Financial
privilege Points you can use them to buy privileges. Most of the
privileges you sctually have to buy; that is, you must pay some of

your points to get the privileges.

The first group o€ privileges may be bought with Baye Privilege

Points. These are described below along with how much thes, "cost™:

1. Permission to proceed iadividually to and from class.

241

246



h

Buying this privilege means that for one week (Monday
through Friday) you do not have to march to or frem ¢lasy.
This privilege costs 4 .(four) Base Privilegé Points. .
It can be bought for as many weeks as you wish: ¥f yo§ ..
buy this privilege, along with an authorization ilip,'yoﬁ
will recefve a metal pin. This pin nmust be worn om thé
pocket of your uniform when you are walking. These pina
must be returned at the end of your earned walking peri
When .this privilege 12 earned you are free to get to and
from class on any schedule you cuoose provided you.mest
required formations. For example, a student on A shift
could go from chow %o the BX and then walk back to the
barracks. He would, however, be required to get to TI
notes on time.

Choice of Uniform for 1 (one) week.
Buying this privilege means that you may wvear snY Air Porce
approved uniform to class that you wish. In other words,

‘.

you would not have to waar fatiques to class for one week
if you bought this privilege. Choice of Uniform for one
week costs 2 (two) Base Privilege Points. It can be bought
for as many weeks as you wish, With this privilege you
may also wear any uniform you wish to TI notes and other
functions. )

Being excused from squadron details for one week. This
privilege costs 7 (seven) Base Privilege Points per week.
Purchase of this privilege gets you out of the following
squadron details:

a) CQ runner on weekends (separate rations personnel),
b) cutting grass

c) parades and retreats - although there 1is no Buarantee
that purchase of this privilege will get you out of
parades and retreats, an attempt will be made to select
only those troops who hava not purchased this privilege.

Lcaving class one hour early.

If this privilege 13 earned, you can leave class one hour
earlier than usual. This privilege costs 7 (seven) Base
Privilege Points. If you wish to buy more than one hour
off, you may do so. This can be one hour off on different
days, or several hours off on the same day.

72-Hour Pass
You may earn a 72-Hour Pass over the weekend (Monday or .
Friday off). This privilege costs 30 Base Privilege Points.

Military regulations say that you cannot have more than

a 72-Hour Pass. Therefore, you could not, for example, gét
a 3-Day Pass over Friday, Satuirday, and Sunday, and get the
Thursday before the pass oif as well. This would amount

to s 96 hour pass and therefore wculd violate regulations.
Also, 1f you were to get Friday off, vou must meet all man-
datory fcrmations (classes, TI notes, etc.) on Monday.

NOTE: You are still responsible for the material covered
in the course during the time you have taken off.
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In other words, if you earn a day off from class
you must somehow get the material that was coveéred
that day in class.

Day off from class and Squadron Details.

You may also earn an entire day off from class and squadron
details on a Tuesday, Wednesday or Thursday. This privi-
lege costs 25 Base Privilege Points. Buying this privilege
also gets Yyou out of those squadron details described above

under the squadron detaile privilege for the day you have
off.

The privileges just described above can be purchased only with

Base Privilege Points. The six privileges described below can be

purchased only with FPinancial Privilege Points.

1.

Chits for BX facilities

These chits are redeemable for merchandise and services at
the following BX areas: Main Store, Short Stop Store, Out-
door Store, Barber Shop, Beauty Shop, Service Station (gas,
oil, minor repairs, etc.), and the Pizzeria. These chits
are in units of one dollar's worth of merchandise. They
will be given 1in units of $3.00 and this $3.00 worth of
merchsndise costs- § (four) Financial Privilege Points. TYou
may buy as many $3.00 unitg of chits as you wish. For
example, 8 Financidl Privilege Points ger you $6.00 in
chits, 12 points gets you $9.00, and so on. As mentioned
above, the chits are in $1.00 denominations. Thus, the

4 points will get you three chits worth one dollar each.
When you want to buy something you must go to the charge
desk at the BX area where you are buying the merchandise.
Due to the paper work required, you will not be able to get
change from the chits. Thus, you must spend the entire
chit. For example, 1f you bought $2.50 worth of gas at

the service station, you would give them two one dollar
chits and 50 cents in cash. You could not give them three
one dollar c¢hits and get 50 cents change.

Free United States Savings Bonds.

You earn U.S. Savings Bonds. For 25 Financial Privilege
Points you can get a $25.00 Savings Bond. You can caah that
Bond in after 60 days and get $18.75 in cash, or keap the
Bond and let the interest build up. You can buy as many
$25.00 Savings Bonds as you wish.

Gift certificates redeemable at Sears Department Store.

These certificates are redeemable for merchandise at any -
Sears Department Fftore in the United States. This privilege
can be purchased 11 units of $6.00 and this $6.00 gift certi-
ficate costs 8 (eight) Financial Privilege Points. You may
purchase as many $6.00 gift certificates as you wish. To
1llustrate - for 16 Financial Privilege Points you can pur-
chase a $12.00 gift certificate,"for 24 Financial Privilege
Points you can buy an $18.00 gift certificate, and so on.
These gift certificates should be spent within 90 days.
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Chits at the Afrmen's Club.

Chits at the Airmen's Cludb can also be earned. This privi-
lege will cost you 4 Fimancial Privilege Points and will
entitle you to $3.00 worth of chits which can be spent at
the Airmen's Club. You can purchase, in $3.00 blocks, as
many of these certificates as you have Financial Privilcgc
Points (e.g., 8 Points gives you $6.00 in chits, etc,) '

Free round trip bus transportation.

You can get a free round-trip bus ticket from Rlntoul to
anvwhere in the Midwest. These could be used to go places
on weekends or for a 72-Hour Pass. The number of Financial
Privilege Points this privilége costs depends on where ioi
want to go. The more the bus ticket actually costs, the
more points it will cost you. Each Financial Privilege
Point is worth $.75 (seventy-five cents). To figure the
number of points any ticket will cost you, call the
Greyhound Bus Company in Rantoul and find out how much the
ticket costs. Then divide that cost by .75 and that will
tell you how many Financial Privilege Points the ticket
will cost you. For example, if the ticket was $15.00, it
would cost you 20 Financial Privilege Points ($15.00'2 .75 =
20). The number of points it will cost to go to several’
cities is listed below:

City - Number of Financial Privilege Points -
Chiczago -- . 13 Poings
indianapolis 20 Points
St. Louis 22 Points

Remember that you must be back to the base when You are
supposed to be. It is your responsibility to do this.

Free ugse of a car for the weekend.

You can obtain the use of a car (air-conditioned, 4-door
sedan) for a weekend or 72-Hour Pass. This privilege coste
80 Financial Privilege Points. Any individua] student cen
buy this privilege or a group of 5 or 6 cun pool their points
to obtain the car.

The car will te delivered to the 57th Squadron orderly room
by a representative from Econocar of Champaign (901 S. Neil).
You will then be required to take this representative back

to Champaign. Once you have done this you are free to go
anywhere you like so long as no more than 600 miles are driven
for the weekend or 72-Hour Pass. Your first tank of gas,minus
the gas required for the trip to and from Rantoul, is in-
cluded in the privilege; additional gasoline must be pur-
chased by the individual (s). You must return to Econocar and
a representative will then drive you to Chanute AFB,

The car rental company insists that the person who drivea the
car and takes responsibility for it must be at least 21 years
old. Thus, 1if you are not 21 yourself you must find someone
to go along with you who is 21.

