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Executive Summary

In response to questions asked by Congress related to Public Law 108-454, Section 211, the
Department of Veterans Affairs (VA) and Abt Associates, Inc. conducted a study to better understand
the employment histories and outcomes of recently separated servicemembers (RSS). Returning home
from military service during a war is a complex and individually unique experience. The
servicemember and servicemember’s family have changed, there are many possible emergent and
unknown needs, and the future career path is uncertain. Operations Enduring Freedom and Iraqi
Freedom have heightened the interest and desire of the country, the Congress, and Federal agencies to
ensure the successful transition of service men and women into civilian employment after their
separation from military service. Moreover, these military operations have greatly increased the
numbers of men and women serving in the U.S. armed services. In some cases, service personnel
were excused from employment, education, or training opportunities to fulfill their active duty
requirements. Transitioning back into employment, education, and/or training after completing
military service can be challenging for some military personnel and may be different for different
RSS cohorts and types. This transition, for all separated servicemembers, is a key issue for the VA
and other federal agencies providing services to veterans. In order to improve and enhance
employment opportunities for all veterans, it is vital for the VA and its partnerships to better
understand and improve service impact.

This study used multi-methods to examine the questions related to employment outcomes and
readiness of RSS. Quantitative and qualitative methods were used to obtain multiple data points and
perspective; a strength of the overall study. National datasets were examined to provide a baseline of
employment experiences and outcomes, and to highlight information gaps that needed to be filled by
a new survey. We found that many RSS face more economic and employment issues compared to
their peers. Based on the findings from the review of the national datasets and discussions with
stakeholders, an Employment Histories Survey (EHS) was designed and conducted. The 2007 EHS
addresses various economic and employment outcomes such as wages; responsibility on the job;
assistance received; employment status, including self-employment and work in the public and
private sector; and management roles. The survey targeted 1941 RSS (discharged within the last 1 to
3 years). Results from the 2007 EHS verify that separated servicemembers still face challenges
related to employment and career readiness. Eighteen percent of RSS are currently unemployed® and
of those employed since separation, 25.0% of RSS earn less than $21,840 a year. RSS appear,
however, to be taking steps to improve their employability by using various VA and Department of
Labor (DOL) assistance programs such as the Gl Bill (48.4%) and Transition Assistance Program
(TAP) (28.7%). Unfortunately, we found that receiving the GI Bill was not a strong predictor of
successful employment outcomes such as high earnings, responsibility in civilian work and placement
in senior management.

Interviews with private sector hiring managers and talent acquisition specialists confirmed that RSS
face certain barriers when transitioning into the workforce and provided recommendations on how to
help alleviate the problems, through re-branding of the RSS, creation of networks, and general
education and training. The Federal government and its partners need to consider this information and
reevaluate how it serves the needs of separated servicemembers to better help them achieve career-
readiness in today’s competitive global market.

1 For purposes of the 2007 Employment Histories Survey (EHS), unemployment refers to those individuals

who are not working, looking for work and not working, not looking for work.
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Introduction

The Department of Veterans Affairs (VA) provides services and benefits to qualified veterans in the
form of medical care, disability compensation, vocational rehabilitation, education benefits, and
others. Each of these can affect the well-being of veterans, and in combination they affect the
economic outcomes in soldiers, sailors, marines and airmen transitioning from military service to
civilian careers. The population of recently separated servicemembers who have joined the veteran
ranks since the Persian Gulf War in 1990 is 4,419,718. These 4.4 million men and women represent a
significant workforce that has returned to the U.S. job market with advanced skills and high-
responsibility experiences. In returning to the civilian job market, all servicemembers make a major
life transition from military readiness to career readiness; and for some, they also experience a
restoration process because of injuries. VA is joined by many other entities that affect this transition,
including the Department of Defense, the Department of Labor, and organizations in local
governments and the private sector. To date, there are few descriptions of the career readiness and
economic outcomes that are achieved among recently separated servicemembers. This report
describes employment and economic findings from examinations of existing national data, interviews
with private sector executives, and direct surveys with recently separated servicemembers. The report
answers questions specified by Congress in Public Law 108-454, Section 211.

In response to Public Law 108-454, Section 211, the Department of Veterans Affairs (VA) organized
an interagency workgroup that included representatives from the Department of Defense, the
Department of Labor, and across VA. The workgroup met regularly between April 2005 and October
2005, and planned a research agenda in response to the directives by Congress. A contract was
awarded to Abt Associates on September 30, 2005, called Employment Histories of Recently
Separated Servicemembers.

Congress directed that the study shall (1) determine whether the employment obtained by recently
separated servicemembers is commensurate with training and education of those servicemembers; (2)
determine whether recently separated servicemembers received educational assistance or training and
rehabilitation under programs administered by the Secretary of Veterans Affairs under Chapter 30 or
31 of Title 38, United States Code, or under Chapter 1606 of Title 10, United States Code; (3)
determine whether transition assistance services provided to recently separated servicemembers
assisted those servicemembers in obtaining civilian employment; (4) analyze trends in hiring of
veterans by the private sector; and (5) identify recently separated servicemembers who have reached
senior level management positions. Congress directed that the report shall provide specific
recommendations to improve employment opportunities for recently separated servicemembers,
including, if appropriate, recommendations for (6) the establishment of networks of contacts for
employment of such veterans in the private sector; (7) outreach to private sector leaders on the merits
and sound business practice of hiring such veterans; and (8) additional methods to facilitate
communication between private sector employers and such veterans who are seeking employment.
Congress defined employment history, with respect to a servicemember, as training, placement,
retention, and advancement in employment of that servicemember. Congress defined recently
separated servicemembers (RSS) as those servicemembers discharged or released from active duty in
the Armed Forces of the United States since January 1, 1990.

The Employment Histories of Recently Separated Servicemembers contract included four studies
contributing to this report. The first study characterizes data that are necessary for understanding
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employment histories in servicemembers, and the degree to which these data are available from national
surveys. The resulting inventory provided VA and its research partners the opportunity to identify the
information that would ideally support their respective missions. The second study is a synthesis of
comparative analyses on four national data sets. The data sets include the Decennial Census, Current
Population Survey - Demographic Supplement, Current Population Survey - Veteran Supplement, and the
Survey of Income and Program Participation. RSS were compared to previous veteran cohorts and a
sample of their peers, matched statistically according to demographic characteristics. The third study is a
qualitative examination of private sector perspectives on the barriers to employment for RSS and
recommendations on the strategies that can be used to overcome such barriers. Over 100 experts
participated in the interviews, and included individuals from seven major corporations, Six career
networking organizations, two chambers of commerce, and two human resource firms. The fourth study is
a survey of 1,941 RSS who have separated from active military service between December 2004 and
January 2006. The sample was selected to represent the RSS with more recent employment histories. The
direct survey provided in-depth descriptions of the conditions that may contribute to a range of economic
outcomes among servicemembers as they transition into the civilian workforce.

Study Descriptions

This report includes information provided by the VA administrative records, the Synthesis Analysis
Report on national datasets, the Branding Interviews Report on private sector perspectives, and the
Employment Histories Survey conducted with RSS who entered the civilian job market between
December 2004 and January 2006. The time periods covered by the samples of interviewees is
illustrated in Exhibit 1, and described in greater detail below.

Exhibit 1. Time Periods of Data Collection

1990 2000
91 93 95 97 99 01 03
CPS-V ] )
SIPP 2001
PS-D 90—91 95 — 96 200001 05-06
CcPS B 0 u n
Branding Interviews 2006
Employment
Histories Survey 11990 2000 2007
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Synthesis Analysis

The Synthesis Analysis examined four national data sets, providing a baseline of employment
experience and outcomes, and highlighting information gaps that need to be filled by the new survey.
The selection of extant data sets for analysis was based on four criteria:

1. The sample must include both veterans who are identifiable by era or period of service and
comparable non-veterans.

2. Information must be available on employment outcomes of interest.
The data must be nationally representative.

4. There must be enough recently discharged veterans to support reliable estimates.

Based on those criteria, four data sets were analyzed: Decennial Census, Current Population Survey -
Demographic Supplement (CPS-D), Current Population Survey - Veteran Supplement (CPS-V), and
the Survey of Income and Program Participation (SIPP). The selected samples were restricted to
persons ages 18 to 65 years. For the purpose of simplifying dollar amounts across years, all dollar
values have been converted to 2005 dollars using the Consumer Price Index for All Urban
Consumers, as provided by the Bureau of Labor Statistics. Percentages are weighted to represent the
population.

To provide comparative benchmarks for the RSS, the employment outcomes of their peers were used
as a matched comparison group (MCG) by demographic characteristics. Individuals in the MCG were
carefully matched to the RSS on the following characteristics: sex, race/ethnicity (Hispanic, non-
Hispanic black, non-Hispanic white, non-Hispanic other); educational attainment (less than high
school, high school, some college, 4-year degree, postgraduate), age (in various ranges), marital status
(currently married, not currently married), and regions of residence.

Matches were one-to-one without replacement, using propensity scoring”. A logistic regression
was estimated in which the dependent variable is whether or not the individual is a veteran. The
purpose is not to estimate behavioral relationships but rather for classification. The predicted
value from the regression is called the propensity score. Individuals with similar propensity scores
have similar combinations of characteristics in terms of likelihood of being a veteran. The
differences between the actual veteran employment outcomes and the outcomes of the paired non-
veteran therefore show how veterans fare in the labor market relative to other similar individuals.

The quality of the comparison depends on the closeness of the match. The Stata software package
provides three routines that were used to create and test the matches. The procedure pscore
calculates the propensity score and tests for balance or the quality of the matches. All matches
were close, and in most cases with categorical variables, the matches were identical. Modest

2 Paul R. Rosenbaum and Donald B. Rubin (1983) “The Central Role of the Propensity Score in
Observational Studies for Causal Effects,” Biometrika 70:41-55. Also, Rajeev H. Dehejia and Sadek
Wahba (2002) “Propensity Score-Matching Methods for Nonexperimental Causal Studies,” The Review of
Economics and Statistics, 84(1):151-161.
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changes in the specification can affect the balance, but the ultimate matches were so close that the
changes in specification have almost no impact on the measured treatment effects.®

Branding Interviews

The Branding Interviews used a qualitative method to examine the procedures and processes private
sector organizations use to implement networking and hiring programs. The purpose was to
investigate specific activities to determine if they are feasible for improving the employment
prospects of RSS. Private sector perspectives were gained through in-person interviews and group
discussions (for profiles of the entities interviewed see Appendix A). Specifically, this task had three
objectives:

1. Research and draft recommendations on the feasibility of developing a veterans’ peer-to-peer
career network. Six alumni and peer-to-peer consultations were conducted; three with college
alumni organizations and three with other types of organizations that had applicable models
of peer-to-peer networks. Internal structures and operational activities of each organization
were examined to assess whether a veterans’ peer-to-peer network could be similarly
structured and operated.

2. Conduct a series of high-level meetings with major employers in key industry sectors to
understand how they make hiring decisions and how they can enhance the hiring of veterans.
Seven corporate field visits were conducted to meet with executives, talent acquisition
management, and recruiters. In each company interviewees provided insight into trends in
hiring veterans, as well as supplied additional information necessary to perform an
assessment of corporate perceptions of the veteran “brand.”

3. Research and draft recommendations on the feasibility of undertaking a campaign to brand and
market veterans as a competitive business asset. Three branding and marketing meetings were
held with leaders in the fields of advertising, public opinion, and public relations. These
summits provided expert advice on how to research, review, and make recommendations
regarding the feasibility of a national branding and marketing campaign.

Employment Histories Survey

Based on the findings from the Synthesis Analysis and discussions with stakeholders, an Employment
Histories Survey (EHS) was designed and conducted. The purposes of the survey are to collect
information that better explains employment outcomes in RSS, test the feasibility of collecting
employment data from RSS using various modes of data collection (web, paper, and telephone), and
test the feasibility of institutionalizing a prospective longitudinal veteran employment research
program (see Appendix B for an overview of the methodology). The interviews were conducted
between April 23, 2007 and August 22, 2007. The study population includes RSS who served as
Active Duty, National Guard, and Reserves, and separated from military service between December
2004 and January 2006. The sample was obtained from the Defense Manpower Data Center.

The Stata routine psmatch2 was used for the matching and pstest checked to make sure the selected
matches were statistically the same. The closeness of the matches was tested for equality of means (t-test) and
reduction in standardized bias at the individual covariate level. In addition, the group of covariates was tested
using a likelihood ratio test for joint significance. Less than 5 percent of the matches had deviations at the
individual covariate level that would impact the propensity score
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Sample

For purposes of generalizing the findings, the survey data is weighted throughout the report to
represent the RSS population. The sampling weights sum to the estimated or known eligible
population size. Sampling weights are required to estimate population totals. Sampling weights also
adjust for differential probabilities of selection and to adjust for differential unit nonresponse.
Therefore, the sample respondents to a survey will have unequal weights. One must, therefore, use the
sampling weights to draw inferences from the sample to the population. Ignoring the sampling
weights can lead to biased estimates (see Appendix B for an explanation of how EHS weights were
calculated).

The EHS sample is comprised of 1,941 individuals:

o All respondents are between the ages of 17 and 61, with 37.6% between ages 21 to 27.
e The majority is male (86.4%), with 13.6% female.

e The majority is White (79.6%), with 11.8% Black, 3.5% Asian/Pacific Islander, and 0.7%
American Indian/Alaskan Native.

e The majority served in the Army (56.8%), followed by 16.9% Air Force, 12.9% Marine
Corps, 11.0% Navy, and 2.5% Coast Guard.

e The recent military grade was primarily NCOs (53.1%), followed by 34.4% enlisted, 9.3%
junior or warrant officers, and 2.9% senior officers.

e To date, 17.3% have a disability rating from VA and 28.0% have a disability rating from the
Department of Defense.

e Full-time employment, as 35 hours or more, is held by 83.6% of the RSS.
e Searching for employment began before separation for 36.8% of the RSS.

o 51.2% of RSS used Internet tools and 39.0% used career networking methods in their search
for a job.
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Response to Research Questions

The following sections are responses to the research questions presented to VA by Congress in Public
Law 108-454, Section 211. The research questions are as follows:

1. Is the employment obtained by recently separated servicemembers commensurate with
training and education of those servicemembers?

2. Have recently separated servicemembers received educational assistance or training and
rehabilitation from VA?

3. Have transition assistance services provided to recently separated servicemembers assisted
them in obtaining civilian employment?

4. What are the trends in hiring veterans by the private sector?

Who are the recently separated servicemembers who have reached senior level management
positions?

6. How might establishing networks of contacts improve private sector employment
opportunities for recently separated servicemembers?

7. How might the promotion of the merits of recently separated servicemembers to business
leaders improve private sector employment opportunities?

8. What methods of communication between private sector employers and recently separated
servicemembers may improve employment opportunities?

Questions 1 through 5 pertain to the employment histories and economic outcomes of RSS, and
guestions 6 through 8 pertain to the request for recommendations on improving employment histories
of RSS. The information for the responses is drawn from VA administration data, the synthesis
analysis, branding interviews, and the Employment Histories Survey (EHS) as appropriate.

Throughout the report the asterisk indicates the statistical significance of the comparisons, that is,
under the null hypothesis that the groups are the same, what is the percent chance that the particular
result would have been observed. A single asterisk indicates significance at the 0.10 level (10%
chance), a double asterisk indicates significance at the 0.05 level (5% chance), and a triple asterisk
indicates significance at the 0.01 level (1% chance).

When odds ratios are presented, an odds ratio of 1 indicates that the condition or event under study is
equally likely in both groups. An odds ratio greater than 1 indicates that the condition or event is
more likely in the first group. And an odds ratio less than 1 indicates that the condition or event is less
likely in the first group.
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Question 1: Is the employment obtained by recently
separated servicemembers commensurate with
training and education of those servicemembers?

One method for measuring commensurate employment is to compare RSS to a matched comparison group
(MCG) where their education and other demographic variables, such as sex and age, are statistically
matched. This method indicates how different RSS are from their like-peers in terms of employment when
their educational backgrounds are alike. When examining the national datasets, we identified significant
differences between RSS and MCG in their unemployment rates and their wages and salaries* when both
groups consist of individuals with the same levels of education on a one-for-one basis.

Unemployment Rates

As illustrated by the CPS-V (1991 — 2003), unemployment is a problem for RSS within two years of
separation. From 1991 to 2003, with matched education, the average unemployment rates for RSS
(9.5%) in the CPS-V were significantly higher than the MCG (4.3%) during the two years following
separation. Exhibit 2 illustrates the unemployment rates from the CPS-V for 1991 through 2003. The
notable RSS unemployment rates, among those separated within less than two years, were highest in
1999 (13.6%), followed by 1991 (12.5%), 1993 (10.2%), 1997 (9.1%), and 1995 (7.8%). Although
rates of unemployment within two years of separation drop for RSS in 2001 and 2003, unemployment
continues to be high for segments of the population well into eight years after separation.

Exhibit 2. Unemployment Rates (Percent) of Recently Separated Servicemembers (RSS) and
their Matched Comparison Group (MCG) by Years since Separation and Interview Year.

Years Since Separation 1991 1993 1995 1997 1999 2001 2003 Average

RSS less than 2 years 125 102 7.8 9.1 13.6 4.6 4.8 9.5%**
MCG less then 2 years 5.7 3.4 5.6 2.8 3.1 35 5.9 4.3
RSS 2 — 4 years 5.2 4.0 2.9 1.8 2.3 5.1 3.6
MCG 2 - 4 years 6.0 3.4 4.5 1.7 4.9 3.7 4.1
RSS 4 — 6 years 3.7 1.8 2.8 3.2 2.7 2.7
MCG 4 - 6 years 2.6 2.5 2.2 14 15 2.2
RSS 6 — 8 years 6.3 1.7 4.3 5.4 4.4*
MCG 6 — 8 years 1.0 3.9 2.8 2.6 2.5

Significance levels: *10%; **5%; ***1%.
Source: Current Population Survey Veterans Supplement, 1991-2003

* Where wages and incomes are presented in categories by ranges, the dollar cutoffs for each quartile are for

the year 2000. For example, the 25" percentile was $14,000, 50" percentile was $29,000, and the 75"
percentile was $47,000. Low income is defined as less than $29,000.
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Wages and Incomes

National datasets reveal that earned wages are comparatively lower for RSS, especially among those
with college degrees; however, total incomes are more similar between RSS and their MCG.

Both the 2001 SIPP and the 2000 Census identify a significant difference in average annual incomes.
The 2001 data identifies RSS making on average $5,736 less than their MCG. The 2000 data
identifies a deficit of $3,019. In contrast, differences in total mean incomes, which may include any
number of entitlement transfers such as disability compensation from the VA, are less between RSS
and the MCG. In 2001, RSS bring in $1,908 less than the MCG, while in 2000 the total mean income
was slightly higher for RSS by $434.

Wages and incomes were categorized according to low, middle, and high levels to illustrate
significant differences within and across groups. Compared to their MCG, earned wages among RSS
were significantly more likely to be in the middle wage category of $29,000 to $46,999 (see Exhibit
3), though the majority of RSS are in the low wage category of under $29,000.

Exhibit 3. Annual Earned Wages by Percent of Recently Separated Servicemembers (RSS) and
their Matched Comparison Group (MCG), (N = 28,372 per Group).

Annual Wages RSS MCG Difference
Under $29,000 47.3 50.8 -3.5%**
$29,000 to $46,999 30.2 25.3 4.9%**
$47,000 and Over 22.5 23.9 -1.4%x*

Significance levels: *10%; **5%; ***1%.
Source: Census 2000

The differences in total incomes between these groups are also significant; however RSS are more
evenly distributed across the three categories (see Exhibit 4).

Exhibit 4. Annual Total Incomes by Percent of Recently Separated Servicemembers (RSS) and
their Matched Comparison Group (MCG), (N = 28,372 per Group).

Annual Incomes RSS MCG Difference
Under $29,000 39.3 44.6 -5.3%**
$29,000 to $46,999 32.2 28.3 3.9%%*
$47,000 and Over 28.5 27.1 1.4%**

Significance levels: *10%; **5%; ***1%.
Source: Census 2000

The most notable differences in wages were among the college-educated RSS, as compared to their
college-educated MCG (2000 Census). Among those with four-year degrees, the average earned
wages were significantly less for RSS as compared to MCG, by $9,526. The large difference in wages
was also seen among those with post-graduate degrees, with RSS earning on average $7,573 less than
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their MCG. Exhibit 5 illustrates that college-educated RSS were more likely to be in the low wage
category and less likely to be in high wage category, as compared to their college-educated MCG.

Exhibit 5. Annual Earned Wages for those with Four-Year Degrees by Percent of Recently
Separated Servicemembers (RSS) and their Matched Comparison Group (MCG), (N = 3,656
per Group).

Annual Wages RSS MCG Difference
Under $29,000 30.2 28.7 1.5
$29,000 to $46,999 29.2 25.6 3.6%**
$47,000 and Over 40.6 45.6 -5.0***

Significance levels: *10%; **5%; ***1%.
Source: Census 2000

Age is another factor that appears to have a role in the differences in average earned wages. The 2000
Census reveals that RSS between 46 and 55 years old had the most significant difference in average
earnings as compared to their MCG, with an $8,957 deficit. Annual wage deficits between RSS and
their MCG were also identified among those ages 25 to 30 ($2,751) and 36 to 45 ($6,281).

An examination of the differences in incomes over time revealed that RSS were significantly more
likely to be in low family incomes (under $29,000) compared to their MCG for up to eight years after
the time they separated from the military. The higher average percentages of RSS with low family
incomes appear to be attributed to larger proportions in the years 1991 through 1999 (See Exhibit 6).

Exhibit 6. Percent of Low Family Income among Recently Separated Servicemembers (RSS)
and their Matched Comparison Group (MCG) by Years Since Separation and Interview Year.

