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M»m tract

The primary objectives of this study were: to confii-ra the 
structure and psychonætric properties of the Canadian 
Forces Attrition information Questionnaire (CFAIQ); to 
examine differential rates of attrition and reasons for 
leaving for toglophone emd Prancc^hone sailors; and to 
test important conçonents of Mobley's Expanded Turnover 
Process ftodel (1982) . The CFAIQ (L^n, 1987) captures 
in^rtant attrition information including reasons for 
leaving, CF/civilian ccxRparieons, attitudes toward the CF 
experience, preparation for transition to civilian life 
and biographical information. Using archival data 
collected over a 5 year period, all Francophone and 
Anglophone graduates of sea-going (hard-sea) occupation 
training participated in the first portion of the study 
(Nel077). Those who completed the Canadian Forces 
Attrition Informatics Questionnaire (CFAIQ) when leaving 
t)% Navy participated in the remainder of tJ>e study 
{R»94), Qsnsistent with previous research (eg. Bender, 
CiKniinard, Lee, Tanner, & Tseng, 1992; Montgcmæry, 1991), 
the results of the present study indicate Francophones 
continue to leave tJ» %»vy at <kuble the rate of t)teir 
Anglophone gwers. In addition, Prancopfesnes reported 
more dissatisfaction with their CF experience and cited 
family issues as their iK)st isçortant reason for leaving
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as ctxnpared to job related iseues for Anglc^hones. A 
LISREL analysis lent strong support to the Ea^nded 
Turnover Process Model {Mobley, 1982) upon which the 
CFAIQ was constructed and suggested a revised model for 
use in military organizations. The discussion of 
results includes rectxmeendations for CFAIQ in^rovement 
and the need for a re-examination of the Realistic Job 
Preview <8JP) for Francophones entering the hard-sea 
occupations of the Navy.



Tb« Tttxsov«x of Fzaaco^aeMM Sailoro
in th# CinadiKD Mtevyi An of tho utility of th#

Caaadina Foreoa Attrition %micori^ Syatom

Canada is a multicultural and formally bilingual 
country. That is, Bï^lish and French representation is 
legally mandated undter the Official Languages Act ot I97i 
for all national and government institutions. Thus, the 
Canadian Forces ICF} must pay particular attention to 
Anglophone-ï^ancophone representation, rates of turnover, 
and other areas which may indicate systemic or other 
biases against minorities. In addition, the success ot 
military curations is largely contingent up>on the 
commitawint and morale of military personnel. High rates 
of voluntary turnover are characteristic of problems in 
these areas and signal the potential for barriers to 
national and military objectives. Therefore, the 
inertance of the present study can be vieimd from both 
national and ara^d forces perspectives.

Attempting to maintain Angic^hone-Francophone 
representation at national levels {25% Francophone, 75% 
Angl^plwne), has lead to several linguistic re
organization initiatives within the Navy. The most 
observable is t)% désignâtIot of ships as French Language 
Units (FT^s), Bilingual Units (BUs), or English Language
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Units (ELUe). The language designation refers to the 
daily working language of the ship. In the case of BUs, 
either language may be used at the discretion of the 
Commanding Officer. It should be noted that this is a 
national policy and when Canadian ships operate with 
other ships of NATO countries, English is the official 
language of operations. Of the sixteen major ships in 
the Canadian Navy, t w  have been designated PLUs (HMCS 
Ville de Quebec, WKS Montreal), two others have been 
designated BUs U#CS Preserver, HMCS Athabaskan) and 
twelve have remained ELUs.

The CF is an organization that has paid particular 
attention to the problem of attrition. One example is 
recent research indicating apparent differential rates of 
turnover between Francc^hone and Anglophone non- 
comnisaioned members (NCMs) in the sea-going (hard sea) 
occupations of tl^ Navy (eg. Lyon, Montg<xnery and 
Martineau, 1989; Montgoa»ry, 1991; Bender, Chouinard, 
Lee, Tanner and Tseng, 1992) . For exai^le Bender et. al. 
(1992) concluded that =Attrition rates for Franct^bone 
NCMs in t)% sea trades are higher than ttuise for 
Francophoiw f04s in the CF as a «diole, while those for 
Anglophone N04s have l^en on par with all NO#s in the CF 
as a whole" 107-108), Specifically, these
researchers report average turnover rates in the hard sea



occupations of 14% for Francophones and 71 for
Anglophones. This conç>are8 to airforce turnover rates of 
5% and 4% for Francophones and Anglophones respectively. 
Army turnover rates are reported to be 7.5% for both 
language groups (fender et. al., 1992). TJius, the 
problem of differential rates of voluntary turnover 
between Francophones and Anglophones are unique to tJ»̂  
sea-going occupations of the Navy.

Several studies suggest cultural and 1inguisr ic 
differences can account for work perception and
subsequent attrition differences between Anglophone» and 
Francophones (eg., Xanungo & Bhatnagar, 1978; Wong
Rieger & Taylor, 1981). For example, interpersonal
climate at work tends to be more meaning!ul ioi 
Francophones than Anglophones (Xanungo & Bhatnagar, 
1978). Conversely, individual achievement at work ha» 
been foimd to be swre iportant for Anglophones th.m 
Francophones (Wong-Rieger & Taylor, 1981) , The influence 
of language and culture on the attrition behaviour ol 
navy personnel has not been examined.

In addition to language and culture, other 
biographical variables may also influence the attrition 
behaviour of Navy personnel. Given the long duration of 
Naval operations (3-6 months), variables such as gender 
and marital status likely play a role in tht decision
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making process to leave. Recent research reveals wzmen 
account for only 7.8% of non-ccannissioned personnel in 
the sea-going occupations (DPIS, 1993). Although
figures indicating the marital status of Naval personnel 
are not available, rates of CF married personnel with 
five years or less service are 23% and 29% for males and 
females respectively {DPIS, 1993). The influence of 
these variables on the attrition l^haviour of Anglophone 
and Francophone personnel of the sea-going occupations 
has yet to be investigated.

With the implementation of the Canadian Forces 
Attrition Monitoring System (CFAffâ) in 1987, the amalysis 
of ia^rtant attrition information in addition to 
turnover rates has recently become possible.

The purpose of the present study is three-fold. 
First, this study will confirm the structure and 
psychometric properties of the Canadian Forces Attrition 
Information (^esticamaire (CFAIQ) . Second, it will 
examine differential rates of attrition and reasons for 
leaving the CF for Anglophones and Francophones. 
Finally, the study will test inçrartant ctxnponents of 
Mobley's Expanded Tunwver Process îkxJel (1982) i^n 
which the CFAIQ was constructed. Findings of the present 
research will determine the need for relevant personnel 
policy changes in Maritiaœ Cosmaand (MARCX»!) . A review of
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the turnover literature, background to the present study, 
and development of the CFAIQ and CFAMS will provide the 
appropriate cwitext for an examination of the findings of 
the present research.

Sc, h au l e d  ..yeigag-Ptigghe^ulgcL
The study of enqployee turnover or attrition, as it 

is scmjetinœs called, has teen a major area for research 
in industrial/organizational psychology for many years. 
Scheduled or predicted employee turnover is a fact ot 
life in all organizations and has the potential for 
positive individual and group consequences. For exanple, 
studies by Dalton and Todor (1979) and Staw (1980) 
examined a number of ways in which scheduled turnover can 
contribute to organizational effectiveness through the 
infusion of new technology, variety, reorganization, and 
disruption of entrenched bureaucratization. These 
positive consequences are a function of the nature or 
type of business, technology inherent in the business, 
quality of recruits relative to leavers, the position 
levels involved, opportunities for organizational change, 
and the amount or rate of turnover.

thisch^iuled turnover, however, has a greater 
potential for negative organizational and individual 
consequences. For the purposes of this study, 
unscheduled turnover is synonymous with voluntary
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attrition and refers to the act of leaving the CF 
voluntarily prior to cCT5>ulsory retirement age. Although 
im̂ ney and other costs are incurred to replace ]%th the 
scheduled and unscheduled leaver, the disruption to the 
organization caused by the unscheduled leawr may 
of tenting be more serious. A irodel for the measurement 
of husan resource replacement costs has been put forward 
by Flandîoltz {1974}. According to this model, in 
addition to the original human resource costs, 
replacement costs include separation pay (direct costs), 
loss of efficiency prior to separation, and the cost of 
the vacant position during search (indirect costs). 
Moreover, unscheduled or otherwise, high rates of 
turnover may disrupt performance (Mobley,1982), social 
and coMsunication patterns (Price, 1977), and morale 
(Mobley, 1977; Steers and îtowday, 1981).

Like any other large organization, the Gmadian 
Forces (CF) have a vested interest in t M  organizational 
and individual consequences of turnover. To this end, 
the Canadian Forces Personnel Applied Research Unit 
(CFPARU) has developed the CFAIQ as the primary attrition 
unitoring device of the Canadian Forces CFMK (Lyon, 
1987; Parker, 1992). Briefly, the CFAIQ has been 
designed to monitor voluntary attrition (unscheduled 
turiKJver) g^tterns and ictentify i»tential attritiœr
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problem areas within the organization. The respoi’ses of 
voluntary leavers are examined in the aggregate to 
analyze those factors thought to be related to the 
attrition process and to descrit» the characteristics of 
voluntary leavers. The form, content and development of 
the CTAIQ will be discussed in detail in a later section. 
Until now, the utility of the CFAIQ as an attrition 
mcmitoring device hsus not been tested.
Background to the Present Study

In a study designed to determine what differences 
exist between stayers and leavers and what effect 
language group has on attrition, Montgomery (1991) found 
that intentions to quit and actual turnover rates were 
much higher for Francophone sailors than that for their 
Anglophone peers (Chi-square = 29.419, df = 1, p c .01) , 
Montgonœry used the Wheel Questionnaire (Shalit, 1985) 
and the Fleet School Attrition Survey (Lyon, Montgomery 
& Martineau, 1989) to assess the attitudes of both groups 
while in navy occupation (QL3) training. After 3 years 
of service, of the 237 original subjects in the cohort, 
174 (74%) were still serving and 63 (26%) were released. 
When broken &3wn by languac^ group, a total of 144 
(82.75%) AnglqpJKWjes remained in service, while 30 
(17.25%) had voluntarily left. Of t!» Francophones, 28 
(46%) r^jained, irfiile 33 (54%) left. These results
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confirm the notion that Francophones voluntarily leave 
navy occupations at a higher rate than do Anglophcmes. 
"In fact, the rate of attrition for this sample is even 
higher than the rate the navy had regwrted for earlier 
groups" (Montgomery, 1991;pp 41).

Although ii^lemented in 1988, sufficient CFAIQ data 
for the sample were not available at the time of
Montgomery's (1991) study to fully address turnover 
related issues such as reasons for leaving, or
perceptions of CF experience at the time of turnover. At
present, over 5 years of CFAIQ data are available for the 
examination of these questions.
Turnover Research Prior to the_Maior Conceptual Models 

Satisfaoti«a and Turnover
In an effort to respond to industries' concern over 

the costs related to loss and replacement of personnel, 
many early studies of es^loyee turnover focused on the 
relationship between overall job satisfaction and 
turnover. The bulk of the early work, however, was
conducted without a theoretically based model to guide 
the investigation of the turtœver prc^ess. Brayfield and 
Crockett (1955), for exaaple, pointed to serious 
methodological problesa in nwst of the turnover research 
up to that time. The most critical deficiencies were in 
the area of reliable and independent taasures.
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The first model of the turnover process was proposed 

by March and Sinron il9S6). In this
inducen«ntB/contributions model, they suggested that the 
individual weighs the benefits (inducements) and 
drawbacks (contributions) offered by the current job 
such as salary, pr(XK)tion o^^rtunities, supervisors, 
working conditions, and geographic location over those in 
other organizations. If the balance was equal or 
weighted in favour of the current employment, then the 
individual was more likely to stay. If, on the other 
hand, the balance was in favour of job alternatives then 
the individual might choose to leave. This relationship 
between inducements and contrihait ions represented the two 
major factors in the model: (1) the perceived
desirability of leaving; and (2) the perceived ease ot 
movement from the organization. The perceived 
desirability of n»vement was thought to be influenced by 
the individual's level of job satisfaction plus the 
perceived possibility of interorganizational transfer. 
The primary compcment that influenced the desirability to 
leave was the Individual's conceptualization and 
perceptif of employee satisfaction with the j<̂ . In 
this form, the n^del represented an impxartant theoretical 
advance and continues to influence turnover research 
today.
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Vrooffi (1964} reviewed several studies which 

supported the relationship between job dissatisfaction 
and turnover. According to Vrooai, the probability of 
scxtffîone voluntarily leaving was a function of the balance 
between the forces to remain and the forces to leave. 
Job satisfaction was seen as the major factor in the 
force to remain. The valence of outconæs not obtainable 
in the present job and the es^ctancy of their fulfilment 
elsewhere was seen as the major influence in the force to 
leave.

Although a consistent negative relationship between 
job satisfaction and turnover is well established (eg. 
Vroom, 1964; Xoch & Steers, 1978; Marsh & Mannari, 1977; 
Newman, 1974; Waters & Roach, 1973), it rarely accounts 
for more than 14% of the variance in reported turnover 
(Mobley, Griffeth, Hand & Meglino, 1979). In addition, 
many researchers felt overall job satisfaction was 
conceptually simplistic and looked to other variables 
such as pay, prMK)tions, supervision, and peer group 
relations to predict individual-le\æl turnover (Mobley, 
1962), The study of each of these variables separately 
laid the groiu^i^rk for tlm {^v%l^mmnt of the major 
conceptual models of turnover.
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SatisfMtloa with Pay

The evidence dealing with a relationship betiæen pay 
satisfaction and turnover is mixed. For example, 
Federico, Federico and Lundquist (l'J765 in their sample 
of 96 Credit Union females found tnat higher salary was 
associated with longer tenure. H<x*ever, higher salary 
and the difference between expected and actual eaiary 
were associated with shorter tenure, in a study which 
examined the pay attitudes of 349 Certified Public 
Accountants, Heilriegel and White (1973) discovered that 
"leavers" had more negative attitudes toward pay than 
"stayers" and also reported significant increases in pay 
on their new jobs.