There has been some concern raised about this privilege from

a safety point of view. Thus, if the privilege is abused
(e.g., students don't return on time, someone has an accident,
Bore than 600 miles are put on the car, etc.) this privilege
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will have to be reconsidered and possibly cancelled for all.

i.J20RTANT .

B Y

Remember that there are gwo kinds of privileges - those that can
2¢ bought with Base Privilege Points (permission lo proceed individually,
leaving class early, day off, 72-Hour Pass, choice of uniform, and ex-
cusal from squadron details) and those that can be bought with Finan-~
cial Privilege Points th chits, U.S. SQQings Bonds, Sears gift certi-
ficates, chits at the Airmen's Club, bus trips, and free use of a car).
You can only buy Base Privileges with the Base Privilege Points and’
you can only buy Financial Privileges with the Financial Privilege

Points. For example, if you had 30 Base Privilege Points and 30 Fi-
nancial Privilege Points you could not put 10 of your Base Privilege

Points with your 30 Finaﬂctal Privilege Points and get a Sears gift

certificate coat?ng 40 Points. <
There are two privileges which may be earned by your performance,

that 1is the number of Performance Credit Poitns you earn - but which

you do not actually have to buy, these are Letters of Recognition.

1. Letter of Recognition sent to new Commanding Officer.

This special award will be given on the basis of performance
in the course. If you earn an average of at least 80 Points
(Base Privilege Points plus Financial Privilege Points) per
measurement OR your average courSe performance is 90% or
better - this spec?al letter will be sent to the Coumanding
Officer at your new base, if you so desire.

2, Letter of Recogntion sent to Parents.
As with the Letter sent to your new Commanding Officer, this
letter will be sent to your parents if you ¢arn an average
of 80 Points or better per measurement OR if your average
score is 907 vr greater, and if you so desire.

NOTE: If you get 80 Points per measurement or average 90%
or greater, Letters will be sent to both your new
Commanding Officer and your parents. .

These awards will not actually have to be bought.
They will be sent automatically if your performance
qualifies you to earn them and if you wish them to
be sent.

245

RIC



O

ERIC

Aruitoxt provided by Eic:

OTHER TECH SCHOOL PERFORMANCE

——

Performance at tech achool is determined not only by your grades
and speed of finishing but also by the way you conduect yourself at
tech school. PFor example, disrupting classes, poor attitudes, and
gross lack of effort are indicators of poor overall performance.
The system considers these aspects o performance in tle following
vay. If one of your tech school instructors feels that your level of
effort, attitudes, etc. are extremely poor he may, in consultation with
the Course Supervisor, disquality you from buying privileges for a v
specified period of time. This period of time will be at the.discre-
tion of the instructor, and will depend on the nature of the infrac-
tion. However, it will typically be for no.longer than cne week st
a time. During this time you will be unable to buy privileges even
if you have the points to do so. and any privileges you have pui-
chased for usa-during that suspenglon-period may not be used. However,
points you have paid out for that privilege will be refunded to you.
NOTE: This suspension of privileges does not mean that you
actually lose points you have earned, but only that you
can not use the points you have for privileges. Also,
if your performance is high, you can continue to earn

more points while you are under this suspension.

MILITARY PERFORMANCE

Your performance at Chanute as a member of the United States Air
Force is determined not on)ly by performance in tech school, but other
aspects of military life as well. Poo; performance in these military

\,
aspects will be considered by this system in a manner similar to that
discussed above. Certain major infractions of Air Force regulations
such as disobeying a direct order, repeatedly missing mandatory for-
mations, going AWOL, using narcotics, assault, repeated poor pevsonal

appearance (haircuts, uniforms), missing class, missing driver's train-

ing, repeated poor attitudes, and other major infractions will result
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not only in the usual penalties under the Uniform Code of Military

Justice, but will also result in you being unable to purchase privi-
leges for a specified time. This penalty may be given by a military
training instructor, in consultation with the Squadron Commander
wvhen they determine a major violafion of regulations has occurred.
The length of time an airman will not be permitted to buy privileges
will also be at their discretion depending on the nature of the
violation, but will typically be for one week.
NOTE: The Base Privilege and Financial Privilege Points you N
. have earned cannot be taken away; but for this specified
time period you will be unable to spend them. Furthermore,
you can 8still earn more Base Privilege and Financial Pri-

vilege Points while under the restriction not to spend
then.

MECHANICS OF THE SYSTEM

A few days after each Block Exam you take, you will be given a

form stating yoth the number of Base Privilege Points and the number

of Financial Privilege Pointéiyou have farned.

To actually buy the privileges use the following procedure.
Fill in one or both of the buying forms: '"Base Privilege Buying Form",
and/or "Pinancial Privilege Buying Form"™. Copies of these forms are
attached to the back of this manual. Additional copies of these forms
will be made available in the squadron area. To fill in the forms,
follow the directions given at the top of each form.

As the directions st;;e, fill in the form and put it in an envelope.
This envelope is them put In the box provided in the squadron area,

These envelopes will be picked up several times per week and two
or thres davs later you will be given authorization slips for the
privileges you have selected (for example, a 72-Hour Pass) or you
will be given the actual privilege (e.g., BX chits). Do not lose

these authorization slips. They are the only means you have to show

that vou have eatn~d tha privjleca,

RIC
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Some of these authorization slips must be gigned by one or more
people (e.g.,_your tech school instructor) before they become valid.
It is your responsibility to get them signed. The procedure for
gezrinzg the various authorization slips signed 1s described on the
authorization slips you will be getting. Follow this procedure
carefully. t

You can buy privi%egca. that 1is su§m1t a Base or Financial Privi-
lege Buying Form, a8 often as you wish. 1In other words, you can spend
2ll your points at one time or spread them out, or even save them for
as long a; you wish,

EARNING DAYS OFrF

Two of the privileges in the system deal with days off: the
72~-Hour Pass and the Day off from Class. If you have the Base Pri-

vilege Points you are guar;nteed to get the privilege except for the

following rescrictions: *

(1) You are not in Academic Probation.
(2) You are not in Washback Status.
(3) Your buying privileges have not been officially suspenrded.

Under NO other circumstances will you be UNABLE to get the time off.
ELIGTBILITY .
All airmen in the 57th Squadron will participate in the system
no matter what stage of the course they happen to be in. However,
there is one exception to this. Points will not be given for the last
block exam since you would be unable to spend them b?fore you left

the base.

QUESTIONS ABOUT THE SYSTEM

If you have any questions about the system, ask the supervisory
personnel at the squadron area. They are familiar with the systen.
If they do not know the answer to your question, call the Training

Research Application Branch at the Base. The number 1is 3497. They
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will be able to answer your questions, or at least find out the

answer in a day or so.
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BASE PRIVILEGE BUYING FORM

DIRECTIONS:
etc., you wish

T“uere appropriate, ftll in the number of days, weeks,

to have the privileges, 1Indicate the num~-

ber of Base Privilege Points each costs =:. add them up at the bottom

of the form. After filling
the form and place it in an
Privilege Points. Put your

in your Name and Soec. Se:. Number, fold
envelope with the correct number of Base
Name and SS number, shift and school on

the outside of the envelope

and place the envelope in the box provided

in the Squadron area.