Years Since Separation 1991 1993 1995 1997 1999 2001 2003 Average

RSS less than 2 years 70.7 76.6 69.1 71.1 62.2 50.9 493 66.4**

MCG less then 2 years 59.1 665 66.3 64.8 55.2 56.1 52.2 61.1
RSS 2 — 4 years 776 625 64.3 548 417 57.2 61.6
MCG 2 - 4 years 63.2 61.5 634 56.8 469 52.6 59.2
RSS 4 - 6 years 60.5 65.7 54.3 52.8 54.0 58.8**
MCG 4 - 6 years 60.9 53.5 514  47.2 52.1 53.9
RSS 6 — 8 years 60.9 58.7 437 41.1 52.8**
MCG 6 — 8 years 504 443 428 50.4 46.8

Significance levels: *10%; **5%; ***1%.
Source: Current Population Survey Veterans Supplement, 1991-2003
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2007 Employment Histories Survey

The Employment Histories Survey (EHS) did not include a comparison group of like peers; however,
it did allow for an examination of factors that contribute to the economic outcomes among RSS.
Separate multivariate analyses describe the importance of factors that affect:

o Wages;
o Responsibility in civilian work; and

e Low income.

Factors Related to Wages

When controlling for age, gender, and race, higher wages were best explained by being a senior officer in
the military, as compared to other ranks (see Exhibit 7). Likewise, having served as a non-commissioned
officer is also a strong predictor of higher salaries, but less so than a senior officer. Two strong predictors
of not receiving a high wage were living in a rural or remote community and having received the GI Bill.
Nearly half the sample (48.4%) used the Gl Bill. The relationship between using the GI Bill and low
wages may be explained by the economic status of the servicemember who chooses to go to school and
use this benefit. Because education was not a predictor of high wages for any degree, it is reasonable to
conclude that employment, in terms of salary outcomes, is not commensurate with education. Education
has a positive relationship with salary, but it is not significant when other factors are considered.

Exhibit 7. Model of Factors for Wages for Recently Separate Servicemembers (n = 1740),
(Weighted Data).

Factors Estimate SE

Received Montgomery GlI Bill -8416.91*** 2942.33
Bachelor Degree Before Separation 6389.46 4772.13
Graduate Degree Before Separation 8878.67 7735.82
Bachelor Degree After Separation 6817.35 6770.42
Graduate Degree After Separation 11013 0888.12
Disability Rated by VA or DOD -912.02 1518.61
Served in Combat Theater -2084.59 3192.16
Non-Commissioned Officer 8485.62** 3620.61
Junior or Warrant Officer 27118 6658.28
Senior Officer (greater then O4) 36312*** 10861
Rural or Remote Community -8828.56*** 3402.08

Note: The logistic regression model statistically controls for age, gender, and race/ethnicity.
Only respondents who worked since separation or discharge were asked the question about wage.
SE = Standard Error. Significance levels: *10%; **5%; ***1%.

Source: 2007 Employment Histories Survey
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The summary of predictors for RSS with higher wages is:

¢ Rank (excluding Junior or Warrant Officers) (+)
e Rural (-)
e GIBIll(-)

Factors Related to Responsibility in Civilian Work

Another measure of how employment is commensurate with education or training is the level of
responsibility that one has in his or her position and how it is like the responsibility he or she had in his or
her previous position with the military. Exhibit 8 illustrates a multivariate analysis examining the
responsibilities of RSS in their civilian jobs, which predicts the likelihood of RSS in the EHS sample to
have about the same or more responsibility versus less responsibility in their civilian jobs relative to their
military occupations.

Exhibit 8. Model of Factors for Responsibility in Civilian Job for Recently Separated
Servicemembers (n = 975) with the Same or More Responsibility Compared to Recently Separated
Servicemembers (n = 849) with Less Responsibility, (Weighted Data).

Factors Estimate SE Odds Ratio
Received Montgomery Gl Bill -0.4256 0.00839 0.653***
Bachelor Degree Before Separation 0.5335 0.0136 1.705***
Graduate Degree Before Separation 1.1054 0.0224 3.021%**
Bachelor Degree After Separation 0.3213 0.0192 1.379***
Graduate Degree After Separation 0.8009 0.0302 2.099***
Disability Rated by VA or DOD -0.2343 0.00431 0.791***
Served in Combat Theater 0.0799 0.00910 1.083***
Non-Commissioned Officer -0.3982 0.0104 0.672***
Junior or Warrant Officer -0.7201 0.0191 0.487***
Senior Officer (greater then O4) -1.2841 0.0303 0.277***
Rural or Remote Community -0.1196 0.00956 0.887***

Note: The logistic regression model statistically controls for age, gender, and race/ethnicity.

Only respondents who worked since separation or discharge were asked the question about responsibility on the
job. SE = Standard Error; Significance levels: *10%; **5%; ***1%.

Source: 2007 Employment Histories Survey

The model for the change in responsibility indicates that when controlling for age, gender, and race,
education is a strong predictor of responsibility staying the same or increasing in civilian jobs. RSS
who completed a graduate degree before separation were 3 times more likely to have the same or
more responsibility in their civilian jobs, and 2 times more likely if they completed the graduate
degree after separation. A bachelor degree after separation also predicted an elevated likelihood of
such responsibility in the civilian job. These predictors suggest that education relates to responsibility
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in the civilian jobs among RSS, as it compares to the responsibility in the previous military jobs. For
RSS, employment is commensurate with education in terms of responsibility.

A trend in the predictors that is worth noting is that RSS were less likely to have the same or
increased responsibility in their civilian jobs when their rank in the military was higher. Senior
officers were 70% less likely to have the same or more responsibility in their post-separation civilian
jobs, and this statistical relationship followed in the order of junior or warrant officer, then non-
commissioned officer. The Gl Bill was also a predictor of less comparable responsibility in the
civilian job as compared to the previous military job. These predictors follow the expected concept
that those with high levels of responsibility, according to rank, will seek civilian positions that will
seem comparably less like their previous job in terms of responsibility. Though serving in combat and
having a disability rating were statistically associated with the outcome measure, the magnitude of
their prediction of the outcome is low.

The summary of predictors for RSS having the same or more responsibility is:

e Education Level (+)
e Rank(-)
e GIBiIll(-)

Factors Related to Low Income

To explain the findings in the Current Population Survey that RSS tend to have low family
incomes (under $29,000) for up to eight years after the time they separated, a multivariate analysis of
low wage earners (less than $29,000) from the 2007 EHS is provided in Exhibit 9. Total income was
not measured as it is in the CPS, but low wages is a reasonable proxy for low income.
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Exhibit 9. Model of Factors for Low Wages (Less than $29,000) in Recently Separated
Servicemembers (n = 631) as Compared to Higher Wages ($29,000 or above) in Recently Separated
Servicemembers (n = 1109), (Weighted Data).

Factors Estimate SE Odds Ratio
Received Montgomery Gl Bill 0.4896 0.00948 1.632***
Bachelor Degree Before Separation -0.4709 0.0168 0.624***
Graduate Degree Before Separation -0.8389 0.0318 0.432***
Bachelor Degree After Separation -0.6300 0.0219 0.533***
Graduate Degree After Separation -1.3062 0.0460 0.271***
Disability Rated by VA or DOD 0.1574 0.00461 1.171%**
Served in Combat Theater -0.1859 0.0101 0.830***
Non-Commissioned Officer -0.7675 0.0111 0.464***
Junior or Warrant Officer -1.8011 0.0280 0.165***
Senior Officer (greater then 04) -1.3178 0.0500 0.268***
Rural or Remote Community 0.4796 0.0105 1.615***

Note: The logistic regression model statistically controls for age, gender, and race/ethnicity.

Only respondents who worked since separation or discharge were asked the question about salary. SE =
Standard Error; Significance levels: *10%; **5%; ***1%.

Source: 2007 Employment Histories Survey

Exhibit 9 illustrates that receiving the GI Bill and living in a rural or remote community are
moderately strong predictors of RSS having a low income (less than $29,000) as compared to a
higher income. Both factors indicated that RSS were about 60% more likely to be in low
incomes. The predictors of not being in low income, which include college degrees and higher
ranks, suggest that low income RSS tend to be enlisted personnel with less education. A slight
elevation of likelihood for low income is seen for having a disability rating, and a slight decrease
in likelihood is seen among RSS who have served in combat. It appears that to the extent that
education prevents RSS from being in low income families, the education they receive either
before or after separation is a benefit to their individual economics. This does not necessarily
suggest that employment is commensurate to education.

The summary of predictors for RSS being in low income is:

e GIBIll (+)
e Rural (+)
e Rank(-)

e Education Level (-)
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Question 2: Have recently separated servicemembers
received educational assistance or training and
rehabilitation from VA?

The VA estimate for RSS, those who have separated from active duty service since January 1, 1990,
is 4,419,718. The population of 4.4 million RSS is predominantly enlisted (90.5%). Male enlisted
represent 77.5% of RSS and female enlisted represent 13.0% of RSS. Male officers represent 8.0% of
RSS and female officers represent 1.5% of RSS. A total of 10% of RSS are in reserve components.
The majority of RSS have served in the Army (33.7%), followed by Navy (24.4%), Air Force
(17.5%), Marines (12.6%) and non-defense services® (1.5%). Exhibit 10 illustrates the percent of men
and women by their branch of military service in defense services.

Exhibit 10. Percent of Men and Women Recently Separated Servicemembers (RSS) by Branch
of Military Service.
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Source: VA Administrative Records

All servicemembers who are within six months of separation may use the VA vocational and
educational counseling services (Chapter 36) that support the development of personal strategies for
career and educational choices. Disabled RSS who qualify with the VA may enroll in a training or
education program through the Vocational Rehabilitation and Employment Program (Chapter 31).
The RSS who have enrolled in the Chapter 31 program are 310,208, or 7.0% of RSS. A total of
80,114 RSS have completed the program as either reaching their goal of suitable employment
(76,794) or an independent living arrangement (3,320). This count is 25.8% of those who entered the
program and 1.8% of the RSS population.

The vocational rehabilitation program is independent of the education benefits offered through VA,
so RSS may use both benefits. As of August 2007, the RSS who have used education tuition benefits
through the Montgomery GI Bill (Chapter 30) total 1,180,262. The reservists who have used the

> Non-defense personnel include Coast Guard and Public Health personnel.
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newly created Reserve Educational Assistance Program (Chapter 1607) total 23,747. The total RSS
who have used their education benefit is 1,204,009, or 27.2%. Since 1990, over 1.5 million
applications were made to the Montgomery GI Bill Selected Reserve education program (Chapter
1606) by reservists who were not activated for full time military service, except for training. These
reservists can use the benefits while serving in a reserve unit; therefore, they are not separated
servicemembers.

2007 Employment Histories Survey: VA and DOL Assistance

Receiving Gl Bill benefits appears to be the most commonly used benefit among the 2007 EHS
sample of RSS (see Exhibit 11). The percentage of RSS who report using the Gl Bill in the survey
(48.4%) is much larger than the percent of the total RSS population who have used this benefit since
1990 (27.0%). This may indicate that those who are separating from the military in recent years are
more likely to use the benefit than RSS who separated earlier. The Transition Assistance Program can
be used by RSS as they process out of the military, so the reported use (28.7%) is lower than
expected. RSS reported in the 2007 EHS that 4.1% of them have used the VA vocational
rehabilitation program, which is less than the percent who have used it among all RSS (7.0%). The
lower use of this program may be due to the timing of entering the program when it requires the
completion of an adjudicated disability compensation claim through the VA.

Exhibit 11. Percent of Recently Separated Servicemembers (RSS) Receiving Education or
Training Assistance through VA or Department of Labor (DOL) Programs.

Assistance Received Weighted Percent
Montgomery Gl Bill - VA 48.4
Transition Assistance Program - DOL 28.7
Veteran Education Assistance Program - VA 6.1
Other Education/Training Assistance 4.7
Vocational Rehabilitation - VA 4.1
Disabled Transition Assistance Program - DOL 2.6
One-Stop State Training Programs - DOL 2.2
Disabled Veterans Outreach Program - DOL 05

Source: 2007 Employment Histories Survey

2007 Employment Histories Survey: Other Assistance

The 2007 survey of RSS identified other sources of assistance received for education and
assistance among RSS. Exhibit 12 summarizes these benefits in order of those most often used.
Loans, Federal Pell Grants, and employer assistance ranked among the top three sources.
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Exhibit 12. Percent of Recently Separated Servicemembers (RSS) Receiving Education or
Training Assistance through Other Programs.

Assistance Received Weighted Percent
Loan to repay 5.2
Federal Pell Grant 4.9
Employer assistance 4.1
School funding or remission 2.8
State grant or scholarship 1.9
Work study program 1.1
Teaching or research assistantship 0.1

Source: 2007 Employment Histories Survey
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Question 3: Have transition assistance services
provided to recently separated servicemembers
assisted them in obtaining civilian employment?

The Department of Labor offers RSS transition assistance through several information workshop or
counseling programs (TAP, ACAP, or DTAP). Similarly, the VA offers many assistance programs, such
as the Gl Bill, VEAP, and Vocational Rehabilitation. According to the 2001 and 2003 CPS-V reporting of
employment status, there appears to be no association between DOL programs and employment. Among
RSS surveyed in earlier years (1989, 1991, 1993, 1995, 1997, 1999), the percent employed appeared less
among those who used these programs (92.8%) than those who did not use them (94.1%).

Analysis of the 2001 SIPP data revealed that 7.0% of RSS use VA-sponsored training to find a new
job. In contrast, 29.0% of RSS use VA-sponsored training to improve their skills in an existing job.
Of the RSS who used these benefits within 12 months of the 2001 SIPP interview, 22.5% reported
they were presently unemployed, which is significantly higher than the 13.0% unemployed among
RSS who did not use these benefits. The unemployment differences may be explained by the limited
opportunity for RSS to connect to hiring managers while participating in their educational or training
programs sponsored by VA. Of the RSS who use VA-sponsored training benefits, the most
commonly reported occupation® is managerial or professional services (24.9%), followed by sales or
office staffing (19.8%), production or transportation (13.5%), construction or maintenance (11.5%),
and protection services (7.5%). With regard to protection services, the 2000 Census identified that
RSS are significantly more likely than their MCG to work in this occupation, by 3.7 percentage
points.

2007 Employment Histories Survey

The 2007 EHS results demonstrate differences in employment status among those receiving
assistance. The significant differences were between full-time employed and unemployed for those
who received the Gl Bill and vocational rehabilitation (see Exhibit 13).

®  The occupations among RSS using VA sponsored training benefits are reported through the CPS-V, 1989-

1999.
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Exhibit 13. Assistance received from VA or Department of Labor (DOL) Among RSS by
Employment Status, (Unweighted Data).

Assistance Received Emsp?II(];;/e 4 Unemployed 'IF':Jr:e _T_?r:(;
Montgomery Gl Bill - VA 40.8 57.1 449 59.6
Transition Assistance Program - DOL 16.3 26.2 26.7 28.1
Veteran Education Assistance Program - VA 7.1 5.9 7.0 7.5
Vocational Rehabilitation - VA 3.1 8.0 35 55
Disabled Transition Assistance Program - DOL 2.0 3.4 2.5 0.7
One-Stop State Training Programs - DOL 3.1 3.4 2.0 14
Disabled Veterans Outreach Program - DOL 0.0 0.6 0.8 0.7

Source: 2007 Employment Histories Survey

Factors Related to Employment

The following multivariate analysis on employment hours predicts the likelihood of RSS in the 2007
survey working at least 20 hours a week compared to less than 20 hours a week (see Exhibit 14).

Exhibit 14. Model of Factors for Recently Separated Servicemembers Employed at Least 20
Hours a Week (n = 1763) Compared to Recently Separated Servicemembers (n = 160)
Employed Less than 20 Hours a Week, (Weighted Data).

Factors Estimate SE Odds Ratio
Received Montgomery Gl Bill -0.6217 0.0154 0.537***
Disability Rated by VA or DOD -0.4577 0.00624 0.633***
Served in Combat Theater -0.0285 0.0160 0.972*
Non-Commissioned Officer 0.3446 0.0182 1.411%**
Junior or Warrant Officer 0.7628 0.0415 2.144%**
Senior Officer (greater then 04) -0.2070 0.0519 0.813***
Rural or Remote Community -0.3645 0.0162 0.695***

Note: The logistic regression model statistically controls for age, gender, race/ethnicity, and education
before and after separation. SE = Standard Error; Significance levels: *10%; **5%; ***1%.
Source: 2007 Employment Histories Survey

Controlling for age, gender, race, and education, predictors of employment, that is at least 20 hours
per week, were strongest for junior or warrant officers. These RSS were 2 times more likely than
other RSS to be employed by this definition. The employment among RSS was elevated by 40% for
those who are non-commissioned officers. The predictor of interest, Gl Bill, as the leading transition
assistance service, was not a positive predictor of employment. RSS having received the Gl Bill were
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almost half as likely to be employed at least 20 hours a week. A moderate decrease in being employed
was predicted by having received a disability rating and living in a rural or remote community.

The summary of predictors for RSS being employed is:

¢ Rank, but not senior officers (+)

e GIBIll(-)
o Disability (-)
e Rural (-)

Factors Related to Self-Employment

Self-employment is another goal of many assistance programs. A multivariate model predicting self-
employment among RSS in the 2007 EHS is presented in Exhibit 15. The model predicts the
likelihood of an RSS being self-employed, as compared to all others. While several predictors are
significant in the model, only living in a rural or remote community is a strong predictor of self-
employment. Rural RSS were roughly 70% more likely to be self-employed. A decrease in the
likelihood of being self-employed exists among RSS who were senior or hon-commissioned officers

or disabled.

Exhibit 15. Model of Factors for Self-Employed Recently Separated Servicemembers (n = 97)
Compared to Non-Self-Employed Recently Separated Servicemembers (n = 1826), (Weighted

Data).

Factors Estimate SE Odds Ratio
Received Montgomery Gl Bill -0.1936 0.0178 0.824***
Disability Rated by VA or DOD -0.3181 0.0106 0.728***
Served in Combat Theater 0.0585 0.0196 1.060***
Non-Commissioned Officer -0.2667 0.0226 0.766***
Junior or Warrant Officer -0.0559 0.0386 0.946
Senior Officer (greater then O4) -0.3428 0.0582 0.710***
Rural or Remote Community 0.5149 0.0181 1.674%**

Note: The logistic regression model statistically controls for age, gender, race/ethnicity, and education

before and after separation. SE = Standard Error; Significance levels: *10%; **5%; ***1%.

Source: 2007 Employment Histories Survey

The summary of predictors for RSS being self- employed is:

e Rural (+)
e Rank, but not junior officers (-)
e Disability (-)
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Question 4: What are the trends in hiring veterans
by the private sector?

Census 2000 data indicates that most RSS work in the private sector, either for a private company
(61.9%) or as self-employed (4.1%); however, as compared to their MCG, they are significantly more
likely to work in the government sector by 9.5 percentage points (see Exhibit 16). Census 2000
identified that RSS are significantly less likely than their MCG to work in a private company or be
self-employed. Similar patterns of employment were identified in the 2001 SIPP. The SIPP also
identifies those who work in non-profit organizations; RSS were significantly more likely than their
MCG to work among these organizations by 1.1 percentage points.

Exhibit 16. Percent of Recently Separated Servicemembers (RSS) and their Matched Comparison
Group (MCG) in Sectors of Employment, (Weighted Data).

Sector RSS MCG Difference
Private Company 61.9 65.2 -3.3***
Government 19.5 10.0 9.5%x**
Self-Employed 4.1 8.6 -4 5FF*

Significance levels: *10%; **5%; ***1%.
Source: Census 2000

In recent years, the Current Population Survey — Demographic Supplement (CPS-D) identifies a
significant change in the pattern of RSS who are employed in the private sector, both in private
companies and self-employed. Since 1990, the percent of RSS and their matched peers who are
employed by a private company has rapidly dropped, with a statistically significant gap emerging
between the RSS and MCG in recent years (see Exhibit 17). As of the most recent data in the CPS-D
(2005-2006), only 52.0% of RSS are working for private companies, a large drop from the 62.4% of
RSS who work in private companies in the 1990-1991 CPS-D. Percentages of RSS working in both
private and public sectors have decreased over time.
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Exhibit 17. Employment Sector Trends for Employment in Private Companies among Recently
Separated Servicemembers (RSS) and their Matched Comparison Group (MCG).
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Exhibit 18 illustrates the pattern for self-employed workers, which has not changed much since 1990,
but the gap between RSS and their matched peers has increased, with RSS being significantly less
represented in this sector than the MCG in recent years, by 3.9 percentage points. The RSS working
as self-employed has dropped from 12.6% in the 1990-1991 CPS-D to 10.3% in the 2005-2006 CPS-
D.

Exhibit 18. Employment Sector Trends for Self-Employment among Recently Separated
Servicemembers (RSS) and their Matched Comparison Group (MCG).
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2007 Employment Histories Survey

The 2007 EHS identified that 55.7% of RSS work in the private sector, while 36.2% of RSS work in
the public sector. Notable trends in these data include the tendency for those with college degrees and
those who were officers in the military to work in the public sector.

Factors Related to Employment in Private Sector

Exhibit 19 presents the multivariate analysis predicting RSS working in the private sector compared with
those working in the public sector. While all of the factors in the model have statistically significant
relationships with the sector of work (in this case all predicting not working in the private sector), they are
not all strong predictors. Controlling for age, gender, and race, RSS who completed a graduate degree
before separation were roughly 60% less likely to work in the private sector.

Exhibit 19. Model of Factors for Recently Separated Servicemembers (n = 1069) Working in the
Private Sector Compared with Recently Separated Servicemembers (n = 705) Working in the
Public Sector, (Weighted Data).

Factors Estimate SE Odds Ratio
Received Montgomery Gl Bill -0.2587 0.00905 0.772%**
Bachelor Degree Before Separation -0.4623 0.0136 0.630***
Graduate Degree Before Separation -0.9210 0.0227 0.398***
Bachelor Degree After Separation -0.4170 0.0195 0.659***
Graduate Degree After Separation -0.1280 0.0286 0.880***
Disability Rated by VA or DOD -0.0431 0.00451 0.958***
Served in Combat Theater -0.0550 0.00987 0.947***
Non-Commissioned Officer -0.6252 0.0113 0.535***
Junior or Warrant Officer -0.5287 0.0196 0.589***
Senior Officer (greater then O4) -0.5367 0.0314 0.585***
Rural or Remote Community -0.1160 0.0102 0.890***

Note: The logistic regression model statistically controls for age, gender, and race/ethnicity.