In their study of 77 entry-level public agency 
e^loyees, Koch and Steers (19783 found no relationship 
beti«en satisfaction with pay and turnover. Other 
studies exœoining hospital ^pioyees (Jtobley, Homer. & 
Hollingsvrairth, 19783 , nursing home e(jf>2oyees (Nevnnan. 
1974) and clerical insurance corgjany personnel (Waters, 
Roach, & Waters 1976) have found similar non- 
relationships between pay satisfaction and turnover. 
Satisfaction with FreoBotiGOs

Ttere is little evidence to suggest a strorg 
relaticmship between satisfaction with advancement or 
prcmx)tion and turtusver (eg. Kraut, 1975; Koch & Steers,
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1978). Ho»%v@r, Marsh and Mannari {1977} in their study 
of 1,033 Japanese electrical ctmpany workers did regxMrt 
a low negative correlation of -.22 betv^en perceived 
chances of promotion and turnover.
Satisfaetios with Sui^uvlsioa

In general there is nroderate supj»rt for the 
negative relationship bet»men satisfaction with 
supervision and turnover (eg. Heilriegel & White, 1973; 
IMnsereau, Cashman, & Graen, 1974). Similarly, 
leadership has been significantly related to turnover. 
Graen and Glnsburgh (1977) suggested the focus of 
supervision research shift to the leader-o^mber exchange 
rather than a continued reliance on generalized 
supervision affect measures.
Satisfaction with Paar Relations

Hiere is little evidence for a relationship between 
group relations and turnover. This is most likely due to 
the general methodological problem of i^asuring task 
interaction and other group processes. (A^rsh & Mannari, 
1977; Newman, 1974; Waters, Roach, & Waters, 1976). Only 
one study rejwrted a significant relationship between 
satisfaction with co-workers and tunwver (Koch and 
Steers, 1978) and even then only a minor effect was 
found.
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Swmmry

The research reviewed above points to a consistent, 
although generally weak, relationship between several 
satisfaction variables and turnover. Although important, 
the reliance on job satisfaction has been considered a 
conceptually simplistic and an empirically deficient 
basis for understanding the eo^lo^e turnover process 
{eg. Mobley, Qriffeth, Hand, & Meglino, 1979). This has 
led to the developiwnt of several major conceptual models 
which attempt to account for the complexity and 
interaction of many other variables thought related to 
the turnover pttx^ss. Two of these models have been 
applied to the problem of military turnover or attrition.

The Ajzen and Fishi^in Model of Reasoned Action is 
effective in predicting a wide range of behaviours such 
as academic achievement {Ajzen & Mackien, 19855 , weight 
loss (Schifter & Ajzen, 1985) and contraceptive be5iaviour 
(Fisher, 1984). Several studies have also used the model 
to predict turnover intentions and behaviour {eg, Newswio, 
1974 ; Frestholdt, Lane and ^ttlæws, 1987; Bradley k 
Paunonen, 1989; Montgtxmery, 1991) .

The Model of Reasoned Action (MRA) (Ajzen k 
Fishbein, 1980) followed fn%R the authors' research on
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how attitudes influence behaviour in clmice situations. 
The mcxiel purports to e^lain how the choice of behaviour 
can predicted fr<Mn attitudes toward the target 
behaviour and from social pressures to perform the
behaviour (Figure 1).

The major i^a of the %xiel is that an individual's 
iatsatim to act is the best indicator of what an
individual will do in a choice situation. If the measure 
of intention to act closely corresponds with the
behavioral criterion and if the intentions are stable, 
then the intentions will predict subsequent behaviour. 
Behaviour, therefore, is determined by the individual's 
intention to act. The intention to act, in turn, is 
influenced by two separate sources: the individual's
attitude towards the action, and the normative influence 
(social pressure) to act. Attitwk#, in the model, is 
defined as an affective evaluative response. The 
normative influences are subjective norms and refer to 
the individual's perceptions of how people who are 
important to him or her (referents) feel be or she should 
act. The extent to which attitisis and subjective norms 
will influence behavioral intentions will vary from 
situation to situation.
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Figure 1. The Ajzen and Fishbein >todel of Reasoned 
Action. Source: Ajzen, I., & Fishbein, M 
(1980). Understandli«% attitudes and 
predictina social behaviour. Englewood 
Cliffs, HJ: Prentice-Hall.
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Bradley and Paunonen (1989) used %x*el of

Reasoned Action (Ajzen & Fishbein, 1980) as their 
methodolc^ical fra^nK>r)c to examine the determinants of 
eradical officers' intentions to leave the Canadian Forces 
(CF). Attitudes toward remaining in or leaving the CF 
predicted the intentions of 328 amdical officers.

^ntgmæry (1991) used the *%A in conjunction with 
Shalit Sequential Appraisal Model (Shalit, 1985} to 
examine tlw attrition and retention predictors for 
Canadian Naval personnel. Intention to serve predicted 
attrition behaviour. In turn, beliefs sübout being in the 
navy, beliefs about one's military occupation, and 
attitudes for stayers predicted intention to serve. 
Beliefs about being in the navy predicted intention to 
leave.

HablaY*,.a. JBg?aRd8d Iü£BgYsr fzscsae
First described in the work by Fkbley, Qriffeth, 

Hand, and Meglino (1979), the Expanded Turnover Process 
Model builds on elements of existing research (eg. 
Mobley, 2 977} and atteupte to capture the overall 
cocplexity of the turnover prt^ess. The â <tel has been 
tested in se^mral studies designed to examine military 
attrition (eg. Youngblood, Itobley, & Meglino, 1983; 
>tondes & Lyon 1984; Lyon, 1987; Parker, 1992). Ibe mo^l 
graphically illustrates the multiple organisational.
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environ^ntal, and individual variablee associated with 
tui-nover. The Expanded Turnover Process ̂ todel (Figure 2) 
suggests that there are four primary determinants of 
intentions to quit and, subsequently, turnover: (i) job 
satisfaction-dissatisfaction; (2) expected utility of 
alternative internal (to the organization) work roles; 
(3) expected utility of external (to the organizatitMi) 
work roles; and (4) nonwork values and contingencies 
(Mobley, 1982).

Job Satisfaction
The Et>q>anded Turnover Process Model (Mobley, 1982) 

recc^ises job satisfaction as a "highly individualized 
evaluatiim that is dependent on individual differences in 
values" (pp 125). ftoreover, the cKsdel emphasizes that 
satisfaction is a function of what the employee perceives 
relative to his or her values rather than a function of 
formal policy or manageu^nt perceptions. In addition, 
satisfaction is presented as multi-faceted and present- 
oriented and, therefore, a composite of the
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extent to which a set of in^rtant values are perceived 
as being attained on the job.

Relevant to the present study, value differences 
between Francophones and Anglophones and their influence 
on perceptions of wrk have been well documented {eg. 
Hughes, 1968; Kanungo, Gom & Dauderis, 1976; Kanungo & 
Bhatnagar, 1978; Kong-Rieger & Taylor, 1981). For 
example, Kanungo and Bhatnagar {1978} examined the 
achievement orientation and occupational values of 
Franct̂ phone and Anglophone youths (N=370) in their final 
year of high school (near recruiting age). The authors 
found, consistait with previous research using adults, 
that Francophone youths preferred setting difficult 
rather than moderate goals for themselves, and relied 
less on task ctxiçetence and more on the sympathetic 
nature of their co-workers- This is reflective, the 
authors suggest, of stronger esteem and social needs on 
the part of Francophones, Moreover, in comparison to 
Anglophones, Francophones tended to be more socially 
dependent, itore affiliative, and es^asized the 
interpersonal climate at irork and fringe benefits that 
could provitte them with a sense of security and 
belonging.

In a study that examined the group membership values 
in Anglophones and Francophones (R»80), %>ng-Rieger and
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Taylor (1981) found differences in several areas. For 
exan#le, Francophwies placed greater ercgphasis on their 
cultural group and their personal groups bad highly 
similar value orientations relative to Anglc^hones. In 
addition, Francophones' own values %%re found to be 
group-oriented and similar to those of all tt»ir grou^, 
tfhereas Anglophones' tnm values were found to be 
individualistic and less similar to their groups' values. 
Evidence of value differences between Francophones and 
Anglophones and their subsequent influence on turnover 
behaviour is examined in the present stutfy.

Expected Utility of Internal Roles
To understand the entire turnover process, it is 

necessary to assess not only the employee's current 
satisfaction but also the employee's expectaticms about 
future roles in the organisation based on the work values 
most inport ant to the individual. This is distinct frtxn 
satisfacticui which is based on multiple individual values 
and current perceptions. Ea^cted utility of alternative 
internal roles, cm the other hand, is based on multiple 
individual values and future expectations of policies, 
practires, conditions and outccmws in the organizaticm. 
Such future-oriented e:qpectatirats am) evaluatimis are 
based &a: exp&ctBà transfer possibilities; ê qpected
prcmotions; exacted chains in present job,* ejected
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changes in organizational ^licies, practices or 
conditions; and/or ejq«cted transfer, pronrotion, or 
turnover ammg otlwr individuals (%)biey, 1982).

Expected Utility of External Alternative Work Roles
A third major determinant of turnover according to 

this n»del is the individual’s e:q%ctation of finding an 
attractive alternative job external to the present 
organization. In this case, the expected utility of an 
alternative job external to the organization is based on: 
the es^loyee's important work values; expected attainment 
of these values frMi the external job; and the 
expectation of being able to attain the alternative job. 
The nxxiel emphasizes a con^lete assessn^nt of this 
variable to understand fully the turnover process. From 
this perspective, it is useful for organizations to 
conduct regular comparative analyses of pay and benefits 
in their industry and relevant labour market ctmditions 
or opportunities {!tobley, 1982). In addition, employee 
perceptions of the rewards, outcos^s, and conditions 
available from external alternatives are useful 
diagnostic information.
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Sonwork Valuea_and Roles

In addition to satisfaction, expectation regarding 
jobs internal to the organisât irais, and expected utility 
of external jobs which are related to wrk values, an 
individual's turnover intentirais may also be related to 
the degree to which the jdb or alternatives are perceived 
or expected to facilitate or interfere with inportant 
non%fork values or roles. For exatple, family 
orientation, geographical preferences, and religious and 
social values will be interrelated with work-related 
values for most individuals. The different
organisational attitudes of dual-income and single-incon» 
families (eg. Lamerson, 19873 is an example of the 
influence of nonwork roles in the work force. The nwdel 
suggests that these nonwork values and roles require 
detailed exclamation if turnover is to be understood imxre 
fully and managed effectively.
Summary of Kelley's Model {1982}

The ExpanfWd Turnover Prorates Mraiel (Mobley, 1982} 
describes the relationships aiming individual, 
organizational and extra-organizatiraial factors, and 
indicates these factors might influence attitwtes and 
perceptions about work. Specifically, individual values, 
attitudes and perceptions about the and labour imiriut 
create expectations al»ut one's present and about
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alternative enq)loyment, which, in turn, influence the 
levels of satisfaction and attraction to the present job 
and to possible alternatives. Subsequently, the levels 
of satisfacti<m and attraction influence Iwth an 
Individual's intenticm to search for alternative 
employnmnt as %%11 as the intention to leave the current 
job.

This comprehensive and ccanplex model has strongly 
influenced the study of turnover behaviour in the last 
ten years and forms the basis for the Canadian Forces 
Attrition Monitoring System {CFAMS; Lyon, 1987). Since 
the present stu<fy addresses cpjestions related directly to 
CFAMS, and specifically the Canadian Forces Attrition 
Information Questicmnaire (CFAIQ), the influence of the 
Ëjçanded Turnover Process Ptodel (Mobley, 1982} on the 
development of the CFAIQ is discussed.

ZnflUKU» of Iteblsy's Hodsl (1983) tm the CTAIQ
Guided by the Expanded Turnover Process Model 

(îfcsbley, 1982) the CFAIQ (see )!qjpendix; Lyon, 1986,- Lyon, 
1987; Parker & Lyon, 1988) provides information about 
specific aspects of the attrition process. Administered 
to all voluntary leavers during their last few days of 
service, the CFAIQ att^^ts to capture the effects of 
orguiizational, individual and extra-organizational 
factors on e^loyee satisfaction, intentions to quit and
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actual turnover behaviour. Elements of Mobley's Model 
are reflected in the following sections of the CFAIQ: 

Section ̂  - REASmm FOR LMhVlSOt 
Section 2 - CT/CXVXtlAH CaMPARIK»,
Section 3 - A3TZT0m T m M D  « m  EXFBRimR» XM 

TBS CFl
Section^ - P W A B A n W  FC» TBAItSZTXOir FSOK CP TO 

CIVSLXAS LIPS, muà,
Sectiffli_5 - BIOœiAPaiCAL SSPtSBIATIO»

Section 1 - Reasons For,Leaving
This section of the CFAIQ measures specific 

individual (eg., desire for more challenging work), 
organisational (eg., too many {K?stix^), and oxtxa- 
organlzational (eg., spouse unwilling to move to new 
posting Iwation) factors in the turnover decision. 
These factors represent the initiating turwver variables 
in the Mobley Model (Itobley, 1982) which influence 
attitudes arKl perceptions about work and subsequent 
turnover decisicms. This section ctmtains 46 items 
selected on the basis of three criteria. It includes 
past, present and future orientations; individual (Table 
1), organ!zatixmal (Table 2) and extra-organizational 
(Table 3} variables; ami represents is^rtant reasons 
for leaving itWitified in previmis research or
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identified by CF authorities as potentially iüç>ortant 
leave considerations (Lyon, 1987).

