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Abstract

The primary objectives of this study were: to confirm the
structure and psychometric properties of the Canadian
Forces Attrition Information Questionnaire (CFAIQ); to
examine difterential rates of attrition and reasons for
leaving for Anglophone and Francophone sailors; and to
test important components of Mobley’'s Expanded Turnover
Process Model (1982)}. The CFAIQ {(Lyon, 1987) captures
important attrition information including reasons for
leaving, CF/civilian comparisons, attitudes toward the C¥
experience, preparation for transition to civilian life
and bicgraphical information. Using archival data
collected over a S5 year period, all Francophone and
Anglophone graduates of sea-geoing (hard-sea) occupation
training participated in the first portion of the study
{N=2077}). Those who completed the Canadian Forces
Attrition Information Questionnaire {CFAIQ) when leaving
the Navy participated in the remainder of the study
{N=94). Consistent with previous research {eg. Bender,
Chouinard, Lee, Tanner, & Tseng, 1992; Montgomery, 1991},
the results of the present study indicate Francophones
continue to leave the Navy at double the rate of their
Anglophone psers. In addition, Francophones reported
more dissatigfaction with their CF experience and cited

family issues as their most important reascn for leaving
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as compared to job related issues for Anglophones. A
LISREL analysis lent strong support to the Expanded
Turnover Process Model {Mobley, 1982) upon which the
CFAIQ was constructed and suggestsd a revised model for
use in military organigations, The diacussion of
resulte includes recommendations for CFAIQ improvement
and the need for a re-examination of the Realiatic Job
Preview (RJP) for Francophones entering the hard-sea

occupations of the Navy.
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The Turnmover Behavicur of Francophone Sailcrs
in the Canadian Navy: An Exampls of the Utility of the
Canadian Porces Attrition Nonitoring Syatem

Canada is a multicultural and formally bilingual
country. That is, English and French representation is
legally mandated under the Official Languages Act of 1971
for all national and government institutions. Thus, the
Canadian Forces (CF) must pay particular attention to
Anglophone-Francophone representation, rates of turnover,
and other areas which may indicate systemic or other
biases against minorities., In addition, the success of
military operations is largely contingent upon the
commitment and morale of military personnel. High rates
of voluntary turnover are characteristic of problems in
these areas and signal the potential for barriers tc
naticnal and military objectives. Therzfore, the
importance of the present study can be viewed from both
national and armed forces perspectives.

Attempting to maintain Anglophone-Francophone
representation at national levels {25% Francophone, 75%
Anglophene), has lead to several linguistic re-
organization initiatives within the Navy. The most
cbservable is the designation of ships as French Language
Units {FLUs), Bilingual Units {BUs), or English Lanquage
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Units (ELUs). 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 NATC countries, English is the official
langquage of operations. O0f the sixteen major ships in
the Canadian Navy, two have been designated FLUs (HMCS
Ville de gQuebec, HMCS Montreal), two others have been
designated BUs {(HMCS 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 Francophone and Anglophone non-
comnissioned members (NCMs) in the sea-going (hard sea)
occupations of the Navy {eg. Lyon, Montgomery and
Martineau, 1989; Montgomery, 1991; Bender, Chouinard,
Lee, Tanner and Tseng, 1592} . For example Bender et. al.
{1992) concluded that ®"Attrition rates for Francophone
NOMs in the sea trades are higher than those for
Francophone NCMs in the CF as a whole, while those for
Anglopheone NCMs have been on par with all NCMs in the CF
as a whole® ({pp 107-108;}. Specifically, these

researchers report average turnover rates in ths hard sea
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occupations of 14% for Francophones and 7% for
Anglophones. This compares to ajirforce turnover rates of
5% and 4% for Francophones and Anglophones respectively.
Army turnover rates are reported to be 7.5% for both
language groups (Bender et. al., 1992). Thus, the
problem of differential rates of voluntary turnover
between Francophones and Anglophones are unique to the
sea-going occupations of the Navy.