Public sector constitutes a government organization, including Armed Forces and self-employed. Private sector
constitutes a private, for profit, company and a non-profit organization, including tax exempt and charitable
organizations. Only respondents who worked since separation or discharge were asked the question about
working sectors. SE = Standard Error; Significance levels: *10%; **5%; ***1%.

Source: 2007 Employment Histories Survey

The consistent finding for rank suggests that RSS who were enlisted personnel in the military (not NCOs)
were likely to work in the private sector. A slight decrease in likelihood of working in the private sector is
predicted by those RSS who have college degrees. The findings suggest that the private sector is not
readily employing the RSS with management experience from the military or RSS with college education.
Neither the receipt of a disability rating nor having served in combat differentiated sector of work.
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The summary of predictors for RSS being employed in the private sector is:

e Education (-)
e Rank(-)
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Question 5: Who are the recently separated
servicemembers who have reached senior level
management positions?

Achieving senior management status is an indication of both socio-economic status and the level at which
employers utilize the management experience achieved among RSS during their military service. Senior
level management is not measured directly in any of the national datasets included in this study. We
created a proxy measure of senior management by selecting those occupations that are in management
professions, such as legislators, and those classified as managers within specific trades and above the
median income of their counterparts in the same classification.

Exhibit 20 illustrates that, according to the 2000 Census, significantly less RSS are in senior
management positions (6.3%) than their MCG (8.5%). The 2001 SIPP data identify an even larger
gap, with 13.0% of RSS and 16.6% of their MCG achieve senior management positions. The CPS-D
identified lower percentages of RSS in senior management positions, with 4.2% in 1990-1991, 3.8%
in 1995-1996, 5.0% in 2000-2001, and 4.9% in 2005-2006, and all were significantly lower
percentages than their MCG in the respective years.

Exhibit 20. Senior Management Positions (Proxy Measure) Held by Recently Separated
Servicemembers (RSS) and their Matched Comparison Group (MCG), (Weighted Data).

Survey RSS MCG Difference
2000 Census (N = 28,372) 6.3 8.5 -2.2%x**
2001 SIPP (N = 657) 13.0 16.6 -3.6***

Significance levels: *10%; **5%; ***1%.

Exhibit 21 illustrates the significant differences in achieving senior management positions
between RSS and their MCG, among the sub-samples of those with college degrees. The
relatively lower achievement among RSS who have completed their college education is an
indication that the process of career readiness after separation is affected by conditions other then
college education alone.

Exhibit 21. Senior Management Positions (Proxy Measure) Held by Recently Separated
Servicemembers (RSS) and their Matched Comparison Group (MCG) among those with
College Degrees, (Weighted Data).

Survey RSS MCG Difference
2000 Census (N = 3,656) 10.9 17.0 -6.1***
2001 SIPP (N =96) 12.1 23.6 -11.51°

Note: ®Small sample size precluded significance testing. Significance levels: *10%; **5%; ***1%.
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2007 Employment Histories Survey

The RSS who participated in the 2007 EHS reported their supervision of employees and their
management level as either senior management, middle management or supervisory. Of these RSS,
25.7% have employees that report to them, 8.5% identify themselves as middle managers, and 4.7%
identify themselves as senior managers. The RSS with higher education tended to supervise more
people and be in higher levels of management.

Factors Related to Senior Management

The following multivariate analysis on management roles predicts the likelihood of RSS in the EHS
sample being in senior management positions, compared to middle management or other supervisor
roles (see Exhibit 22).

Exhibit 22. Model of Factors for Recently Separated Servicemembers Working in Senior
Management (n = 84) Compared to those Working in Middle Management and Supervisor
Roles (n = 410), (Weighted Data).

Factors Estimate SE Odds Ratio
Received Montgomery Gl Bill -0.4947 0.0229 0.61***
Bachelor Degree Before Separation -0.2001 0.0323 0.82***
Graduate Degree Before Separation 1.2471 0.0425 3.48***
Bachelor Degree After Separation -0.1401 0.0617 0.87**
Graduate Degree After Separation 0.0259 0.0658 1.03
Disability Rated by VA or DOD -0.4300 0.0135 0.65***
Served in Combat Theater -0.0796 0.0248 0.92***
Non-Commissioned Officer 0.6520 0.0319 1.92%**
Junior or Warrant Officer 0.9974 0.0459 2.7%**
Senior Officer (greater then 04) 1.6331 0.0577 5.12%***
Rural or Remote Community -0.3322 0.0296 0.72%**

Note: The logistic regression model statistically controls for age, gender, and race/ethnicity.

Only respondents who indicated that they supervised people were asked the question related to management
status. SE = Standard Error; Significance levels: *10%; **5%; ***1%.

Source: 2007 Employment Histories Survey

The model identifies that RSS in senior management positions, as compared to middle management
or other supervisor roles, are 5 times more likely to have been senior officers and 3.5 times more
likely to have completed a graduate degree before separation. Junior or warrant officers are over 2.5
times likely to be senior managers, and non-commissioned officers are almost 2 times more likely.
The order of relevant factors that are significantly not associated with being a senior manager are
using the GI Bill, having a disability rating, living in a rural or remote community, and completing a
bachelor degree after separation. RSS who use the Gl Bill or who had a disability rating were about
40% less likely to become senior mangers.
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The summary of predictors for RSS being senior managers is:

e Rank (+)

e Education (+)
e GIBIll(-)

e Disability (-)
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Question 6: How might establishing networks of
contacts improve private sector employment
opportunities for recently separated
servicemembers?

The scope of career networks ranges from independent individuals operating their own network of
contacts to formal networking strategies operated by professional organizations on behalf of their
members. A consistent method in these networks is the use of peer-to-peer contacts. The concept is based
on the idea that those who one knows personally or those who share an affinity are more likely to assist in
the connection to a hidden job. The qualitative interviews revealed a strong preference for the use of peer-
to-peer networks, especially the use of multiple networks across affinities and interests.

Managers of affinity groups who promoted such networks emphasized the need of members to
actively use the networks to secure job interviews in their targeted corporations. The activities include
researching the corporations of interest, identifying who in the network is associated with the
corporation, and tracking contact efforts in the pursuit of creating job interviews.

Interviewees identified resources that can help improve the effective use of networks, including:
e asearchable database of members,
e associated employment training and job fairs,
e active outreach to potential members by affinity, and

o aligned social and business communications to strengthen affinity among members.

Affinity is a critical component in that it is the emotional tie to the network. The belief is that a
member of the network wants to work for or work with a like member.

There are limitations in networking as a means of accessing quality, hidden jobs (estimates were as
high as 80% of positions are hidden):

(1) First, networks do not necessarily make connections to hiring managers. Reaching into a
corporation and connecting to the person who will advocate for the candidate is necessary for
successful employment. Networking organizations encourage their members who are employed
to market their network to the human resource office of their respective corporations.

(2) Second, mentoring is a valuable aspect of career mobility that is not easy to facilitate through
a network. Mentors tend to want to select the person they mentor, rather than be approached
through a social networking system.

(3) Third, low membership in a network affects the attractiveness to the network. Networking
organizations make it their goal to recruit all of their potential members into the network as
early as possible. In the case of alumni organizations, some will include all alums until they
opt out of the organization.
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(4) Fourth, networks can become saturated with activities that are distractions away from career
connections. The social aspect of a network can become the dominant function, which then
discourages job seekers from using the network for professional goals.

2007 Employment Histories Survey

EHS data indicate that 39.0% of RSS reported that they used personal or professional
contacts/networks to find a job. Exhibit 23 illustrates that the only source people reported using more
than networks was the Internet (51.2%).

Exhibit 23. Sources of Employment Information by Percent of Recent Separated
Servicemembers (RSS) Using Them.

Employment Sources Weighted Percent
Internet job searches 51.2
Personal, professional contacts, or networks 39.0
Newspaper or help-wanted ads 36.7
Federal job listings 34.3
Job fairs 23.6
State employment agency 21.3
Private employment agency 16.6
College or university schools 151
Job services or veteran representatives 8.4
State rehabilitation agency 3.3
Small Business Administration 55

Source: 2007 Employment Histories Survey

No differences existed between race, gender and age among people who reported using networks to
find a job. There were, however, differences among people who lived in various regions of the
country, with individuals in the South and West reporting that they used networks more than RSS in
other regions. People who fought in combat reported using networks more than people who were not
in combat, and more disabled RSS reported using networks less than less disabled RSS.

Data from interviews suggests that a robust network function could enhance and promote the
employability of RSS through connections with peers. Survey findings support this, indicating that
social networks and the use of the Internet resonate with RSS. On-line networks may provide RSS
with opportunities to which they otherwise would not be privy.
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Question 7: How might the promotion of the merits
of recently separated servicemembers to business
leaders improve private sector employment
opportunities?

Private sector interviewees in the qualitative study consistently communicated both positive and
negative perceptions about RSS as potential job candidates. These perceptions were based on both
personal experience with RSS and general opinions based on the “brand” of RSS. In order to promote
the merits of RSS to business leaders, the brand will need to emphasize the positive attributes and
correct misconceived negative attributes. These attributes are listed in Exhibit 24.

Exhibit 24. Positive and Negative Attributes of Recently Separated Servicemembers Provided
by Private Sector Employment Experts.

Positive Attributes Negative Attributes

Leadership Inflexibility

Work ethic Rigidity

Reliability Behavior limited to taking orders

Discipline Lack higher education

Maturity Lack creativity

Team players Lack specific business knowledge
Integrity Lack business and financial skills
Problem solvers Risk of PTSD

Project management skills Risk of the effects of combat

Interviewees indicated that the most valuable positive attribute was integrity, especially in positions where
the employee is responsible for finances. The consistent concerns with RSS as candidates are that (1) they
cannot demonstrate business aptitude based on past experiences and (2) they are not ready to quickly
contribute to the profit-making environment. As a result, RSS are not perceived as having the ability to
contribute swiftly nor significantly to corporate profitability.

Successful promoting of RSS to business leaders will depend on how such promotion fits the
process of RSS to achieve career readiness in terms of demonstrating aptitude and preparing for
profit-oriented work. The current brand applied to the RSS workforce may be justified, in part,
because servicemembers do perform their duties within tightly defined skills sets and are not
working towards creating a profit. Redefining the brand will require attention to:

(1) the positive attributes that convey valuable potential as an employee,

(2) opportunities for business-oriented training through veterans’ education benefits, and
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(3) translation of operational thinking and execution from military missions to business
objectives, for both the RSS and the message to employers.

The group of marketing experts agreed that a public relations and educational campaign would
benefit the hiring prospects of RSS. They noted that the campaign would require some “product
differentiation” because of the variety of candidates within the RSS workforce and the differences in
talent acquisition strategies across industries. They also suggested the use of case examples of
servicemembers who had demonstrated successful career transitions into the private sector.

2007 Employment Histories Survey

The 2007 EHS data indicate that the profile of RSS workers is varied when looking at grade
separation, region and educational attainment’. It is important to consider the profile of the workforce
when targeting market campaigns and determining how best to serve the population. Understanding
the make-up of the population will better help policymakers and researchers create and implement
policies surrounding employment of RSS.

Exhibit 25 provides a workforce description by occupation and grade of separation as an indication of
management experience. Across all occupations, there is representation at most experience levels. In
general, there are very few senior officers in labor occupations such as building and ground
maintenance and construction. Of those senior officers, 18.9% are in management, 18.9% in
healthcare practices, and 11.3% are in the legal field. No senior officers are in arts and entertainment,
health care support, the food industry, buildings and ground maintenance, personal care services,
office and administrative support, farming, construction or production. We see diverse management
levels in major industries, such as architecture and engineering, business, computers, healthcare,
management, and transportation.

Exhibit 25. Occupation by Grade Separation, (Weighted Percentages).

Occupation Enlisted | NCO | Junior/Warrant Senior
Officer Officer
Architecture or Engineering 2.3 3.5 7.6 5.7
Arts, Media, Design, or Sports 2.3 1.0 1.0 0.0
Building Cleaning or Maintenance 14 2.1 1.0 0.0
Business or Financial 3.7 3.8 7.6 7.6
Community or Social Service 1.1 1.1 1.3 1.9
Computer 3.5 4.9 5.0 1.9
Construction or Extraction 8.9 6.2 5.0 0.0
Education, Training, or Library 1.1 3.4 6.3 7.6
Farming, Fishing, or Forestry 14 1.0 0.0 0.0

" See Appendix C for a full description of the occupation codes.
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Occupation Enlisted | NCO | Junior/Warrant Senior
Officer Officer
Food Preparation and Service 5.6 2.0 0.0 0.0
Healthcare Practice or Technology 2.8 3.1 7.6 18.9
Healthcare Support 14 1.6 3.1 0.0
Installation, Maintenance, or Repair 10.8 14.1 1.9 1.9
Legal 0.0 0.5 3.8 11.3
Management 4.9 7.1 13.2 18.9
Office and Administrative 5.8 6.5 3.8 0.0
Personal Care or Services 1.9 1.0 1.3 0.0
Physical or Social Science 1.2 1.3 1.0 3.8
Production 5.8 4.5 1.0 0.0
Protective Services 14.0 14.4 13.8 3.8
Sales 8.6 51 25 19
Transportation or Moving 8.7 8.4 8.2 7.6

Source: 2007 Employment Histories Survey

It is interesting to note that protective services is continuously among the most popular occupations
reported by all RSS with the exception of senior officers. Installation and maintenance repair was also
a popular occupation held by enlisted and NCO RSS. Management positions and health care practices
were popular among officers.
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Question 8: What methods of communication
between private sector employers and recently
separated servicemembers may improve
employment opportunities?

Enhancing communication between RSS and private sector employers will require attention to the
best practices identified by the hiring managers. In the qualitative interviews, the general consensus
among the executives was that there were no known mechanisms for finding qualified RSS.
Furthermore, the expectation was that the best candidates would be vetted and channeled to the
corporate hiring managers, and the candidates would be prepared for the interview process. This
expectation was consistently expressed as the ideal method for connecting candidates to the hidden
job market. An alternative method that was often mentioned was the use of on-line search engines,
such as Monster.com or CareerBuilder.com. Some interviewees expressed a lack of confidence in
these methods because they were options for those candidates who were unable to successfully
connect to the hiring managers directly or through vetting channels.

Interviews with managers of networking organizations, such as alumni or affinity groups, revealed that
both of the above practices (vetting channels and on-line services) are utilized. The organizations that were
actively supporting talent acquisition for corporations would qualify the candidate’s fit to the corporation,
prepare the candidate for the corporation’s expectations, and then connect the candidate directly to the
hiring manager. Hiring managers expressed a desire for this method because it accelerated the speed at
which they could find and place successful employees. Networking organizations also used on-line search
engines, but many of these were proprietary systems that could only be used by their members and
searched by hiring managers who paid for access to the candidate profiles. Organizations promoted the
search engines to corporations through job fairs and directly to their network of hiring managers, some of
whom were affiliated to the networking organization as alums.

The communication methods used by networking organizations varied by the scope of candidates that
they represented. In general, a portfolio of candidates by areas of expertise and levels of management
experience were conveyed to hiring managers. The portfolio may be as broad as an on-line search
engine where these attributes could be identified through searches, or as narrow as a slate of
individuals that fit a particular workforce strategy in a single corporation. The Chambers of
Commerce executives expressed a need for a well-organized portfolio of the RSS workforce that they
could distribute to their member companies.

Throughout the qualitative study, participants were asked about their experience using any of the state
veteran representatives funded through the Department of Labor. The participants were unaware of
these representatives.

2007 Employment Histories Survey

Of the sources RSS use to find employment information, survey data indicate that 51.2% of RSS
utilize the Internet, more so than any other source. Among the sources asked about, this source was
reported as being used the most. A closer look at who uses the Internet suggests that differences exist
among users. We found that:

Abt Associates Inc. Employment Histories Report — Final Compilation 33



e More male RSS tend to use the Internet than female RSS;
e Younger RSS use the Internet more than older RSS;
e RSS in the South and West tend to use the Internet more than RSS in other regions;

¢ Individuals who served in combat appear to use the Internet more than RSS who did not serve
in combat;

e Less disabled RSS use the Internet more than more disabled RSS;

¢ NCO and enlisted RSS appear to use the Internet more than officers.

No differences existed between racial/ethnic groups and the use of the Internet.
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Conclusions

Career readiness after separation is a concern for many. Historically, servicemembers prepared for
civilian careers by participating in workshops at the time of separation from active duty (e.g.,
Transition Assistance Program (TAP)). The effects of this and other forms of preparation have largely
been unknown. In response to Public Law 108-454, we completed two studies that provide a baseline
description of what servicemembers have experienced in the civilian workforce and may experience
in the future. The studies examined the perspectives of hiring managers in private sector businesses
and the employment histories of recently separated servicemembers. This report provides insights
into questions specified by Public Law 108-454. The questions are as follows:

1. Is the employment obtained by recently separated servicemembers commensurate with
training and education of those servicemembers?

2. Have recently separated servicemembers received educational assistance or training and
rehabilitation from VA?

3. Have transition assistance services provided to recently separated servicemembers assisted
them in obtaining civilian employment?

4. What are the trends in hiring veterans by the private sector?

Who are the recently separated servicemembers who have reached senior level management
positions?

6. How might establishing networks of contacts improve private sector employment
opportunities for recently separated servicemembers?

7. How might the promotion of the merits of recently separated servicemembers to business
leaders improve private sector employment opportunities?

8. What methods of communication between private sector employers and recently separated
servicemembers may improve employment opportunities?

National datasets were examined to provide a baseline of employment experience and outcomes, and
to highlight information gaps that needed to be filled by the new survey. As a whole, the national
datasets suggest that RSS have had difficulties in finding their first civilian job within the first two
years after separation. As compared to their peers with the same educational attainment and
demographic characteristics, RSS were more likely to earn lower wages, especially among the
college-educated. Furthermore, RSS were more likely to be in low income families within the eight
years following separation.

Based on the findings from the review of the national datasets and discussions with stakeholders, an
Employment Histories Survey (EHS) was designed and conducted. The 2007 EHS analyses looks at
various economic and employment outcomes such as wages; responsibility on the job; assistance
received; employment status, including self-employment, and work in the public and private sector;
and management roles to expand on the knowledge related to employment histories of RSS and to
respond to the Public Law. While these indicators cannot predict career achievement, they can be
indicators of career readiness, which may ultimately affect career employment and achievement.

Findings from the 2007 EHS, in many cases, mimic findings from the synthesis analysis while also
providing more direct information related to the aforementioned questions asked by Congress related to
various factors of employment (for additional data related to the 2007 EHS, refer to Appendix D).
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Based on the findings, we see patterns in variables that help explain certain outcomes. Exhibit 26
presents specific employment and economic outcomes by various explanatory factors.

Exhibit 26. Employment and Economic Outcomes of Recently Separated Servicemembers by
Explanatory Factors.

Education Level Rank Rural | GI Bill |Disability
+
Wages (not Jr. or - -
Warrant Officer)
Responsibility Civilian Job + — _
Low Income - - + +
+

Employed 20 hrs/week _ - - _
(not Sr. Officer)

Self-Employed ) + -
(not Jr. Officer)

Private Sector - -

Senior Management + + - -

Note: +/- indicates the direction of the relationship.
Source: 2007 Employment Histories Survey

We found that RSS who separated with higher ranks tended to have higher wages, while those receiving
the GI Bill and living in rural areas were less likely to have higher wages. Although education was not a
significant factor in predicting wages, it was a strong predictor of responsibility staying the same or
increasing in a civilian job relative to one’s military occupation. RSS who have obtained a graduate
degree were more likely to have the same or more responsibility in their civilian job, suggesting that
employment is commensurate with education in terms of responsibility. Again, the Gl Bill was a strong
outcome predictor, indicating that those receiving the Gl Bill had less comparable responsibility in their
civilian job compared to their military job. Living in rural communities and receiving the GI Bill were
predictors of having a low income (less than $29,000) while rank and education level were predictors of
not having a low income. Furthermore, RSS receiving the GI Bill were almost half as likely to be
employed at least 20 hours a week. While the GI Bill appears to be a predictor of not having a high
wage, having less responsibility, having a low income, and working fewer hours, almost half of RSS
(48.4%) receive the Gl Bill, followed by the TAP (28.7%).

Similar to the 2000 Census data, we found that more RSS work in the private sector compared to the
public sector. RSS who completed a graduate degree before separation were about 40% less likely to
work in the public sector, suggesting that education may be related to the sector in which one works.
Education is a strong predictor of management roles, with RSS in senior management positions
compared to middle management or supervisory roles being 3.5 times more likely to have completed
a graduate degree before separation. Rank was also a strong predictor of management with senior
officers being 5 times more likely to be in senior management positions.
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These finding suggest that challenges exist for RSS related to employment. The employment
readiness of RSS seems to be lacking. Challenges appear to be greater for RSS receiving the Gl Bill,
living in more rural areas, being a lower rank, and having less education. These RSS appear to be
less likely to obtain high wages, obtain jobs with the same or more responsibility, obtain management
positions and work more than 20 hours a week. This could be explained by conditions such as being
in school or in rural areas. The Synthesis Analysis showed differences among RSS compared to MCG
on employment and economic outcomes and the results from the 2007 EHS indicate that difficulties
may exist for certain RSS related to specific employment and economic outcomes. These concerns
were reiterated during the branding interviews which focused on marketing and branding RSS.

The marketability of servicemembers is dependent on their training and how well it matches the
interests of potential employers. Even those who continue their education and training with the intent
of being more marketable may not be prepared to access desired careers. The human resource officers
who said they have interviewed military veterans in the past reported that these candidates were not
prepared to market themselves to the business environment—they did not seem to understand the
culture and expectations; thus were not career ready.