Using a five point TCale ranging from A - "Extremely 
In^rtant" to E - "Hot True or of Ho Importance", 
respondents identify only the reascms that crmtributed to 
their turnover «kcision. The nimber of items rated by 
the respondent as having had at least "stme iî sortance" 
in the leave decision provides an
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T#hl# 1

Work Challenge Freedom of l^eech
Sex Discrimination Retraining Reeds
Co-worker Relationships Respcmsibi 1 i ty
Job/%x:atloD Match stress
Si4»rvisor Relationships Interest
Credit for Work Lifestyle
Respect

Table 2
«brganisatienal Variables

Postings Tools and Equipment
Compensation Terras of Service
Performance Evaluation Benefits
Retirement Policy Promotion
Physics] EnvircHUsent Tinm Away
Pay Safety Hazards
tR>urs of Work Job Security

Table 3
Sactri^rganiMtlonal Variables

Attractiveness of Alternatives Family
Acct^mK^t io^ Distance from ̂ r k
Transportât ion

Source: Lytm. C.D.F. (1987). % e  CV Attritiœi
Intotroaiifln QuRfftioniaigVi__ Pgvslgfflffint-acd
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indication of the various factors considered in inking 
such a <tecision. In addition, respondents are asked to 
rank-order, from amcmg the 46 items, the three s»st 
important reasons for their decision to lumve the CF. 
This response procedure identifies in order of infK>rtance 
the three s»st often regwrted realms for CP turnover. 
Section 2 - CP/Civilian Comparison

As described by Mobley {1982), attitudes about one's 
ea^loyment are formed by comparing current lifestyle and 
work c^^rtunities with those available in other 
organizations. These attitudes form expectations about 
present and alternative job outcomes and influence the 
employee's intention to quit and subsequent turnover 
behaviour. CP/Civilian Coa^rison section provides
information on three it^rtant questions : {13 whether 
life in the CF is perceived as favourable or unfavourable 
in cooqparison to civilian life; <2 3 which aspects of CF 
life are critically different from civilian life; and, 
(3) whether tim leaver's views of military and civilian 
life are consistent with his or her reasons for 
requesting release. The itesm represent those in^rtant 
work, st^ial, envirmm^ntal or lifestyle factors which 
are present in the CF a W  in Canadian society at large.

OQA a five point scale rangii^ fr^ 1 - "Clearly 
better in the CF" to 5 - "Clearly better in civilian
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life», respondents are asked to consider 30 items that 
are relevant to civilian and CF employment.

Each of the 30 item; in tl% CP/Civilian cc»^»rison 
section is also represented in the initial Reasons for 
Leaving section so that the respondents assessments of 
the attractiveness of civilian life can be w n ^ r e d  with 
their earlier stated reas^s for leaving.
Sggsigg ,3. - Attitodfig Toward Yflmr .Saaaricncg la tfag CP 

This section addresses directly the overall 
satisfaction con^nent of the model influenced by job 
related perceptions and individual values (Mobley, 1982). 
Poor percept icms of one's job and its conflict with 
individual values may initiate the search for employment 
alternatives. Overall satisfaction is measured using a 
five point scale ranging from l - •Very Satisfied" to 5 - 
"Very Dissatisfied". Respondents consider 20 statements 

dealing with general CF experiences such as training, 
career manage^nt, and pay. This section provides the 
organizational ccmtext for uixlerstanding the stated 
reasons for leaving inducted in the initial section of 
the CFAIQ.
Section 4 - Freoaraticm for Transition from CT Jto

Civilian Life 
This section of the CFAIQ examines ttm resp<mdents 

eearch for alternative e^loytwnt or lifestyle and
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represents actuel turnover behaviour as described in the 
Mobley (1982) model. Its purpose is to provide 
information about the individual's level of preparedness 
for civilian life. It contains thr^ partsi immediate and 
specific second career intentions; intentions to pursue 
academic u|^rrading or retraining; and job search or 
civilian work plans.

Part one contains 7 items and assesses the 
rei^pondent'8 intentions to either obtain a job similar to 
his or her current military occupation, enter a training 
program, go into one's own business, or take full 
retirement, Resiwnses to these items are related to 
reasons for leaving, views of civilian life, and overall 
satisfaction with the CF.

Part two contains 9 items which examine an 
individual's intention to pursue academic u^rading or 
re-training in preparation for transition. Respondents 
are asked to answer 'yes' or 'no' to each item. The 
frequency of 'yes' responses indicates the degree of 
prior involvement in ethication and training. In 
addition, each item progressively indicates a higher 
degi^ of education and trainii^ involvement.

Part three contains 11 items ~nd examines job search 
or civilian woxk plans. Similar to part two, the 
frequency of 'yes' responses indicates the degree of
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involvement in conducting a job search and also describes 
jc^ search activities. Km^wing the extent the leaver has 
prepared for another career assists in the Interpretation 
of the reasons given for requesting a voluntary release.
sg&tioa 5 - BiQgrattbigal ,

The Biographical information section ^ntains 25 
items and provides information that categorizes 
respondents by lnq>ortant individual (eg., gender}, 
organizational (eg., rank}, and extra'Organizational 
(eg., dependant children) variables (Table 4).
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4

Biognqpihieal Variable#

Rank Comw&nd
Military Occupation Release Data
Accomx>dac ion Leave Intention
Education Element
Die PWrital Status
Item of Release Age
(3%I0 CMqpletion Date Years of Service
Sex Terms of Service
Transportation Clearance Date
Primary Language Service Number

Source: Lyon, C.D.F. (1987). The CF Attrition
Information Questionnaire:__ Conggptwftl and
Evaluation Plan. Willowdale C%: CFPARU

This section is used to identify subgroups of 
leavers for coo^rison purposes; for example, the 
relationship between number of years service, dependant 
children and voluntary turnover in urban areas may be 
examined. In addition, service nun^rs are included to 
allow access to additional information such as posting 
histories, which are available from the CF Personnel 
Management Information System (PMIS). Finally, a comment 
sheet is provided so that the respondent can provide any 
further ccmsœnts or surest ions.
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Questionnaire Procfissina and Administration
The CFAIQ (Third Edition) is administered at 46 CP 

locations, including all bases, stations and units that 
originate Release or Transfer Notification (RTN) messages 
(Parker, 1992). Base Personnel Selection Officers 
(BPSC^) are responsible for the routine administration 
of the CFAIQ, including technical supervision of 
Designated Administrators at sites which do not have a 
BPSO. Administrative procedures ensure that all members 
of the CF who leave under the following Queen's 
Regulations and Orders items contained in article 15.01 
are provided with an of^rtunity to voluntarily conç>lete 
the questionnaire:
(4a) on request and entitled to an immediate annuity; 
(4b) on completion of a fixed period of service;
(4c) on request for other reasons; and 
(5a) on retirement age. '’In tl» case of a 5 (a) release, 
a long-term member with 28 years of service may be 
released voluntarily although he/she nay have several 
years of service remaining “ (Lycm, 1987 pp.7).

Therefore, all voluntary (unscheduled) leavers from 
the ccjmaencement of recruit training until retirement 
just prior to reaching the aandatory age limit are 
afforded tlw (^^rtunity to ccm^lete the 
CFAIQ (Parker, 1992).
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Potential of the CFAMS,. W  thg,.gF&ig

According to Parker (1992), "The CFAMS, with its 
CFAIQ, has the j^tential to provide sound interpretative 
data concerning voluntary attrition. Canbined with 
bic^aphic infon^tion, analysing the CFAIQ data provides 
the means for isolating and examining the responses of 
particular groups and aXXcms for the comparison between 
groups." (pp iv). In his analysis of the potential of 
the CFAIQ as an attrition monitoring device, Parker 
(1992) examined all (N=4297 from all CF occupations) 
completed questionnaires collected between 10 July 1989 
and 31 October 1991. This sanç>le accounted for 59.7% of 
the voluntary releases during this period.

Although primarily descriptive in nature, the study 
examined all sections of the CFAIQ and pointed to 
a^ropriate types of analysis to address possible 
turnover research questions. For example, the three most 
important reasons for leaving reported by Francophone 
respondents were; 1. desire to go back to school (14.2%); 
2, desire to increase family stability by establishing 
roots in one comunity (13.9%) f and 3. too much time 
spent away from home (li.i%). For /Uiglopbones, the three 
most important reasons for leaving were: 1. desire to 
increase family stability by establishing roots in one
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cojraminity (17.0%),* 2. desire to go back to scteol
{14.8%) ; and 3. desire for more challenging work (12.1%) .

As another exas^le, Parker {1992} found t)^t when 
asked to rate the inertance of the states%nt "My role in 
the military is undervalued/una^reciated in Canadian 
society* (CFAIQ Section 1 item 46), significantly 
different response patterns emerged between officers and 
non-commissioned members (Chi-square « 4.444, degrees of 
freedom «1, p < .05.}. Jton- cMmissioned members rated 
this nwre irojKirtant thai. did officers.

^cording to Parker (1992) , "The variety of these 
types of conqparisons is limited only by the creativeness 
of agencies needing the infomation. NÎ fQ and Commands 
now have at their disposal the means to investigate and 
analyze possible causes for attrition behaviour and 
provide solutions to these problems.* (pp 30).
Purpose and Hypotheses of Present Study 

PHorogg
To review, the purpose of the present study was 

three-fold. First, this study examined the structure and 
psychometric properties of the CFAIQ.

Second, it investigated tï» research (questions ̂ sed 
by KARCEV Meat^fuarters. ^ecifically, "Do Francophone 
sailors in the hard sea occupations continue to 
voluntarily leave at a higher rate than do tl^ir
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Anglophone peers?**, and "Are Prancqphone sailors in the 
hard sea occupations voluntarily leaving for different 
reas^s than their Angloph<me peers?".

Third, the study tested several insport ant 
relationships hypothesized in the Mobley ^Odel (1982). 

SypQtteaea
Based to the information presented, it was 

hypothesized that :
1. The rate of volimtazy turoovar for Fzanet^uma
sailors in the bard sea ocempotions would be higher than 
that of their Ai^lophone p>eers;
2. Reflecting cultural differences, the sWerlyin# 
diaaosloos which represent homogeneous groupings of 
attrition factors would be diffemt for Anglophones and 
Francc^bones ;
3. The s»st ix9 ortaat reasCTS for leavij^ rej^rted by 
Fzencopahone sailors in the hard sea occupastions would be 
differsat from the most important reasons for leaving 
re^rted by tWir Anglcphone p^rs;
4. Francophone sailors in the hard M a  occultations would 
r^œrt that t l ^  ware more dieeatisfied with tS^ir CF 
work ea^eriamee than their Anglophone pteers; and
5. As predicted in t)» Mobley ) & ^ 1  (1982), langue^ 
would iaflueme job-related peroeptione, empwtatloma 
about «le'B present job and iodiviihial values. These
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variablu wcmld la turn ix^luaae* MtiafMtieo. 
aot »ddr####d la th# Modal, It **# «xpcctsd that 
#^o#ti«& levai woald ia<la«raa uprotatioaa about OM*# 
praaaat job, iadlviibial wliwa and aapaotatlmia about 
altaraativM. In a^Htloa, adaeatieak level %*a aayMtad 
to iafltmkoa aatiafaeticm dirastly (Figure 3).
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SATISFACTION

LANGDAGE

INDIVIDUAL
VALUES

EXPECTATICmS
ALTKÏNATIVES

JOB RELATED 
PBRCEPTimS

EXPECTATIONS 
PRESENT JOB

Figure 3 Predicted path analysis diagram for
hypothesis 5. Direction of influence is from 
left to right.
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METHOD
All data reported in this stiuiy had been previously 

collected by CFPARU as part of normal ^^rating 
procedures. The data remained unanalyz^. The 
hypotheses and n»?dels reported here were not previously 
examined within this data set.

PflLta M.SS
A test of the first hypothesis was based on all 

perscmnel who were Qualification lavel 3 (basic 
occupation training) graduates of the hard sea 
occupations between September 1987 and December 1992. 
This sample %ms Identified for examination for several 
reasons. First, all voluntary leavers during this period 
would have the opportunity to ctmplete the (TAIQ. 
Second, occupation trained personnel with less than five 
years service wuld have similar work experiences 
(xaapared to more senior sailors. This would have the 
effect of increasing within-groi^ h(m>geneity. Third, 
this sample of sailors represented a "turnover risk" 
since higher rates of voluntary turnover are often 
observed with junior ̂ rsonnel (eg. Mobley, 1982). Thus, 
the saaple wmild be larger than one drawn from more 
senior sailors. Finally, in tern» of lifestyle and 
leavii^ c^tioaa, traii^es and trained sailors were
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thot^ht to be sufficiently different as to exclutto the 
for^r from the seu^le. "Aiat is, trainii^ is vary 
stressful and poor performing trainees are sc^tinæs 
given the qption to "voluntarily withdraw" (voluntary 
turnover) rather than leave as a "training failure" 
(involuntary turnover) . This practice has the potential 
to confound the ittentification of "real" voluntary 
leavers (QR&O Article 15.01) and resulted in the 
exclusion of hard sea occupâtitm trainees from the 
saisie.
The hard sea occupations include:

a. Kaval Weapons Technician (KW TECH 065);
b. B<Mitswain (BOSH 181)}
c. Naval Signalman (HAV SIG 262);
d. Naval Acoustics O^rator (MAC OP 273);
e. Naval Radio Operator (N RAD OP 274);
f. Naval Coad>at Informatitxi Curator (NCI OP 

275) ;
g. Naval Electronic Sensor Curator (NES OP 276) ; 
b. Naval Electronic Technician-Acoustics (HE TECH

A 283);
i. Naval Electronic Technician-Conmunications (HE 

’TECH C 284) ;
j. Naval Electrmiic Technician-Tactical (HE TECH 

T 285) ;
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k. Naval Electronic Tecimician-Systems (NE TECH S 

286) ;
1. @%rine Engineering Mechanic (MAR ENG M 312);
ffi. Marine Bigineering Technician (MAR SN3 T 313);
n. Marine Bigineering Artificer (MAR ENG A 314);
o. Hull Tecimician (H TECH 321);
p. Electrical Technician (B T K H  331) ; and 
q. Marine Electrician (MAR EL 332).
The Oceanc^aphic Operator (OCEAN OP 191) occupation 

was excluded frcxa the study because it is considered a 
shore-based occupation.

Given these parameters* the C F^  ̂ t a  base prcxluced 
1,077 j^rsonnel records for examination. Of this nu^ser, 
213 personnel left voluntarily during the period of 
interest. Information on each subject included their 
course code and abbreviation, course serial, service 
numter, QL3 graduation date, gender, release date and 
release reason. Release reason %ms presented as a 
release item in accordance with Queen's Régulâtiwis and 
Orders article 15.01, The absence of a release reason 
and release date indicated t)% subject was still servii^ 
during the period of interest.