#%* Remember to put your Name and SS number etc., on

eavelope,
ELECTRICAL (AER)
SEPARATE RATION (SEP RAT)

1. Permission to

— __ WEATHER (WO)

Number of weeks desired

the outside of the

A SHIFT B SHIFT

NUMBER OF BASE

proceed to and Dates (Monday through PRIVILEGE POINTS
from class Friday only) USED
individually. From to

('4 Base Points Is this privilege being

per week) renewed? YES NO

2. Choice of Uni- Number of weeks desired NUMBER OF BASE
form (2 Base bDates (Monday through PRIVILEGE POINTS
Points per week) Friday only) USED

From to.. -~

3. Excused from- Number of weeks desired ANUMBER OF BASE
Squadron Details Dates (Monday through PRIVILEGE POINTS
(7 Base Points Sunday) USED
per week) From to

From to

4. Leaving Class Number of hours desired NUMBER OF BASE
1 (one) hour Dates & Times: PRIVILEGE POINTS
early. 1) USED
(7 Base Points) 2)

5. Excused from Dates desired: NUMBER OF BASE
Class 1 (one) 1) PRIVILEGE POINTS
day (25 Base 2) USED
Points) 3)

6. 72-Hour Pass Dates desired: NUMBER OF BASE
(30 Bage Points) 1) PRIVILEGE POINTS

2) ' USED
3)
. )
TOTAL NUMBER OF BASE PRIVILEGE POINTS ENCLOSED:
WAME:

SOCIAL SECURITY NUMBER:

TODAY'S DATE:

v
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FINANCIAL PRIVILEGE BUYING FORM o

DIRECTIONS: Where appropriate, mark the number of the priviieges you
want. Indicate the number of Financial Privilege Points

each costs and add them up at the bottom of the form. After filling

in your Name and Soc. Sec. Number, fold the form and place it in an

envelope with the correct number of Financial Privilege Points. Puf

your Name and SS number, shift and school on the outside of the envelope

and place the envelope in the box provided in the Squadron area.

#% Remember to put your Name and SS number etc., on the outside of the

envelope. .

ELECTRICAL (AER) WEATHER (WO0) A SHIFT B SHIFT _

SEPARATE RATION (SEP RAT)

1. U.S. Savings Number of Bonds NUMBER OF FINANCIAL
Bond (25 Fin- desired POINTS USED
ancial Points .-
per $25.00 Bond)

2. Gift Certificate Number of Badcks NUMBER OF FINANCIAL
from BX (4 Finan- desired POINTS USED

cial Points for
a Block of gift
certificates
worth $3.00)

3. Chits (tokens) Number of Blocks NUMBER OF FINANCIAL
from the Airmen's desired POINTS USED
Club (4 Fimancial L e :
Points for a Block ’
of Chits worth -

$3.00)

4. Gift Certificates Number of $6.00 NUMBER OF FINANCIAL
from Sears Dept. gifc certificates POINTS USED
Store (8 Financial desired

Points for a $6.00
gift certificate)

S. Round-trip bus City o: town NUMBER "OF FINANCIAL
transportation desired POINTS USED
(Rate of exchange:
1 (one) Financial Cost of ticket:

Points is worth 75¢) §

6. Automobile rental Dates desired NUMBER OF FINANCIAL
service (80 Finan- (Weekend or 72-Hour POINTS USED
cial Points per car) Pass ONLY)
From To

#*TOTAL NUMBER OF FINANCIAL PRIVILEGE POINTS ENCLOSED:

NAME: ’ .
SOCIAL SECURITY NUMBER: - -
TODAY'S DATE:




LETTERS OF RECOGNITION

In order to be eligible students in the Weather Observer course aust
have an average of 922 or better for the first 12 weeks or have
earned an average of 20 Points (Base Privilege Points plus Financial

Privilege Points) per measurement.

In order to be eligible students in the Electrical Repairmen course
must average 80 Points (Base Privilege Points plus Financial Privi-
lege Points) par Block or Liave an average of 90X or better ‘through

the first five blocks.

I1f Letter of Recognition 1s requested to your next bage please

enclose 1 (one) copy of your order.

If you are in the last block of your course, fill in the parts below:

A. I wish to have a Letter of Recognition sent to my new
Commanding Officer. YES NO

B. I wish ro have 2 Letter of Recognition sent to my Parents.
YES ______NO

PARENT'S NAME AND ADDRESS:

NAME:

ADDRESS:

O
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Note:

Part I: Goal Setting Quesiionmaire

Part II: Checks on the Manipulations

Part III: Bquity Questionnaire

The instruments presented here are those used for
the AER course. WX instruments were similar except

that items dealing with speed of course completion
were not included.
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STUOENT OPINION SUNVEY (Electrical Course)

NAME

AF SERVICE NO.

DATE

This is a questionnaire that asks you to give your reactions and
feclings to three different things: (i) the type and nature of goals
you may set in the technical school; (2) your feelings about relatione
ships between effort, performance, and the benefits you receive; and
("3") the equity that you see ;n tech school.

Your answers will be kept in the strictest confidence. No one
on this base, or any other place jn the Air Froce, will ever see what
you 3s an individual have exprcssed: 'This information will be used

by Purdue University to aid in evaluating the effectiveness of Alr

force Technical Training.

PART 1: GOAL SETTING

This section of the questionnaire deals with goals and goal sct-_
ting. The word goal can mean many things to different people. Wa
are referring to goals as a general or specific level of performance
that a person trjes to recach. Some people set many different goals
for themselves while others do not set goals at all. Furthermore,
some people set very general goats suth as “i'1l try to do my best,”
while others set very specific goals such as "1'll try to get a 90%
on the Block 111 exam."

We would like to know if you set - :ls; and If you do, how often
you set them 2nd what these gonals are.

Please answer all the gquestions below as accurately as pcssible.
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1)

2)

3)

)

g1
-

I set
A)
8)
c)
0)
£)

1 set
A)
8)
¢)
D)
£)

When
A)
8)
c)
D)
E)

When

goals for my score on each block exam in the course: (circle
always one)
usually
sometimes
seldom
never

goals for how quickly | finish o block of the course: (circ:e
one;

always
usually
sometimes
seldom

fever

| am given a block exam in the course: {circle one)
| set no particular goals
! just try to pass the block. exam.
I try to d2 my hest
i tey to score between 75 - "2 “

i try to score hetween 93 - 100

{ am glven a certain klock of Instruction, my g30al ahout how

quickly | try to complete It is:

A)
8)
c)
D)
£)

| set no particutar goals about when | will finish it

i try to finish it in the normal scheduled time

| try to beat the normal scheduled time hy as much =: | can.
i tey to finish it ! - 2 davs =22-ly )

| try to finish it 3 or more days early

The Importance to me of the goals | set for my score on a bloek

exam

A)
8)
c)
D)
£)
F)

this does not apply to me, | don't set goals

very unimportant to me that | make the goal

somewhat unimportant to Bé that | make the goal

neither important nor unimportant to me that ! make the goal
somewhat i.aportant to me that ! make the goal

very important to me that | make the goal



6) The Impnrtance to me of the goals | set for how soon | finish a
block is:

A) this does not apply to me, | don't set goals

B) very unimportant to me that | make the goal

C) somewhat unimportant to me that | make the goal

D) neither important nor unimportant to me that ! make the goal
E) somewhat important to me that | make the goal

F) very important to me that i make the goa!l

7) How much would you he willing to work to make a particular goal
{score on block exam)?

- -—

A) this does not apply to me, | don't set goals

8) | would not work very much at all

) 1 would work a little

0) | would work moderately hard
Eg 1 would work quite hard

F } would work extremely harAd

“
8) How much would you he willing to work to meet a goal of finishing
a biock in the amount of time you had set as your goal.

A) this does not apply to me, ! don't set goals

8) 1 would not work very much at all

€) 1 would work a lijttle

0) | would work moderatcly hard

E). 3. would work quite hard

F) | would work extremely hard
9) How disappointed in yourself would you he if you did not make a

particular goal (score on hiock exam) that you had set for your-
self? (circle one) .