After serving in the military for a few years, it is unlikely that servicemembers have developed the
opportunities to access quality careers through networks and mentors. The Internet appeared to be the
most common source RSS used for employment information. Interviews with private sector hiring
mangers and talent acquisition specialists revealed that a majority of the high-quality careers are
hidden opportunities that require direct channels of access. Both groups revealed that they rely
heavily on sources that can qualify the business value of candidates and then prepare them for
successful interviews, much like what is provided by the alumni associations of military service
academies. Although on-line affinity networks have become popular for the military (e.g.,
Military.com), these are not on par with the comprehensive network programs operated by top-tier
alumni and talent acquisition organizations. Enhancing and promoting networks among
servicemembers could foster communication and the sharing of information among servicemembers
which could potentially result in greater visibility of servicemembers and expanded employment
opportunities. In addition, these networks could be shared with prospective employers providing them
with an easy mechanism for outreach to separated servicemembers. This is important given we
learned that many companies are unaware of where to locate separated servicemembers.

As Operations Enduring Freedom and Iraqi Freedom heighten the interest and desire of the country,
the Congress, and Federal agencies to ensure the successful transition of service men and women into
civilian employment after their separation from military service, the Federal government may need to
reevaluate how it serves the needs of returning servicemembers. The responsibilities of the Federal
government or partnerships with the Federal government may have to change to ensure successful
transition processes in all servicemembers. Transitioning back into civilian employment, education,
and/or training after completing military service can be challenging for some military personnel and
may be different for different veteran cohorts and types.

Recently, the military has worked on assisting servicemembers in completing and translating their skills
to match equivalent civilian job descriptions; however, training for marketability may require much
more preparation than having the ability to improve a resume. Employers are seeking candidates with
business insight and leadership. While these qualities may exist in many servicemembers, they need to
be calibrated or enhanced for sale to civilian business employers. We found that many employers are
unaware of the skills separated servicemembers possess. For example, few understood that today’s
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military is highly technological, and that a large number of separated servicemembers have valuable
technology and information technology skills. In order to help improve veterans’ employment
prospects, the federal government and other partnerships should consider contracting with a private
sector marketing entity to design and execute a targeted marketing strategy — based upon proven
consumer branding techniques — to help veterans overcome barriers to employment.

Preparation for career readiness may also require guidance and coaching from multiple sources that
have knowledge about opportunities and are already working in companies that may appeal to the
servicemember. Education and training programs, such as the Gl Bill, may need to be redesigned to
maximize the transfer value of military experiences and enable internships and contract work that
connects servicemembers to career opportunities. The use of the Internet as a source of employment
information may need to be further exploited as well as the creation of an on-line network. These
steps may help improve the career readiness of RSS and ultimately the employment histories of RSS.
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Appendix A

Throughout the course of seven corporate site visits and six peer-to-peer consultations, interviews were
conducted with senior executives, talent acquisition managers, human resources directors, and
recruiters at companies that combined employ over 500,000 people and generate more than $250
billion in annual revenues. In addition, three branding and marketing summits were held with eight
national leaders in the fields of advertising and public relations.

Corporate Site Visits

The seven companies chosen for the corporate site visits provide a representative snapshot of
corporate America. Companies were selected to ensure a diverse representation of various sectors in
the economy. Companies that were among the leaders in their respective sectors or fields were
preferred. In addition, companies were chosen to represent a balance of companies; some had
reputations for taking pro-active actions related to veterans’ employment, while others did not have
any particular reputation related to veterans’ employment.

Exhibit 1. Corporate Site Visit Company Profiles

Estimated Annual Revenues Number of

Industry Employees Billions Participants
A Customer Service Over 10,000 $1 Billion 12
B Insurance Over 25,000 $25 Billion 9
C Banking Over 25,000 $5 Billion 10
D Industrial Manufacturing Over 250,000 $150 Billion 16
E Food and Beverage Over 100,000 $25 Billion 2
F Entertainment Over 10,000 $10 Billion 5
G Consumer Products Over 25,000 $10 Billion 2

Peer-to-Peer Consultations

The six organizations and institutions chosen represent a cross section of traditional college alumni
organizations as well as other non-traditional peer-to-peer organizations. Organizations were
primarily chosen due to their reputation as having the finest peer-to-peer networks among their
institutional peers.

Exhibit 2. Peer-to-Peer Consultation Organization Profiles

Number of

Industry Estimated Alumni Participants
A Online Community Over 250,000 2
B Public University Over 100,000 1
C Business School Over 25,000 3
D Minority Educational Foundation Over 100 1
E Law School Over 25,000 2
F Military Educational Institution Over 50,000 1
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Branding and Marketing Summits

The branding and marketing experts chosen to participate in the Branding and Marketing Summits were
selected based upon their expertise in the areas of branding, marketing, advertising, and public relations.
The group was also selected with a goal of providing a balanced group in terms of diversity.

Exhibit 3. Branding and Marketing Summit Participant Profiles

Years of
Title Industry Experience

A Marketing Executive Consumer Products and Financial Services Over 25
B Marketing Executive Consumer Products Over 20
C Marketing Executive Manufacturing 25
D Marketing Research Specialist Telecommunications Over 20
E Marketing Consultant Information Technology Over 25
F | Advertising and Marketing Consultant Advertising 15
G Senior Advertising Executive Advertising Over 20
H Public Relations Consultant Public Relations Over 30
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l. Introduction

The U.S. Department of Veterans Affairs (VA) is dedicated to providing patient care and federal benefits
to veterans and their dependents. To further its goals, the VA sponsored the Employment Histories of
Recently Separated Service Members Survey (EHS), the subject of this report. The report describes the
first wave of a two-wave pilot longitudinal survey. The pilot will support the development of an
institutional, prospective longitudinal veteran employment research program. The information gained
through the survey will be used to guide appropriate and focused VA program development, and to
establish a baseline for VA to measure the progress of employment outcomes.

Wave 1 of the EHS consists of 1,941 survey interviews conducted with recently separated service
members by telephone, Web, and mail. The target population included service members from all
branches of the military whose dates of separation span from December 2004 through January 2006. This
includes both Reservists and National Guard members who have been activated, as well as regular Active
Duty service members. The survey instrument focused on the employment experiences of these
respondents since separation from active duty.

In this survey, the following research questions were addressed:
1. How does the employment of recently discharged veterans (RDVs) compare with their

education and training?

2. What education assistance, job training, and rehabilitation services have RDVs received
from Federal and state agency programs?

3. How have these services helped RDVs reenter the labor force?

4. To what extent have RDVs entered private versus public sector employment? What
occupations have they entered?

5. To what extent have RDVs obtained senior-level management positions? What
education, training, or career characteristics have contributed to this employment?

Il. Sampling Design

The sample of veterans was stratified on the basis of:
e Active duty;
e National Guard/Reserves;
by date of discharge:
e December 2004 — November 2005; and
e December 2005 — January 2006.

The sample size for each of the four strata was 4,847 for a total sample size of 19,388. Within each
stratum, the sample was further stratified by branch of the service, and a proportionate stratified design
was used to allocate the sample to each of these secondary strata. The sample was then drawn from
Defense Manpower Data Center (DMDC) records.
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lll. Questionnaire

Questionnaire Development

The EHS instrument was based primarily on questions borrowed from large government surveys
including the Survey of Income and Program Participation (SIPP), the National Longitudinal Survey of
Youth (NLSY), and the Current Population Survey (CPS). Borrowed questions were revised to fit the
needs of the EHS, as needed. For example, questions were revised to have employment activities “since
separation” be the focus of the question. Additional questionnaire items were also compiled or developed
by Abt staff. Input from other agencies, such as DOD and DOL, was obtained during the review process.

Items were selected for inclusion in the questionnaire based on one or more of the following criteria:

e The variable directly addressed one or more research questions.
o The variable had possible explanatory value for analyses.
o The variable addressed an issue specific to the veteran cohort of interest.

o The variable provided the possibility of measurable change within a 12-month period.
Content

The EHS questionnaire was divided into eleven sections: Introduction and Screening; Recent
Employment History; Occupation; Senior Management; Commensurate; Training, Education, and
Employment Assistance; Education; Disability Status; Living Situation; Demographics; and Contact
Information. (Copies of the questionnaire in all three modes appear in Attachment 1.)

Cognitive Testing

Prior to finalizing the questionnaire, cognitive testing was performed. The primary goal of the cognitive
testing was to learn how respondents perform the tasks necessary to complete the EHS questionnaire, and
to determine what difficulties respondents might encounter, the likely cause of those problems and, to the
extent possible, what might be some possible solutions. Nine cognitive interviews were conducted from
July through October, 2006. Five interviews were conducted in-person in the Abt Cognitive Testing
Laboratory (CTL) in the Bethesda, Maryland office. The other four interviews were also conducted in-
person, but off-site in Huntsville, Alabama, which has a large military community.

Respondents were given an introduction to the study and to the tasks associated with cognitive
interviewing (e.g., “thinking aloud”). They were instructed to tell the interviewer what they were
thinking as they answered questions. They were also occasionally asked specific, scripted probes for
select questions identified by expert review as more likely than others to be ambiguous or difficult-to-
answer. Other times the interviewer asked generic probes (i.e., “What were you thinking?”) if the
respondent seemed to have difficulty answering. Results of these interviews were used to guide
questionnaire revisions, and the instrument was subsequently finalized.

CATI and Web Programming

The EHS was conducted by three modes: computer-assisted telephone interviewing (CATI), Web, and
paper. Both the CATI and Web modes required programming of the instrument for interviewer-
administered and self-administered data collection, respectively. The paper version of the questionnaire
was also designed for self-administration and closely resembled the other modes.
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The CATI data collection software presents the questionnaire on computer screens to each interviewer.
The program guides the interviewer through the questionnaire, automatically routing the interviewer to
appropriate questions based on answers to previous questions. Interviewers enter survey responses
directly into the computer; the CATI program determines whether the selected response is within an
allowable range, checks it for consistency against other data collected during the interview, and saves the
responses in a survey data file.

The Web survey was programmed using the same specifications as the CATI program and using software
developed by the same company. The inclusion of a Web-based questionnaire allowed respondents to
complete the survey in a self-administered mode at a time most convenient to the respondent.

The programmed EHS instruments made full use of the CATI/Web system’s ability to check whether a
response was within a legitimate range and to follow skip patterns. Once initial programming was
completed, the instrument underwent rigorous testing to ensure correct functioning of both the CATI and
web systems. In addition, the data entry system for paper mail completes was based on the CATI/Web
programming specifications to ensure that quality control checks would be conducted as data entry occurred.

V. Interviewer Training

The initial EHS data collection staff were recruited during April 2007; the first training sessions were
conducted at the end of April. To offset interviewer attrition, interviewer recruitment and training
continued throughout the field period, as needed. Interviewer training was conducted in Abt Associates’
telephone center in Hadley, Massachusetts.

All interviewers went through an extensive training session covering the following topics: Study
Background and Objectives; Data Collection; Telephone Number Tracking; Questionnaire Overview and
Question by Question descriptions; Telephone Disposition Codes; Telephone Interviewing Procedures;
Interviewing Skills and Techniques; Special Considerations for Working with Veterans; Important Project
Information; and Frequently Asked Questions.

In addition, all project staff, including interviewers, were required to successfully complete online VA
data security and privacy trainings.

V. Data Collection

A pretest of 50 telephone interviews was conducted April 23-May 3, 2007 using a sample of 562 cases.
Findings from the pretest were used to refine the questionnaire content prior to beginning the main study.
After revisions identified during the pretest were made to the EHS instrument, main study data collection
began.

An additional 3,302 cases were released for data collection (the number originally estimated to be required
in order to ultimately complete the target number of interviews). First, an advance mailing consisting of two
letters (Attachment 2) was mailed on May 16, 2007 to the selected recently separated service members for
whom there were addresses (n=3,241). One letter, printed on VA letterhead and signed by a VA official,
described the purpose of the study, introduced Abt Associates, and provided a link to a VA web site that
would confirm the legitimacy of the study. The second letter, printed on Abt letterhead, notified recipients
of their rights as a respondent, and provided them with a Web address and password for the Web survey and
a toll-free number they could call to complete the survey by telephone, if preferred. This mailing also
included two $1 bills and a promise of $20 more upon completion of the survey.
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The Web Survey was launched on May 17, 2007. At this time, telephone interviewers were also on staff
to accept call-ins resulting from the advance mailing containing both the Web link and a toll-free number.

Approximately three weeks later, on June 8, 2007, a second mailing was sent to 3,118 veterans who had
not yet completed the survey. This mailing included a reminder letter from the VA and from Abt, as well
as a paper questionnaire booklet and a postage-paid envelope for respondents who preferred to complete
the survey by mail.

For those still not having responded to the requests for participation via Web or mail, active telephone
interviewing began June 26, 2007.

Additionally, on July 3, 2007, a final reminder letter was sent on Abt letterhead to 1,936 veterans who
still had not completed the survey. This letter contained the Web link and toll-free number.

As data collection progressed, it became clear that the initial sample of 3,241 recently separated sample
members would be insufficient to obtain the targeted 1,940 completes because of lower than anticipated
eligibility and locating rates. Therefore, an additional 13,008 cases were released on July 27, 2007.
Approximately 1,000 of these cases were sent a mailing on July 31, 2007, with the Web link and toll-free
number, while the remaining cases were released for telephone data collection only.

At the end of data collection a total of 1,941 interviews were completed. Exhibit 1 details the total
number of interviews completed by mode. The average EHS telephone interview length was 13 minutes
and 51 seconds.

Exhibit 1. Completed Detailed Interviews Overall and by Mode

Mode Number of Interviews

Total 1,941
CATl/phone 1500
Web 328
Paper 113

Toll-Free Telephone Number

A toll-free telephone number was provided in the advance letter, in answering machine messages, and by
interviewers at the request of respondents. Potential respondents could use this number to ask questions
about the study or to complete an interview.

Informed Consent

In the survey introduction, respondents were informed about the voluntary nature of the survey and
confidentiality of data collected. In addition, the informed consent script provided information about the
content of the survey and the expected duration.

Employment Histories Survey Methodology Report B-4



Sample Management

For calls made to potential respondents, the CATI call scheduler determined the appropriate sequence of
days of the week and hours of the day for attempted contacts, based on analyses of optimal calling
patterns in previous studies. This system ensured that contacts covered all combinations of days of the
week and times of day, as needed.

Response Rates

Two key response rates were calculated for the EHS (Exhibit 2). The unweighted interview completion
rate, the percentage of completed interviews among eligible respondents, was 95.3%. The unweighted
eligibility/locating rate, which measures the percent of sampled cases currently located and found eligible
was 24.1%. Finally, using the information from these rates and applying the sampling weights, one
overall weighted response rate was produced. This overall response rate was 22.2%. Weighted response
rates were also calculated for each of the four primary strata.

Exhibit 2. Data Collection Weighted Response Rates

Key Indicator Rate

Eligibility/Locating Rate 24.1

Interview Completion Rate 95.3

Overall Response Rate 22.2
Reserves Response Rate, separated Dec *04 — Nov ‘05 23.2
Reserves Response Rate, separated Dec 05 — Jan ‘06 25.5
Active Duty Response Rate, separated Dec 04 — Nov ‘05 19.7
Active Duty Response Rate, separated Dec 05 — Jan ‘06 23.8

The final disposition of the EHS sample is shown in Exhibit 3.

Exhibit 3. Final Disposition of the EHS Sample

Number of Selected

Final Disposition Service Members
Eligible, released, completed interview 1,941
Eligible, released, interview not completed 96
Ineligible, not released, military address 487
Ineligible, released, date of separation 415
Ineligible, released, still in military 1,261
Ineligible, deceased 52
Unknown eligibility, not released, insufficient contact information 55
Unknown eligibility, released, insufficient information to determine

eligibility (e.g., no contact made or missing date of separation) 13,146
Total Number of Selected Cases 17,453
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Efforts to Maximize Response Rates
Approaches used to maximize response rates included:

e An advance mailing to selected recently separated service members to establish the legitimacy of
the study and increase rapport prior to the first contact.

e A toll-free telephone number to allow respondents to contact Abt staff, encouraging potential
respondents to obtain information about the study, immediately establish study eligibility, or
voice any concerns.

e A sample management plan that ensured that the correct number of cases were in the field at any
given time, and provided daily review of the status of appointment and refusal cases to ensure
timely recontact.

e An interviewer training program in refusal aversion to reduce the number of unresolved cases and
refusals from eligible respondents.

V1. Quality Control

To ensure high-quality data, project staff continually monitored sample selection and case release
processes, interview administration, data consistency, and the estimation process. A brief overview of the
various quality control measures that were in place for the EHS follows.

Sample Monitoring

The prepared sample of recently separated service members was checked to ensure that it met the sample
design specifications. The sample was monitored on a daily basis to ensure that the pace of data
collection was consistent across the data collection period, and to prevent the release of excess cases.
Daily analyses of the dynamics of the sample were produced to assist in timely sample management
decision-making.

Mail-out Quality Control

EHS mailings were produced by an outside vendor. Abt staff traveled to the vendor before each mailing
in order to perform a quality assurance check on the mailings. This involved checking to make sure that
the name on the two letters matched each other as well as the name on the outside of the envelope.

Data Collection Quality Control

The CATI and Web systems, as well as the paper data entry system, were programmed to help ensure
complete and accurate data collection, using automated data checking techniques, such as response-value
range checks and consistency edits, during the interview process. These features enabled interviewers to
obtain needed clarifications while still on the telephone with the respondent. In addition, data and
frequencies were regularly reviewed in all three modes by project staff.

Quality Control of Telephone Interviewing

Telephone center supervisors were available to interviewing staff at all times to resolve any questions or
concerns about a case. Supervisors regularly observed the data collection process to informally monitor
interviewers. In addition, supervisory staff used remote telephone and computer monitoring technology
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to evaluate whether the interviewers were performing according to project specifications. They focused
on whether introductory materials were properly read, item wording and sequence of the questionnaire
were followed correctly, respondent questions were answered properly, and any vague responses were
properly probed. Computer monitoring also allowed supervisors to ascertain whether answers were
entered accurately into the CATI system.

Supervisory staff monitored EHS calls. Selection of interviewers for monitoring was automated using an
algorithm that ensured that newly trained interviewers were monitored more often than experienced
interviewers. Experienced interviewers were prioritized for monitoring based upon the length of time
since their last monitoring session and recent monitoring scores. Each interviewer was typically
monitored at least once a week, but some interviewers were monitored more often.

Quality Control in the Data File Production Process

A review of all programming and edits by project staff served as a quality control check of the cleaned
data. This quality control review identified any out-of-range values and incorrect skip logic. Calculation
of recoded variables was cross-checked. Any observed discrepancies were flagged and reported to the
programmer. Variable labels and statements were also checked to be sure that they were consistent with
the data documentation provided.

VIl. Weighting Procedures

The sample design consists of 20 sampling strata (variable name = WEIGHTING STRATUM). Each of
the four primary strata (variable name = PRIMARY STRATUM) were divided into five secondary strata
based on branch of service (variable name = SERVICE BRANCH):
1. Active duty, December 2004 — November 2005 date of discharge by five branches of the service,
2. Active duty, December 2005 — January 2006 date of discharge by five branches of the service,

3. National Guard/Reserves, December 2004 — November 2005 date of discharge by five branches
of the service, and

4. National Guard/Reserves, December 2005 — January 2006 date of discharge by five branches of
the service.

For each of the 20 sampling strata a base sampling weight was calculated. The base sampling weight
(BSW) for a stratum equals the population counts of individuals in the stratum divided by the sample size
of individuals in the released sample replicates.

The final disposition assigned to each sample individual was used to categorize the sample into four
categories:

1. Eligible, interview completed (EC),
2. Eligible, interview not completed (ENC),
3. [Ineligible (I), and

4. Unknown eligibility status (U).
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For each sampling stratum the base sampling weight was used to calculate a weighted stratum response
rate using the response rate (variable name = RR) formula:

RR — EC

EC+ENC+U( EC+ENC j

EC+ENC +1

The weighted response rates for the 20 sampling strata are shown in Exhibit 4. The overall weighted
response rate is 22.176%. The response rates by sampling stratum do not vary that much about the
overall response rate with the exception of strata 12, 32, and 42, which have response rates around 10%
and stratum 25, which has a response rate around 30%. Other than these four strata, there is not much
evidence of differential nonresponse across the strata used in the sample design.

Exhibit 4. Stratum Response Rates
Stratum Service Response Rate
Number | Primary Stratum Branch (expressed as a proportion)
11 Active duty, December 2004 — A

November 2005 0.23315
12 Active duty, December 2004 — C

November 2005 0.10638
13 Active duty, December 2004 — F

November 2005 0.24244
14 Active duty, December 2004 — M

November 2005 0.20141
15 Active duty, December 2004 — N

November 2005 0.26304
21 Active duty, December 2005 — A

January 2006 0.24365
22 Active duty, December 2005 — C

January 2006 0.22857
23 Active duty, December 2005 — F

January 2006 0.27871
24 Active duty, December 2005 — M

January 2006 0.26553
25 Active duty, December 2005 — N

January 2006 0.30556
31 National Guard/Reserves, December | A

2004 — November 2005 0.17177
32 National Guard/Reserves, December | C

2004 — November 2005 0.12357
33 National Guard/Reserves, December | F

2004 — November 2005 0.24984
34 National Guard/Reserves, December M

2004 — November 2005 0.16937
35 National Guard/Reserves, December

2004 — November 2005 0.20495
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Exhibit 4. Stratum Response Rates
Stratum Service Response Rate
Number | Primary Stratum Branch (expressed as a proportion)
41 National Guard/Reserves, December | A

2005 — January 2006 0.20162
42 National Guard/Reserves, December | C

2005 — January 2006 0.11667
43 National Guard/Reserves, December | F

2005 — January 2006 0.26796
44 National Guard/Reserves, December | M

2005 — January 2006 0.23664
45 National Guard/Reserves, December

2005 — January 2006 0.26163

For a given stratum the nonresponse-adjusted sampling weight (variable name = NRA_ WT) equals the
base sampling weight for that stratum divided by the response rate for that stratum.

The sum of the nonresponse-adjusted sampling weights for the 1,941 completed interviews equals an
estimated eligible population size of 304,625 individuals.

VIIl. Data Files

A SAS (v9.01) data file, including data from all three modes, is the final data file product. The file,
containing complete documentation, includes SAS programs to create the format library, a detailed list of
all variables with descriptions and attributes for each variable, a Data User’s Guide, and a codebook. For
confidentiality purposes, all names and telephone numbers have been removed from the data file.