Several studies suggest cultural and linguistic
differences can account for work perception and
subsequent attrition differences between Anglophonen and
Francophones {eg., Kanungo & Bhatnagar, 1978; Wong -
Rieger & Taylor, 1981). For example, interpersonal
climate at work tends to be more meaningiul o
Francophones than Anglophcones (Kanungo &  Bhatnagar,
1978). Conversely, individual achievement at work has
been found to be more important for Anglophones than
Francophones {Wong-Rieger & Taylor, 1981). The influence
of language and culture on the attrition behaviour of
navy personnel has not been examined.

In adgition 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 the decision
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making process to leave. Recent research reveals women
account for only 7.8% of non-commissioned persocnnel 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 behaviour 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 {CFAMS) in 1987, the analysis
of important attrition information in addition to
tummover rates has recently become pessible.

The purpose of the present study is three-feld.
First, this study will confirm the structure and
psychometric properties of the Cinadian Forces Attxition
Information Questionnaire (CFAIQ). Second, it will
examine differential rates of attrition and reasons for
leaving the CF for Anglophones and Francophones.
Finally, the study will test important components of
Mobley’'s Expanded Turnover Process Model (1982) upon
which the CFAIQ was constructed. Findings of the present
research will determine the need for relevant personnel

peolicy changes in Marxitime Command (MARCOM). A review of
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the turnover literature, background to the present study,
and develcpment of the CFAIQ and CFAMS will provide the
appropriate context for an examination of the findings of
the present research.

Scheduled versus Unecheduled Turnovex

The study of employee turnover or attrition, as it
is sometimes called, has been a major area for research
in industrial/organigational psychology for many years.
Scheduled or predicted employee turnover is a fact of
life in all organizations and has the potential for
positive individual and group consequences. For example,
studies by Dalton and Todor (1979) and Staw (1980)
exanined a number of ways in which scheduled turnover can
contribute to organizational effectiveness through the
infusion of new technolegy, variety, reorganization, and
disruption of entrenched bureaucratization. These
positive consequences are a function of the nature or
type of business, technoleogy inherent in the business,
quality of recruits relative to leavers, the position
levels involved, opportunities for organizational change,
and the amcunt or rate of turnover.

Unscheduled turnover, however, hae a greater
potential for negative organizational and individual
consegquences, 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 compulsory retirement age. Although
money and other costs are incurred to replace both the
scheduled and unscheduled leaver, the disruption to the
organization caused by the unscheduled leaver may
oftentimes be more seriocus. A model for the wmeasurement
of human resocurce replacement costs has been put forward
by Flamholtz {(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 wvacant position during search ({indirect costs).
Moreover, unscheduled or otherwise, high rates of
turncver may disrupt performance (Mobley,1582), social
and communication patterns {Price, 1977), and morale
{(Mobley, 1977; Steers and Mowday, 1981).

Like any other large organization, the Canadian
Forces {CF} have a vested interest in the organizational
and individual consequences of turnover. Tc this end,
the Canadian Forces Personnel Applied Research Unit
{(CFPARU) has develcped the CFAIQ as the primary attrition
monitoring device of the Canadian Forces CFAMS (Lyon,
1987; Parker, 1992). Briefly, the CFAIQ has been
deasigned to monitor voluntary attritiom (unscheduled
turnover} patterns and identify potential attrition
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problem areas within the oxganization. The resporses of
voluntary leavers are examined in the aggregate to
analyze those factors thought to be related to the
attrition process and to describe the chavracteristics of
voluntary leavers. The form, content and development of
the CFAIQ will be discussed in detail in a later section.
Until now, the utility of the CFAIQ as an attrition
monitoring device has not been tested.
Backaround 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-sguare = 29.419, df = 1, p < .01).
Montgomery used the Wheel Questionnaire {Shalit, 1985)
and the Fleet School Attrition Survey (Lyon, Montgomery
& Martineau, 1589) to assess the attitudes of both groups
while in navy occupation (QL3) traiming. 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 down by language group, a total of 144
{82.75%) Anglophones remained in service, while 30
{17.25%) had voluntarily left. Of the Francophones, 28
{46%) remained, while 33 (54%) left. These results
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confirm the notion that Francophones voluntarily leave
navy occupations at a higher rate than do Anglophones.
*In fact, the rate of attrition for this sample is even
higher than the rate the navy had reported for earlier
groups® {Montgomery, 19%i;pp 41).