A) this does not apply to me, | don't set goals
B) not disappointed at all

C) somewhat disappointed

D) moderatcly disappcinted

E) quite disappointed

F) very disappointed T,




R)
B)
c)
D)
E)
F)

10) How disappointed in yourself would you be If you did not fimish
a block in the amcunt of time ycu had sct as your goa.?

this does not apply to me, | don't set goals
not disappointed at all

somewhat disappointed

moderatecly disapnecinted

quite disapnointed

very disappointed

11) In your coursc what percent of the students do you try to beat?

<ercent (Write in percent figure from 0% - 100%)




JART 11: RELATIONSHIP BETWEEN EFFORT, PERFORMANCE, AND REWARD

This section of the questionnaire deals with different relation=-
ships between effort, performance , and rewards. The first questions
deal with the degree to whlich you think effort is related to perfor=~
mance in tech school. In some situations, effort is highly related
to performance in that the harder you try, the better your nerformance
is. In other situations, how hard you try doesn't have much effect
on how well you do. We would like to know what you feel the rela-
tionship is between your effort and your performance in tech scheool.

Below are questions which ask you to estimate the chances that
you will have certain levels of performance. If you exert high, me-
dium, or low amounts of effort. By high effort is meant 762 - 1002
of your maximum possible efforz; medium effort refers to 26% - 75%
of your maximum possible effort; and low effort refers to 07 - 25%
of your maximum possible effort.

Remember that jf something is absolutely.qertain to happen, we
say the chances that it will happen are 10 in 10. If it is absolutely
certain thar a thing will not happen, the chances are 0 in 10 of its
happening. .hat is, there is no chance of its happening. In many

¢sses the chances are somewhere between N and 10 out of ten.

SAMPLE

What are the chances in 10 of..,

A. Passing the course if you effort is:
HIGH (76% - 100% of your maximum effort); 1 2 3 456 7 8 9{0
MED. (262 - 75% of your maximum effort): 1 23 45 6789 10
LOW (0% - 25% of your maximum effort): 123 456782910

In the example above the person answering this questici is say-
ing that if he exertshigh effort, the chances are 10 out of 10 that
he will pass the course. 8ut only 7 out of 10 if he exerts medium
etfort; and he has only 5 chances in 10 of passing the course if he

exerts low effort,
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WHAT ARE THE CHANCES 1IN 10 OF ..,

Getting grades which put you In the topi253% of your class ¢ ooy
eifort ls:

HIGH (76% - 100% of your maximum effort): 1 2 3 4 56 7 89 3~
{circle a number)}

HED (26% - 75% of your maximum effort):” 1 2 34 56 7 89 12 .
(circle a number)

Low (0% - 25% of your maximum effort): 12345678910
(circle a number)

Getting grades which p.,t jyou in the middle of your class (mlddle
50%) if your effort Is:

HIGH (762 - 100% of vou' maximum effort): 1 2 34 56 7 8 9140
{(circle a n@gmber)
MHED (262 - 752 of your maximum effort): 1 2 34 567 89 10
(circle a number)
Low (0% - 25% of your maximum effort): 1234568910
(circle a number)
Getting grades which put you in the bottom 25% of your class If
your effort is: .
HIGH (763 - 1002 of your maximum effort): 1 2 34 56 7849 10
{(circle a number)
MED (26% - 75% of your maximum effort): 12 3466 789 10
{circle a number)
Ltow (0% - 252 of your maximum effort): 12345678910
{(circle a number)

Being able to finish a particular block 3 days early if your
effort is:

HIGH (762 - 100% of your maximun effort): 1 2 34 5 67 89 1)
{circle a number)

a
4ED  (26% - 75% of your maximum effort): 12 34 56 789 10
(circle a number)
6
a

Low (0% - 25% of your maximum effort): 12345 78910
. {circle number)

. 4

Being able to finish a particular block in the normal scheduled
time i“ your effort is;

HIGH (76% - 1002 of your maximum effort): 1 2 34 56 789 19
{(circle a number)

MED (263 - 75% of your maximum effort): 12 34 56 78910
(circle a number)

Ltow (0% - 252 of your maximum effort): 12345678910
(circle o number)




7

0

Finishing
HIGH (76%
hED (262

Low (0% - 25% of your maximum effort): 12345

a particular block 3 days late If your effort |s: |

- 1003 of your maximum effort): 1| 2 3 4 56 78.910
(circle a number)

a
= 75% of your maximum effort): 12 3 456 78 910
{(circle a number)
6
3

78910

(circle number)

The second set of questions deal with the relationship you see

tztween level
teges at tech
leges' we are
traifding that

Getting 5

of effort and receiving rewards, benefits, and p:°
schcol. By the terms "rewards, benefits, and privi-
referring to such things as the pay you recelve, the

you reccive In the technical school that may Le of later

assistance in civilian life, gaining the respect of your fellow stu-
dents for performance in the school, a sense of self-accomplishment,
3-Day Paéses, and so on.

WHAT ARE THE CHANCES IN 10 OF ..,

large number of rewards, benefits, and privileges i7

your effort is:

HIGH (76% - 1002 of your maximum effort): ¥ 2 3 4 66 78 910
(circle a number)
MED (26% - 75% of your maximum efforty: 1 2 3 4 56 78 910
(circle a number)
LOW (0% - 25% of your maximum effort): 12345678910
{(circle a number)
Getting a medium number of rewards, benefits, and privileges If
your effort is:
HIGH (76% - 100% of your maximum effort): } 2 3 b 56 78 910
L . (;lrcle 3 number)
MED (26% - 75% of your maximum effort): 1 23 45678910
(circl a number)
tow (0% - 253 of your maximum effort): 12345678910
(circle a number)

Getting a smail number of rewards, benefits, and privileges if

your effort is:

HIGH (76% - 1003 of your maximum effort)» 1 2 3 4 56 78 910
(circle a number)

MED (26% - 75% of ycur maximum effort): 1 2 3 4L S5 6 78 910
{(circle a number)

Low (8% - 25% of your maximum cffort): 123456178910
(circle a number)
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The third set of questions deal with the relationship you see

bstween your level of performance and the rewards, benefits, and
privileges you receive.

WHAT ARE THE CHANCES N 10 OF ...

10.  “cttin~ 1 hi h 1~.«1 f rew~r's If y-ur _ra'ss are:

HIGH .(top 253 ~f your class): 123456780910
* . (circle ~ num*.r)

MED (middle 50% of your class): 123 45678910
N (circl: ~ nun'.:r)

LOW (bottrm 25% nf y ur class): 123 45678910
.-t . (circle a num'cr)

**. Getting an intermediate level of rewards if your grades are:

516H (top 253 of your class): 12345678910
{circle a number)

nZD (middle 50% of your class): 12345678910
{circle a number)

oW (bottom 25% of your class): 12345678910
| {circle a number)

12. Getting a low level of rewards if your grades are:

HIGH (top 25% of your class): 12345678910
(ctrcle a number)

MED {(middlie 502 of your class): 12345678910
(circie a number)

Low (bcttom 25% of your class): 123456782910
(circle a number)

13. Getting a high level of rewards if you finish blncks of the course:

Earller than the normal standard time: 123456782910
(circle a number)

At the normal standgrd time: 12345678910
(circle a number)
Later than the normal standard time: 123456178910
(circle a number)
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Getting an intcrmediate level of rewards If you finish blocks of

the course:

Earlier than the normal standard time:

At the normal standard time:

Later than the normal standard g£imé"

6
a
6
a
6
a

7.89 10

number?