Coding

All open-ended responses were reviewed to determine if they could be back-coded to one of the pre-
existing response categories. If a particular response could not be back-coded, and appeared frequently
among the open-ended responses, then a new response category was created for coding purposes. Coding
for the “Occupation” variable was based on the U.S. Department of Labor’s Standard Occupational
Classification (SOC) System. Back-coding for the “Race” variable was based on U.S. Census guidelines.

Data Cleaning
The EHS was assigned a lead programmer responsible for cleaning data at the end of the data collection
period. The data file for each mode was first cleaned individually before the three files were merged into
one final dataset. Using the questionnaire specifications as a base, the lead programmer followed detailed
cleaning specifications and produced a series of cleaning programs. These programs were created to:

1. Check for duplicate cases.

2. Verify the valid number of completed cases in the data file.

3. Check that all data elements for a completed case were present.

4. Apply backcodes of verbatim responses.
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5. Check that values were within specified ranges and that skip patterns were followed.

After all edits were made, a frequency report was reviewed for completeness. Once the programmer
produced an initial cleaned data file, the rigorous quality control process described in Section VI was
conducted.

Creating New Variables
New variables were created post-data collection for analysis purposes. A “Region” variable was created
from the “State” variable, based on U.S. Census regions. Additionally, a “Race Array” variable was

created where each possible combination of race category selections is its own option (see Attachment 3
for further explanation).
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Attachment |

Employment Histories of
Recently Separated Service Members

FINAL PHONE QUESTIONNAIRE

2007
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INTRODUCTORY SECTION

<INTRO1>
Hello. My name is [INTERVIEWER NAME] and I am calling on behalf of the Department of Veterans
Affairs from Abt Associates Inc. May I please speak with [NAME]?
1: CONTINUE
: GATEKEEPER REFUSAL
: REFUSAL
: RESPONDENT NOT KNOWN
: LANGUAGE BARRIER
: HUDI
: RESPONDENT NO LONGER LIVES IN HOUSEHOLD
: NONWORKING NUMBER
: RESPONDENT IS NOT AVAILABLE
23: NOT AVAILABLE DURING STUDY PERIOD
33: RESPONDENT RE-ENLISTED/RE-ACTIVATED/RE_DEPLOYED
34: RESPONDENT WAS NEVER SEPARATED OR DISCHARGED
35: RESPONDENT WAS NEVER ACTIVATED
36: RESPONDENT IS STILL IN THE MILITARY (UNSPECIFIED)
92: GENERAL CALLBACK
93: SPECIFIC CALLBACK
96: R WILL CALL US
97: FINAL OTHER
IF INTRO = 33,34,35, or 36, TERMINATE AND CODE AS INELIGIBLE
IF INTRO =2, 3, 6, TERMINATE AND CODE AS A REFUSAL
IF INTRO =4, SKIP TO TERM1
IF INTRO =7 AND CONTACT!1 NOT IN (1,2), SKIP TO CONTACT]1
IF INTRO =7 AND CONTACT! IN (1,2), SKIP TO CONTACTS
ELSE IF INTRO =7 AND CONTACTS IN (1,2), TERMINATE AND  CODE AS
USER32—UNABLE TO LOCATE
IF INTRO =92, 93, 96, SET CALLBACK
IF INTRO = 5, TERMINATE AND CODE AS 1=SPANISH, 2=NON-SPANISH, 98-DON’T KNOW
WHICH LANGUAGE
IF INTRO = 23, TERMINATE AND CODE AS USER14
IF INTRO =97, TERMINATE AND CODE AS USER97
IF INTRO = 8, CODE AS FINAL DISCONNECT AND SKIP TO DIRASST1
IF INTRO =9, SKIP TO CALLBACK
IF INTRO = 1, SKIP TO INTRO2
AI\TIEWERING MACHINE MESSAGES SHOULD BE LEFT 3%°, 6™ AND 9™ (NOT 3%", 9™ AND
12°).
IF RESPONDENT WANTS ADVANCE MAILING RE-SENT, NEED ADDRESS CONFIRMATION
SCREEN SAME AS L2.

O 0 1N W KW

<TERM1>
Thank you for your time. [CATI: TERMINATE]

<CALLBACK>

When is a good time to call [RESPONDENT’S NAME] back?
RECORD TIME: [12 characters]

RECORD DAY: [12 characters]

Thank you very much and have a good day.
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PATH FOR INTRO=7 (1" time) , I.E., RESPONDENT NO LONGER LIVES IN 157
HOUSEHOLD

<CONTACT1>

Is there another telephone number where I might reach [NAME]?

Y E S ettt 1
INO ettt ettt bttt 2
REFUSED ....ciiiiiiiieiiettee ettt 7
DON’T KNOW ..ottt ettt ettt 8

[CATI: IF CONTACT1 =1, SKIP TO CONTACT3, ELSE GO ON TO <CONTACT2>]

<CONTACT2>
If you speak with [NAME], would you please tell [him/her] that I called and that [he/she] should call us,
toll-free, at 1-877-386-6318 regarding this important VA study?

Y B S ettt s 1
INO e 2
REFUSED ..ottt sttt sttt et sb et naesveene 7
DON’T KINOW ..ottt ettt sttt e n s sre e 8

[CATI: SKIP TO TERM1A]

<CONTACT3>

What is that telephone number?

INTERVIEWER: RECORD ALL INFORMATION PROVIDED

[250 CHARACTERS]

<TERM1A>
Thank you for your time.

[CATI: IF CONTACT1 =1, CONTINUE TO CONTACT4. ELSE, GO TO DIRASSTI.]

<CONTACT4>

INTERVIEWER: DIAL NEW NUMBER OBTAINED [CATI: INSERT NUMBER FROM
CONTACT3]

SOMEONE ANSWERS ......cccooiiiiiieeneneeeneeeene, 1 [RETURN TO INTRO1]
NO ANSWER ....cooiiiiiicccc e 2 [TERMINATE]
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PATH FOR INTRO=7 (2" time), I.E., RESPONDENT NO LONGER LIVES IN 2"P
HOUSEHOLD

<CONTACTS5>

Is there another telephone number where I might reach [NAME]?

Y E S ettt 1
INO ettt ettt bttt 2
REFUSED ....ciiiiiiiieiiettee ettt 7
DON’T KNOW ..ottt ettt ettt 8

[CATI: IF CONTACTS =1, SKIP TO CONTACT7, ELSE GO ON TO <CONTACT6>]

<CONTACT6>
If you speak with [NAME], would you please tell [him/her] that I called and that [he/she] should call us,
toll-free, at 1-877-386-6318 regarding this important VA study?

Y B S ettt s 1
INO e 2
REFUSED ..ottt sttt sttt et sb et naesveene 7
DON’T KINOW ..ottt ettt sttt e n s sre e 8

[CATI: SKIP TO TERMI1B]

<CONTACTT7>

What is that telephone number?

INTERVIEWER: RECORD ALL INFORMATION PROVIDED

[250 CHARACTERS]

<TERM1B>
Thank you for your time.

[CATI: IF CONTACTS =1, CONTINUE TO CONTACTS. ELSE, GO TO DIRASSTI.]

<CONTACTS8>

INTERVIEWER: DIAL NEW NUMBER OBTAINED [CATI: INSERT NUMBER FROM
CONTACT7]

SOMEONE ANSWERS ......cccooiiiiiieeneneeeneeeene, 1 [RETURN TO INTRO1]
NO ANSWER ....cooiiiiiicccc e 2 [TERMINATE]
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PATH FOR CONTACT1or5=2 1.E., DIRECTORY ASSISTANCE REQUIRED

<DIRASST1>

INTERVIEWER: DIAL DIRECTORY ASSISTANCE FOR THE CORRECT AREA CODE AND ASK
FOR A LISTING FOR THE SAMPLED VETERAN

LISTING OBTAINED.......cccooiiiiiiieiinieieeeee et 1
NO LISTING ..ottt 2 [TERMINATE]
NUMBER NONPUBLISHED, BUT ADDRESS CONFIRMED .............. 3 [TERMINATE]

NUMBER NONPUBLISHED AND ADDRESS NOT CONFIRMED ...... 4 [TERMINATE]

<DIRASST2>
INTERVIEWER: WHAT IS THE DIRECTORY LISTED TELEPHONE NUMBER?

[250 CHARACTERS]

<DIRASST3>
INTERVIEWER: DIAL NEW NUMBER OBTAINED [CATI: INSERT NUMBER FROM DIRASST2]

SOMEONE ANSWERS ....cccooiiiiiniiniinieceeeeeeeen 1 [RETURN TO INTRO1]
NO ANSWER 2 [TERMINATE]

IF RESPONDENT IS AVAILABLE:
<INTRO2>

Hello. My name is [INTERVIEWER NAME] and I am calling on behalf of the Department of Veterans
Affairs from Abt Associates Inc. We are conducting a study to help the VA better understand the
experiences of recently separated service members in the job market. This includes all service members
recently separated from active duty, even those still serving part-time in the National Guard or Reserves.
Once we confirm your date of separation and after you have completed the survey, we will send you
twenty dollars to thank you for your participation.

[KINTRO2A>You may have received a letter in the mail, which describes our study and came with a gift
of §2.

<INTRO1A> Did you receive a letter from the Department of Veterans Affairs and Abt
Associates about this study?

YES oo st s e s ee e 1
NO e e s s e s e s s eee e 2
REFUSED ..o s s s es e eesee 7
DONT KNOW ..o ees e eeseeeeseseeeseeeees e eeeseee 8]

[FILL: ONLY ASK INTRO2A IF REPLICATE = 3-19, 100-116, 197-213, OR 294-310]
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<CONSENT>

Your name was randomly selected from a list of recently separated service members and your cooperation
is important to the success of this study. All answers will be kept strictly confidential to the extent
provided by law and will be used only for this research. Participation in this study is voluntary and you
may choose not to answer any question or end the interview at any time. On average, the interview takes
about 15 minutes. If you choose not to participate, your VA benefits and services will not be affected in
any way. For quality assurance purposes, my supervisor may monitor this call.

Screener

<Screener2> Before starting, we would like to make sure we have the correct person. My records
indicate that your date of separation was [ENTITLEMENT END DATEYRMONTH]. Is that correct?
[INTERVIEWER NOTE: IF RESPONDENTS REPORTS NEVER HAVING BEEN DISCHARGED OR
SEPARATED, PROBE: “ARE YOU CURRENTLY ACTIVE DUTY?” IF YES, CODE 33 AT INTRO.
IF NO, CONTINUE.]

YES (SKIP TO Q1) 1ooeeveeeeeeeeeeeeeeeeeeseeeeeeseeeeeeseseeeseseseseessssesesesseeessssseeeseseeeen 1
NO oo e e ee e s e e e s e e e s s ee st eee s eees e ee e 2
REFUSED........cooeeeeoeeeeeeeeeeeseeeeeee s eees e eeesseaeeeeseeeessseeeeeseseseeessseeeessesseeesesseeen 7
DONT KNOW .....oocooeveeeeeeeeeeeeeeeeeeeeeeeeeeseeeseees s esesseeeseeseeesesseeesseseeeeseseesen 8

<Screener2a> What was your most recent date of separation?

<Screener2a_Discharge_ MM> _ (month) [2 DIGIT NUMERIC 1-12, 77, 88]
REFUSED ...ttt ettt sttt et se et enessessessenae s eneaneeneas 77
DON’T KINOW ...ttt ettt sttt ene st ssessensenaenseneeneas 88

< Screener2a_Discharge_YY>  (year) [4 DIGIT NUMERIC 1900-2007, 7777, 8888]
REFUSED ...ttt sttt ettt e 7777
DON’T KINOW ...ttt sttt ettt ettt sttt 8888

IF <Screener2a_Discharge. MM> AND <Screener2a_Discharge YY> BOTH ANSWERED, CHECK TO
SEE IF WITHIN 4 MONTHS OF SEPARATION OR IF BETWEEN 12/04 — 1/06. IF SO, CONTINUE
TO Q1 AND USE THEDATE PROVIDED TO FILL [DISCHARGE DATE] IN REST OF SURVEY. IF
NOT, SKIP TO <TERMINATE>.

IF EITHER < Screener2a_Discharge MM> AND/OR < Screener2a_Discharge YY>=7or §,, ASK
<Screener2b>:

<Screener2b> Was your most recent date of separation between the dates of December 2004 and January
2006?

YES (CONTINUE TO Q1) oveoomereeeeeeseeeeeeseeeeeeseeeessesessesesseseesessesesesssesseeseseen 1
NO (SKIP TO <TERMINATES)......oveooeeeeeoeeeeeeeee e eseseeeeseeeeeeseeeeee e 2
REFUSED (SKIP TO <TERMINATE)....oveooeoveeeeeeeeeeeeeeeeeeeeeseeeesesee e 7
DON’T KNOW (SKIP TO <TERMINATE>).....oroovveeeeeeeeeeeeoeeseeeeeesesseeeeeeseee 8

<TERMINATE> Thank you, but at this time we will not be able to include you in our study. Those are
all the questions I have. Thank you for your time.
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RECENT EMPLOYMENT HISTORY

1. First, I have some questions about your recent employment. Are you...
Currently employed and not looking for a different job (SKIP TO Q5)......... 1
Currently employed, but looking for a different job (SKIP TO Q5) .............. 2
Not working but looking for Work, Or ..........ccceeevviiiiiieiiiieccie e 3
Not working and not looking for Work ...........cccceeevveeiiiciievinnieriecie e 4
REFUSED ...ttt 7
DON’T KNOW ..ottt sttt 8
2. The next few questions are about your employment since separation from active duty. At any

time since your date of separation, that is between [ENTITLEMENT END DATEYRMONTH]
and today, did you have at least one paid job, either full or part time?

YES (SKIP TO Q5) ettt ettt 1
INO ettt b ettt ettt 2
REFUSED ..ottt sttt 7
DON’T KNOW ..ottt sttt s 8
3. Since separation, have you done any work at all for money?
YES (SKIP TO Q5) ettt 1
INO ettt b e bttt ettt nae 2
REFUSED ..ottt 7
DON’T KNOW ..ottt ettt s 8
4. What is the main reason you did not work at a job between

[ENTITLEMENT END DATEYRMONTH] and today? [IF Q1=1 OR 2, USE “IS,” “ARE,” “D0O.”
ELSE USE “WAS,” “WERE,” “DID.”]

INTERVIEWER: READ ANSWER CATEGORIES OUT LOUD — STOP READING LIST
ONCE RESPONDENT PROVIDES ANSWER

Temporarily unable to work because of an injury (SKIP TO Q7) .................. 1
Temporarily unable to work because of an illness (SKIP TO Q7).................. 2
Unable to work because of chronic health condition or disability

(SKIP TO Q7)) eeteeeieiieieieeiteiesieeiteie et ettt et esae s essesseseeensessessnesesseensenees 3
Retired (SKIP TO Q7)ccciiiiiiiieieeieeieesiee st ere e eveesreereessaesaaesenesnnesnseessaenns 4
Pregnancy/childbirth (SKIP TO Q7) ..cceevieriieriienienieeieeieeieeieesee e sve e 5
Taking care of children/other persons (SKIP TO Q7)....ccccevvvieirriinieeniieienne 6
Going to sChool (SKIP TO Q7)) ...ciccuiieiieeiiieciieeiee et 7
Unable to find work (SKIP TO Q7) c.veeovievieriieiieiieeie e sre e esve e 8
On layoff (temporary or indefinite) (SKIP TO Q10).....c.ccecvevivcieriirieieene 9
Not interested in working at a job (SKIP TO Q7)..cccevevveieciieeiiecrie e, 10
Or something else? (SKIP TO Q7)...cccvievierieiieiieiieere et sve e 11
REFUSED (SKIP TO Q7)..ctteieiieiieieeieetentteieee ettt 97
DON’T KNOW (SKIP TO Q7).eeeiieiieieiieienieeieeieieeteie e evessesseesaeseeesnens 98
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7.

Is/Was that for an employer or are/were you self-employed or do/did you have some other
arrangement? [IF Q1=1 OR 2, USE “IS,” “ARE,” “D0O.” ELSE USE “WAS,” “WERE,” “DID.”]

INTERVIEWER: Other arrangements include odd jobs, on-call work, day labor, one-time jobs,
and informal arrangements like babysitting, lawn mowing, or leaf raking for neighbors.

IF THE RESPONDENT HAS MORE THAN ONE JOB SAY: Please answer for your main job.
By ‘main job’ we mean the one at which you usually work the most hours.)

EMPLOYER ..ottt 1
SELF-EMPLOYED....cc.iootiiiiiiiinieieentetenieeeente ettt et 2
SOME OTHER ARRANGEMENT .......ccociiiiiiiiiinienecncceceeeeeeeee 3
REFUSED ...ttt sttt sttt st 7
DON’T KINOW ..ottt ettt s 8

How many hours per week do/did you USUALLY work at your job? [IF Q1=1 OR 2, USE
“DO.” ELSE USE “DID.”]

IF THE RESPONDENT HAS MORE THAN ONE JOB SAY: Please answer for your main job.
By ‘main job’ we mean the one at which you usually work the most hours.

ENTER HOURS [3 CHARACTER NUMERIC 0-168, 777, 888]
REFUSED ..c.coiiiiiiiiieeseeeeeeett et 777
DON’T KNOW ..ottt 888

[CATI:
IF Q1=3 or 4 AND Q2=1 OR Q3=1: GO TO Q7.
IF Q1=1 or 2: SKIP TO Q9.

What best describes your situation now?

INTERVIEWER: READ ANSWER CATEGORIES OUT LOUD — STOP READING LIST
ONCE RESPONDENT PROVIDES ANSWER

ON LAYOFF FROM A JOB (SKIP TO Q10)...cccccueieieinirienienenenieieeenen 1
WAITING FOR A NEW JOB TO BEGIN ....cccoceeviininiininieieceecieneeene, 2
RETIRED ...ttt st 3
TAKING CARE OF HOME AND FAMILY (INCLUDING

PREGNANCY ) ..ttt sttt ettt et sttt sre e s s sre e 4
IN SCHOOL ..ottt s 5
NOT ABLE TO WORK BECAUSE OF ILLNESS OR DISABILITY .......... 6
OR SOMETHING ELSE? ...ttt 7
REFUSED ....ooiiiitiiiite ettt st s 97
DON’T KINOW ..ottt 98
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8. [ONLY ASK IF Q2=1 OR Q3=1]: What is the main reason you stopped working at your most
recent civilian job?

INTERVIEWER: READ ANSWER CATEGORIES OUT LOUD — STOP READING LIST
ONCE RESPONDENT PROVIDES ANSWER

ON LAYOFF (SKIP TO Q10) ...ceiiiiiiiriirienieriesieieeeeeeeie e 1
RETIREMENT OR OLD AGE .....ccccoiiiiiiiiiiininieceeteteesese e 2
CHILDCARE PROBLEMS ......coiiiiiiiiiininesieeteeet e 3
OTHER FAMILY/PERSONAL OBLIGATIONS.....ccccitiiiiiririeereeeene 4
OWN ILLNESS/DISABILITY ...oeotiititiieiiieenenenieeieeeeeeeeie e 5
OWN INJURY L.ttt 6
SCHOOL/TRAINING......ccoeoiiiiiiiiiiiieeceteeee e 7
DISCHARGED/FIRED.....c..coiiiiiiiiiiinienieieieeeteee ettt 8
EMPLOYER BANKRUPT .....cooiiiiiiiininenictcceiteese ettt 9
EMPLOYER SOLD BUSINESS ....ccooiiiiiiiiiiiireeeeeeeeee e 10
JOB WAS TEMPORARY AND ENDED .....ccccoceniiiiiiiiininenieeeeeee 11
QUIT TO TAKE ANOTHER JOB ....c..cooiiiiiiiiniiniicieceeeeeeseeees 12
SLACK WORK OR BUSINESS CONDITIONS .......ccccevininininrieieinens 13
UNSATISFACTORY WORK ARRANGEMENTS (HOURS, PAY, ETC.)...14
QUIT FOR SOME OTHER REASON ......cccoviiiininiiiieieeneeeneneeeees 15
REFUSED ...ttt 97
DON’T KNOW ..ottt 98
9 Did you spend any time on layoff from a job since [ENTITLEMENT END DATEYRMONTH]?
Y B S ettt 1
NO (SKIP TO Q118) ittt sttt 2
REFUSED (SKIP TO QI1@ ..ottt 7
DON’T KNOW (SKIP TO Q118).c.cciiiiiiirininiiieieieieeeieeesieseseeeeeeeeeeen 8
10. When you were laid off, did your employer give you a date to return to work?
Y B S et 1
INO e s 2
REFUSED ..ottt sttt st 7
DON’T KNOW ..ottt 8
1la.  Did you spend any time looking for work prior to separation from active duty, while still in the
military?
Y B S ettt 1
INO et et 2
REFUSED ...ttt 7
DON’T KNOW .ottt ettt 8
11b.  Did you spend any time looking for work since separation from active duty?
Y E S ettt 1
INO ettt ettt st 2
REFUSED ..ttt 7
DON’T KNOW ..ottt ettt 8

[CATI: IF YES TO EITHER Q11a OR Q11b ASK Q12.
ELSE, SKIP TO Q14.]
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12. Which of the following sources of employment information have you used to look for a job?
Please tell me yes or no as I read each one. (MARK ALL THAT APPLY)

Small Business Administration from the Office of Veterans

Business Development .........ccccceecveecieeiiieniienieiesie e eie e esie e sae e e 1
State rehabilitation AGENCY ......cocveeivieriieriieeiierie et 2
State eMPlOYMENt AZENCY ......cccvvierriiiiieeiieeeieeerteeereeereeesreesreeeeeeessbeeesseeens 3
Private employment QZENCY .......cccccveevveerierierienreereereereesreeseeesenesenesenessveenns 4
Internet Job SEArCRES .......coviiiiieiecieeeeceeee et 5
Newspaper/help-wanted advertiSements ...........occeeeeveeerieeecieeesieesciee e 6
JOD FAITS .t 7
College/university or SChOOL..........ccveiierierieiie et 8
Personal/professional contacts/networking ...........ccecceecvveveerienienieneeniieeiene 9
Federal JOD TISTINES ..vecvvieiiieeiieeeieeciee ettt et e 10
Job Service/UI/VET RePS ....oocviiiiiiiiiiieieeiteitereesee sttt 11
REFUSED ..ottt ettt ettt sttt sesseessessensnens 97
DON T KINOW ...ttt sttt se e saeseeeneans 98

13. During the last 30 days, that is since [DATE 30 days ago], on how many days did you spend any
time looking for work?

ENTER DAYS [2 CHARACTER NUMERIC 0-30, 77, 88]
REFUSED ..ottt ettt svens 77
DON’T KINOW ..ottt sttt ettt 88
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14.