Although implemented 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 CFAI{Q data are available for the

examination of these guestions.

Job Satisfaction and Turnover

In an effort to respond to industries’ concern over
the costs related to loss and replacement of perscnnel,
many early studies cf employee turnover focused on the
relationship between overall Jjob satisfaction and
turnover. The bulk of the early work, however, was
conducted without a theoretically based model to guide
the investigation of the turnover process. Brayfield and
Crockett (1955}, for example, peinted to serious
methodolegical problems in most of the turnover research
up to that time. The most critical deficiencies were in
the area of reliable and independent measures.
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The first model of the turncver process was proposed

by March and Simon {1958). In this
inducementse/contributions model, they suggested that the
individual weighs the benefits {inducements) and
drawbacks {contributions) offered by the current ijob
such as salary, promotion opportunities, 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
indi-vidual was more likely to stay. 1f, on the other
hand, the balance was in favour of job alternmatives then
the individual might choose to leave. This relationship
between inducements and contributions represented the two
major factors in the model: ({1} the perceived
desirability of leaving; and (2) the perceived ease of
movenent from the oxganization. The perceived
desirability of movement was thought to be influenced by
the individual’s level of job satisfaction plus the
perceived possibility of interocrganizational transfer.
The primary component that influenced the desirability to
leave was the individual’s conceptualization and
perception of employee satisfaction with the job. 1In
this form, the model represented an important theoretical
advance and continues to influence turnover research

today.
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Vroem (1964) reviewed several studies which
supported the relationship between job dissatisfacticon
and turnover. According to Vroom, the probability of
somecne 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 cutcomes not obtainable
in the present job and the expectancy 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 & Steexs, 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%}. 1In addition,
many researchers felt overall job satisfaction was
conceptually simplistic and looked to other variables
such as pay, promotions, supervision, and peer group
relations to predict individual-level turnover (Mobley,
1982). The study of each of these variables separately
laid the groundwork for the development of the major

conceptual models of turnover.
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Satisfaction with Pay

The evidence dealing with a relationship between pay
satisfaction and turnover is mixed. For example,
Federico, Federico and Lundquist {1976) in their sample
of 96 Credit Union females found tnat higher salary was
associated with longer tenure. Howeverx, higher szlary
and the difference between expected and actual ealary
were associated with shorter tenure. In a study which
examined the pay attitudes of 349 Certified Public
Accountants, Hellriegel and White {1973) discovered that
sleavers® had more negative attitudes toward pay than
*stayers® and also reported significant increases in pay
on rheir new jobs.

In their study of 77 entry-level public acency
employees, Koch and Steers {1978) found no relationship
between satisfaction with pay and turnover, Other
studies examining hospital employees (Mobley, Horner, &
Hollingsworth, 1978), nursing home employees (Newman,
1974) and clerical insurance company personnel {Waters,
Roach, & Waters 1976} have found similar gnon-
relationships between pay satisfaction and turpover.
Satisfaction with Prosotions

There is 1little evidence to suggest a strong
relationship between satisfaction with advancement or

promotion and turnover (eg. Kraut, 1975; Xoch & Steers,



i3

1978} . However, Marsh and Mannari {(1977) in their study
of 1,033 Japanese slectrical company workers did report
a low negative correlation of -.22 between perceived
chancesg of promoticn and turnover.
Satisfaction with Supervision