T^ts of the remaining four hypotlwses nmxe based on 
available CFAIQ data on those tdio had voluntarily left 
the CF bet%#een QL3 graduation and DecenA)er 1992. Tor the
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puzpoMS of this atWy, tl^e members of the CF eligible 
to ct^lete the CFAIQ were considered voluntary leavers 
(Lyon, 1987} . WAIQ data base was matched with the
available CF7S data by service nwnber for each member. 
The integration of the data bases was needed to ensure 
all those who were awWeers of the hard sea occupations 
during the period of interest and also coc^leted a 
questionnaire were included in the study. This procedure 
produced useable data for 94 leavers, 44.13% of all who 
left. broken down by language, Francc^hones
cosprised 36.17% of voluntary leavers (n=34), while the 
Anglophones cmprised 63.82% (n»60>. Due to an
informaticm processing error, the variables marital 
status and gender were not available for examination 
within this saaple. This restriction will impose 
limitations cm the interpretation of soi% aspects of this 
investigation.
ErOCgAlIB

CFAIQ acteinistration and processing »ms carriW out 
at all 46 locations that originate Release or Transfer
Notification (RTN) nmssages. Ambers $mre offered an 
opportunity to voluntarily cc^lete the CFAIQ as part of 
the normal administrative procedures that occur 
imamdiately prior to release (end of service). Depleted 
qimstitmnaires were <mllated and secured by the local
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Base Personnel Selection Officers (BP^) or Desi^ated 
Administrators and transmitted to CFPARU once per month 
by service post. %ice received by CPPARU, all CFhlQ 
machine readable data $mre encoded and stored on the main 
computer system for analysis.

Data Analysis
To test the first byxK>thesi8, a 3X2 contingency 

table crossing language by release date was constructed 
for the entire data set (N*107?) . Given the general lack 
of power of non-parametric statistical tests such as Oii- 
square (contingency tables), a significance level of .05 
was set.

To address hypotheses 2 and 3, a series of principal 
factor analyses were conducted. One factor analysis was 
conducted for the entire CFAIQ sample (N-94) and then 
separate analyses were conducted for Anglophones and 
Francf^lwnes. As was proposed by Lyon (1987), factors 
with eigenvalues of less than one were droned. Items 
with factor loadings of less than .5 were not used to 
define the factors. For ease of interprétatif^, 
orthogonal rotation of factors wis used. To the extent 
that certain dimensions or scales within the ŒAIQ %fare 
identified thrmigh the fact» analyses, the internal 
consistency (TOeffici«it alpha) of tlmse scales was 
examined. The infltwwe of l«mguage on item re^p»ding
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mis then examined using discriminent fimcticm analysis. 
For this procedure, factor scores derived frtxn the 
initial factor analysis w r e  used as predictors. Tl# 
classification procedure mis used to assess the 
predictability of group membership fr^n item resfwnses.

To test hyi»thesis 4, satisfaction scores for each 
language group were derived by summii^ Section 3 items. 
The group means were coasted using a t-test (tm>~ 
tailed).

To test ingportant aspects of the Mobley Model 
(1982), a path analysis using LISRSL was conducted. For 
this procedure, variable scores vmre computed based on 
Section 1 items derived from the initial factor analysis. 
In addition, satisfaction scores were computed by summing 
item scale scores from Section 3 of the CFAIQ. A 
correlation matrix for these variables was then 
constructed and used as the input for the path analysis 
procedure. Bawd on theoretical and statistical issues 
(Kerlinger, 1986), the mcxlel was n»dified by the deletion 
and additif of appr^riate pathways.
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m o L r a

Hypothasia .1
"Tmble S show# # comparison of the voluntary 

attrition rate# for both language group#. Involuntary 
leavers (Anglos « S7, Francos - 9) %mre excludi^ frcsti the 
analysis. Over a third (34.4%) of the Francqpl^ie# who 
joined the hard sea occupations as (%^s left the CF over 
the five and a quarter years for which data were 
examined. During the sai% period, 16.22% of the 
Anglophones were released voluntarily. This difference 
was statistically significant (Chi-square • 29.232, 
degrees of freedœn » 1, p < .01). Thus, Francophone 
sailors in the hard sea occupations continue to leave 
voluntarily at a significantly greater rate tluin do their 
Anglophone peers.
Iabie_5 
SfflBBariaofl g£ .AUrition Ratee Aitagan .Egancoahansa and Analopbones in Hard Sea Ofcupationg N - 1077
Language Voluntary Row
qrottg Stayers fcgdYCrg TBtal
Anglos 742 149 891

83.27% 16.22%
Francos 122 64 166

65 59% 34 4%

Note. Chi-square - 29.232, <Wgrees of free<!W - 1,
p<.01. Cell percentages represent proportions 
of row total.
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ayBOti»flea .a m X  a

To test hypotheses 2 and 3, a series ot principal 
cotqponents factor analyses with orthogonal rotation *œre 
performed through SPSS {Release 4.1} on 4 5 items of 
Section 1 "Reasons for leaving" of the CFAIQ. orthogonal 
rotation was retained because of conceptual simplicity 
and ease of description. In addition, minimal 
correlation between factors was observed when oblique 
rotation was used. Item 21 ("I was offered a job with 
less responsibility") was excluded from all analyses 
tecause it did not prmiuce any variation in res|x?nse 
options for Anglophones and only minimal variation for 
Prancqphone respondents. Factor scores were computed and 
saved for further analysis. Factor analyses were 
performed for the entire CFAIQ sub-sample IN-94) as well 
as for Anglopkanes (N*60) and Francophones IN=34) 
separately.

Four factors %mre extracted for the entire sub- 
sa^le (l»th Anglos and Francos) . Items with factor 
loadings of less than .5 «rare not used to define the 
factors. This resulted in 17 variables not loading on 
any factor. All factors were internally consistent with 
alpha values ranging fr^ .66 to .63. Hiis solution 
accounted for 37.9% of tî» total variance. Although 
somewhat Iw, this can be explained in part by the
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moderate final conanunality estimates, which ranged from 
a low of .32 to a high of .68.

Details of the 4-factor orthogonal solution are 
shown in Table 6. The first factor seems related to 
respondents' job related perceptions loading fairly 
heavily with a number of fairness items (e.g., no credit 
for job well done, unfair {^rformance appraisal and equal 
pay for equal work issues). The second factor combines 
items that reflect respondents' expectations about the 
present job (eg., could not get postings wanted, future 
postings/work unattractive and unlikely to get promoted) . 
Factor 3 clearly reflects respondents' individual values, 
specif ically, with respect to family issues (eg., 
separation from family, too much time from home and 
spouse unwilling to nove). Finally, factor 4 is related 
to respondents' expectations alx)ut obtaining alternative 
jobs (eg., offered more pay/responsibility, offered a job 
with better security).
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Table 6
Factor Loadings, Veiriance Accounted for by Factors and 
Communalities for Reasons for Leaving Items in Four-Factor 
Orthogonal Solution. (N = 94)
Itffln Variance 1>D (XM
Factor 1 - Job Related Perceptions 16.5%

No credit for j<^ %%11 done .72 .59
Unfair performance appraisal .66 .62
Dislike physical work conditions .62 .59
Ek> not get equal pay for equal work .60 .49
Inadequate overtime compensation .56 .5.̂
Work hours are too long .54 .45
Younger merabers promoted faster .53 .59
Discrimination .52 .so
Difficulty livii^ on earnings .52 .29
Role undervalued/unnappreciated .51 .41

Factor 2 - Bxoeccations About Fresent. Job 8.4%
Could not get postings wanted .66 .48
Did not get along with co-workers ,60 .40

not use training and knowledge .55 .40
8©C not transferable .55 .38
Future postings unnattractive .53 .32
Unlikely to get promoted .50 .66
Unnattractive future work .50 .41

Factor 3 - Individual Values 7.3%
Separation from family ,75 .68
■Too much time away frtm home .72 ,67
Establish roots in one community .71 .54
Stay at heme to raise family ,69 .49
Spouse unwilling to move ,59 .40
Conflict with spouses career ,53 .33

Factor 4 - Expectations About Alternatives 5.7
Offered a»re pay .81 .66
Offered m re responsible job ,66 .46
Offered job with better security .63 .44
Attracted to job with better benefits .62 .66

LD » Loading; G5M = Conanunality.
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Through separate factor analyses, five factors were 

extracted each for Anglophiles and Franct^ahones. For 
Anglophones, all factors %#ere internally consistent with 
alpha values ranging frio .69 to .82. For Prancophtmes, 
Factor 5 - Stress, yielded a lower tkan acceptable 
reliability c^fficient, .51; the four other factors 
%mre in the acceptable rai^, .60 to .83. With a factor 
loading cut of .5 (25* of variance) for inclusion of a
variable in the interpretation of a factor, 17 and 10 of 
45 variables for Anglophones and Francophones, 
respectively, did not load on any factor. The 5-factor 
orthogonal solutions accounted for 44.7% and 57.9: of the 
variance for Anglophones as^ Francophones respectively. 
For Francqphones, final communality estimates for items 
loading on factors raided from .08 to .84. For 
AnglopÎKdnes, they were slightly lower: .03 to .71.

Loadings of variables on factors, criminalities, 
percents of variance and percents of covariance are shown 
in Table 7. Variables are oz^ered and groii^d by sise of 
loading to facilitate interpretation. Loadings under .5 
are replaced by zeros. Interpretive labels are suggested 
for each factor in footnotes.

Thsrm was a stroig similarity in the Job Related 
Perception factors (Factor 1 for Ai^lophones and Factor 
2 for Francophones) for the language groi^. Factor 2
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for Anglophones and Factor 1 for Prancoptu^nes, both 
interpreted as Individual Values factors, were similar 
but for the 5 a&iitional variables that loaded on that 
factor for Francoptones. Factor 3, Expectations About 
Alternative Jdhs, Factor 4, Supervision, and Factor 5, 
Limited Future in Organization, for Anglophones had no 
counterparts for Francophones. Similarly, Factor 3, Fcx>r 
Work Environiœnt, Factor 4, Workplace Unfair, and Factor 
5, Stressful %>rk, for Francophones had no counterparts 
for Anglophcmes. Three variables (do not get equal pay 
for equal w)rk, attracted to job with better benefits, 
and role unctervalued/unappreciated) on Factor 3 for 
Anglophones did show up on Factors 4, l, and 2 
respectively for Francophones, hcwever. Similarly, one 
variable (unlikely to get pronoted) on Factor 5 for 
Anglophones sheared on Factor 2 for Franct^cmes.

These results indicate that the underlying 
dimensions which represent honnageneous groupings of 
attrition factors is different for Anglophones and 
Francophones.
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Tablft.l
Kector Loadings, CtKnuUialities (C), PcrceotB oS Variance and 
covariance- for Principal Factors Extraction and Orthogonal Rotation 
for Anglophoneo and Francophones on CFA1Ç Section 1 Items.

itsîs El EZ £1 £1 Ei C £1 £1 £1 El E£ C
roungtT meadîcrs ,73 .00 .00 .00 .00 .61 .00 .76 .00 .00 .00 .62
Co workers .72 .00 .00 .00 .00 .65 .00 .00 .70 .00 .00 .52
(mfair ^praisaj, .66 .00 .00 .00 .00 .59 .00 .67 .00 .00 .00 .75
No postings wonted .64 .00 .00 .00 .00 .55 .00 .00 .71 .00 .00 .64
Postings imnattrac .5» .00 .00 .00 ,00 .37-.59 .00 .00 .00 .00 .36
Not use training .59 .00 .00 .00 .00 .35 .00 .00 .00 .00 .00 .53
Unnattr future work.56 .00 .00 .00 .00 .49 .00 .60 .00 .00 .00 .50
Too many listings .53 .00 .00 .00 .00 .50 .00 .00 .00 .00 .00 .40
Too much stress .52 .00 .00 .00 .00 .57 .00 .00 .00 .00 .82 .70
Phys work conds .52 .50 .00 .00 .CO .61 .53 .00 .00 .00 .00 .59
*k htHira too long .51 .00 .00 .00 .00 ,51 .00 .00 .00 .59 .00 .53
Séparât frc^ family.00 .73 .00 .00 .00 .59 .88 .00 .00 .00 .CO .40
Too much C imo away .00 .67 .00 .00 .00 .57 ,79 .00 .00 .00 .00 .71
Establish roots .00 .64 .00 .00 .00 .47 .74 .00 .00 .00 .00 .64
Stay hoBK raise fam.OO .57 .00 .00 .00 .33 .71 .00 .00 .00 .00 .73
Offered mote resp .00 .50 .00 .00 .00 .50 .00 .00 .00 .00 .00 .55
Offered more pay .00 .00 .68 .00 .00 .66 .00 .00 .00 .00 .00 .67
No equal pay .00 .00 .65 .00 .00 .60 .00 .00 .00 .71 .00 .66
Job w/better bfts .00 .00 .63 .00 .00 .45 .52 .60 .00 .00 .00 .77
Operating busiiMBB .00 .00 .59 .00 .00 .36 .00 .00 .00 .00 .00 .29
Role undervalued .00 .00 .57 .00 .08 .43 .00 .73 .00 .00 .00 .63
Inco^etont suprvsr.OO .00 .00 .79 .00 .71 .00 .00 .00 .00 .00 .59
Suprvsr K) interest.00 .00 .00 .69 .00 .66 .00 .00 .00 ,00 .00 .31
N& offer re-engage .00 .00 .00 .00 .96 .76 .00 .00 -.69 .00 .00 .38
^  (^raticmal role.00 .00 .00 .00 .78 .65 ,00 .00 .00 .00 .00 .35
Avoid conpulsry rel.OO .00 .00 .00 .69 .70 .00 .00 .00 .00 .00 .08
tkjlikly to get prom.00 .00 .00 .00 .60 .66 .00 ,73 .00 .00 .00 .66
Cflt ^ ^ ' s  career .00 .00 .00 .00 .00 .23 .61 .00 .00 .00 .00 .60
Children's educatn .00 .00 .00 .00 .00 .03 .53 .00 .00 -.52 .00 .88
Spse unwilling move.00 .00 .00 .00 .00 .49 .51 .00 .00 .00 .00 .56
Take advtg pen/sal .00 ,00 .00 .08 .00 -30 .50 .00 .00 .00 .00 .65
So credit for job .00 .00 .00 .00 .00 .46 .00 .73 .00 .00 .00 .74
More challn^xg wrk.OO .00 .00 .00 .00 .14 .00 .62 .00 .00 .00 .53
Livii^ on eamit^s .00 .00 .00 .00 .00 .19 .00 .60 .00 .00 .00 .53
Can't get new MKT .00 .00 .00 .00 .00 .44 .00 .57 .00 .00 .00 .49
Compassionate circs.00 .80 .00 .80 .00 .17 .00 .56 .00 .00 .00 .50
Tools and equismt .00 .00 .00 .00 .00 .29 .00 .67 .00 .00 .00 .64
Medical cat limits .00 .00 .00 .00 .00 .03 .00 .00 .00 -.59 .00 .48
MOC not transfrble .00 .00 .00 .00 .00 33 .00 .00 .00 -.79 ,00 .69
Going bck to scfKxsl.OO .00 .00 .00 .00 .20 .00 .00 .00 .62 .00 .70
Discrimination .00 .00 .00 .00 .00 .39 .00 .00 .00 .57 .00 .79
Inadsqte ovrtm ccs^.OO .00 .00 .00 ,00 .66 ,00 .00 .00 .00 .64 .67
t of variance 16.6 8.3 7.9 6.3 5.9 16.7 14.3 10.5 9.2 7.3
% of covariance 37.1 19.3 17.4 13,9 13.2 38.8 24.5 18.1 15.9 12.6
Factor labelst

ftnnlô igttw 
FI Jed) related perceptions 
F2 Indivi&Jal vali»*
F3 Ejectâtioms about alternatives
F4 st^rvisiora
FS Limits future in organisation
FI Individual Miltwa
F2 related perceptions
F3 Poor work emvirooment 
F4 Unfair workplace 
F5 Stress
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Moreover, the factor accounting for the B©st variance 
(16.6%) in the attrition beiuiviour for Ai^lc^hones is 
related to their perceptions of the present jcAs. While 
this is important for Francophones, the factor accounting 
for the most variance (16.7%) in their attrition 
behaviour is related to individual values concerning the 
family. Thus, the mæ>st ii^ortant reasons for leaving are 
different for Anglophones and Francophones.
Predicting language QrttUP from Attrition Data

To determine whether group membership (Anglĉ iusne or 
Pranot^hone) could be predicted from the four factors 
derived from the initial factor analysis (N=94), a direct 
discriminant function analysis was performed. Predictors 
were Job Related Perceptions, Bcpectations About Present 
Job, Individual Values, and Bqpectations About 
Alternatives.