OCCUPATION

“IS.” ELSE USE “MOST RECENT CIVILIAN” AND “WAS.”]

15.

A Government organization, including Armed Forces .........ccccoeevvveevvennenns 1
A Private, For Profit, COmMpPany.........c.cccocceeviieviieniienieeieeeseesre e e eve e 2
A Non-Profit Organization, including tax exempt and

charitable Organizations ..........c.ccecvieeciieeiieeeiee et eee e e eeae e 3
Self-eMPIOYEA ...ocvvieeiieiieciecie ettt s e e aees 4
REFUSED ...ttt sttt et 7
DON’T KINOW ..ottt ettt ettt ettt sbe s essesseesaensesnnensas 8

INTERVIEWER READ IF NECESSARY: For example, a bookkeeper,
plumber, or press operator

[TEXT BOX THAT CAN HOLD 200 CHARACTERS]

[CATI: CODES BELOW ARE FOR POSTPROCESSING PURPOSES ONLY]

MANAGEMENT OCCUPATIONS ....c..ooiiiiirieiniereeneerene e 1
BUSINESS AND FINANCIAL OCCUPATIONS ......cccooviiiiiiiiinieee, 2
COMPUTER OCCUPATIONS ...c..oiiiiiiiiiiitenieeeeteeeeeeenee e 3
ARCHITECTURE AND ENGINEERING.......ccccoccenimiiiiniiniciineceeneneeanen 4
LIFE AND SOCIAL SCIENCE .......cociiiiiiiiiininieneneeee et 5
COMMUNITY AND SOCIAL SERVICE .....cccccoiiiniiniinieniceiceeeeeieene 6
LEGAL ..ottt ettt ettt sttt 7
EDUCATION, TRAINING AND LIBRARY ...ccccoctniiiininiiinieecneneeeenen 8
ARTS, DESIGN, ENTERTAIMENT, SPORTS AND MEDIA .........cccc.c.. 9
HEALTHCARE PRACTITIONER AND TECHNICAL ......cccccceevvieneannen. 10
HEALTH CARE SUPPORT .....cc.coiiiiiiiieiiieeeereeeeeeeee e 11
PROTECTIVE SERVICES.......ccceoiiiiiiiiiiiecneceeeeee e 12
FOOD PREPARATION AND SERVICING RELATED.......cccccceeeeveuecnnee. 13
BUILDING AND GROUNDS CLEANING AND MAINTENANCE ........ 14
PERSONAL CARE AND SERVICES ......cccieiiiiieininceneceeeeeeeeee 15
SALES AND RELATED OCCUPATIONS .....c.cooiiiiiiinienienieeieeeeeenne 16
OFFICE AND ADMINISTRATIVE SUPPORT ......cccccocvvvininiiiininecene 17
FARMING, FISHING AND FORESTRY ....ccceoiniriiinicenccecrcceeene 18
CONSTRUCTION AND EXTRACTION ....cccooiviiniiiiiiiniicreneceeree 19
INSTALLATION, MAINTENANCE AND REPAIR .......ccccceviiniiniiinee. 20
PRODUCTION ....coiiiiiieiinieiee ettt 21
TRANSPORTATION AND MATERIAL MOVING........cccccovevviiniaeennne. 22
OTHER — SPECIFY ..ottt 23
REFUSED ...ttt sttt 97
DON’T KNOW (GO TO Q16. ALL ELSE GO TO Q17a).....ccccccvruveueennnne 98
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[CATI: IF Q1=3 or 4 AND Q2=2 OR Q3=2: SKIP TO Q22.]The next questions refer to your
[current/most recent civilian] job. [Is/was] your employer... [IF Q1=1 OR 2, USE “CURRENT” and

What kind of work [do/did] you perform, that is, what [is/was] your occupation? [IF Q1=1 OR 2,
USE “DO” and “IS.” ELSE USE “DID” AND “WAS.”]
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16. [IF Q15=98]: What [are/were] your usual activities or responsibilities? [IF QI1=1 OR 2, USE
“ARE.” ELSE USE “WERE.”]

INTERVIEWER READ IF NECESSARY: For example, keeping account
books, repairing pipes, or operating a printing press

17a.  What [is/was] your [current] salary or wage rate? [IF Q1=1 OR 2, USE “IS” AND “CURRENT.”

ELSE USE “WAS” ONLY.]
[INTERVIEWER: Round to the nearest whole dollar — do not use decimals]
ENTER $ AMOUNT: [9 CHARACTER NUMERIC]
REFUSED (SKIP TO 17D).c.ccccveiiiieieieeieieeeeieeee e 7777777777
DON’T KNOW (SKIP TO 17b)..cccueeiiiieieiieieieeeeeenee 8888888888
17a_1. Unit:
Per NOUL ..ooiiiiicec e e 1
Pt WEEK ... e 2
BIWEEKLY ..ottt st s snne e 3
Per MONth........oooiiiiiiic e 4
oS < | PP SRUR 5
REFUSED ...ttt 7
DON’T KINOW ..ottt ettt ettt sbe e essensesseenes 8

17b.  In addition to your wage or salary, [do/did] you earn tips, bonuses, or commissions? [IF Q1=1
OR 2, USE “DO.” ELSE USE “DID.”]

YES oo 1
NO (SKIP TO Q18)errveeeeeeeeeeeeseeeseeeeeeeseeeseeseeeseeeesesesseesessseesesseeeseeseeesseees 2
REFUSED (SKIP TO QI8)...vveeeeveeeeeeeeeeeeeseeereeeseeeseeesseeesssseeesseseeseseseeeen 7
DON’T KNOW (SKIP TO Q18)..cccormrveeereeereeeeereeseeeeeeseessesseeesessesseeeeessenee 8

17c.  How much additional income [do/did] you get from tips, bonuses, and commissions? [IF Q1=1
OR 2, USE “DO.” ELSE USE “DID.”]
[INTERVIEWER: Round to the nearest whole dollar — do not use decimals]

ENTER $ AMOUNT: [9 CHARACTER NUMERIC]

REFUSED (SKIP TO Q18)..ccviiiiiiiieeiieeieeieeeeveeeveeen. 7777777777

DON’T KNOW (SKIP TO Q18)..cccveeiecrecieeriereeveennen, 8888888888

17c_1. Unit:
3 1 o) 1 OO 1
PEI WEEK ...t 2
BIWEEKLY ..ottt st srne e 3
Per MONTN.....ooiiiiiiiie et e e 4
oS T | SRR 5
OTHER SPECIEY ..oooiiieeiee ettt eaae s e 95
REFUSED ...ttt ettt e st eeat e e s eaaeas 97
DON’ T KINOW....ooiiitiiiiieieee ettt ettt sttt 98
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18. [Do/Did] any employees report to you? [IF Q1=1 OR 2, USE “DO.” ELSE USE “DID.”]

Y S ettt ettt nr et beees 1
NO (SKIP TO Q21) ittt ettt sttt et see e eneens 2
REFUSED (SKIP TO Q21)..eeeiiiieiteiieiteieieeteiesice ettt 7
DON’T KNOW (SKIP TO Q21)..ccuiiiieieiieiieieciieiesie ettt 8
(INTERVIEWER: CODE YES IF RESPONDENT SUPERVISES, MANAGES, OR OVERSEES
OTHER EMPLOYEES).
19. Would you describe your position as ...
SEeNior MANAZEIMENE, ..c..eevuvieireriiertiertieeieete et eteesteesteesateeaeeeteenseesseesneesnseennes 1
Middle management, or (SKIP TO Q21) ..ccevvvviieiiieiieeieeieeeree e 2
Supervisory (SKIP TO Q21) ..ecviivieeiieiieieeeerie ettt 3
REFUSED (SKIP TO Q21)..uiciiiiieieiieiieiesieeeesie sttt esae s see s 7
DON’T KNOW (SKIP TO Q21)..ccuiiiieieiieieeieciieeie ettt 8

20. What is/was your job title?

OPEN ENDED: [50 TEXT CHARACTERS]:
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21.

22.

23.

24.

25.

26.

COMMENSURATE

These next questions ask about past work experience, both civilian and military, and how it

relates to your current or most recent employment. Were you employed when you [were called

up for active duty/joined the military]? [IF REGULAR BRANCH (VARIABLE FROM
SAMPLE) USE “JOINED THE MILITARY.” IF GUARD/RESERVES USE “WERE

YES oo eeeeeeeeeseseeee e sesse e s e s eee e e ss e 1

NO oo e ee e e e ese e 2

123512 015151 5 OO 7

DONT KNOW 1o eeeeeeeesseseeeeeeeesseneeeseesesee s 8
[CATI:

IF Q21 =1: GO TO Q22.
IF Q21 = 2 AND (Q1=1 or 2 OR Q2=1 OR Q3=1): SKIP TO Q28.
If Q21 =2 AND ELSE: SKIP TO Q35]

When you returned from active duty, did you attempt to return to your previous job?

YES oot 1
NO (SKIP TO Q27)eeeveoeeeeeeeeeeeeeeeseeeeeeeseseesseesesessesesesssseseeseseeons 2
REFUSED (SKIP TO Q27) vvveoeeeeeeeseeeeoeseseeeeeeseeeossesseeseeeseeeeeeeee 7
DON’T KNOW (SKIP TO Q27)eveeoeeeeeeeeseeeeeeeeeeeeeseeeeeseeeeeeeeeeeee 8

When you returned from active duty, did your employer offer you the same job?

Y E S e 1
NO (SKIP TO Q25)..cueieiirieiinieinieeeieteiee et 2
REFUSED (SKIP TO Q25) ettt 7
DON’T KNOW (SKIP TO Q25)...ceeirieiiniiinieinieinieinieenieeeieenieneas 8
Did you accept it?
YES (SKIP TO Q28) ...ttt 1
INO e 2
REFUSED ...ttt 7
DON’T KNOW ..ottt ettt 8

Did your employer offer you a different job?

YES oo eeeeeeee e eee s eee s e e e s eeeene 1
NO (SKIP TO Q27)eoeveeeeeeeeeeeeeeeeeeeeeeeeeseseeeseeseesesseseessseseeseseseeens 2
REFUSED (SKIP TO Q27) vvveeeeeeeeeeeeeeseseseeeseeeseeeessesseeseseseseeseeee 7
DON’T KNOW (SKIP TO Q27)cveeeeeeeeereeeseeereeeseeerseeeseeseesseeereeene 8

Did you accept it?

Y S e 1
INO s 2
REFUSED ...ttt 7
DON’T KINOW ....ooiiiiiiieiinieieneeeete ettt s 8
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[CATI:
IF Q1=3 or 4 AND Q2=2 AND Q3=2: SKIP TO Q35.
IFQ1=7,8 AND Q2 =7,8 AND Q3 = 7,8, SKIP TO Q35.]

27. [Is your current/Was your most recent civilian] job similar to the one you had before entering the
service? [IF QI=1 OR 2: USE “IS YOUR CURRENT. ELSE USE “WAS YOUR MOST
RECENT CIVILIAN.”]

Y B S s 1
NO ettt 2
REFUSED ...ttt 7
DON’T KNOW ..ottt 8
28. [Does your current/Did your most recent civilian] job generally match the occupations you were

trained for while you were in the military? [IF Q1=1 OR 2: USE “DOES YOUR CURRENT.
ELSE USE “DID YOUR MOST RECENT CIVILIAN.”]

Y S e 1
IO ettt s 2
REFUSED .....ooiiiiiiiieeneere ettt 7
DON’T KINOW ..ottt 8

209. How much [do/did] the training, skills or experiences you gained in the military apply to [your
current/most recent civilian] job? Would you say... [I[F Q1=1 OR 2: USE “DO” and “YOUR
CURRENT.” ELSE USE “DID” AND “YOUR MOST RECENT CIVILIAN.”]

ATOU et 1
SOIMIE ..ttt ettt et e 2
ATIHELE oot ettt ns 3
NOtat @l 4
REFUSED ..ottt 7
DON’T KINOW ..ottt ettt se s ennense s 8
30. Compared to your military occupation, would you say that in [your current/your most recent

civilian] job you [have/had] more responsibility, less responsibility, or about the same amount of
responsibility? [IF Q1=1 OR 2: USE “YOUR CURRENT” AND “HAVE.” ELSE USE “YOUR
MOST RECENT CIVILIAN” AND “HAD”]

MORE RESPONSIBILITY (MORE IN CIVILIAN) ....ccceceninennnee 1
LESS RESPONSIBILITY (MORE IN MILITARY).....ccccceceneneennene 2
ABOUT THE SAME .......ccoiiiiiiiiiiieeeeec e 3
REFUSED ...ttt 7
DON’T KNOW ..ottt ettt ettt st sae s eaeens 8
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31.

32.

33.

34.

On a scale of 0-10, where zero is ‘no physical risk at all” and 10 is ‘extreme physical risk,” what
was the highest level of physical risk in your military occupation?

ENTER 0-10 [2 CHARACTER NUMERIC 0-10, 77, 88]
REFUSED ....cooiiiiiiiiiiece e 77
DON’T KNOW L.ttt 88

On a scale of 0-10, where zero is ‘no physical risk at all” and 10 is ‘extreme physical risk,” what
is the highest level of physical risk in [your most recent civilian job/your current job]?

ENTER 0-10 [2 CHARACTER NUMERIC 0-10, 77, 88]
REFUSED .....ooiiiiiiiiiiececee e 77
DON’T KNOW L.ttt 88

On a scale of 0-10, where zero is ‘no stress at all” and 10 is ‘extreme stress,” what was the highest
level of mental stress in your military occupation?

ENTER 0-10 [2 CHARACTER NUMERIC 0-10, 77, 88]
REFUSED ....ooiiiiiiiiiiiiecee e 77
DON’T KNOW ...coiiiiiiiiniiiieienieeteieeeete ettt 88

On a scale of 0-10, where zero is ‘no stress at all’ and 10 is ‘extreme stress,” what is the highest
level of mental stress in [your most recent civilian job/your current job]?

ENTER 0-10 [2 CHARACTER NUMERIC 1-10, 77, 88]
REFUSED ..ottt 77
DON’T KNOW ...cooiiiiiiiniinieeniectete ettt 88
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TRAINING, EDUCATION, AND EMPLOYMENT ASSISTANCE

35. These next questions are about any training, education or employment assistance you may have
received. By “assistance” we mean money or information you have obtained from an outside source that
helped you receive education, training or employment.

Have you applied for any education or training assistance through the VA?

Y E S ettt enas 1
INO ettt 2
REFUSED ..ottt sttt 7
DON’T KNOW ..ottt enas 8
36. [There are some types of assistance that you may not have considered.] What kind of education

or training assistance did you receive from the VA or Department of Labor? As I read each one,
please tell me whether or not you have used it. [USE FILL IF Q35=2, 7, or 8]
Yes No DK REF

36A. Transition Assistance Program (TAP) ..............ooooiiiiin i, 1....2...8...7
36B. Disabled Transition Assistance Program (DTAP) .................... 1....2...8...7
36C. Montgomery GIBill...........coooiiiiii e e, 1....2....8...7
36D. Veterans’ Survivors and Dependents Education Assistance ...... 1....2....8...7
36E. VA Vocational Rehabilitation..................oooooiiiiiiiiin 1....2...8...7
36F. Veteran Education Assistance Program (VEAP) .................... 1....2...8...7
36G. State Training Programs — One Stops ..........cevvvviiinneninnnnn. 1....2....8...7
36H. Disabled Veterans Outreach Program (DVOP) .......................1....2...8...7
361. Other Veterans' Administration Educational or Training

AssisStance Programs ...........o.oovviiiiiiiiiii e 1....2...8...7

37. Other than the VA assistance we just talked about, have you received any other education or

training assistance since discharge or separation?

YES covoeoeeeeeeeeeeeeeeeeeeeeeeses e eseeseseseeseess s eeesssees e eesess e seee e 1
NO (SKIP TO Q39)-vveeeeeeeeeeeeeeeeeeeeeessessesessessessesseseesesesseeeeseseenns 2
REFUSED (SKIP TO Q39).rvveooeeveeeeeeeeeseseseeeeeeeseseessesseeseeeseeeeeeeee 7
DONT KNOW 1. eeeeeeeeeeeeseeeeeesseseseeseesesseseeeseeseseeeesee 8
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38. What kind of education or training assistance did you receive? As I read each one, please tell me

whether or not you have used it.

Yes No DK REF

38A. Federal PELL Grant .........ooviuiieiiiiii e iiaiieeins 1....2....8...7

38B. College (or Federal) Work Study Program ..........................
38C. Any other Federal grant or program; for example, SEOG,
Health or Nursing Grant, ROTC, NSF Grant .......................
38D. A loan that has to be repaid, for example, Stafford, Perkins, or
S S
38E. A grant, scholarship, or tuition remission from the school
Attended ...
38F. A teaching or research assistantship from the school attended ......
38G. A grant or scholarship from the state, such as SSIGP, Douglas
Scholarships .....ooviii i
38H. A grant or scholarship from some other source, such as a
foundation, corporation, or community group, National
Merit Scholarship, €tC. ........cciiiiiiiiii
38I. Assistance provided by your employer ..............cccoeeeiinnnnn.e.
38J. Aid from some other source, excluding all direct aid from
parents, including trusts or college savings funds .........................
38K. Other Education or Training ASSIStance ............ceeevenrenennnn
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EDUCATION

39. Next I will ask some questions about your educational background. Did you graduate from high
school, get a GED, or neither?

HS GRAD oo eeees s ses s eeeseee e s eeeseee e 1
163515 YOO 2
NEITHER (SKIP TO Q44) ...coorveeeeeeeeeeseseeeeseeeeeeeeseseeeeseseeeeesessenns 3
REFUSED ..o seeeeseseeesesesseeeessseeseesseeeessseseseeene 7
DONT KNOW ..cooooeeeoeeeeeeeeeeeeeeeeeseseeseseseeeseeeseeesesesseeesesseeeseene 8

40. Did you attend college?

Y B S ettt 1
NO (SKIP TO Q44).....oioieieeieeeeieeeeie ettt enes 2
REFUSED (SKIP TO Q44)....ueiiieieieeieeeeeeieieeeeee et 7
DON’T KINOW ...ttt st 8
41. Did you receive a college degree?
Y S ettt 1
NO (SKIP TO Q44 2
REFUSED (SKIP TO Q44)....ueiiiiieeeeeeeeee et 7
DON’T KNOW (SKIP TO Q44).....oeiiiiiieinieieneeeeeseee e 8

42. What college degrees have you received? Please list them all. (MARK ALL THAT APPLY)

ASSOCIATE'S/AA ..ottt 1
BACHELORI'S/BA/BS ...ttt 2
MASTER'S/MA/MS/MBA ....ccooimiminiiiiiieeeeeeeeseeeeeeeaes 3
DOCTORATE/PHD ..ottt 4
LLB, JD (LAW DEGREES) ....cooiiiiiiiniiiiiinieieieceeeseeesiesceene 5
MD, DDS, DVM, DO (MEDICAL DEGREES).......c.ccccocceeenineennnn 6
HONORARY DEGREE........ccccociiiiiiiiiiiiiicieicen e 7
REFUSED ...ttt 97
DON’T KNOW ...cooiiiiiiiiinieeienieeiteene ettt 98

42a.  [IF Q42=1]: What year did you receive your Associate’s degree?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
) REFUSED ..o T
DON’T KNOW L.ttt 8888
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42b.

42c.

42d.

42e.

42f.

42g.