In general there is moderate support for the
negative relationship ©between satisfaction with
supervision and turnover {eg. Bellriegel & White, 1973;
pansereau, Cashman, & Graen, 1974). Similarly,
leadership has been significantly related to turnover.
Graen and Ginsburgh (1977} suggested the focus of
supervision research shift to the leader-member exchange
rather than a continued reliance on generalized
supervision affect measures.
Satisfaction with Pear Group Relations

There is little evidence for a relationship between
group relations and turnover. This is most likely due to
the general methedological problem of measuring task
interaction and other group processes. {Marsh & Manpari,
1977; Newman, 1974; Waters, Roach, & Waters, 1976}. Only
one study reported a significant relationship between
satisfaction with co-workers and turnover {Kcch and
Steers, 1978) and even then only a wminor effect was

found.
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Sumnasry

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 employee turnover process
{eg. Mobley, Griffeth, Hand, & Megline, 1979). This has
led to the developrent of several major conceptual models
which attempt to account for the complexity and
interaction of many other variables thought related to
the tumrnover process. Two of these models have been

applied to the problem of military turnover or attrition.

The Aizen and Fishbein Model of Reasoned Action is

effective in predicting a wide range of behaviours such
as academic achievement {Ajzen & Madden, 1985}, weight
loss {Schifter & Ajzen, 1985) and contraceptive behaviour
(Fisher, 1384). Several studies have also used the model
to predict turnover intentions and behaviour {eg. Newman,
1974 ; Prestholdt, Lane and Matthews, 1987; Bradley &
Paunonen, 198%; Montgomery, 1991).

The Model of Reasoned Action (MRA} (Ajzen &
Fishbein, 1580) followed from the authors' research on
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how attitudes influence behavicur in choice situations.
The model purports to explain how the choice of behaviour
can be predicted from attitudes toward the target
behaviour and from social pressures to perform the
behaviour (Figure 1),

The major idea of the model is that an individual’'s
intention to act is the best indicator of what an
individual will do in a choice situation. 1If the measure
of intention to act closely corresponds with the
behavioral criterion and if the intentions are stable,
then the intentions will predict subseguent behaviour.
Behaviour, therefore, is determined by the individual’'s
intention to act. The intention to &sct, in turn, is
influenced by two separate sources: the individual’s
attitude towards the action, and the normative influence
isocial pressure) to act. Attitude, in the model, is
defined as an affective evaluative response. The
normative influences are subjective porms and refer to
the individual's perceptions of how pecple who are
important to him or her {(referents) feel he or she should
act. The extent to which attitude and subjective norms
wiil influence behavioral intentions will vary f£from

gituation to situation.



Attitude
towards the
behaviour
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Figure 1,

The Ajzen and Fishbein Model of Reasoned

16

Action, Source: Ajzen, I., & Fishbein, M.

{1980} . Upderstanding attitudes and
. Englewood
Cliffs, NJ: Prentice-Hall.
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Bradley and Pauncnen (1989} used the Model of
Reagoned Action (Aizen & Fishbein, 1980) as their
methodological framework to examine the determinants of
medical officers’ intentions to leave the Canadian Forces
(CF). Attitudes toward remaining in or leaving the CF
predicted the intentions of 328 medical officers.
Montgomery {1991) used the MRA in conjunction with
Shalit Sequential Appraisal Mcdel (Shalit, 1985) to
examine the attr'.tion and retention predictors for
Canadian Naval personnel. Intention to serve predicted
attrition bahaviour. In turn, beliefs about 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.

First described in the work by Mobley, Griffeth,
Hand, and Meglino (1979), the Expanded Turnover Process
Model builds on elements of existing research (egq.
Mobley, 1977} and attempts to capture the overall
complexity of the turnover process. The model has been
tested in several studies designed to examine military
attrition {eg. Youngblood, Mobley, & Meglino, 1983;
Mendes & Lyon 1984; Lyon, 1987; Parker, 1992). The model
graphically illustrates the multiple organizational,
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environmental, and individual variables associated with
turnover. The Expanded Turnover Process Model (Figure 2)
suggests that therxe are four primary determinants of
intentions to quit and, subsequently, turnover: {1} job
satisfaction-dissatisfaction; (2) expected utility of
alternative internal {to the organization) work roles;
{3) expected utility of external (to the organization)
work roles; and (4) nonweork values and contingencies
{Mobley, 1982).