Of the original 94 cases, 20 had missing data. 
Missing values were replaced by the variable mean for the 
pur^ses of the analysis. No cases %re identified as 
outliers. For the purposes of the analysis, evaluation 
of assumptions of linearity, saople size, and 
multicolXinearity and singularity (minimum tolerance 
level • .001) revealed that distortion of results or 
research artifacts would be minimal.
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One discriminant function was calculated which 

maximally separated Anglfq^hones and Francophones (0:1- 
square • 20.327, df • 4, .01) . The loading tratrix of
correlations between predictors and the discriminant 
function, as seen in Table 6, surests that the best 
predictors for distinguishing between Anglophones and 
Franfxsphones are Esq>ectations About Alternatives (.73) 
and Eructations Aïxrut Present Job (.56).

For the classification procedure using all 94 cases, 
56 (93.3%) Anglophones were classified correctly,
compared to 38 (63.8%) that wruld correctly classified 
by chance alone. For Francophones, 9 (26.5%) were
classified correctly, compared to 12.3 (36.2%) that would 
be correctly classified by chance alone. Overall, 69.15% 
of cases were correctly classified (See Table 9). These 
results indicate the variables analyzed have a greater 
predictive power for Anglophones than Francophones with 
respect to identifying meaningful reasons for attrition 
i^haviour.
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Table 8
Results of Diacrimtnant Function Analysis of Factor ScqtrsH  ̂  *>4

Correlation of 
predictor variables 

Predictor with discriminant
Variable ïÿBS&XOD.

Job Related Perceptions .56
Expectations About Present Job .66
Individual Values -.13
Expectations About Alternatives .73

Canonical R .50
Eigenvalue .34

Ifafels .2 
ClRg^i£icfttl9n Rggwltfi .qL  PiagrAminaat -SaistiPB AoAlyeiR

Predicted gr%ip a^mbership 
Actual Group Ciggg AoglQ Francg
Ai^l^tœne 60 56 4

93.3% 6.7%
Francophone 34 25 9

73.5% 26.5%
^rcent of "grot^»W cases correctly classified = 69.15%
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Hyppttofljg 4
To test Hypothesis 4, satisfaction scores for each 

group were derl^md by suRmi%% the scale scores (1 "very 
satisfied" to 5 "very dissatisfied") on Sectiwa 3 - 
Attitudes %wards Your Bqperience in the CF. As can be 
seen in Table 10, an independent t-test (t«-2.183, 
df"9l, fic.OS, two tailed) revealed significant 
differences betimen group means. %at is. on averagm, 
Anglophones r^)orted they were m>re satisfied with their 
CF work experience (lower group mean) than did
Francophones.
Tftble-IQ
teifflgarlBgn .of-group..Keaa 8atig£ftc,tion .figgrsa
Group H Mean ^  ^ dl B
Anglo 60 54.22 15.74

-2.183 91 .032
Franco 33 61.52 14.73

Hote. Two-tailed test.

Hypptheeig §
A partial test of the Mohley Itodel (1982) was 

coahicted using a confirmatory j^th analysis through the 
SPSS version of VII. For ease of interpretation,
not all pathways predicted in tl% Mobley Mo<kl «rere
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entered in the first submission (Figure 3) . Based on the 
four latent variables derived from the initial factor 
analysis (N#94), pathways citoscn for inclusitin 
represented the most theoretically meaningful 
relationships. The correlation matrix and standard 
deviations which served as input for the LISREL analysis 
are presented in Table 11.

11
Cartatation matrix, aatoa. and standard daviattons used for LISREL input .
Variable 1 3 3 4 9 6 7
1. JCBRELPa
3. EXPSESJCS .54
3. imiVALUE .31 .21
4. EXPAI^^W .40 .31 .18
5. SATI5FACT -.43 -.3? .05 .08
«. PIASQUAOE ' .42 -, 35 • .04 33 .22
7. S S J Œ V E L .03 -.01 - . OS .03 .03 - .07

M 37,40 27.95 31.22 16.99 56.92 1.36 15.96
8.97 6.14 6.57 4.04 15.71 46 5.29

SStfi- ■ Job Relmced Perceptions; EXPRB5W B  • Expectet lorui About 
Preeest Job; ISDIVAUS « Individuel Velues; EXPALTBU) - KxpQCtatione 
About Altemetivee; SATISFIT - Secisfaction; - Pijmury
Lenguege; EDIKLSVEL * Education Level (S.P4) ,
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The first model submitted for analysis did not 

provide an adequate fit to the data. Chi-square (df * 9, 
N " 94) ■ 55.13, B<.001 (see Table 12). Using the
maximum nidification index for suggestions of model 
improvement, 3 additional pathways (Model 3) were 
included which ultimately proved to be a better fit to 
the data on 7 out of 7 indices. Chi-square (df » €, N » 
94) B 5.89, g>.4.

12
(Ai-square fit values and fit indices for nath analvais models.

Hi df &2EI SE S BEI X U
fkill Model 55.13 .008 9 «.125 .847 .523 .!«£

1 32.03 .088 8 4,883 .912 .«93 .155 .419 .414
Model 3 15.77 .027 7 2.252 .957 .828 .088 .714 .702
Model J 5.5» .435 » .981 .982 .918 .839 .893 1.003
Model 4 9.72 .«41 12 .810 .971 .931 .050 .823 1.03

Bktg CFÎ « Soodne&B of Fit UKteXj AOFI - Adjuated Osodtuts* of Fit lo^Xj 
mtSS > Root ^ a n  Square Reilduatr NFl « %:rmod Fit lodax; Ttl -

Lewis
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As can be seen in figure 4, Model A includes 

significant pathways from Job Related Perceptions to 
E3q>ectBtion8 About Present J(*, from Job Related 
Perceptions to Individual Values, and from Job Related 
E^rceptions to Attractiveness of Alternatives.

J O B  R E L A T E D  
P E R C E P T I O N S

E X P E C T A T I O N S  
P R E S E N T  J O B

S A T I S F A C T I O N
I N D I V I D O A L
V A L U E S

E D U C A T I O N
L E V E L

S C P E C T A T I O N S
A L T E R N A T I V E S

Figure 4: Itodel (3) suggested by Path Analysis.
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For eame of interpretation^ all possible direct 

effects %mre calculated with the rei^val of those 
pathways that were non-signifleant .05, two-tailed).
As can be seen in Figure 5, this procedure resulted in 
the deletion of the paths frt^ Language to IB^ctations 
About Present Job and Individual Values and from 
Question Level to B^qwctstions About Present Job, 
Individual Values, Eructations Akrut Alternatives and 
Satisfaction.

•r»»

EXPECTATIOîffi 
PRE5QIT JOB

INDIVIOTAL
VALOES

SATISFACTK^JC æ  RS I A T S D
pmtcss^icm

BCPECTATIONS
ALTKHHATIVES

Figure 5: Itodifi^ t̂odel (4) with non-si^iificant pattnmys removW.
* p<.05
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AS can be seen in Table 12, the revised model (Model 

4) provides a much better fit to the data than the 
original model. Chi-square (df » 12, N = 94) = 9.72, 
fi>.64 . Since pathways were deleted as well as added to 
the m^ified n^el, the two models are not nested and a 
decrease in chi-square (9.72 vs S5.13), along with 
ie^roves^nts on all the other fit indices, is evidence 
for the suj^riority of the nmdified model.

The structure of the n^ified n%xiel (Figure 5} lends 
strong support to Mobley's ̂ ^el (1982). As predicted by 
ïtobley. Job Related î^rcepticns influence directly 
Satisfaction and Expectations About Present Job. 
However, direct effects of Jc^ Related Perceptions on 
Expectations About Alternatives were found where only 
indirect effects were hypothesized by Mobley. In 
a<Wition, direct effects of Job Related perceptions on 
Individual Values were found where none were hypothesized 
by Mobley (1982).
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DiaotMBien

In general, the results o£ this study sup^rt 
hypotheses 1, 2, 3 and 4 and lend partial support to 
hypothesis 5. That is, Francophone sailors continue to 
leave the Navy voluntarily at a higher rate but for 
different reasons than do their Anglophone peers. 
Moreover, Francophones report family related issues as 
their primary reasons for leaving while job related 
issues are most important for Anglophones. On average, 
Francophones report they are more dissatisfied with their 
CF experience than Anglophones. In addition, the Mobley 
Model (1982) provides a relatively accurate explanation 
for attrition behaviour for this sauç>le of respondents. 
When broken down by language, however, prediction of 
group meml^rship by item responding is much more accurate 
for Anglophones than Francophones. Each hypothesis is 
considered in greater detail below, followed by a 
discussion of the limitations of the present study. 
Finally, considerations for future research and 
conclusions are presented.



62
BvTWibaeiB i-

The results of this study reveal a significantly 
higher voluntary attrition rate for Francophones. These 
findings are consistent with those of previous studies 
(eg. Montgomery, 1991; Bender et. al., 1992). Although 
Montgot^ry’s (1991) study included Iwth trained and 
untrained personnel, other similarities between the 
respective sauries (language, occupation, place of 
training and duty, etc.) warrant a cos^arison of research 
results. Recall that in her sample of hard sea personnel 
(H-237), t̂ontgomery found a 26% voluntary attrition rate 
for Anglophones versus a 54% rate for Francophones over 
a thxee-j^ar period. This parallels the present 
(N-1077, over a 5 year period), which found a 16.2% rate 
for Anglophones and a 34.4% rate for Francc^hones. 
Although the present findings indicate Iwer rates of 
voluntary attrition for both groups of trained sailors, 
between-group differences remain significant. In 
coŝ >arison, Berder et. al. foind rates (14% for 
Prancn^hones and 7% for Anglophones) over a three-year 
period that were lower than those found by Montgomery
(1991) or the present study.

While all three studies report significantly higher 
attrition rates for Francc^g^nes, the actual rates are 
quite different. When one examines the respective study
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samples, hoimver, this apparent discrepancy in findings 
makes sense. That is, Montgomery {1991) used both 
untrained and trained sailors with 3 years or less 
service in her sasgjle. During this initial period of 
service, attrition is es^cted to be at its highest 
(Mobley, 1982). In the present study, only trained 
sailors with up to 5 years service participated. Thus, 
Icwer attrition rates can be seen to be related to 
increased seniority. This appears to be confimœd by 
Bender et. al. (1992) whose saijç)le included all trained 
personnel up to retirenœnt age. Although Bender et. al.
(1992) reï»rt lovœr rates of attrition overall, 
differences between Anglc^h<%es and Francc^hones remain 
stri)cing. In all three studies, the Francophone 
attrition rate was double the Anglophone rate.

No other occupational group 'land and air 
occupâti(xis) experiences the differential rates of 
voluntary attritLon found between Anglophones and 
Francophones in the hard sea occupation. Pinch (1989) 
suggests the problem for Francophones in the hard sea 
occupations lies in "lii^istic aiui environnœntal 
discontinuity" (pp 24). Since Franct^hone SOto undergo 
both basic and lax^uage training at St. Jean, PQ, they 
arrive at their enviroammntal (kstinations ui^nr^ared for 
the reality of training and work in predraainantly
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Anglophone communities. The problem is compounded for 
the Francophone sailor who is thrust into a training 
system with operating procedures that are embedded in the 
British tradition. In addition, "the living conditions 
ashore are aim?ng the m>st spartan to be found anywhere, 
and substantially inferior to those enjoyed at 
Franc^hone recruit and language schools." (Pinch, 1989; 
pp 24).

The known value differences between Francophones and 
Angl(phones with respect to s«)rk perceptions (eg., 
Hughes, 1968; Kanungo, (%)m & Dauderis, 1976; Kanungo & 
Bhatnagar, 1978; îtong-Rieger 6 Taylor, 1981) may also 
exacerbate these problems. For example, the "double 
shock" of language and environnant may negatively 
influence the esteem and social needs, reported to be 
stronger for Francophones than Anglophones (eg. Kanungo 
& Bhatnagar, 1978). ^kreover, since Francophones place 
greater esphasis on their cultural group than Anglophones 
(eg. Wong-Rieger & Taylor, 1981), training and employment 
in an organization heavily steeped in British traditions 
nay be disorienting for them. With respect to the 
present study, the influence of individual values on 
reasons for leavii^ reported for both groups lends 
support to these arguments and will be discussed next.
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Hvpothasgfl 2 and 3 ?