789 1%
number )

78910
number)

Getting a low level of rewards If you finish blocks of the course:

Earlier than the normal standard time:

it the normal standard time:

Later than the normal standard time:
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123456
(circle a

123456
(circle a

123456
(circle a

784910
number)

78910
number)

789 10
number)



PART III: FEELINGS OF FAIRNESS

The lsst section of the questionnaire desls with how fair you feo' thinzs sre
in the technical school. Several of the questions deal with the rewards, beneficts,
and privileges available to studentis on the base. These questions ask you to
stete vh;t percent of these rewards, benefits, and privileges you or other gfv.d "~
receive. Note that the questions do not asi. how many rewards, benefits, and
privileges are available, but how much you or others get from those that qﬁﬁuclly
are available. PFor example, you midy feel that the smount of rewsrds, benefits,
and privileges is very low, but you get all of them that are availsble,

As with the previous section, rewsrds, benefits, and privileges refer to

things like pay, training you get, feelings of accomplishment, 3-day passes, etc.

1) When I consider all the possible rewards, benefits, and privileges available
to atudents at Chanute, I would say that I am actually receivin -
percent (place percent figure from 0 to 100) of these rewards, benefits, and

privileges.

2} When I consider all the possible rewards, benefits, and privileges available
at Chanute, I would say that sy fellow students are actually receiving

percent of these rewards, benefits, and privileges.

3) I cen honestly say that I am putting in percent of my energy, talenta,

and abilities into my job as s studert at Chanute. .
4) I can honestly say that myffellaw students in this squsdron are putting in

percent of their energy, tslents, and abilities into their jobs ss

students st Chanute.
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5) When I consider how much of my energy, talents, and abilities I put into my

O

ERIC

Aruitoxt provided by Eic:

job as a student in chis squadron at Chanute, I would say that the rewards,
benefits, and privileges that 1 get are: {circle one)

A) far too small

B) slightly too small

c) ubouF right

D) slightly too much

E) far too much

6) When I coneider how much of their energy, talents, and abilities the students
in this squadron sre putting into their jobs at Chanute, I would say that the

rewards, benefits, and privileges that they get are:

A) far too small

" B) slightly too small
C) sbout right
D) slightly too much

E) far too much

7) There are students in this squadron who get too many rewards, benefits, snd
privileges for what they put ,nto their jobs as students.
A) strongly agree
B) agree T
C) neutral

D) disagree

E) strongly disagree

{) There are students ip this squadron who 92_225_555 enoush rewards, benefits,
and privileges for what they put into their job as students.
A) strongly agree
B) agree
€) neutral
D) disagree
E) strongly disagree
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Appendix V

Itenm Statistics on Checks on Manipulations

(For actual items see Appendix U Part II)
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Appendix V., Checks on Manipulations (Expectancy-Valence Items): ARR
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Appendix V (Cont.), Checks on Menipulations (Expectancy-Valence Items)s WX

Trt 2(N=39) axt 3(Ne24)

Trt 1(N=50)

Haw. (N=48)

»e

1 85906‘82775978‘613737‘9930
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(4] 62586730885967100036152093
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Appendix W

Item Statistics on Overall Air Force Items




Item

10
23
29
37
42
43
44
46
48

10
23
29
37
42
43
44
46
48

Appendix W . Means and Standard Deviations for Items on

Overall Air Porce Scale, by Course and Condition

Weather Stadents

¥o." Scoring B(Nel31) H(N=55)
X ] X o
+ 1.4 .73 1.6 .81
+ 1.6 .84 2.1 1.02
+ 2.3 1.01 2.5 1.12
+ 2. .95 2.1 1.00
- 3.2 1.3¢8 3.0 1.24
+ 3.4 1.05 3.4 1.05
+ 2.9 1.32 3.1 1.26
+ 2.2 1.19 2.5 1,26
- .2 1.29 2.9 1.22
- 3.6 1.15 3.4 1.15%
- 3.8 1.16 4.1 .96
Electrical Students
B(N=116) H(N=150)
i [ i 9
+ 211.08 2.1 1.03
+ 2.8 1.13 2.9 1.09
+ 2.9 1.19 3.0 1.13
+ 2.7 1,16 2.7 1.15
- 2.6 1.28 2.4 1.18
+ 4.0 .99 4.0 .91
+ 3.6 1.07 3.7 .97
+ 2.9 1.10 3.0 1.13
- 2.8 1.24 2.7 1.12
- 3.1 1.19 3.0 1.14
- 3.6 1.113% 3.4 1.19

1(N=148)

X

1(N
X

2.2
2.7
2.9
2.4

2.8
4.0
3.6
2.9
2.7

3.4
3.5

(-]

.87

0 .90

1.02
1.12
1.24
1.02

jl.1l
8 1.10
8 1.24

1.03
1.04

=135)
g

1.11
.96
1.08
l1.08
1.24
.76
1.01
1.11
1.08
1.23
1.10

2(N=

W W NN W WNNNMNNN M

.
W O &N Y OO0 O

101)
L

1.05
1.04
1.02
1.19
1.20

.90
1.07
1.01
1.13
1.05
1.16

2(N=95)

X

2.4
2.%
3.1
2.8
2.6
3.9
3.8
3.0
2.7
3.2
3.5

ag
1.13
.97
1.07
1.08
1.25
.79
1.02
1.13
1.03
1.10
.89

*
Item numbers refer to iftems on Stud-nt (pinion Questionnaire

3(N=33)

.0 1,02
2.5 1.06
3.1 .91
2.8 1.06
2.7 1.38
3.9 .89
3.7 1.28
2.4 1.09
2.6 1.43

7 1.16
3.3 1.36

3(N=103)
-]

1.19
1.05
1.09

.95
1.11

.76
1.05
1.08
1.01
1.07

W W N W WL NN WwWwwN M
. .
W O N N VW VW UV D W o Wn

.
-]
o

(Appendix M). Note that some items are worded in the negative so
that & low value indicates positive attitude.




Iter Statistics on Course Evaluation Items




Appendix X .° Means and Standard Deviations for
Course Evaluation Items, WX
Item No.* Scoring B(N=132) H(N=5S5) 1(Nel47) 2(Ne100) 3(Ne33)
1 X X 3 X
1 + .7 .8 3.3 8 3.8 .C 38 .9 39 .9
2 + 3.4 1.0 3.3 1.0 3.2 1.1 3.7 1.1 3.81i.2
3 - 3.2 1.1 2.9 1.1 2.6 1.0 2.4 .9 2.2 .9
4 - 2.6 .9 2.5 .9 2.5 .9 2.4 .9 2.41.0
5 + 4.0 .7 4.0 .7 40 .7 4.0 .9 4013
7 + 2.7 1.0 2.6 1.1 2.7 1.1 2.9 1.1 3.21.2
9 + 2.4 .9 2.5 .9 2.6 1.0 2.7 .9 2.81.0
12 + 2.7 .8 2.7 .8 2.5 .8 2.5 .8 2.4 .9
13 + 3.1 .9 3.2 .2 31 .9 3.4 .9 3.51.0
14 - 3.3 .7 2.5 .7 2.4 .9 2.4 .9 2.2 .7
16 + 3.3 .8 3.6 .8 3.5 .8 3.6 .8 3.7 .7
18 - 3.4 1.1 3.6 .9 3.6 1.1 3.6 1.1 3.a 1.4
20 - 20 .6 21 .5 2.2 .8 21 .8 2.07.0
21 + 3.2 1.1 3.2 1.1 3.1 1.1 3.0 1.1 3.21.2
22 + 2.2 1.2 2.6 1.2 2.8 1.2 2.5 1.2 3.21.1
26 + 3.8 .7 3.9 .5 37 .9 3.7 .9 3.81.0
27 + 3.2 1.0 3.3 .9 3.3 1.0 3.3 1.0 3.31.1
28 + 3.6 .8 3.7 .7 3.6 .8 3.6 .9 3.7 .8
3 - 3.3 1.0 3.4 .8 3.4 .9 3.3 1.0 3.41.0
33 + 3.4 .6 3.7 .7 3.8 .6 3.8 .7 3.9 .6
34 + 3.5 .9 3.6 .9 3.3 1.0 3.3 1.1 3.51.0
35 + 2.4 1.1 2.7 1.2 3.0 1.1 2.9 1.2 3.31.0
39 - 2.3 .9 2.6 1.0 2.5 1.0 2.6 1.1 2.6 1.0
40 - 2.2 1.0 2.3 1.0 2.2 .9 2.4 1.0 2.41.
41 - 2.6 1.0 2.4 .8 2.7 1.0 2.7 1.0 2.7 1.1
45 + 3.6 .7 3.7 .7 3.7 .1 3.6 .8 3.8 .7
3.7 .7 3.8 .5 3.5 .8 3.5 .9 35 .9