Job Satisfagtion

The Expanded Turnover Procesa Model {(Mobley, 1982)
recognizes job satisfaction as a *highly individualized
evaluation that is dependent on individual differences in
values® (pp 125). Moreover, the model emphasizes that
satisfaction is a function of what the employee perceives
relative to his or her values rather than a function of
formal pelicy or management 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 impoxtant 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 work have been well documented {eg.
Hughes, 1968:; XKanungo, Gorn & Dauderis, 1976; Kanungo &
Bhatnagar, 1978; Wong-Rieger & Taylor, 1981). For
example, Xanungo and Bhatnagar (1978) examined the
achievement orientation and occupational wvalues of
Francophone and Anglophone youths {N=370) in their final
year of high schoecl (near recruiting age). The authors
found, consistent with previous research using adults,
that Francophone youths preferred setting difficult
rather than moderate goals for themselves, and relied
legs on task competence 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 compariscon to
Anglophones, Francophones tended to be more socially
dependent, more affiliative, and emphasized the
interpersonal climate at work and fringe benefits that
could provide them with a sense of security and
belonging.

In a study that examined the group membership values
in Anglophones and Francophones (N=80), Wong-Rieger and
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Taylor (1981) found differences in several areas. For
example, Francophones placed greater emphasis on their
cultural group and their personal groups had highly
similar value crientations relative to Anglophones. In
addition, Francophones’ own values were found to be
group-oriented and similar to those of all their groups,
whereas Anglophones’ own 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 study.
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 expectations about
future roles in the organization based on the work values
most important teo the individual. This is distinct from
satisfaction which is based on multiple individual values
and current perceptions. Expected utility of altermative
internal roles, on the other hand, is based on multiple
individual values and future expectations of policies,
practices, conditions and outcomes in the organization.
Such future-oriented expectations and evaluations are
based on: expected transfer possibilities; expected
promotions; expected changes in present job; expected
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changes in organizational policies, practices or
conditions; and/or expected transfer, promotion, or

turnover among other individuals (Mobley, 1982).

A third major determinant of turnover according to

this model is the individual’s expectation of finding an
attractive alternative job external to the present
organization. 1In this case, the expected utility of an
alternative job external to the organization is based on:
the employee’s important work values; expected attainment
of these values from the external +dob; and the
expectation of being able to attain the alternative job.
The model emphasizes a complete assessment 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 conditions
or opportunities {Mocbley, 1982). In addition, employee
perceptions of the rewards, outcomes, and conditions
available from external alternatives are useful

diagnostic information.
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Nonwork Values and Roles

In addition to satisfaction, expectation regarding
jobs internal to the organizations, and expected utility
of external jobs which are related to werk values, an
individual’s turnover intentions may also be related to
the degree to which the job or alternatives are perceived
or expected to facilitate or interfere with important
nonwork values or roles. For example, family
orientation, gecgraphical preferences, and religiocus and
social values will be interrelated with work-related
values for @most individuals. The different
organizational attitudes of dual-income and single-income
families (eg. Lamerson, 1987} is an example of the
influence of nonwork roles in the work force. The model
suggests that these nonwork values and roles require
detailed explanation i{f turnover is to be understood more
fully and managed effectively.

Summary of Nobley’s Model (1582)

The Expanded Turnover Process Mocdel (Mobley, 1982)
describes the relationships among individual,
organizational and extra-organizational factors, and
indicates how these factors might influence attitudes and
perceptions about work. Specifically, individual values,
attitudes and perceptions about the job and labour market
create expectations about one’s present job and about
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alternative employment, which, in turn, influence the
levels of satisfaction and attraction to the present job
and to possible alternatives. Subsequently, the levels
of satisfaction and attraction influence both an
individual’'s intention to search for altermative
employment as well as the intention to leave the current
job.