The underlying dis^neions %*hich represent 
homt^eneous groupings of attrition factors were different 
for Anglopk%ies and Francqphones, Five factors were 
extracted for each group. When co^mied, two were similar 
but of different inqportance and three in each bad no 
counterparts in the other group. For Anglophones, in 
descending order of importance, job related perceptions, 
individual values, expectations about alternatives, 
supervision and a limited future in the organization 
enœrged as factors influencing leaving behaviour. For 
Francophones, individual values, job related perceptions, 
poor work environment, unfairness in the workplace and 
stress were seen as important in making a decision to 
leave. Clearly, individual values, specifically related 
to family issues, were reported by Prancc^tones as the 
most in̂ xurtant reasons for leaving coBç>ared to job 
related issues as cited by their Anglophone peers.

These results appear consistent with those found by 
Parker (1992) . In his examination of the entire CF CFAIQ 
data set to that tin» (N*4297), Parker found that of the 
five n»st frequently rejxjrted realms for leaving for 
Francophones, three were related to f«usily issues ; desire 
to iwzrease f«nily stability by establishix^ roots in oi» 
ccmuminity, too much time spent away frcmi home, and desire
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not to be separated from family. Alternatively, of the 
five reasons reported as iKsst i^»rtant for Anglophones, 
four $mre related to job related issues: desire for more 
challenging %K>rk, lack of credit for job well done, work 
performance not evaluated fairly, and future postings in 
MOC unattractive because of nature of work.

It a^ears, then, that family related issues carry 
the most t^ight in the exit decision making process for 
many PrancopWne sailors and may account for seme or imsst 
of their higher attrition behaviour discussed earlier. 
This seems reason Wale since all hard sea positions 
allocated to QL3 graduates are located on ships in either 
Halifax NS or Esquimalt BC. Indeed, a Francophone sailor 
may serve his or her entire career in "English Canada*. 
Because of their cultural differences. Francophone 
sailors and their families often find it difficult to 
integrate into these primarily Anglophone coamiunlties. 
Each of these military commnities serves as a microcosm 
of the society frcms which they are drawn. As in Canadian 
society at large, the onus is largely on the newcomer to 
"fit in". The result is often factionalism and inter- 
group friction. As Montgomery (1991;6S) points out, 
“Francophones brii^ differences to the CF that are 
emphasized by the fact that they are in many cases 
encountering a bilingual environnât for the first tinæ.



67
Not only is it new to them, but also it is often 
hostile*. Moi^over, spouses and dependants, %«ho speak 
predominantly or only French, are left behind when the 
member is at sea, often for tenths at a time. This, 
coupled with a perception of an unfair and stressful 
workplace, may push Frant^phones into exit decisions more 
often than their Angloptume peers.

While the implementation of several programs such as 
Second Language Training (SLT) for oænPers and family 
support centres have led to greater understanding bet%men 
groups, the results of this study indicate the need for 
an increased focus on family integration issues. For 
example, units might bold regular "open house* events or 
structured family briefings. This urould have the effect 
of informing people while, at the same time, creating a 
network of ccxmunity contacts. In addition, SLT for 
spouses should be more available as a base service. 
Predicting Language Group from Attriticai Data

While the reasons reported for leaving were 
different between groups, the results of the discriminant 
analysis indicate that the questionnaire is doing a 
better job identifying leavlt^ reasons for Anglophones 
than for Franctphmaes. The low ability to predict 
Francophone group n^a^rship from item responding 
Indicates missing elesmnts in ti^ current form of tlK
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questionnaire. Rather than singly translating an English 
form of the questionnaire for administration to 
Francophones, the construction of the questionnaire 
should take into account known and hypothesized cultural 
differences (eg., Kanungo & Ehatnagar, 1978; Wong-Rieger 
& Taylor, 1981) as they relate to the aim of the 
research. For example, items that carefully address t)% 
interpersonal climate at work (Kanungo & Bhatnagar, 1978) 
may be imsre ssaningful as reasons for leaving for 
Francophones than Anglqphones. Conversely, items which 
examine individual achievei^nts at work (Wong-Rieger & 
Taylor, 1981) as sæaningful reasons for leaving for 
Francophones should I» given less weight. Focus groups 
made up of serving and forcer Francophone lumbers could 
serve to confirm these issues.
HypQfchegjg 4:

As predicted in the Mobley ffcdel (1982), lower 
levels of job satisfaction influence directly one's 
intention to qpiit. It is iutçlied, then, that the group 
deimnstracing the highest rate of \wluntary attrition 
will be the most dissatisfied with their work ejq>erience. 
The results of this study are consistent with this 
general prediction. Specifically, when Francophone group 
satisfacti^ scores være cosq̂ ared to those for 
Anglophones, Francophones reported more dissatisfaction
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with their experience in the CF. J^ain, In light of the 
disproportionate Francophone attrition rate, this fitKlii^ 
makes sense. As suggested by Mobley (1962), attention 
directed at problem areas could impro\% the levels of 
satisfaction felt by service members and possibly reduce 
voluntary attrition.

As discussed earlier, the major problem area 
identified in this study for Francophones is family 
related issues. Thus, Icwer levels of satisfaction for 
Francophones can be seen as a by-product of this problem. 
In the context of the îtobley Stodel (1982), satisfaction 
is vietœd as a function of what the employee perceives 
relative to his or her values rather than a function of 
formal policy or management perceptions. Therefore, in 
addition to initiatives (eg,, SLT for spouses, community 
building, etc.) designed to enhance the Integration of 
Francophone members and their families in both work and 
conarainity environnants, this finding suggests that the 
perceptions of memtærs sl^uld cœitinue to le mxiitored to 
identify other {xassible problems areas.
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Hvtaothftaia 5i

The TWdified t»»del derl%%d from the LISRBL path 
analysis resei^les fairly closely the model proposed by 
Mobley (1982). Specifically, the results of this studv 
indicate that the priory language of tlw respondent 
influenced directly job related ^rceptions. In turn, 
job related perceptions were found to directly influence 
expectations abtnit one's pre^nt job, individual values, 
expectations about alternatives and satisfaction.

From the results presented in this study it is clear 
that language, or, more accurately, culture, influences 
Many aspects of one's CF work e^q^erience (overall 
satisfaction, reasons for leaving, attrition rate, etc.) . 
As shown in the modified txxtel, the influence of language 
on jdb related perceptions (and indirect influence of 
language through job perceptions on all other variables) 
is not surprising.

At first glance, the direct influence of job related 
perceptions on individual values seems out of place. 
Indeed, such a relationship was not predicted by Mobley 
(1982). %)wever, taken in the context of the military 
environment, some sense can be made of this pathway. The 
indoctrination and socialization of service meters takes 
place, for many, at a very young age (17 to 23 years) . 
As such, the formulation of a consistent set of
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individual values can be seen to be influenced strongly 
by the jcdî enviroraient. ftoreover, for young nwWærs, 
this early period of indoctrination takes place in the 
context of a "total institution” (acco«mdati<m, food, 
work, socialization, supervision, récréatif, etc.}. In 
fact, the aim of this period of imtoctrination can be 
seen as the instillment of values and behaviours that are 
consistent with goals of the organization. Taken from 
this i^rspective, this relationship between job-related 
perceptions and individual values described in the 
imsdified model makes sense and may reflect nore 
accurately the military organization than the civilian 
one on which the Mobley MWel (1962) was based.

Using meta-analysis (N-5,013) which included several 
U.S. military sangles, Horn, Caraniks-Walker, Prussia and 
Griffeth (1992) also contested the generalizability of 
Mobley's ftodel (1982) to the problem of military 
turnover, pacifically, these researchers found a closer 
correspondence bet%%en intentions to leave and leaving 
for enlisted personnel than for civilians. One possible 
reason for this, they offer, is that unlike civilians, 
military personnel must make explicit :%enlist«mnt 
decisions within a clearly defiimd wiœfcnr of opportunity 
that irreversibly commit them to multiyear memt^rship. 
In addition, the authors suggest that decisions to
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withdraw from the military develop relatively early and 
res»in ̂ re atable in c«^rieon to civilians.

Because of the many differences that exist bettfeen 
Ü.S. and Canadian military organizations, the findings of 
Horn et. al. (1992) may not be applicable to Canadian 
naval personnel. The importance of the study is that it 
suggests the I^ley Model (1962) may te organization 
ggxecific. That is, while the structural components of 
the RKxlel refluiin fairly stable across organizations, the 
relative influence or even position of the individual 
coa^nents M y  change according to the unique dynamics of 
the organization under study.

The results of the present study ap^ar to supjgxart 
this view. The izgwrtance of the model derived in this 
study is that it su^ests changes in job-related 
perceptions will ultinately change turnover behaviour. 
For exaî^le, accurate information regarding occupational 
duties and military lifestyle during the recruiting 
process may reduce the dissonance between what is 
existed and what actually occurs during military 
training and employment. This may result in more self
selection and accurate expectancies which, in turn, will 
reduce future negative job-related perceptions and 
ultimately reduce turnover behaviour. Thus, the need for



73
a re-examination of the Realistic Jdb Preview (RJP) will 
te discussed in detail telow.

The most pertinent limitation in this study concerns 
the moderate to rather small saisie sizes Anglo
n=60, Franco, D*34) during a portion of the multivariate 
phase of the analysis. In the case of the factor 
analysis, for exan^le, Xerlinger (1986} reconmends five 
cases for each variable as a general rule of thumb. By 
contrast, Owarey (1973) suggests that in the case of a 
solution with a few distinct factors, a sample size of 50 
may even be adequate as long as ttere are notably more 
cases than factors.

Although the sample sizes used in this study imre 
somewhat low, especially in the case of Franccphones, 
they represented a substantial prcqwrtion (44%) of the 
target population. In addititxa, the results of several 
different analysis procedures »mre very consistent. 
Nevertheless, inferences drawn from these analyses steuld 
be made with care and confirmatory analy^s should be 
conducted when nx>re data from this population beco^ 
ayâ i lable.

Secondly, missing data on the c^puter file 
prevented the use of Bxxms biographical variables which 
%K)uld have been useful to examine. For example, since
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family related iseues played an ingjortant role in the 
turnover decisions of both groups, future turnover 
research should control for relevant variables such as 
imrital status and gender. The inability to examine 
these variables and their influence on turnover behavior 
limits a nmre c<Mg)lete understanding of the process for 
this sample of respondents.

Third, the present study examined Anglophones and 
Francophones in the sea-goii^ occupations of the Canadian 
Navy. Therefore, the results can not be generalized to 
other Anglophone or Francophone groups in the CF. For 
example, while several variables in Section 1 of the 
CFAIQ did not load on any Factor during the Factor 
Analysis for either group in this study, ther..- variables 
may be ingîortant in identifying næaningful reasons for 
leaving for other groups in the CF. Thus, research using 
much larger samples representing all members of the CF 
should be undertaken before variables are deleted from 
the CFAIQ.
Suggested Future Research^nd Improvements to the CFAIQ

Already in the third edition, the CFAIQ continues to 
be revised on the basis of attrition research using its 
ever increasii^ data base. Based on the findings of the 
present study, three distinct issues should be considered 
when preparing for the next revision of the
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questionnaire: 1) deletion of Item 21 contained in
Section 1 of the CFAIQ; 2) the inclusion of personality 
variables that may help explain more variance in 
attrition; and 3) consultation of serving and former 
serving Francophone members across all ranks and 
occupations on the appropriateness and form of items 
contained in Section 1 of the CFAIQ. In addition to 
changes in the CFAIQ, a re-examination of the Realistic 
Job Preview (RJP) with emphasis on family concerns and 
the support agencies available for Francophones should be 
given serious consideration.
Item 21

During the early stagec of the factor analysis 
(N=94), Item 21 ("I have been offeree a civilian job with 
less responsibility^) had no response variability for 
Anglophones and only minimal variability for 
Francophones. That is, on a five-point scale ranging 
from "Extremely Important" to "Not True or of No 
Importance", all Anglophones IN=60) reported that this 
item was "Not True or of No Inportance" in their decision 
to leave. Similarly, only three of 34 Francophones 
reported any degree of iaportance to this item. A 
detailed analysis of this item using the complete data 
base may yield similar results. If this is the case, the
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item offers no additional information and should be 
deleted from future versions of the questionnaire. 
Persoamlity Variables

Increas ingly, researchers have suggested 
investigating possible personality variables that may 
help explain even more variance in voluntary attrition 
(eg. Spector and Michaels, 1986; Judge, 1993; Jenkins, 
1993). One such construct is affective disposition. It 
has long teen argued (eg., Weitz, 1952) that job 
dissatisfaction would be more predictive of turnover if 
it was considered in light of an individual's 
predisposition to be satisfied with everyday life events. 
In a recent study Judge (1993) hypothesized that 
affective disposition moderates the relationship between 
job satisfaction and voluntary turnover. Judge (1993) 
used a series of measures to test this hypothesis 
including a modified, 25-item affective disposition 
survey originally developed by Weitz (1952). Using a 
sample of 234 nurses, this researcher found that the more 
positive the disposition of the individual, the stronger 
the relationship between job dissatisfaction and 
turnover. That is, individuals dissatisfied with their 
jobs but positively disposed to life in general were the 
individuals most liïcely to quit. On the other hand, for 
enployees who were unhafpy with nK>st things in their
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lives, job dissatisfaction was not a particularly 
iîiqxjrtant factor in decisions to quit. This finding is 
consistent with earlier work by Fisher and Locke (1992) 
who suggested that those negatively disposed toward life 
are less likely to translate job dissatisfaction into 
withdrawal behaviours than are other individuals because 
individuals with negati\% dii^sitions are not accustomed 
to acting on the basis of their levels of job 
dissatisfaction (which may be on par with how they feel 
aixjut the rest of their lives). Conversely, Fisher and 
Locke (1992) suggested that individuals actually 
dissatisfied with their jobs, but more fKseitively 
disfxssed toi^rd life, may be quite active in changing 
their wsrk situations because job dissatisfaction is a 
new and uncharacteristic state for them.

Another personality variable worth consideration is 
the social psychological construct of self-rwsnitoring 
(Snyder, 1987). According to the concept of self- 
iTKsnitoring, individuals differ in the extent to tdiich 
they jmsnitor their expressive behaviour a W  self- 
presentation. Individuals high in self-nx>nitoring act in 
ways that are highly sensitive to situational and 
interpersonal cues to behavioural appropriateness; thus, 
through regulation of their expressive self - presentation 
they seek to promote a desired public image. Low self



78
monitors, on the other hand, lack either the motivation 
or the ability to regulate their behaviour in this 
manner. There is a behavioural consistency between who 
they are and what they do. The relevance of self- 
n^nitoring to turnover was first suggested by a body of 
research ccMnĵ ring lew and high self-monitors in the 
formation of, and cCTmjitn̂ nt to, personal friendships 
(eg., Snyder, {^ngestad and Simpson, 19833.