*Item No. from Appendix M.
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Appendix X (Cont.) Means and Standard Deviation

Item No. Scoring X

W SN B W=

12
13
14
16
18
20
21
22
26
27

.. 28

-3
33
34
35
39
40
41

L 45
47

+

+ + +

+

Rase
_(N=115)
aT

3.6 .7
3.8 .8
3.4 1.2
2.9 .9
4.2 .8
3.5 1.0
3.3 .9
2.6 .9
2.9 .8
2.7 oG
4.0 .7
3.0 L.t
2.2 .8
3.1 1.1
3.8 .7
4.0 (é
3.7 .8
3.5 .é
3.1 .9
4.1 4
3.7 .8
3.8 .7
3.0 1.1
3.2 1.

2.8 .8
3.5 .8
3.7 .7

for Course Evaluation Items: AER

Hawth.
(N=149)
X o

3.6 .8

3.9 .8

3.4 11

29 .9

4.2 .8

3.6 .9

3.3 .9

2.7 .9

3.0 .8

2.6 .8

41 .6

2.9 1.1

2.3 .9

3.3 1.0

3.7 .8

41 .6

3.7 .8
3.6 .7

3.1 .9

41 .5

3.7 .7

3.9 .6

2.8 11
3.0 1.1
2.6 .7

3.6 .7

3.8 .6

272
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Tre 1
(K=135)
X ot

3.7 .8
4.0 7
3.7 1.0
2.9 -9
4.3 -6
3.4 1.0
3.2 1.0
2.6 -9
3.0 .9
2.7 .9
4.0 -6
3.5 1.1
2.2 .9
3.4 1.0
3.4 1.1
4.2 »
3.9 .8
.8 .7
3.1 1.0
4.0 .6
3.7 .8
3.3 1.1
2.8 1.0
2.8 1.2
2.4 .8
3.7 7
3.9 .6

Trt 2

(N=95)

X O
3.6 .7
3.8 .9
3.4 1.0
29 .8
4.1 .8
3.5 1.1
3.3 1.0
2.7 .9
3.1 .7
3.0 1.0
3.9 .6
3.5 1.1
25 1.0
3. .9
3.3 1.1
4.0 .9
3.7 -.8
3.6 .3
3.2 .
39 .8
3.6 .9
3.4 1.0
3.0 1.2
3.1 .9
2.8 .7
3.6 .6
3.8

Tre 3
(N=103)
I o
3.6 .7
3.8 .8
3.0 1.0
2.9 .8
40 .7
3.6 .9
3.4 .9
2.8 .9
3.1 .7
3.1 .9
.9 .6
3.4 1.1

2.5 .9
3.5 .8
3.6 .9
3.9 .7
3.7 .7
3.6 .7
.1 .9
3.9 .6
3.6 .8
3.6 .8
3.4 .9
3.1 1.0
2.8 .8
3.6 .8
.8 .6



Item Statistics on Job Satisfaction Items

(For actual itens see Append:x N)
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Appendix Y . Means and Standard Deviationc

for Job Satisfaction Questionnaire
(Training Satisfaction Questiomnaire,

Appendix N).

WEATHER STUDENYS
B(R=117) E(N=15) 1(N=81) 2(N=80) 3(N=21)

Itesm No. X o X o X o b3 o X o
1 31 L1 3.2 .9 32 1.0 3.1 1.0 3.0 I.1
2 3.3 1.0 3.0 1.3 33 1.0 3.3 .9 3.3 1.2
3 3.1 1.1 3.1 1.2 3.6 1.1 3.4 .9 3.4 1.2
4 27 1.0 2.9 1.0 3.1 1.2 3.2 .9 3.1 1.2
5 3.6 .8 3.8 . 3.7 .9 3.6 .9 3.3 1.2
6 36 .9 41 .8 39 .8 3.8 .8 3.3 1.1
7 3.2 1.1 2.9 1.1 3.4 1.1 3.5 .9 3.4 1.3
8 3.4 1.1 3.4 .9 3% 1.0 3.7 .9 3.6 1.3
9 31 .9 3.6 L1 36 .9 35 .9 3.8 1.0
10 29 .8 2.9 1.2 3.0 1.0 3.3 .8 2.7 1.¢
11 2.5 1.0 2.6 1.5 2.8 1.1 3.¢ 1.1 2.8 1.1
12 2.6 1.3 3.0 L5 3.2, 12 3.5 L0 3.4 L&
.3 20 1.0 1.6 .9 2.2 .9 2.5 1.1 2.4 1.0
14 1.8 .9 1.3 .9 3.2 1.0 3.4 .9 3.3 1.1
15 3.2 1.0 3.5 .6 3.1 KO 3.5 .9 3.3 L3
16 2.2 1.1,25 1.3 2.6 1.2 2.9 1.1 2.8 1.3

PR 3.2 .9 3.1 1.0 3.3 .9 3.3 .8 32 1.1
18 26 .9 3.3 .7 2.8 1.0 3.0 .9 2.8 .0
19 2.7 1.1 2.9 1.3 3.0 1.1 3.0 1.1 2.9 1.0
20 4.0 .7 3.9 .7 3.7 .8 3.8 .1 3.6 .0
2, 3.0 .9 31 .9 31 .9 32 .8 3.1 1.0
22 3.3 1.1 3.4 1.1 38 1.0 3.7 .9 3.8 1.1
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Appendix Y (Cont,)s

B(N=32)

X o

3.3 .8
3.8 .6
3.7 .6
3.4 8
3.7 .8
3.9 K3
3.5 9
3.5 o7
3.8 .6
3.1 .8
3.4 .9
3.5 1.1
2.7 1.0
1.8 .8
3.% 9
3.0 1.0
3.8 .7
3.3 .8
3.5 .8
3.5 o7
3.4 o7
3.8 o7

H(N=67)

X -
3.5 .9
3.6 .8
3.7 1.0
3.6 1.C
3.7 .0
3.8 .0
3.5 1.0
3.6 .9
3.7

3.2 .8
3.1 .8
3.8 1.0
2.8 1.1
2.9 1.1
3.5 .9
2.9 1.2
3.7 .6
3.3 .9
3.2 .8
3. .8
3.4 ]
3.9 1.0