This comprehensive and complex 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 study addresses questions related directly to
CFAMS, and specifically the Canadian Forces Attrition
Information Questionnaire (CFAIQ), the influence of the
Expanded Turnover Process Model (Mobley, 1982} on the
development of the CFAIQ is discussed.

The Influence of Nobley’s Nodel (1982) on the CFAIQ

Guided by the Expanded Turnover Process Model
{Mobley, 1982) the CFAIQ {see Appendix; 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 attempts to capture the effects of
organizational, individual and extra-organizational

factors on employee 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 1 - REASONE FOR LEAVING;
Section 2 - CF/CIVILIAN CONPARISON;
Section 3 - ATTITUDES TONARD YOUR EXPERIENCE IN
THE CF;

Section 4 - PREPARATION FOR TRANSITION FROM CF TO
CIVILIARN LIFE; and,

Section 5 - BIOGRAPHICAL INFORMATION
Section 1 - Reasons Fox Leaving

This section of the CFAIQ measures specific
individual (eg., desire for more challenging work),
organizational ({eg., tco many postings), and extra-
organizational (eg., spouse unwilling to move to new
posting lccation) factors in the turnover decision.
These factors represent the initiating turnover variables
in the Mobley Model {(Mcbley, 1982) which influence
attitudes and perceptions about work and subsequent
turnover decisions. This section contains 46 items
selected on the basis of three criteria. It includes
past, present and future orientations; individual {(Table
1}, organizational (Table 2) and extra-organizational
{Table 3) variables; and represents important reascns
for leaving identified in previous research or
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identified by CF authorities as potentially important
leave considerations (Lyon, 1987).

Using a five point scale ranging from A - "Extremely
Important® to E - ®"Not True or of No Importance®,
respondents identify only the reasons that contributed to
their turnover decision. The number of items rated by
the respondent as having had at least "some importance®

in the leave decision provides an
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Table 1
Individual Varisbles

Work Challenge Freedom of Speech
Sex Discrimination Retraining Needs
Co-worker Relationships Responsibility
Job/Vocation Match Stress
Supervisor Relationships Interest
Credit for Work Lifestyle
Respect

Table 2

Organizational Variables

Postings Tools and Equipment
Compensation Terms of Service
Performance Evaluation Benefits
Retirement Policy Promotion
Physical Environment Time Away
Pay Safety Hazaxds
Hours of Work Job Security

Table 3

Extraorganizational Variadles

Attractiveness of Altermatives Family
Accommodation Distance from Work

Transportation

Source: Lyom, C.D.P. (1987). The CP Attrition
Bvaluation Plan. Willowdals, On: CFPARD
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indication of the variocus factors considered in making
such a decisien. In addition, respondents are asked to
rank-order, from among the 46 items, the three most
important reasons for their decision to leave the CF.
This response procedure identifies in order of importance

the three most often reported reasons for CF turnover.

As described by Mobley {1982), attitudes about one’'s
employment are formed by comparing current lifestyle and
work oppertunities with those available in other
organizations. These attitudes form expectations about
present and alternative job outcomes and influence the
employee’s intention to gquit and subseguent turnover
behavicur. The CF/Civilian Comparison section provides
information on three important questions: (1) whether
l1ife in the CF is perceived as favourable or unfavourable
in comparison to civilian life; (2) which aspects of CF
life are critically different from civilian life; and,
{3) whether the leaver’s views of military and civilian
life are consistent with his or her reasons for
requesting release. The items represent those important
work, social, emnvironmental or lifestyle factors which
are present in the CF and in Canadian scociety at large.

Oon a five point scale ranging from 1 - *Clearly
better in the CF" to § - *"Clearly better in civilian
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life®, respondents are asked to considexr 30 items that
are relevant to civilian and CF employment.