An example of the self-nK>nitoring construct in 
turnover research is offered by Jenkins (1993) who found 
that previously uneiqjl ■’Ined variance in turnover 
intentions was accountec 'or when this variable was 
entered after the traditional predictors of satisfaction 
and commitment. Moreover, the pattern of relationships 
smsng the variables of job satisfaction, organizational 
commitment, differed for high and low self-monitors. 
That is, conffldtment was a better indicator of intent to 
leave among low self-monitors but job satisfaction showed 
a stronger relationship a^ng high self-monitors.

Snyder's (1987) 18-item Self-Monitoring Scale is the 
i®3St widely used instrui^nt to measure the psychological 
construct of self-monitoring. Snyder (1987} reports an 
internal «msistency, or coefficient alpha, of .70 and 
test-retest reliabilities have ranged from ,71 for a 2.5- 
iKsnth interval to .83 for a 1-month interval.
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The Affective Disj»siti^ Survey and Se If-Monitoring

Scale could incorporated into a future edition of the
CFAIQ. Alternatively, they could aAninlstered as a
separate document but simultaneously with the CFAIQ.
A Transfon^l Rat&sr R u m  Translatai CfAIQ for 
Prangcphonss

Using the larger safî le size available in the data 
base, the classification by language group procedure of 
the discriminant analysis should be repeated to confirm 
the results of the present study. The inability to 
predict group membership for Francophones from Section 1 
item responding indicates there may be important cultural 
issues that are not addressed by the questionnaire in its 
present form. If these results are replicated, future 
research may be needed to identify items that represent 
n^aningful turnover reasons for Francophones. The use of 
focus groups of serving and former serving Francophone 
members may lead to a revised form of the cpiestionnaire 
for Francophones. The present form of the questionnaire 
appears to address the items that concern Anglophones 
quite well.
Realistic Job Preview

The Realistic Job Preview IRJP) is an atte^»t to 
provide job applicants with Information about tl^ 
organization that paints a realistic picture (Wampus,
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1980) . Hot a single technique, the RJP is rather "a 
general philosophy or approach** {Wanous, 1980: 83) . This 
philosophy or approach assumes that giving candidates and 
newcomers accurate and con^lete information will result 
in better matching, increased satisfaction and 
COTmitment, and lo*%r turnover. The realistic 
information can be transmitted through booklets, films, 
video-tape, realistic vork sançîles, interviewers, 
supervisors, other recent hires, and a combination of 
these approaches.

Research on the effectiveness of RJPs have yielded 
generally positive results. For example, in their review 
of the RJP literature to that time, Popovich and Wanous 
(1982) found that in 9 out of 10 studies, employee 
turnover, on average, was 28% higher when RJPs were not 
used. Although related to decreased turnover rates, RJPs 
have not been shown to effect job performance.

At present, the CF recruiting system enç>loys several 
techniques that, when COTûîined, may be considered a RJP 
approach (eg. CamgÂ ell, 1991; Miller & Ellis, 1986; 
Ellis, Flynn & Zuliani, 1985). The Canadian Forces 
career Information System (CPCIS) is a cow^ter and 
video-aided strategy of vocational counselling currently 
in use in Canadian Forces Recruiting Centres tCFRCs). 
Designed as an efficient way of creating realistic ]ob
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expectations, the CFCXS consists of 3 major ccxnponents: 
an orientation video (OV) which provides a general 
description of life in the CP; a series of Trade and 
Lifestyle Videos (TLVs) which provitte SKare detailed 
descriptions of the various occupations in the CF; and 
the autcmated counselling cos^>onent (ACC) which is a 
ccaiiputer interactive counselling system designed to 
assist applicants in determining the military occupations 
for which they may be best suited (Caï̂ >l»ll, 1991) .

Although much research has been conducted on the 
CPCIS, the focus has been on behavioural and attitudinal 
changes during the recruiting process itself (eg., 
Hemsley, 1990; Miller & Ellis, 1986; Flynn, 1983) and not 
on changes in subsequent turnover rates. One reason for 
this approach in the research is offered by Miller and 
Ellis (1986). These authors suggest that economic 
conditions tend to dictate attrition rates. "In a 
depressed economic climate, both attrition and recruiting 
rates are typically lew because fewer people leave the CF 
and need to be replaced. In these circumstances, job 
dissatisfaction may manifest itself in poor performance, 
or in increased numbers of requests for trade 
reassigni^nt and remuster. Thus, t)% effects of a poor 
match between individual characteristics and trade 
requi resents can impact on morale, and on the
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effectiveness of the military socialization process, in 
ways which may not be reflected in attrition rates." (pp 
30) . It is clear, however, that economics do not account 
for all of the variance in turnover. If this were the 
case, econc^nic forces would pull at Anglophones and 
Francophones equally. While this ^ y  true for other 
occupational groups (land and air occupations; eg. Sender 
et. al., 1992), the consistent differential rates of 
attrition between Anglophones and Francophones in the 
bard sea occupations suggest other variables such as 
culture and values are important in maintaining these 
differences.

Therefore, research on the relationship bet%men the 
CFCIS and attrition should be undertaken. The aim of 
this research should kæ to first identify these 
relationships to act as a basis for the in^rovement of 
existing programs or the implementation of new ones. 
Given the results of the present study, the CFCIS for 
Francophones entering the bard sea occupations should be 
reviewed to confirm all infornation is accurate and 
special attention should he given to family related 
issues aiui support services available in the 
organization.
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Cotao3.ttsi«ui

The present study was designed to examine the 
attrition behaviour of Francophone sailors in the CF. 
This investigation confirms the results of previous 
studies and provides limited support for Mobley's 
E!̂ »anded Turnover Process Model (1982). Although 
portions of the analysis should be replicated with a 
larger sample, the present findings indicate significant 
differences exist in the work perceptions and subsequent 
attrition behaviour of Anglophones and Prancc^hones.

A re-examination of the Realistic Job Preview for 
Francophones entering the hard sea occupations is 
recotmnended as one possible solution to attrition 
problems identified in this study. In addition, the need 
for a revision of Section 1 of the CFAIQ is suggested, 
based on apparent content deficiencies for Francophone 
respxmdents. Finally, the integration of personality 
measures with the CFAIQ may aid in the improvement of the 
attrition monitoring system of the CF.
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0 0  NOT WRITE IN THIS BCK5KLET

Srplt’inbt’r pr

INSTRUCTIONS
The Chmadlam F&rees b  intoicstcd in the opinions of scr\-Uv nu’nün rs, like yoiirw’ÎJ, who h.ivo 

served in  mEitary atkl are now returning to civilian V,.,. The tn iu iiian  Ikvrco^ IViMMiiu'i Applit J  
Research Unit KTPARU) b  gathering this attrition infomvition fron> everyone wiu> is k .w inglhe i  H on 
a voluntary basis.

This questionnaire package b  self-contained and consisth of three p .iib  tiu* qiitstk'i>n,ii(o IsHtkU t 
which you a ren sid ir^  at pnesent,a four page macbine-reatiable answer sheet and a retni n en\ eiojv I he 
^d^tkm nairecom prbes five actions; each section has a cvwresponding area ot\ tiw answer siwot

Comments that you fev e  concerning the questionnaire or ymir Cl- e \jn  i iern i-s .u e oIm» oI mien s: 
feclions of the questfonnolre have corresponding areas on I’age 3 of the an .uer sh^s t f.u u jitten  
commorb» ond page 4 is available for any general comments you wish to make

Chiceyou have completed the questionnaire, put ii in lire cnvelofv pjoviiU d, sea! the i-in aiuf 
give U to the questionnaire adm inbtralor or the person who gave you ilu-p.icVagi- Siunikt >>ai h.tv.oin 
questions oi need clarifkation after reading these instruction-;, or at anv linw wlùU- vi'tupUiin,- the 
questionnaire, please ask for assistance from the person who i< admini i, ;ing llu'tjue-.honn.im- i.n * u

Ail individual inforrmtion from this study will Iv  treaiid in s/nVfi >f I'oij/id. ii.i-. I h,-d.o.i e iih i, d
will analyzed in groups and only summary findings will be providid to NHI lOoiuJ ih e t omn-.m.l-,
for *rse in planning future personnel policies, programs and practice’.

Mease answer each Hem as honestly and thoughtfully as possible.

DO NOT WRITE IN THIS BOOKLET



S E C T I O N  1

Reasons for Leaving

Begin on Page 1 of the Answer ShwL
We art- inicrt r.ted in your rvaMtns fur leaving. The rt^pansi areas for this scclion are located at the top 

of Page 1 un the A n.swer s W t, and are labelled "SftdSon 1 -  Part A" and 'Section 1 -  Part B" There are two 
Mejrs In answering this sect km.

^  PART A Read the first «ason  for leaving staleirarnt given below;
DIRECTIONS: IXeide how important this nasnn  s in yoor decision to k*3\’e ihcCF by selecting

IÎH* kHtcr from the k v e b  of imi--̂  Tance scale that mc»t neatly matches how 
iniptmanl you believe U was in your decision to leave. Shmv your response  by 
finding the com ^ptm ding question num ber in the 'Section 1 -  Part A 'area of the 
A rawer SheiH, and blackening completely the letter representing the fowl of 
imjMulanvv.

A

imfvrtiWt

Levek of Importance Scale

B
Wry

hf:jvri,int

D
Of
iinffivLvuw

AV; Trut’ofi'f 
(Ve /m;'ar,'a;;cc

1. 1 Kive had too many postings.
2. My CF career crmflkts with my s|K)use’s career.
3. 1 want more challer^ing work.
4. 1 am not being adequately m m peraated for overtime.
5. My most recent military posting does not make good use of my knowledge and training, 
é. Future fHrsting in my NRX are unattrwrtive because of the nature of the work.
7. 1 have difficulty living on wWt I earn in the CF,
8. 1 was offered a civilian ^  with nwre responsibilities.
9. Postings are dbm ptive to my children's education.
10. I do not gcH credit for a ^  well done,
11. 1 have been discriminated against.
12. I was offortd a civilian fob with better ^ b  security.
13. 1 want to stay at home aW  raise my family.
14 1 was attracted to a civilian Job u ith  more fringe benefits.
15. My work perform.mce is not evaluated fairly.
16. Younger service members get promoted faster than I do.
17. I cannot get the MOC I want.

1



Levtfîji of !fnportân»  Scale

A B C  1» I
Exfrm c^ VV/y Iwfs^rlunl l\\'i Tmt'tn t'f
Important ïmfvrtâJiî hi;vifjv>r N\* I j’j/vrfijmv

IS. My NH1I9 of work are too long
19. My MOC k ,o r  k  becoming, obwlete
% . la m  epending too much time away from Inmw.
21. 1 have been offered a civilian ^  with less resjHinsilulity 
^  1 am u i^ e r  too much stress.
23. 1 don't expect to get an offer of re engagement.
24. I have not Wen provided with the loots or equipment ! mxti (it do my îi» psopn !y
25. I don't like my physical work comptions.
26. My immediate supervbor is not competent
27. 1 am not in a MOC that is useful for future civiii.in empioymi lU
28. My s i|» rv U » r locks interest in h is/her Mil'ordiruilei
29. I am unlikely to get promotW
50. I want to incMase my family stability by eht.ibli .hing loot^ in louununity
31. I have W en offered a job that pays more
32. I do not get sktng with my co workers^
33. ükcly  future postings are unattractive because of their location
34. 1 want to avoid compulsory rdease.
33. I cannot get the p o s tin g  1 asked for.
34. 1 am going back to school.
37. 1 am  Wki:% full advantage of my pension and potentia! civilian salary.
38. My spouse b  unwilling to move to a new jw ^ing location.

I <k) ruH w ^ t  to work in a mixed gender unit
40. I do not want to work in an operational role.
41. 1 am l iv in g  because of <’ompæsionale circumstamres.
42. My caree' b  timJted Wcause of my medical category,
43. 1 am ^ i n g  into bujUnâJ for myself.
44. Id o tm t w ars to tw separated from my family.
45. iM ntw t S it in g  equal pay for equal work.
46. My rote in the military Uundm'alutxJ/unapprecbti.-d in f an.»li.in icty



^  PART B Utat you haw  com pîdtsî I'arl A, ell of rraso i»  for Uaving i4ato>
nïRCCTfONS; n u f its. Choose only Ihree of them that you consider to be your most important

reasons for hsïving the CF. Co to tW  Secthw» 1 -  Part B ar%  on î^g e  1 d  the 
answer shed W RITf the num ber of the statement that b  your first most impor* 
tant reason fur leaving In the s^juares provided, then BLACKEN the numerals in 
the circles wiîîch correspond to itial leaving statement number. REPEAT th b  
pfociti ure fit) the second most important reason you have for kaving and. finally, 
for the third most important reason for having.

47. Comments: I laving completed tlte Reasons for Leavingsec lion, arc there any factors not Ibted 
that you cun.siik’r to heother reasons fur taking you r rekase from theCF? If so, vvritt these other 
f.jctors in the add atonal reasons for leaving area (Part A) on Page 3 of the Answer Sheet

HOW TURN THE PAGE TO SECTION 2.



S E C T I O N  2

CF^vlllan Comparison

^  DIRECTIONS Bdow Is ji Ibt oï fiTCiors which mam CE service members ce.rchier wlien riivulme.
to voluntarily kvi'V'c tiw CF for civilian life. For c.k H sLiU'nwni, jiltM-f imlu.iii- 
whether you think tlw factor k  twttvr in the CF or Wiicr in civilun life, iisiti}; the 
five |» in t Kale tk i t follows. (Show your response by fiiulinj; the quest ion muni vr 
fit the "Section 2' area on pa^e 1 of the Answer Shi'et orni bLu keniny, eoinpkietv 
the appropriate numcraU

Ckurhf belter 
in (feC f

CF/avUian Rating Seal*

SomcTvkat bi.it,r 
in theCF

3
AhveJ
f/.'t* SiîîJîi' in CK i/iiiii ii'i-

1. Opportunity for irctking friends at work.
2. Opportunity for leisure lime.
3. Protection against sex discrimination.
4. Work-related safety standards.
5. Rewards for job jwrformance.
fi. Opportunity for employer-sponsored travel.
7. Number of hinge twiwfits.
8. [̂̂ rtunity fw prmotkm.
% opportunity to devekp new skills.
18. Opportunity for high salary.
11. Opportunity for derired anwunt of responsibility at work.
12. Freedom from unwanted overtime.
13. Fair performance evaluation.
14. AcceptaWe discipline and ru la  of workplace.
13. CWke of work location.
1& Job security.
17. Opportunity to use major skills
18. Protection ap lnst ethnic discrimination.
19. Ovenli iiW yle.
%. ^p o rtu n ity  for educational upgrading.
21. Participation in community affairs.