ELECTRICAL STUDENTS

1(N=81)
X o
3.6 .8
3.7 .9
3.5 .9
3.4 .9
3.6 .9
4.0 .7
3.6 .9
3.6 1.0
3.6 o7
3.0 A
3.3 1.1
3.6 1.1
2.7 1.2
3.4 .9
3.6 .9
2.9 1.2
3.5 .8
3.3 .9
3.5 .8
3.8 .8
3.4 .8
4.1 -8
J.'
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2(N=44)

X .
3.4 1.0
3.6 .8
3.5 1.0
3.3 1.0
3.3 .9
3.7 .9
3.7 .8
3.6 .8
3.9 .6
3.1 .8
3.2 .8
3.6 1.0
2.6 1.1
3.5 .8
3.5 1.0
3.2 1.2
3.3 1.1
3.4 .8
3.4 .9
3.7 .8
3.3 1.0
0 .9

o

3(N=7)
X o
3.6 9]
3.7 .S
3.9 .4
3.9 N
3.6 1.0
4.0 .6
3.7 .5
3.7 .5
3.9 )
3.2 .8
3.0 1.2
3.9 .4
3.1 .7
3.6 .8
3.7 .5
3.4 1.1
3.7 .5
3.3 .5
3.7 S5
3.3 1.0
3.4 -8
3.6 1.1



Treatment Zvaluation Questionnairess

Students and Instructors




(hanutc ncentive System Evaluation Questionnaire (Students)

Date: Sex: M F
Check One: Flectrical Student Weather Instructor
__ Vecther Student Student Squadron MII

klecrrical Instruc.or

In order for us tc evaluate your reactions to the incentive system you have
seen in for the last . months, please answer the following questions. Circle one
of the five alternatives:

SD I strorely disagree with the statement
D i disigre- ::ith the statement
5 Seutral -~ I Jon't zgree or disagree
A 1 agrec¢ wo.l the statenent

5A I s:renglv wgree with the statement

1. Giving students extra incentives is
unneces<ary; thev should be expected to
put cat 100% effoit without incentives.

2. The incentive system is having a
positive effect on instructor morale. -

3. The incentive system is havirg a
positive effect on student morale. —

4. Since the beginning of the incentive
system overall studenc motivation
has increased.

5. The incentive syste.a creates gore
problems for :mstiucters than it solvas. .

leva that scne sort of negiiive
atteze sunul’ 12 .ocen along with
teo plritiva incentives, —

[ melieve tuat the privileges ~ce too easy
to earn. .
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10.

11.

12.

13.

~14.

15.

16.

17.

18.

19.

20.

21,

22.

24.

ERIC

Aruitoxt provided by Eic:

Many inmcent'.es tha the program employs
seem tu be rather travial.

I think students' interest and enthusiasm
for the pregram has drepred off.

I feel that effort as well as performance
should be rewarded bv points.

An incentive system such as this should
also give privileges to instructors.

———

(Electrical ONLY for tujs question )

The program places chﬁ;uch emphasis on
speed and not encugh erphasis on quality
of pertormance.

There is more pressure on the students
since the incentive program began than
before.

I feel that tie fncen~ive program
manipulates ze.

THere are too wany ras:crictions on
the inceoicives,

I would lice the incentive program to
continue.

The squadron has too much control over
the incentive program.

The instructors have too much control
over the incentive progranm.

Some people are abusing their
privileges.

There 1is too much paper work involved
in getting the actual incentives.

I feel that the incentive progr.u is
degrading.

The incentive prugram is just another
~ilitary fora of narrascment.

' fesl that tne incentive program is
z«ir and that everyone has an equal

tortunity to get the points [or the
I centives.

There 1s too much delay in getting
the actual incenq.ves.
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25.
26.
27.
28,
2.
30.

31.

32.

33.

SD

SA

I think that an incentive program
1like this should be available to
other squadrons.

I think the incentive program would
work better if it were given more
support by the squadron supervisors.

I think that students are working
harder to get good grades than they.
would have if there was no
incentive program.

I think that I can earn more points in
this program if I work harder.

1 believe the instructors are glad
students are able to get rewards for
doing well in their course work.

I think there is an unnecessary delay
on the part of the instructors in
reporting the grades.

Overall I think the progran is a good
one for the Air Force.

What are the good points of the incentive program?

What are the bad points cof the incentive program?




34, General Comments:
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Chanute Incentive Syatem Evaluation Queationnaire (Instructors)

Date: Sex: M r
Check One: Electrical Student Weather Instructor
Weather Student Student Squadren MTI

Electrical Instructor

In order for us to evaluate your reactions to the incentive system you
have been under for the last 2 months, please .answer the follow.ng questions.
Circle one of the five alternatives:

- SD I strongly disagree with the statement
D I disagree with the statument
N Neutral - I don't agree or disagree with the statement
A 1 agree with the statement ”

SA 1 strongly agree witk the statement

1. Giving students extra incentives is
uanecessary; they should be expected to
put out 1002 effort without incentives.

2. The incentive system is having a
positive effect on instructor morale.

-t

3. The incentive system is having a
positive effect on student morale. .

4, Since the beginning of the incentive
system overall student motivation has
increased.

5. The incentive system creates more
problems for the instructors than it
solves.

6. I believe that some sort of negative
iacentives should be given along with
the pesitive incentives.

7. I believe that the privilegea.are too
easy to earn.

ERIC

Aruitoxt provided by Eic:




10.

tg.

LS.

15.

17.

1€.

Many fncentives that the program
emnloys seem to be rather trivial.

fvom my viewpoint the mechanics of
thc program are. too cumbersome.

! don't feel that the extra time the
progrom requires of me is worth it.

T fecl that the questionnaires the
ingtructors answer are wvaluable.

I think students' interest and
duthusiasm for the program has decreased.

i fecl that effort as well as per-
fovymance should be rewarded by points.

An incentive system such as this
~hould also give privileges to
instructors.

{(Flectrical ONLY for this question)

The program places too much emphasis on
speed and not enough emphasis on quality
of performande.

Cverall 1 think the program is a good
cn for the Air Force.

SD D N A

-4

What are the good points ¢ the incentive program?

What are the bad points of the incentive program?




General Comments:
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Item Statistics on Treatment Evaluation Questiornaire
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Item # Scoring 1(N=66) 2(N=58) 3(N=23)

O O NN W

NNNNNNNNN e - -
muo\uaunwo!};muo{;&c:wo

w N
o v

31
Composite

+ + +

+ o + © +

2.15
3.00
3.95
3.75
2.23
2.53
2,47
2.88
2.56
3.82
3.29
This
2.66
2.45
3.24
4.56
3.82
2.74
3.17
3.05
1.91
1.77
3.42
3.23
4.11
4.09
3.97
3.63
3.60
2.65
4.30
3.54

Treatment Evaluation Questionnaire

Weather Students

Incentive Systems

MSW
2.26 2.61 1.27
3.16 *3.35 .52
4.02 3.96 1.06
3.86 3.87 .83
2.40 2.48 71
2.14 2.35 1.32
2.22 2.43 1.18
2.98 2.65 1.21
2.22 2.39 .90
3.79 3.13 .95
3.50 3.13 .85

item only relevant for AER
2.72 2.45 .98
2.53 2.78 .95
3.14 2.91 1.31
4.42 4.13 .59
3.43 3.39 1.25
2.48 2.39 .82
3.33 3.74 1.18
2.64 2.30 1.01
2.02 2.04 .82
1.91 2.00 .74
2.98 2.61 1.61
2.93 2.50 .96
3.91 3.96 .89
3.74 3.48 .77
3.66 4.00 .85
3.41 3.43 1.05
3.67 3.30 .67
2.33 2.43 .68
4.04 3.96 .65
3.52 3.51 .18
285

<39

.25
11
.94
.72
.62
.17
.56
.70
.15
01
.21

.56
.37
.50
.07
.10
.15
.10
.006
.74
.53
.02
01
.50
01
.12
.51
.18
.11
.09
.96



Treatment Evaluation Questionnaire

Electrical Students

Item # Scoring 1(N=62) 2(N-120) 3(N=180) MSW |4

1 - 2.15 1.88 2.52 1.30 .0001
2 + 3.20 3.1 3. .74 .53
3 + .73 4.04 3.88 .84 .08
4 + 3.80 3.80 3.61 .9 .17

[ - 2.38 2.23 2.63 .92 .002.