[IF Q42=2]: What year did you receive your Bachelor’s degree?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ..ottt 777
DON’T KINOW ..ottt 8888

[IF Q42=3]: What year did you receive your Master’s degree?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ..ottt ettt 7777
DON’T KINOW ..ottt 8888

[IF Q42=4]: What year did you receive your Doctorate degree?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ...ttt 7777
DON’T KNOW ..ottt 8888

[IF Q42=5]: What year did you receive your Law degree?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ....coiiiiiiiiiiieiec e T
DON’T KNOW L.ttt 8888

[IF Q42=6]: What year did you receive your Medical degree?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ..ottt 1777
DON’T KINOW ..ottt 8888

[IF Q42=7]: What year did you receive your Honorary degree?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ..ottt 7777
DON’T KNOW ...ttt 8888
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43. In what field(s) of study did you receive that/those degree(s)?
[TEXT BOX THAT CAN HOLD 200 CHARACTERS]

[CATI: CODES BELOW ARE FOR POSTPROCESSING PURPOSES ONLY]

AGRICULTURE/NATURAL RESOURCE.........cccoctenininiiniinnnne.
ANTHROPOLOGY ..ottt sttt
ARCHAEOLOGY ...cooiiiiiiiiiiiiiiiiccencee e
ARCHITECTURE/ENVIRONMENTAL DESIGN ....c.cccceoviniennnne.
AREA STUDIES ..ottt
BIOLOGICAL SCIENCES........coctooiiinieieiineeieneeeenre e
BUSINESS MANAGEMENT .....cccooiiiiiiiniieiiiceeeseeene e
COMMUNICATIONS ......ooiiiiitentirtetentteteste sttt
COMPUTER/INFORMATION SCIENCE........ccccoceviniiiiiinennenne.
CRIMINOLOGY ..ottt
ECONOMICS ...ttt
EDUCATION....cotiiiiiriteeneeiene sttt ettt
ENGINEERING ......cooiiieiinieieienecereeeet et
ENGLISH ..ottt
ETHNIC STUDIES .....ccoiitiiiirteieneceeneeeee et
FINE AND APPLIED ARTS ....cccioiiiiiiinieenecee e
FOREIGN LANGUAGES .....cccooiiiiiiiiiiieeeseeeceee,
HISTORY ..o
HOME ECONOMICS.....ccooiiiiiieeeiineeeeeneerenre st
INTERDISCIPLINARY STUDIES .....cccoiiiiiinininienieecieeeeeen
MATHEMATICS ...t
NURSING ..ottt sttt st
OTHER HEALTH PROFESSIONS.......ccceoieieinieeeineeeeneneeeen
PHILOSOPHY ....oooiiiiiiiiiiiiiceeceeeesee e
PHYSICAL SCIENCES......c.cocoititiiininieeneeeneneetesie e
POLITICAL SCIENCE AND GOVERNMENT .......ccccceceeiniennn
DENTAL ..o e e

SOCIOLOGY .ttt ettt ettt eanenaes
THEOLOGY/RELIGIOUS STUDIES........cccoveoiiinininenecieennens
ACCOUNTING.....cocieiiiiiiiiiieectcecree e
ADMINISTRATIVE/CLERICAL .....ccocoeiiiniiiiniieiiniinceicncneene
ATHLETICS ..ottt
BANKING/FINANCE ......ccooiiiiiiiiiiiicieieeeteeseeeeeeeeee e
BIOTECH/SCIENCE ......coiiiiiiniiiieitceeeneeeee e
CULINARY ARTS/FOOD SERVICE.........cccccoviniiiininieiinennenne.
CUSTOMER SERVICE ......ccooiiiiiininieiniceeeeeeeneeeenreseene e
DESIGN .ottt
ENVIRONMENTAL ....c.oooiiiiiiniiiineceeereee sttt
HOSPITALITY/HOTEL .....cooeiiiiiiiiinieeceeeeeeeeseeeeeee
HUMAN RESOURCES .....cccooiiiiiiiiiiiiccnceeeee e
INFORMATION TECHNOLOGY .....coviiniiniiniinieeeeeeeeceeeen
INSURANCE ..ottt
LEGAL ADMIN ...cooiiiiiiiiiiiiiceceeecesee e
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MEDIA/JOURNALISM/NEWSPAPER ......cccoooiiiiiiiiiiieeee 51
MILITARY oottt ettt 52
NONPROFIT SOCIAL SERVICES ......ccoooiiiiiieeeeeeeee, 53
PHARMACEUTICAL ..ottt 54
PROFESSIONAL SERVICES .....coooiiieieeieteeeeeeeeee e 55
PUBLIC SAFETY/LAW ENFORCEMENT ........cccccoininiiieieene 56
REAL ESTATE ..ot 57
RESEARCH ..ottt 58
SALES/RETAIL ...oooiiiiiieeeee ettt 59
SOCIAL/COMMUNITY WORK ....coooiiiiieieieeeeeeeeeeee 60
TELECOMMUNICATIONS ..ot 61
OTHER ......ooiiieeeeet ettt 95
REFUSED ..ottt 97
DON’T KINOW ...ttt 98

44, Did you receive any [other] degree or certificate through a vocational school, a training school, or

an apprenticeship program? [I[F Q42 HAD 2 OR MORE BOXES CHECKED, USE “OTHER.”]

Y S et 1
NO (SKIP TO Q48)..ueeeieiieieeiieeeieeeeie ettt 2
REFUSED (SKIP TO Q48)...cciiiiieeieieeieeieieeiieie e 7
DON’T KNOW (SKIP TO Q48)..c..eeieiieieiieiieienieeieie st 8

45. What type of degree or certificate was that? Please list them all. (MARK ALL THAT APPLY)
DEGREE ... 1
CERTIFICATE ..ottt 2
LICENSE .ottt sttt 3
DIPLOMA (NOT HIGH SCHOOL) ......coiiiieieiiieeeeee e 4
OTHER (SPECIFY) ..ttt 5
REFUSED (SKIP TO Q46).....cceiieiieiieeiieeieeieeie ettt see e 7
DON’T KNOW (SKIP TO Q46)....ueeieeiieiiiieieieeieeeeeeceee e 8

45a. [IF Q45=1]: What year did you receive your degree?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]

REFUSED ..ottt 7777
DON’T KNOW ...ttt 8888

45b.  [IF Q45=2]: What year did you receive your certificate?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ...ttt 7777
DON’T KNOW ..ottt 8888

45c.  [IF Q45=3]: What year did you receive your license?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ....coiiiiiiiiiieieec et T
DON’T KNOW L.ttt 8888
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45d.

45e.

46.

47.

[IF Q45=4]: What year did you receive your diploma?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ..ccoiiiiiiiieeecect ettt 1777
DON’T KINOW ..ottt 8888

[IF Q45=5]: What year did you receive your other degree or certificate?
[IF NECESSARY: YOUR MOST RECENT]

ENTER YEAR: [4 NUMERIC 1900-2007, 7777, 8888]
REFUSED ..ottt 7777
DON’T KNOW ..ottt 8888

In what fields [was that/were those]? Please list them all.
[TEXT BOX THAT CAN HOLD 200 CHARACTERS]
REFUSED ..ottt 7
DON’T KINOW ..ottt ettt st sseennense s 8

From what type of institution or organization was that? Please list them all. (MARK ALL THAT

APPLY)
[TEXT BOX THAT CAN HOLD 200 CHARACTERS]

[CATI: CODES BELOW ARE FOR POSTPROCESSING PURPOSES
ONLY]

VOCATIONAL/TRADE SCHOOL ..cc.cveeveeeeerereeseeeeseeeeeseseeseees 1
COMMUNITY/JUNIOR COLLEGE ..o 2
BUSINESS/ SECRETARIAL SCHOOL ... eeeeeeereees 3
ARMED FORGCES .....coveteeeveeeeeeeeeeeeeeeeesseeeeesesess e eeseess e sesaess e 4
HIGH SCHOOL ... ees e 5
COSMETOLOGY/ BEAUTY/ BARBER SCHOOL .......o.vvoen.... 6
HOSPITAL/ HEALTH CARE FACILITY OR SCHOOL ........... 7
POLICE/ FIREFIGHTER TRAINING PROGRAM ........coccovoveenn... 8
JOB TRAINING THROUGH GOV'T, EXCEPT CODE 08 ........... 9
TRAINING BY PRIVATE EMPLOYER..........ceee e 10
RELIGIOUS INSTITUTION, BIBLE COLLEGE ... ...cvvvven... 11
OTHER FIELD (SPECIFY)...coveoeeeeeeeeeeeeeseeeeeeeeeeeeeess e eeseeeeeseeee 95
NO OTHER MENTIONS ....cvoeveeeeeeeeeeeseeeeeseseeseeeeeseeeseeseseessseseees 96
REFUSED ...t eseeeeeeees s seseess e seees e seseeeseoe 97
DONT KNOW ..o eeeeeeeee e eesese e seseees s ses s eesee 98
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Disability Status

48. The next questions are about your possible disability status. Has the Department of Defense
determined that you have a service-connected disability; that is, a health condition or impairment
caused or made worse by military service?

YES oo eeeeeeeeeseeeeeeeeeseeeeeeeeesseeseeeeese s s e ee s e s e 1
NO (SKIP TO Q49)..ovveeoeeeeeeeeeeeeeeeeeeseseeseeeseeesseseeeessessseeesesseseees 2
REFUSED (SKIP TO Q49).......vveeeoeeeeeeeeseseeseeeeseeeesseeeeessesseeesesne 7
DON’T KNOW (SKIP TO Q49)...vvcooeveeeeeeeeeeeeeeseeeeseeeseeeeeseeeeeseene 8

48a. What is your current DOD service-connected disability rating?

O PERCENT ...ttt sttt 1
LTO PERCENT ...ttt 2
20 PERCENT ..ottt 3
B0 PERCENT ...ttt sttt 4
40 PERCENT ..ottt 5
SOPERCENT ....oooiiiiieececcee e 6
60 PERCENT ..ot 7
TO PERCENT ...cotiiiiiiiiieieteetctteentteteste sttt 8
SO0 PERCENT ..ottt 9
Q0 PERCENT ..o et 10
L1000 PERCENT ... ittt 11
REFUSED ....cooiiiiiiiiniiieneceeeeeeneeee et 97
DON’T KINOW ...cooiiiiiiiiiiieiece e 98

INTERVIEWER: IF RESPONDENT GIVES AN ANSWER ENDING IN “5” SAY: “I can put [closest
below] or [closest above]. Which would be closest to the correct answer?”

49. Have you ever applied for VA disability benefits?

YES oo e e e s s s s eeeee 1
NO (SKIP TO Q50)...vveeeeeeeereeeeeereeeseeesesesesssessesesssssessssseseeseseeens 2
REFUSED (SKIP TO Q50)...vvceeeveeeeeeeeereeeseeereeeseeerseesseesesesseeeseeee 7
DON’T KNOW (SKIP TO Q50)......ceumveeeeereeeeeereeeeseeeseesseesseeereeene 8

49a.  What is the status of your most recent claim application? Is it...

APPIOVEA, ...veeeieeiiieieeitectese ettt ae e e be et ssae b s e ensaensees 1
Waiting for a decision from a VA regional office, (SKIP TO Q50)..2
Waiting for a decision about an appeal, O .......cccceecveevvieeciieerieenneenns 3
Denied? (SKIP TO Q50) ...eeiuieieieeiieeeieeteieeeee e 4
REFUSED (SKIP TO Q50)...ccuieiiiieienienieieniteteriesieee et 7
DON’T KNOW (SKIP TO Q50)..cueiiuieieieiieieieeiieiesie e 8
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49b.

What is your current VA service-connected disability rating?

O PERCENT ..ottt st 1
LTO PERCENT ..ot 2
20 PERCENT ..ottt ettt 3
B0 PERCENT ...ttt ettt 4
40 PERCENT ..ottt 5
SOPERCENT ..ottt 6
60 PERCENT .....ooiiiiiiiinieiccetctetceneetete sttt 7
TOPERCENT ....oooiiiiiiieieectet ettt 8
SO0 PERCENT .....ooiiiiiiiceteeeeeee e 9
Q0 PERCENT ..ot e 10
T00 PERCENT ... ittt 11
REFUSED ....coiiiiiiiiiiececcece e 97
DON’T KNOW L.ttt 98

[ONLY IF 48=2, 7, OR 8 AND Q49=2, 7,8 or Q49a=2, 4, 7, OR 8]:

50. Do you have a service-connected disability; that is, a health condition or impairment caused or

made worse by military service?

YES oo 1
NO (SKIP TO Q54)..vvveoeereeeeeeeeeeoeseeeeeeeseseesssssesessessessssseeseseseeens 2
REFUSED (SKIP TO Q54)..vvcoeoveeeeeeeeeseseseeseeeseeesesesseeseeesseeeseeee 7
DON’T KNOW (SKIP TO Q54).....ocorereeereeereeereeeseerseeeseeeseseseesesene 8

[IF 48=1 OR 49=1 OR 50=1]:

51. Did your service-connected disability ever prevent you from getting or holding a job in the past?
Y ES e enas 1
IO ettt ettt eneene 2
REFUSED ...ttt 7
DON’T KNOW ..ottt enas 8
52. [IF (48=1 OR 49=1 OR 50=1) AND Q1=3 or 4 AND Q7#6]: Does this disability currently keep
you from getting or holding a job?
Y E S ettt enes 1
INO ettt 2
REFUSED ..ottt 7
DON’T KNOW ..ottt enas 8
53. [CATI: IF NO VA RATING (Q49a=2,4,7,or 8), SKIP TO Q53a.]

Y S e e e 1
INO s 2
REFUSED ...ttt 7
DON’T KNOW ..ottt sttt sttt s 8
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53a.  [IF Q48=1 OR Q49a = 1, 3]: Have you ever received regular monetary benefits from any [other]
source due to your disability? [USE FILL IF Q49a=1 OR 3]

YES oo s s 1
NO (SKIP TO Q54)..vveeoeereeeeeeeeeeeeeeseeeeeessseesssssesesssssessssseeeeseseeens 2
REFUSED (SKIP TO Q54)..vvcoeeveeeeeeeeseeeseesseeseeesseesseeseeesseeeeseee 7
DON’T KNOW (SKIP TO Q54)......coomeveeereeereeereeeseerseeeseeseesseereeene 8

53b. [IF Q48=1 OR Q49a = 1, 3]: From whom have you received these benefits? (Mark all that
apply) [PROBE: Any others?]

MILITARY DISABILITY ..ooovooooveeeeeeeeeeseee e esesee s 1
010 1-NTS) 2101621 § 1GOOI S 2
STATE, MEDICAID, SSI (SUPPLEMENTAL SECURITY)........... 3
WORKERS COMPENSATION ... 4
LONG-TERM DISABILITY INSURANCE [FROM

EMPLOYER OR SELF-PURCHASED.........cc..eeviiieeeeei, 5
OTHER (SPECIFY) ..vveoeeeoeeeeeeeeeeeeeseeeesseeeseseeeesseeeesseeseseeseeseees 95
REFUSED ..o e eseeseee e s e s s ees e eeseens 97
DONT KNOW ..o eeseeeeseeeeeeseeeeesseeseseeseeseens 98
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LIVING SITUATION

54, Next [ have some questions about your living situation, including where you've been living since
separation from active duty. At the time of separation, were you living on- or off-base?

[ )\ PR SRRSRPRRION 1
OFF ettt ettt ettt st ettt st 2
BOTH ..ottt ettt st eseennensens 3
REFUSED ..ottt st 7
DON’T KINOW ...ttt 8
55. [Not including your on-base housing], at how many different addresses have you lived for more

than a month since separation? [USE FILL IF Q54=1, 3, 7, or §]

ENTER NUMBER [2 numeric 0-50, 77, 88]
REFUSED ..c.coiiiiiiiiinieneceeceee ettt 77
DON’T KINOW ....ooiiiiiiiiiiicieiceee et 88

56. [IF Q55> 1]: Since separation, have you moved ... (MARK ALL THAT APPLY)

Within the SAME CItY ....occvveeiieriierierierie e ens 1
Beyond the city, but within the same county ...........cccccoevveeeciieennenns 2
Beyond the county, but within the same state ..........c.cccceeevvevveevreenenns 3
ACTOSS STALES, OF...uuueeiieeiieeeeee s nnssansnsnsnnsasnsesnnnsnnennnes 4
From outside the United States..........ccccoveeviiieciieiiiiiiiecee e 5
REFUSED ..ottt 7
DON’T KINOW ...ttt 8

57. [IF Q1 =1 OR 2]: Generally, how long does it take you to get to work?

LESS THAN 15 MINUTES .....ooiiiiiiteeeeeeee e 1
16 TO 30 MINUTES .....oooiiiieee ettt e 2
31 TO 45 MINUTES. ..ottt 3
46 MINUTES TO ONE HOUR .....cooiiiiiiiiiniiiieeeee e 4
MORE THAN ONE HOUR .......ccciiiiiiiieieiieeeee et 5
REFUSED ..ottt 7
DON’T KINOW ...ttt 8
58. Is your house, apartment, or mobile home...

Owned by you or someone in this household with a mortgage

OF LOAN .eiiiiiiiiciie et et et e 1
Owned by you or someone in this household free and clear

(without a mortgage or 10an)..........cccvereererrcieerieerieerieeneesre e 2
RENEEA....oiieiiice e e e 3
Occupied without payment of rent ...........ccceeeveiieriieeiiieeeieeecee e, 4
REFUSED ...ttt st 7
DON’T KINOW ..ottt st st 8
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59. Since you were separated from active duty, has there been any time when you did not have a
place to stay overnight?

Y E S e 1
NO (SKIP TO QO1) ettt 2
REFUSED (SKIP TO Q61)..cceeuiiiiiiiriiniinienieieieeeeeeseseseeeeeeeiees 7
DON’T KNOW (SKIP TO QO1)..cueruiniiriiiiiiiiininenieneicieeeeneene 8
60. Since separation, how many nights did you not have a place to stay?
ENTER NUMBER [4 numeric 0-1500, 7777, 8888]
REFUSED ...ttt 7777
DON’T KNOW ..ottt e 8888
61. What type of separation or discharge did you receive from active duty? Were you discharged...

At the end of a normal term of service, but not because of a medical

condition or diSaAbIlitY........cvevvieviieriirieriecie e 1
For military retirement due to disability,..........cccceveervenienenincncenene 2
For medical release, .......ooouvveveiiiiiiieeeeeeeee e 3
Due to marriage, pregnancy, or children, ............cccoeveveereeneeeiieanen, 4
On a dishonorable discharge, Or..........ccccevveveerieecieeieee e 5
Deactivated/Separated/Demobilized from active duty as a

Reservist/GuardSman............oeceereerienienieeie et 6
On some other kind of discharge? [SPECIFY & SKIP TO 61a] ....95
REFUSED .....ooiiitieieitee sttt 97
DON’T KNOW ..ottt 98

62. Are you...

Married, living With YOUT SPOUSE.......cccvercvierieiieieeieerie e ere e eieens 1
Married, not living With YOUT SPOUSE ........ceeveeevieciieriieniienie e eee e 2
WIAOWEA ..t ta e 3
DIVOTCEA ...ttt st 4
Legally separated, OF ......c.cccvevvierieiieiieeie e erieeseesresresreereereesreens 5
Never been MArTied .......cccveevereieeeiieiieiereeree e see e eenes 6
REFUSED ..ottt 97
DON’T KNOW ..ottt 98

63. Are you Hispanic or Latino?

Y S e 1
NO ettt 2
REFUSED ..c.ciiiiiiitiinteentetee ettt sttt 7
DON’T KNOW ..ottt 8
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64. I’m now going to read a list of racial categories. Please select one or more to describe your race.
(MARK ALL THAT APPLY)

INTERVIEWER NOTE: If the respondent answers “Hispanic” or other ethnicity, try to find out the
respondent’s RACE.

WHIEE et e e et e e e e e e e aaaaeeeeeeeeennnes 1
Black or African AMETICAN .........coouvevvivuveeeiiieeeeeeeeee e e e e eannes 2
American Indian or Alaska Native ......cocoovveveiiiiiiiiiiiieeeeeeeeeeeeee 3
N3 T2 o WSO 4
Native HAWaIIan .....cc.vveiiieiiiiiiiiiiee ettt eveee e 5
Other Pacific ISIander..........ccooeivvveiieiiniii e 6
HISPANIC/MEXICAN ....cooiiiiiieeiee ettt 7
OTHER SPECIFY ..ottt 95
NO OTHER MENTION .....cooiviiiiiiiiiieeeeee e 96
DON T KINOW ..ottt 97
REFUSED ..ottt ettt ettt st 98

<SCREENER1_ AGE>. What is your age?

ENTER NUMBER [2 numeric 18-99, 777, 888]
REFUSED ....ooiiiiiiiicieciecie ettt ess e esa s 777
DON’T KNOW ...ttt ettt 888
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CONTACT INFORMATION

LI1. Thank you very much for your time today. In order for us to send you your $20 gift, I will need
to collect your current contact information. According to my records your name is [NAME]. Is
that correct?

YES (CONFIRM SPELLING IN <NAME>) .....ccoiiiiiiiiiiiiicceteeeeeeee 1
NO (SAY “May I please have your correct name?” & GO TO <NAME>)............... 2
REFUSED (SKIP TO <L1_REFUSED> TEXT)..c..cccccteitminininieieieeneneneceeeeeeeene 7
DON’T KNOW (SKIP TO <L1_REFUSED> TEXT)...ccceeoteiinieienieneeeereseeeee e 8
<Name>
Name: [40 CHARACTER TEXT BOX]

<L1 REFUSED>: We will not be able to send you a $20 check if we do not have your correct
contact information. Do you want to provide us with the information now?

YES [RETURN TO L1J ..ottt 1
NO [SKIP TO ENDJ ..ottt e 2
REFUSED [SKIP TO ENDJ ...coooiiiiiniieieiiineecscceeeeee e 7
DON’T KNOW [SKIP TO ENDJ ..cc.ooviiiiiiiiiinencncccecieeeeeen 8
L2. I would like to collect your current address. According to my records your address is

[ADDRESS]. Is that correct?

YES (CONFIRM SPELLING IN <ADDRESS>) ....ooiiiiieiiriieieieeteie et 1
NO (SAY “May I please have your correct address?” & GO TO <ADDRESS>) ................... 2
REFUSED (SKIP TO <L2 REFUSED> TEXT) ...coiiiiieiieeeeseeee e 7
DON’T KNOW (SKIP TO <L2 REFUSED> TEXT) ..cccoiieiiriiciieieiicieiesieeeeeee et 8
<Address> [40 character]

STREET ADDRESSAPT OR UNIT # [20 character)

[2 character] __[5 digit]

CITY STATE ZIP

<L2 REFUSED>: We will not be able to send you a $20 check if we do not have your correct contact
information. Do you want to provide us with the information now?

YES [RETURN TO L2] oo eeeseeeeseeesese 1
NO [SKIP TO ENDJ oo eeseee e eeseeseeeeseeseeees e 2
REFUSED [SKIP TO END «.ovvooooveeeeeeeeeeseeoeeeeeseeseeeseeeeeesseeseseeees 7
DON’T KNOW [SKIP TO ENDJ ...coovveoereeeeeeeseeeeeeeseeeseesereeseee 8
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L3. Thank you for this information. We would also like to get in touch with you again in the future
for further participation in this study. It will involve a second interview like this one that will
take place in one year. 1’d like to get some information now that will help us contact you. May
we contact you again for a second interview?

YES oot r e 1
NO [SKIP TO ENDJ oo e seseeeeseee s ees e 2
REFUSED [SKIP TO END c.ovvooeeeeeeeeoeeeseeeeeeeeeeeeseeeeeseeeesseeseeseeen 7
DON’T KNOW [SKIP TO ENDJ ...coovveereeeeeeeeeeeeeeeeeeeeeeeseesee 8

L4. According to my records, your telephone number is [NUMBER]. Is that correct?

Y B S ettt ettt 1
NO (SAY “May I please have your correct phone number?” & GO TO <Phone Number>)............ 2
REFUSED (SKIP TO <L4 REFUSED>) ..ottt 7
DON’T KNOW (SKIP TO <L4_REFUSED>) .....ccocciiiiiiiiiiiiiiieiiieteeseseeeeeee e 8
<Phone Number> [10 numeric]

PHONE NUMBER

<L4 REFUSED>: We will not be able to contact for a future survey if we do not have your correct
contact information. Do you want to provide us with the information now?