Each of the 30 items in the CF/Civilian comparison
section is also represented in the initial Reascns for
Leaving section sc that the respondents assessmants of

the attractiveness of civilian life can be compared with

their earlier stated reasons for leaving,

This section addresses directly the overall
satisfaction component of the model influenced by jodb
related perceptions and individual values {Mobley, 1982;}.
Poor perceptions 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 1 - "Very Satisfied™” to 5 -

"Very Dissatisfied®. Respondents consider 20 statements
dealing with general CF experiences such as training,
career management, and psay. This section provides the
organizational context for understanding the stated

reasons for leaving included in the initial section of

the CFAIQ.

This section of the CFAIQ examines the respondents
gearch for alternative employment or 1lifestyle and
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represents actual turnover behaviour as described in the
Mobley (1982} model. ite purpose is8 to provide
information about the individual‘s level of preparedness
for civilian life. It containe three parts: immediate and
specific second career intentions; intentions to pursue
academic upgrading or retraining; and job mearch or
civilian work plans.

Part one contains 7 items and assesses the
regspondent ‘s intentions to either obtain a job similar to
his or her current military occupation, enter a training
pregram, go into one’'s own business, or take full
retirement. Responses 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 upgrading or
re-training in preparation for transition. Respondents
are asked to anawer ‘yes’' or 'no’' to each item. The
frequency of ’'yes’ responses indicates the degree of
prior involvement in education and training. In
addition, each item progressively indicates a higher
degree of education and training involvement.

Part three contains 11 items ~nd examines job search
or civilian work plans. Similar to rart two, the

frequency of ’'yes’ responses indicates the degqree of
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involvemant in conducting a job search and also describes
job search activities. Knowing the extent the leaver has
prepared for another career assists in the interpratation
of the reasons given for regquesting a voluntary release.
Section 5 - Biograchical lnformaticn

The Biographical Information section contains 25
items and provides information that categorizes
respondents by important individual (eg., gander},
organizgational {eg., rank}, and extra-organizational

(eg., dependant children) variables {Table 4).
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Table 4
Biographical Variables

Rank Command

Military Occupation Release Data
Accommodation Leave Intention
Education Element

vIc Marital Sratus
item of Release Age

CFAIQ Completion Date Years of Service
Sex Terms of Service
Transportation Clearance Date
Primary Language Service Number

This section is used to identify subgroups of

leavers for comparison purposes; for example, the
relationship between number of years service, dependant
children and voluntary turnover in urban areas may be
examined. In addition, service numbers 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 comments or suggestions.
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The CFAIQ (Third Edition) is administered at 46 CF
locations, including all bases, staticns and units that
originate Release or Transfexr Notification {RTN} messages
{Parker, 1992). Base Personnel Selection Officers
{BPSO8s) 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 opportunity to voluntarily complete
the questionnaire:

{(4a) on request and entitled to an immediate annuity;
{4b} on completion of a fixed pericd of service;

{4c} on reguest for other reasons; and

{Sa) on retirement age. "In the case ¢f a 5 {a} release,
a long-term member with 28 yesrs of service may be
released voluntarily although he/she may have several
years of service remaining ® {(Lyon, 1987 pp.7).

Therefore, all voluntary {(unscheduled) leavers from
the commencement of recruit training until retirement
just prior to reaching the mandatory age limit are
afforded the opportunity to complete the
CFAIQ {Parker, 1992).
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Rotential of the CFAMS and the CFAIQ

According to Parker (1992}, ®The CFAMS, with its
CFAIQ, has the potential to provide sound interpretative
data concerning wvoluntary attrition. Combined with
biographic information, analysing the CFAIQ data provides
the means for isclating and examining the responses of
particular groups and allows for the comparison between
groups.”® {pp iv}. 1In his analysis of the potential of
the CFAIQ as an attrition monitoring device, Parker
(1992) examined a1l (N=4297 from all CF occupations)}
completed questionnaires collected between 10 July 1989
and 31 October 1981. This sample 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
appropriate types of analysis to address pocssible
turnover research gquestions. For example, the three moust
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 community {(13.9%}; and 3. too much time
spent away from home (11.1%). For Anglcpheones, the three
most important reasons for leaving were: 1. desire to

increase family stability by establishing roots in one
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community (17.0%); 2, desire to go back to school
{14.8%); and 3. desire for more challenging work (12.1%).