6 0 2.65 2.42 2.85 1.16 .004

7 - 2.19 1.95 2.3% .9% .004
8 - 2.69 2.66 2.88 .79 .08

9 - 2,23 2.31 2.63 1.01 .005
10 0 3.90 3.98 3.76 .91 .13
11 - 3.37 3.45 3.19 1.08 .10
12 - 3.58 3.34 3.51 1.42 .34
13 - 2,74 2.92 2.99 1.0% .23
14 - 3.13 2.74 3.02 .87 .01
15 - 2.95 3.00 2.86 1.06 .53
16 + 4.08 4.20 4.08 .97 .54
17 0 2.84 3.31 3.07 1.15 .02
18 0 2.84 3.03 2.85 1.00 .28
19 - 3.41 3.65 3.59 1.04 .32

20 - 3.03 2.47 2.89 .88 .0002
21 - 2.16 2.09 2.40 .98 .02

22 - 2,23 1.19 2,40 1.01 .0006
23 + 3.56 .n 3.64 1.31 .7
24 - 2.98 3.05 3.05 .98 .89
25 + 3.74 3.80 3.75 1.02 .89
26 0 3.60 3.65 3.44 .85 .14
27 + 3.50 .73 3.67 1,15 .62
28 0 3.76 3.83 3.8l .90 .90
29 + 3.63 3.17 3.35 .93 .01
30 - 2.724 2.79 2.83 .82 .81
k) | + §.15 4.04 3.86 .86 .06
Composite 3.41 3.44 3.33 .18 .007
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item #

O O N O W N

(P Tl -
=g R~ PR S R -

Composite

Scoring

+ + +

+

Treatwent Evaluation Questionnaire

Incentive Systems

1(N=26)

3.12
2.35
3.69
3.27
3.19
3.62
3.73
3.73
3.42
3.04
2.27
3.28
4.08
3.15
AER ONLY
2.88
2.77

Weatker Instructors

2(N=24) 3(N=17)
3.04 3.6>
2.42 2.12
3.63 3.9
3.22 2.35
3.17 3.29
3.54 3.82
3.67 4.18
3.63 3.94
2.88 3.29
2.96 3.41
2.54 2.31
3.08 3.65
3.59 3.76
.21 3.35
2.87 2.25
2.93 2.44
287

MsSW

1.96
.62
.52
.81

1.01

1.35

1.01
.76
.51
.75

1.28
.81
.89

1.14

1.05
.26

.35
.52
.55
.004
.92
J4

.60

.84

.11
01



Treatment Evaluation Questionnaire

Electrical Instructors

Incentive Conditions

Iten # Scoring 1(N=35) 2(N=48) 3(N=39) MSW P

1 - 4.11 3.75 4.10 1.11 .19

2 + 1.9 2,06 2.18 1.03 .61

3 + 2.1 2.65 2.74 1.01 .90

4 + 2.29 2.46 2.23 . .82 .52

5 - 3.29 3.50 3.79 .95 .08

6 0 4.17 4.00 3.95 1.31 .69

7 - 4.21 3.92 4.10 1.02 .58

8 - 3.69 3.48 3.45 1.08 .57

9 - 3.43 3.33 3.42 .63 .83

10 - 3.46 3.35 3.46 1.10 .87
11 + 2.49 2,66 2.53 1.61 .81
12 - 3.94 3.56 3.45 .86 .06
13 0 3.49 3.54 2.95 1.79 .09
14 - 2.77 2.65 2.82 .155 .81
15 - 4.06 3.77 4.08 1.53 .56
16 + 2.27 2.44 2,03 1.3 .26
Composite + 2.34 2.60 2.35 .26 .03
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Appendix BB

Item Statistics on Equity Items
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Item #

Item #

WEATHER STUDENTS

Haw.

X
50.9

47.5

Appendix B3 .

(N=47)
o
37.8
35.8
26.8
21.8
1.02
.91
1.07

1.03

Trt.1l
X
70.7

67.2

ELECTRICAL STUDENTS

Haw.
X
54.7
59.0
85.0

(N=41)
o
33.1
29.5
17.7
20.0
.86
.82
1.22

.92

Trt.l
X

53.8

Means and Standard Deviations

of Equity Items:

and Condition

(N=49) Trt.2
o X
24.9 | 51.9
22.4 59.5
14.9 72.6
18.3 74.9
.81 2.39
.76 2.87
1.20 2.85
.85 2.13
(N=24) Trt.2
o X
31.4 52.1
19.4 66.7
21.4 80.0
12.9 76.2
1.10 2.39
.97 2.41
1.42 2.75
.92 2.28

290

<35

by Course

(N=40)

30.8
23.4

25.3

(N=33)
g
33.2
22.6
18.2
16.9

Trt.3

|

59.7
62.6
73.9
67.6
3.0¢
3.38

Trt.3

>4)

44.5
58.4
81.7

75.2

(N=24)
o
34.0
29.0
21.2
22.1
.83
.71
.93

.85

(N=170)
(]
33.1
29.4
17.3
18.8
.84




Appendix CC

Item Statistics on Goal Setting Itenms
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Item #

" aten #

10

11

Appendix CC.

Scoring

Scoring

+

of Goal Setting Items, by Course

and Condit

WEATHER STUDENTS
Haw (N=48)

sD X

>y

2.29 1.32 1.90
2.37 1.47 2.25
3.52 1.11 3.94
4.96 1.27 5.22
4.?0 1.15 4.70
4.53 1.34 4.38

58.17 43.91 68.77 38.65

ELECTRICAL STUDENTS
Haw(N=41)
X SD X

2.34 1.51 2.07
2.54 1.49 2.58
3.42 1.05 3.35
2.44 1.00 2.65
$.78 1.51 $.73
4.48 1.54 4.50
4,66 1.13 4.42
4.83 1.09 4.39
$.27 1.25 4.15
4.02 1.51 3.62

70.14 32.66 71.00

292

ion

Trtl(N=50)

sD
1.13
1.39
1.02
1.08
.95

1.16

Trtl (N=26)

SD
1.23
1.60

.98
1.33
1.34

1.26

1.24

26.98

PR9Y

Means and Standard Deviations

Trt2 (N=39)

ol

3.85
4.67
4.51
4.131

58.82

“sD

1.04
1.48
1.25
1.40

44.50

Trt2(N=34)

X

2.24

4.06
4.53
3.94
4.15

59.33

SD

.96

34.91

AFSC—Andrews AFR Md 1974 LB

Trt3(N=24)
X sb
2.54 1.38
2.74 1.36
3.831.13
$.29 1.63
4.17 1.44
3.63 1.56

78.79 33.54

Trt3(N=174

X sD
2.71 1.29
2.69 1.33
3.16 .88
2.62 1,06
4.21 1.58
4.12 1,62
4.06 1.38
4.18 1.38
3.93 1.45
3.82 1.49

54.71 37.42