Cl-yCivllian Rating Sc^e

1 2 3 4  3

CltW)} hi'lii'r Siwti'ii'hat btHt r Ah^ui Setib'u'Jiai b itier Ch'^rlÿbdter
in tSu’ C l in thr C f iL-.‘•ami.' in d i ’ilk n  life in dvilian life

27 hn-wiom i>f f-pivch.

23. C3j’t"‘’'iur.ily for atiditional pari time work.

24. of <iujH‘rvlsion and leadurship
25. LV>ifvd work challenge.

26. C>pp»t!iuni{y to establish roots in ones com m unity.

27. i q iol pay foreijual work.

28. T nv.i spt-nt at home.

24. rretivtiun ag.iiast Linguage discrim ination  

30. ItHiIsan.i ovpiipmenl.

(X lt l l  : lhe.in -.w er sheet m ay h.ive evtm response circles to a llow  for the addition of questions in 
the future Ignore tho>e circles w hich d o  not h.o e corresponding statem ents.)

NOW TURN THE PAGE TO SECTION 3.



S E C T I O N  3

Attitudes Towai^ Your Experience in the CF

► DIRECTIONS: AUhtmgh eariii.’T «ectksns haw  dealt ttilb  yeuj a^tiwl tfasknw for tin,
MCtion asks you to s}»dfy your altitudes anti opiv.ions toward tho C!>. Usinj; the 
fîvepottttscaîoshownbelow,indkatebowsJlisfii'd dissatKfu\t ym:arervith, .k h 
ÈKtor, based on your experkmres in the CF. (Show your resp»mst' by finding’ tlw 
question number Ur tlw ^Section 3’ area of the Answer Sheet and blaiKeninj: 
completely the appropriate numeral ih il reflects your kwel of wti.sf.ulion/ 
dissatisfaction.)

Very

Levels of Satisfaction/Dissatisfaction Seale

2
SütneîL'lutt
Satisfù'J

3
hvi.'/fiT 

Siiiisfù'J f.*er
h.vr:,7.

I

1. Current MOC.
2. Postings.
3. Hours of Work.
4. Training.
5. Supervisors.
6. Job T;Kks.
7. Career Management.
8» Advar^ement (promotion) Opportunities.
9, CF lifestyle.
10. Work Challenge 
IL  Fringe Benefits.
12, La^Jc^ Postion.
13. %y.
14- Phystal Working Environi..ent
15. iWonnaiKe EvaUratk>n.
16. Level of I^sfmnsibllUy at Work.
17, Relationship with Co-workers.
18, Your Work Accomplishments.
19. Vaii^inWOTk.
20, Overall Experience in the CF.
(NOTE-Theanswtrshcvi may ha vesome extra respun^t'circk-sti-ül! forîlsvatldit^inrtfîjut-.i

in tl*  future. Ignore tWse circles which do not haw  corrt-spunding st.in :r.ints )

NOW TURN THE PAGE TO SECTION 4.

6
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S E C T I O N  4

Pæpamtlon for Transition from CF to Civilian Life

^  PART A Th’is section asks aboiit the plans lhat you have made for a civilian üfe,iïK3uding
DIRECT IONS: school and training intentions, and empîoyment preparation. (BLACKS only 

the one number in Section 4 -  Part A that corr^pomis to the ai»w a' that mt»t 
closely matchfâ your intentions.)

What are your ^m ediate  second career intentions?

(I) Do similar work as in your MOC?
{2} Do different %vork than your MCXT?
(3) Co into your own busing?
(4) Take full retirement?
(3} Attend a training course or return to school.
(tj) No immediate work plans.
(D Other. (Write your other Second Career Intentions in Part B on Page 3 of the Answer 

Sheet).

(NOTE: The answer sheet may lave some extra response circles to allow for the addition of 
questions in the future. Ignore those circles which do not have corresponding statements in 
this section.)

^  PART B Each of the following statements asks aWut your school and/or training p r ^ r a -
DIRECTIONS; tion& {Pirk! the statement numWr in Section 4 -  Part B réponse area on Page Î of 

the Answer Slwet. BLACKEN either a "Y for YES or a 'N* for No.)

In terms of education and training in preparation for civilian life, have you:

1. Talked seriously with friends about your educational/re-training plans?
2. D iscuæd your eAicational/re-traming piara with relativ®?
3. Talked with an academk/re*lraming councilor?
4. Decided upon your mapr su b ^ /tra in in g  area?
5. Apphed to a sds»l/training program?
6. Berâ accepted at a school/training program?
7. Cuireiüly enrolled in a sdrool/trainmg program?
8. Finished a civilian trade, professional or academic course in the past two yesR?
9. Âttaiiffîd a civilian trtwle, prof«sioi^l or academic certificate/dipkMna ta the past two 

years?



^  PASTC Each of thfi following Statements jsWabuutycJurcmployinfntpivjwi.UioTUL
DniECnONS: Bnd the statenwnt number in the respond area for section 4 -  Tart C on I’age \  of 

the Answer Skel. BLACKEN either a V  for Yes or a ’N' for No.)

tn hmns of your dvilian work plans, have you:
1. TaD«d with friends or relatives about pb  leads?
2. Taken part in the &cond Career A^istanee NdworV. C»CAN> projtram of the Ch7
S. Tt^sed with a dvUian Job counsellor about pb  opi%^rtunities?
A Prepared a  carew restnné?
S. Southed through job listings and newspaper want ads?
& OmtmiW employment agencies?
7. Appfied for any Jobs?
8. Beat Interviewed for a pb<s)?
9. Been oüned a firm position?
1& A o^tted  or Ngtm working at a job you plan to continue ii«mpi>r.irilv after you Uww

theCF?
IL  Acc^ted or begun working st a >vu pLin to continue ivrîminentlv after you leave 

iheCF?

NOW TURN THE PAGE TO SECTION 5.



SECTION 5
Blogt^phlcai Information

0 ^  DIRECTIONS; 'I hLs section asks for biogfapbkaî information. The information wül allow
researchers to group data into useful categories. The intention is ta  use these 
categories to compare different groups of people who voluntarily W ve tî« CF.

1. Today's Date:

Civf today's dale using the day/month/year format; for example, 3 June \W1 wouki be 
03 Ob 92. (3VU1TE the numbers in the squares provided, then BLACKEN the numbers to the 
cirdt*> that specify the date.)

^our Retirement Leave Start Date;

Give your retirement leave start date/terminal leave start date using the day/month/year 
format: for example, 15 June 1992 would be 15 06 92. {WRITE the numbers in the squares 
provided, then BLACKEN the numbers in the circles that specify the dale.)

3. Your Release Date:

GiveyourrdeJsedateubingthedav7month/yeiirfonnal:forexample,30Augustl992would 
be SJ 08 92. (WRITE the numbers in the squares provided, then BLACKEN the numbers in 
the circles that specify the date.)

TURN TO PAGE 2 OF THE ANSWER SHEET. START AT THE TOP LEFT CORNER.

4. Your Military Omipation Code; (example -  NCM 831, Officer 21A)

Give your MOC WRITE the numbers for your MtXZtothe squares provided, then BLACKEN 
the circled mimbers and letter in the MOC r^pcmse area of Page 2 that corre^xmd to your

NOTE; NCMs blacken 3 of the circled numbers; officers bl%k«) only 2 of the drded 
mimbers (leave blank the third circled number) araJ blacker only 1 of the drcW  
folters.

5. Your element:

BLACKEN the circle that identifies your Element ©ea. Land or Air).



6. Your rank level:

BLAOŒN thedi«le that corrcsponda to your runk,

7. Your Occupation Qualification Level (OQLh

For N O ^  what is youi current Ckxupation Qualification Unvl (i\31.1? (Slnnikl ymi Kiw  
soi OQL o&er tlan  th<»e listed, write the OQL in Part C - LHHcr tVojpalU^n Qiwhih.uhm 
Level -  on Page 3 of the Answt r Sheet.) BLACKFN the QL circle liwi nuiclves your t

& VoorCifflunand:

SLACKEN the Command circle that matches the 0-imm,uui in which you are iiurenlly 
s«ving.

9. Ycmr Unit Identiflcation CWe:

Give your UlC. (Y ou should have been given a list of all the Lie \  for ymiri 1- hv.i! ion I'h.i.e 
refer to the Est to answer this question. If you are uncertain ahout your UK . ask ilu-qui'.tion 
naire administrator for assistance.) WRITE tire numbers for your UK: in the ^«[uares .n the 
top of the block and BLACKEN the circled numbers tluit comprise ymu UK *

10. Type of U nit

Give the type of unit in whkh you were serving when you Mihmilltd your rele.rse ris|uo:,t 
(If you were serving in a type of unit other than those listed, write the unit name in Part 1) - 
Other Typœ of Units -  on Page 3 of the Answer Sheet.) BLACKEN the Unit 1 yjv i irt le tKn 
corrfôponds to your present unit. Blacken only one.

11. Total Number of Years of Service;

Q ve your total number of yens of service, including previous service and reserve time 
WRITE tire n u u ^ r s  for your years of service in the squares at the lop of the block and 
BLACKEN the circled numbers that total your years of service.

12. Terms of Service:

Q ve yourTerms of S«vke, (If you have terms of service other than those listed, write the type 
of tern» of service fa Part E -  Œher Terms of Service -  on Page 3 of the Answer Shift.} 
BLA Q C ^ tire terOK of servke circle that corresjwnds to yimr terns of service. Blacken only 
one.

13. D ^ s io n  to Leave

Give the latgfh of time it took you to decide to k-ave the CF. BLACKEN the apprupriale 
dedson to leave time circle.

10



14. Heî«»c Ikm  (QR&O 15.91):
Give ihe QRàO î 5.01 reîea.w item tmder whkh you are being rekaaed BLACKS Ae 
item dnrJe that matches your rekasc tiem.

15. Reasonable Action:

Could a reasonable artion have prevented your te v e  decision? SLACKEN Y«s or No in the 
response blctfh, then WRITE your comments regirding actions thakmiM have pieveiUed 
your leaving in Pari F -  RmsonaWe Actions -  on Page 3,

16. Date of Birth:

Giv-e your date of birth. Lfee the d a y /m o n th /y ^  format: for example 21 November 1960 
would be 21 n  60. WRITE the num bm  in the squares provided, then BLACKEN thenurhben 
in the circles that specify the date.)

17. Marital Status;

Give your present marital st.itus. BLACKEN the marital status circle that match» your 
present marital status.

18. Dependant Children:

Do you have any dependant children living with you? Yes or No. BLACKEN the appropriate 
circle.

19. Sex;

State your sex. BLAOCEN the circle that corresponds with your sex, male or female,

20. Your First Official Languie:

Whkh do you consider your first official language? BLACKEN only Ae d rd e  that corres
ponds to your first official language, English or Frendt.

21. Your H ip est Level of Education:

Give die highest kvel of education that you have completed. BLACKEN only Bie cW e that 
omrespoiuis with your highest level of educatWal attainnwnt

22. Your Hi^w&t Level of Academic Accredltadoa:

Give your highest level of academic accreditation you have obtained, BLACKEN only the 
circle that i orrespomis with your highest level of educational attainnwiU.

n



23, Rcserve/MllitU Intenibns;

Da you Wend to ̂  then»erv«s or WîitU? Yi» or No, BLACKEN tlw ap^ropitito rvi^n.'io 
d rd e  (Yea or No) then WRITE your commont& regarding your ivjicrvo iôuntions in p.irt C. - 
Reserves/Militia Intentions -  nn Page 3.

24. Addltioool Infwmdltm -  SwW  Insurance Number/Servke Number.

This survey w m  about ymrr r^asns for leaving the CF. Yotir res^mses and those of oiix'is 
wWareteavSrtg tbeCF wül be tWmost valid and roltabksoumsof information we have.iKmt 
voluntaiy rek.ise.

Hmvever, raH âS of the answers as lo why scrv ke members leave ean come from a q m ’stkm- 
naire. TWre are otiwsr vaîuabie stHjrecs of information in theCF llwt are rekvani an&l tmjîd 
be^  us undm tsm i why you are leaving (e.g., posting history). 1 his additional informathm 
and your questionnaire responses would provide a im>re complete détermina iron of attrition 
causes-Tocompare your mi litary hachgunind and other memhn> whoorj k\iv ing, we uv pu-sl 
that you provide your Sodal Insurance NunrK’r/Servkv Nnnütet or SIN.'hN, Ki .uim- iW 
SÎN/SN is the only reliable link th.il e\:< ^  across the Personnel in io m u lien  M .nugi sihtn  
System.

Find the SIN/SN response block, WRITS the numbers ni your SINjhN in the s«]u.ifes 
provided, then BLACKEN the circled numbers Ih.iî sp ec ily  your SlN/bN.

25. Your General Attitude Towards this Questionnaire:

Kivo^ving your attitude toward thk cjut-stionnaire will assist in il ' .imemlmi nt. 6LACKI N 
the questionnaire attitude circle thaï matches your atlituilc toward:, this questionnaire.

TURN TO PAGE 4 OF THE ANSWER SHEET

PAST H -  ADDITIONAL COMMENTS?

As part of the research work in determining why nwmbtvs leave the CF, we are intereslfd 
In your comnttnts r ^ r d in g  the CF, your reasons for leaving, and your opinions about this 
questionnaire.

Page 4oftiw AnswerSte^ has been provided so that you can provide any further comimmts 
or suggestions that you wish to give. Please write any comments in this area. Should the 
space pfovkl^  nut be long cmsugh, ask the questionnaire administrator for more paper

WE APPRECIATE THE TIME ASV EFFORT YOU 
HAVE TAKEN TO CaMPLETE THIS QUESTIONNAIRE, 

THANK YOU FOR YOUR HONESTY AND COOPERATION.

12
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