YES [RETURN TO L4 ..ottt 1
NO [SKIP TO END]J .ouvevieiieiieiieiesieseieetee e 2
REFUSED [SKIP TO ENDJ ...ooouiiiiiiiiieieieeeeeeeese s 7
DON’T KNOW [SKIP TO ENDJ ...cooviiiieieieieeiieieeiesieeeeeeeeeeenes 8
LS. Could we please have an e-mail address where you can be reached in one year for a second

survey? (IF NECESSARY: The e-mail address will only be used for the purpose of this study in
order to contact you for a second interview in approximately one year.)

Email Address [50 CHARACTERS]....ccooviieieieeees 1
No e-mail address to GIve — N/A .. ..ot 2

<L5 REFUSED>: We will not be able to contact for a future survey if we do not have your correct
contact information. Do you want to provide us with the information now?

YES [RETURN TO L5] eoveoeeeeeeeeeeeeeeeeeeseeeeeeseesseseeessseeeeseesesssee 1
NO [SKIP TO ENDJ oo 2
REFUSED [SKIP TO END «.ovooooeeeeeeeeeeeseoe e eeeeeeeeeeeeeeeseeeeeee 7
DON’T KNOW [SKIP TO ENDJ ...coovvooereeeereeeeeeeeeeeeeseeseereesee 8

END: Those are all the questions I have for you. [You should receive [$20/$25] from us in 4-6 weeks.]
Thank you so much for your time and cooperation. Goodbye.

[USE FILL IF L1=YES OR NEW NAME GIVEN AND L2=YES OR NEW ADDRESS GIVEN. USE
$25 FOR PRETEST AND $20 FOR MAIN DATA COLLECTION]
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EMPLOYMENT HISTORIES OF
RECENTLY SEPARATED SERVICE MEMBERS

Internet Questionnaire
2007

NOTE: Programming instructions appear in brackets (as opposed to respondent instructions
in parentheses) and in all caps. Each page represents one screen, except where otherwise
explicitly noted. Please include the VA logo on each screen.

If all applicable items on a screen are not answered, a query screen should appear to determine
whether the respondent intentionally left the item(s) blank. If the respondent indicates that the
missing data are not intentional, the questionnaire should route them back to the screen with
missing data so that it can be provided. If the respondent indicates that the missing data are
intentional, the questionnaire should route them to the next applicable question.

It is assumed that, in cases where respondents are not automatically taken to a new screen based

on their answers on a current screen, an on-screen instruction will explain how they are to
proceed to the next item.

Employment Histories Survey Methodology Report B-42



Employment Histories of Recently Separated Service Members

This survey asks about your employment experiences since your separation from active duty. Your
participation will help the VA better understand the experiences of veterans in the job market, who have
been recently separated from active duty. This includes all service members recently separated from
active duty, even those still serving part-time in the National Guard or Reserves. If you are found to be
eligible and once you have completed the survey, we will send you $20 to thank you for your
participation.

Participation in this study is voluntary. Your name was randomly selected from a list of recently
separated service-members. Your cooperation is important to the success of this study. All answers will
be kept strictly confidential to the extent provided by law and will be used only for this research. You
may choose not to answer any question or end the interview at any time.

On average, the interview takes about 15 minutes. If you choose not to participate, your VA benefits and

services will not be affected in any way. If you do participate, we will send you $20 as a thank you for
your participation, as noted above.

If you have any questions about the study, please call 1-888-853-5438. Additional information on the
purpose of the study and copies of the Privacy Act and relevant sections of the U.S. Code may be found
on our website at www.va.gov/vetdata/, click on Surveys.

To complete the survey, please enter your password below:

Password [10 CHARACTERS]

OMB No. 2900-0692 Expires 11/30/2009
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INSTRUCTIONS

FOR MOST OF THE QUESTIONS ON THIS SURVEY, PLEASE ANSWER BY CLICKING ON THE
APPROPRIATE BOX.

e Sometimes you will see an instruction to “Check all that apply;” this means to check all of the
answers that are right for you. Otherwise, you will see “Check only one answer;” this means
you should check only one answer — the one that is best or most important to you.

e For questions that ask for counts or numbers, please use zeros where appropriate, rather than
leaving the item blank.

e Some questions refer to the time period “since your separation from active duty.” By this we
mean formal separation from active duty, including deactivation if you are or were in the National
Guard or Reserves.

e For the purpose of this survey we ask that you please report for your most recent date of
discharge from the military or separation from active duty.
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INTRODUCTION

Screener

<Screener2> Before starting, we would like to make sure we have the correct person. Our records
indicate that your date of separation was [ENTITLEMENT END DATEYRMONTH]. Is that correct?

{Soft prompt if skips}

YES [SKIP TO Q1] ettt ettt s 1
N O ettt bt h e e h et h et b e e b et bttt e beetenneas 2
REFUSED ...ttt ettt sttt e e st se e s e sneensesseennans 7

<Screener2a> What was your most recent date of separation?

{Soft prompt if skips}

<Screener2a_Discharge_ MM> _ (month) [2 DIGIT NUMERIC 1-12, 77]
REFUSED ...ttt sttt 77
{Soft prompt if skips}

< Screener2a_Discharge_YY>  (year) [4 DIGIT NUMERIC 1900-2007, 7777]
REFUSED ..ottt 7777

IF <Screener2a_Discharge. MM> AND <Screener2a_Discharge YY> BOTH ANSWERED, CHECK TO
SEE IF WITHIN 4 MONTHS OF SEPARATION OR IF BETWEEN 12/04 — 1/06. IF SO, CONTINUE
TO Q1 AND USE THEDATE PROVIDED TO FILL [DISCHARGE DATE] IN REST OF SURVEY. IF
NOT, SKIP TO <TERMINATE>.

IF EITHER < Screener2a_Discharge MM> AND/OR < Screener2a Discharge YY> =7, ASK
<Screener2b>:

<Screener2b> Was your most recent date of separation between the dates of December 2004 and January
2006?

{Soft prompt if skips}

YES (CONTINUE TO Q1) ittt 1
NO (SKIP TO <TERMINATE>)....c..ccoiiiiiiinininieneniciceeteteesese e 2
REFUSED (SKIP TO <TERMINATE>)....ccocoiiiiiiinieniencieeeeeeeeeeseseeeies 7

<TERMINATE> Thank you, but at this time we will not be able to include you in our study. Those
are all the questions | have. Thank you for your time.
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RECENT EMPLOYMENT HISTORY

1. The first questions are about your recent employment. Are you... (Please check only one.)
{Soft prompt if skips}
Currently employed, and not looking for a different job [SKIP TO
L 5 ST SPR 1
Currently employed, but looking for a different job [SKIP TO
L 5 USSP 2
Not working but looking for Work ...........cccecveveeviieniiencieeriereeieeeen. 3
Not working and not looking for work ............cccevvveviivcinciiicieeenen, 4
2. The next few questions are about your employment since separation from active duty. At any

time since your date of separation, that is between [date 30 days ago] and today, did you have at
least one paid job, either full or part time?

{Soft prompt if skips}
Yes [SKIP TO Q5] cueiouieieieeieieeie ettt 1
N O ettt ettt ettt 2

3. Since separation, have you done any work at all for money?

{Soft prompt if skips}
Yes [SKIP TO Q5] cueiouieieeeiieieeie ettt 1
L J USRS 2

4. What is the main reason you did not work at a job between [month/year of discharge] and today?

(Please check only one.)

{Soft prompt if skips}
Temporarily unable to work because of an injury [SKIP TO Q7] ........ 1
Temporarily unable to work because of an illness [SKIP TO Q7] ....... 2
Unable to work because of chronic health condition

or disability [SKIP TO Q7] .cceeeeieieeieieieeeeee e e 3

Retired [SKIP TO Q7] ueieoueeeeeieeeeie ettt eeee e e 4
Pregnancy/childbirth [SKIP TO Q7] ...ccccveriierieiieriienienee e 5
Taking care of children/other persons [SKIP TO Q7].....cccceeevvveveveennnenn. 6
Going to school [SKIP TO Q7] ...cccvveiiiriieiiereeieesiesee e sreeereesreeveees 7
Unable to find work [SKIP TO Q7] c.oeeeeviieiiieeiieeeeeeeeeee e 8
On layoff (temporary or indefinite) [SKIP TO Q10].......ccceeveviennenee. 9
Not interested in working at a job [SKIP TO Q7]...ccceevvveecirenrieeinnns 10
Or something else? [SKIP TO Q7]...cccevcievciieciieiieiieieeseeeee e 11
[REFUSED (SKIP TO Q7) veotieieiieiieieieeieieeeeeienie et 97]
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5. [Is/Was] that for an employer or [are/were] you self-employed or [do/did] you have some other
arrangement? (Please check only one.) [IF Q1=1 OR 2, USE “IS,” “ARE,” “D0O.” ELSE USE
¢CWAS,’7 LéWERE,” CCDID.7’]

Other arrangements include odd jobs, on-call work, day labor, one-time jobs, and informal
arrangements like babysitting, lawn mowing, or leaf raking for neighbors.

If you have more than one job, please answer for your main job. By ‘main job’ we mean the one
at which you usually work the most hours.

EMPIOYET ..oviiiiiiiiiiieiiesie ettt re et besabeenve e 1
SelIf-EMPIOYEd....cveiieieiiieiieieeceeee et s 2
Some other arrangement............cceeveeeurereerienierie et siee e 3

6. How many hours per week [do/did] you USUALLY work at your job? [IF Ql1=1 OR 2, USE

“DO.” ELSE USE “DID.”]

If you have more than one job, please answer for your main job. By ‘main job’ we mean the one
at which you usually work the most hours.

ENTER HOURS [3 CHARACTER NUMERIC 1-168, 777]

PROGRAMMER NOTE
IF Q1=3 or 4 AND Q2=1 OR Q3=1: GO TO Q7.
IF Q1=1or 2: SKIP TO Q9.

7. What best describes your situation now? (Please check only one.)

{Soft prompt if skips}
On layoff from a job [SKIP TO QL0].....ccoeviiiiieiieieeeeeecreee 1
Waiting for a new job to begin.........cccvevverriiiieciieieriesee e 2
REUIEA ...ttt st 3
Taking care of home and family (including pregnancy) .................... 4
IN SCROOL .. e 5
Not able to work because of illness or disability...........cccccveevvenennen. 6
Or SOMEthing €1SE7 ......cceiriieiieiieieeee e e 7
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8. What is the main reason you stopped working at your most recent civilian job? (Please check

only one.)
{Soft prompt if skips}
On Layoff [SKIP TO QLO0] ..ot 1
Retirement or 0ld @@ ........ccvevvieriierieiieeieee et 2
Childcare problems...........cceecueeiieiiierieriereeee e 3
Other family/personal obligations ...........ccccveevvierciiiinieeniie e, 4
OWn 11Iness/DiSability .......cccvierieriirieriieie e 5
OWN INJUIY ettt st te e s eees 6
SChOOI/TIAINING ....eecevieiiiieeiie ettt e e e e e e s 7
Discharged/Fired ........coovveviieiiiiiieieeie et 8
Employer Bankrupt .........cccceveveeviriiieniienierieseeeie et 9
Employer sold BUSINESS .......cooeeriiiiiierieeriiecieeie e 10
Job was temporary and ended ..........c.coeeiieiiienciiiece e 11
Quit to take another JOb ........cccvevieriiriiiie et 12
Slack work or business cONditions .............cccceveeeereeeeirenieeeeieeeieenns 13
Unsatisfactory work arrangements (hours, pay, €tc.)........cccceeuveenee. 14
Quit for some Other rasON ...........ceevvieeeviieeieeeeeeeeeeetee e 15
9. Did you spend any time on layoff from a job since [date of discharge]?
{Soft prompt if skips}
S ittt ettt et e e e e et e e e bb e e e e baeeeenbaae e e nrteeeenanaeas 1
NO (SKIP TO QI1@) .eeuiieiieieiieieieeeieieee ettt 2
[REFUSED (SKIP TO QI1a..ccciiieieiieieeieeeeee e 7]
10. When you were laid off, did your employer give you a date to return to work?
D = SRR 1
N 0 et ettt ettt 2

11a.  Did you spend any time looking for work prior to separation from active duty, while still in the

military?
{Soft prompt if skips}
D = SRR 1
IN O ettt ettt e et e e b e e ta e e nbeeensaeenreennreas 2

11b.  Did you spend any time looking for work since separation from active duty?

{Soft prompt if skips}
S ittt et e e e r e e e e e e e abaraaaa e e eeenanes 1
N0 e e e et e e e et e e e e nbaae e enes 2

PROGRAMMER NOTE:
IF EITHER Qlla =1 OR Q11b = 1: ASK Q12.
ELSE: SKIP TO Q14.
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12. Which of the following sources of employment information have you used to look for a job?
(Please check all that apply.)

Small Business Administration from the Office of Veterans

Business Development .........cccccoecvevvverciieciieniienieneesee e sne e 1
State rehabilitation aGENCY ......cccveeveeriieriieriierierte e 2
State employment AZENCY .......cccueeeveeeriieriieeieeerreeeieeeneeesreeeeeeeenas 3
Private employment aZENCY .......cccevververreeireerreesieesieesresreeseeseesseens 4
Internet Job SEArChes.......c.occvvvriieiieriecie e 5
Newspaper/help-wanted advertisements ..........cccceeeeveerieeecreeenveennne. 6
JOD FAITS .o 7
College/university or SChOOL.........cccvevcvirciiiiieiieieeeee e 8
Personal/professional contacts/networking ...........cccceveeevieriireieenienns 9
Federal Job 1IStINGS ...ccuveeecviieciieciie et 10
Job Service/UI/VET RePS ....oovveveviiiieieeiecieeseeeee e 11

13. During the last 30 days, that is since [date 30 days ago], on how many days did you spend any
time looking for work?

ENTER DAYS [2 CHARACTER NUMERIC 0-30, 77]

PROGRAMMER NOTE:
IF Q1=3 or 4 AND Q2=2 OR Q3=2: SKIP TO Q22.
ALL ELSE GO TO Q14.

14. The next questions refer to your [current/most recent civilian] job. [Is/was] your employer...
(Please check only one) [TF Q1=1 OR 2, USE “CURRENT” and “IS.” ELSE USE “MOST
RECENT CIVILIAN” AND “WAS.”]

A Government organization, including Armed Forces ..................... 1
A Private, For Profit, Company...........cccceevvrerciieeiiienieenieeevieesveens 2
A Non-Profit Organization, including tax exempt and

charitable organizations ............ccecueeveriierieenieereeneecee e 3
Self-eMPIOYEd .....ooeeiiieiiieeieeee e e 4

15. What kind of work [do/did] you perform, that is, what [is/was] your occupation (For example:
Bookkeeper, plumber, press operator)? [IF Q1=1 OR 2, USE “DO” and “IS.” ELSE USE “DID”
AND “WAS.”]

[OPEN-ENDED TEXT BOX THAT CAN HOLD 250 CHARACTERS]
{Soft prompt if skips}
[REFUSED GO TO Q16. ALL ELSE GO TO Ql17a...... 98]
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16. [IF Q15=REF]: What [are/were] your usual activities or responsibilities? [IF Q1=1 OR 2, USE
“ARE.” ELSE USE “WERE.”]

For example: Keeping account books, repairing pipes, operating printing press

[TEXT BOX THAT CAN HOLD 250 CHARACTERS]:

17a.  What [is/was] your [current] salary or wage rate? [IF Q1=1 OR 2, USE “IS” AND “CURRENT.”

ELSE USE “WAS” ONLY.]
Record amount: [9 CHARACTER NUMERIC]
Choose one:
a PER HOUR
a PER WEEK
a BIWEEKLY
a PER MONTH
a PER YEAR
a IDON’T KNOW

17b.  In addition to your wage/salary, [do/did] you earn tips, bonuses, or commissions? [IF Q1=1 OR
2, USE “DO.” ELSE USE “DID” ONLY.]

Y O et e ettt aaeaaaa 1
NO [SKIP TO QI8 2
[REFUSED (SKIP TO Q18) c.uviieiiieiieeieeeiee et 7]

17c.  How much additional income [do/did] you get from tips, bonuses, and commissions? [IF Q1=1
OR 2, USE “DO.” ELSE USE “DID” ONLY.]

Record amount: [9 CHARACTER NUMERIC]

Choose one:

PER HOUR

PER WEEK
BIWEEKLY

PER MONTH
PER YEAR
OTHER SPECIFY
IDON’T KNOW

U000 000O0

Employment Histories Survey Methodology Report B-50



18. [Do/Did] any employees report to you? Answer “yes” if you supervise, manage, or oversee other
employees. [IF Q1=1 OR 2, USE “DO.” ELSE USE “DID.”]

{Soft prompt if skips}
D <SP UUSTUPSRRPPN 1
NO [SKIP TO Q21 et 2

19. Would you describe your position as ... (Please check only one.)

{Soft prompt if skips}
SeNnior MANAZEMENL, ......cccveerveerreerierrerreereerreeseeesaeaseeseesseesseesssennns 1
Middle management, or [SKIP TO Q217 ..cccceoiiiiiriiiienienieeieeieee 2
Supervisory [SKIP TO Q217 .ccciiiiiiiiieeee et 3
[REFUSED (SKIP TO Q21) .ottt 7]

20. What is/was your job title?

[TEXT BOX HOLDING 250 CHARACTERS]:
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PAST WORK EXPERIENCE

21. These next questions ask about past work experience, both civilian and military, and how it
relates to your current or most recent employment. Were you employed when you [were called
up for active duty/joined the military]? [IF REGULAR BRANCH (VARIABLE FROM
SAMPLE — NOT YET DEFINED) USE “JOINED THE MILITARY.” IF GUARD/RESERVES
USE “WERE CALLED UP FOR ACTIVE DUTY.”]

{Soft prompt if skips}

S ettt ettt et ettt ettt e s be e e bt e sabeeenee 1
N0 ettt st sttt et e b 2
PROGRAMMER NOTE:
IFQ21=1: GO TO Q22.
IF Q21 =2 AND (Q1=1or 2 OR Q2=1 OR Q3=1): SKIP TO Q28.
If Q21 =2 AND ELSE: SKIP TO Q35.
22. When you returned from active duty, did you attempt to return to your previous job?
{Soft prompt if skips}
Y S ettt et et ettt e s e e bt e e sbeeenee 1
NO [SKIP TO Q27 ettt ettt 2
[REFUSED (SKIP TO Q27) .eeeuieiieiiriiienieieieeeeeieere e 7]
23. When you returned from active duty, did your employer offer you the same job?
{Soft prompt if skips}
S ettt ettt e e et e e et e e e et aeeeenbaae e e arbeeeennreeas 1
NO [SKIP TO Q25T i eieieeiieieeie ettt ettt ene s 2
[REFUSED (SKIP TO Q25) .ueeuieiieiieiiriesieieieieeeeeie e 7]
24, Did you accept it?
{Soft prompt if skips}
Yes [SKIP TO Q28] ettt 1
N O ettt e e et e et e e ettt e e et bt e e e aba e e e nbaaeeannraaeeannnes 2
25. Did your employer offer you a different job?
{Soft prompt if skips}
S ettt ettt st be e e nbb e sbeeenee 1
NO [SKIP TO Q27 e eeeeeetieeeie ettt 2
[REFUSED (SKIP TO Q27) .eeeuieiieiirienienieieieeeiieieeie e 7]
26. Did you accept it?
S ittt ettt e et e e et e e e e bb e e e e baaeeenbaae e e nrtaeeennnaeas 1
INO et sttt 2

PROGRAMMER NOTE:
IF Q1=3 or 4 AND Q2=2 AND Q3=2: SKIP TO Q35.
IFQ1=7,8 AND Q2 =7,8 AND Q3 = 7,8, SKIP TO Q35.
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27.

28.

29.

30.

31.

32.

[Is your current/Was your most recent civilian] job similar to the one you had before entering the
service? [IF QI=1 OR 2: USE “IS YOUR CURRENT. ELSE USE “WAS YOUR MOST
RECENT CIVILIAN.”]

[Does your current/Did your most recent civilian] job generally match the occupations you were
trained for while you were in the military? [IF QI1=1 OR 2: USE “DOES YOUR CURRENT.
ELSE USE “DID YOUR MOST RECENT CIVILIAN.”]

How much [do/did] the training, skills or experiences you gained in the military apply to [your
current/most recent civilian] job? (Please check only one.) [IF QI=1 OR 2: USE “DO” and
“YOUR CURRENT.” ELSE USE “DID” AND “YOUR MOST RECENT CIVILIAN.”]

N (o | TP 1
SOIMIC ...t e et e e et e e 2
A TIEEIE e 3
INOE AL QL1 4

Compared to your military occupation, would you say that in [your current/your most recent
civilian] job you [have/had] more responsibility, less responsibility, or about the same amount of
responsibility? (Please check only one.) [IF QI=1 OR 2: USE “YOUR CURRENT” AND
“HAVE.” ELSE USE “YOUR MOST RECENT CIVILIAN” AND “HAD”]

MOTE I CIVILIAIL «.vvvveieeeieeeeeieeeeee et e e e e e e e e e e e seenanes 1
LESS 1N CIVIIIANL ...ttt a e eeeeeseseeeseaeaeeeaees 2
ADOUL the SAIME ....evvviiiiiiiiiiiiiiieeeeeeee ettt ettt e et e eeeeeeeeeeeeesaees 3

On a scale of 0-10, where zero is ‘no physical risk at all” and 10 is ‘extreme physical risk,” what
was the highest level of physical risk in your military occupation?

ENTER 0-10 [2 CHARACTER NUMERIC 0-10, 77]

On a scale of 0-10, where zero is ‘no physical risk at all’ and 10 is ‘extreme physical risk,” what
is the highest level of physical risk in [your most recent civilian/your current] job? [IF Q1=1 OR
2: USE “YOUR CURRENT. ELSE USE “YOUR MOST RECENT CIVILIAN.”]

ENTER 0-10 [2 C