As another example, Parxrker {1952) found that when
agked to rate the importance of the statement "My role in
the military is undervalued/unappreciated in Canadian
society® (CFAIQ Section 1 item 46}, significantly
different response patterns emerged between officers and
non-commissioned members {Chi-sgquare = 4.444, degrees of
freedom =1, p < .05.). Non- commissioned members rated
this more important thar. did officers.

According to Parker (1992), "The variety of these
types of comparisons is limited only by the creativeness
of agencies needing the information. NDHQ and Commands
now have at their disposal the means to investigate and
analyze possible causes for attrition behaviour and

provide solutions to these preoblems.” {pp 30).

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 the resesarch questions posed
by MARCOM Headquarters. Specifically, "Do Francophone
sailors in the hard sea occupations continue to
voluntarily leave at a higher rate than do their
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Anglophone pears?®, and "Are Francophone sailors in the
hard sea occupations voluntarily leaving for different
reasons than their Anglophone peers?®.

Third, the study tested several important
relationships hypothesized in the Mobley Model (1982).
Hypotheges

Based on the information presented, it wae
hypochesized that:

1, The rate of voluntary turnover £or Francophone
sailors in the hard sea coccupations would be higher than
that of their Anglcphone peers;

2. Reflecting cultural differences, the underlying
dimensions which represent homogeneous groupings of
attrition factors would bs differsnt for Anglophones and
Francophones; .

3. The most important reascons for lesaving reported by
Francophone sailors in the hard sea occupations would be
differsnt from the most important reasons for leaving
reported by their Anglophone peers;

4. Francophone sailors in the hard sea occupations would
report that they wers mors dissatisfied with their C?F
work sxpsrience than their Anglophone peers; and

5. As predicted in the Mobley Model {1982}, language
would influence jodb-related pexceptions, expsotations
about one’s present Job and individual values. These
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variables would in turn influence satisfaction. Although
not addrsssed ip the Nodel, it was expsctsd that
education level would influence sxpsctations about cne’s
present jocb, individual values and expsctations about
alternatives. In addition, education level was sxpected
to influsnce satisfaction direstly {Figure 3).
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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 study had been previously
collected by CFPARU as part of normal operating
procedures. The data remained unanalyzed. The
hypotheses and models reported hers were not previously
examined within this data set.
DRata Bage

A test of the first hypothesis was based on all
personnel who weye Qualification Level 3 (basic
cccupation training) graduates of the hard sea
occupations between September 1987 and December 1992.
This sample was identified for examination for several
reasons. First, all veoluntary leavers during this pericd
would have the opportunity to complete the CFAIQ.
Second, occupation trained personnel with less than five
years s8ervice would have similar work experiences
compared to more senior sailors. This would have the
effect of increasing within-group homogeneity. Third,
this sample of sailors represented a ®turnover risk"
since higher rates of veoluntary turnover are often
observed with junior perscnnel (eg. Mobley, 1582). Thus,
the sample would be larger than one drawn from more
senior sailors. Finally, in terms of lifestyle and
leaving options, trainees and trained sailors were
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thought to be sufficiently different as to exclude the
former from the sample. That is, training is very
stressful and pcoor performing traineegs are sometimes
given the option to "voluntarily withdraw® {(voluntary
turnover) rather than leave as a “training failure®
{involuntary turnover). This practice has the potential
to confound the identification of "real* voluntary
leavers (QR&0 Article 15.01) and resulted in the
exclusion of hard sea occupation trainees £from the
sample.

The hard sea occupations include:
a. Naval Weapons Technician (NW TECH 065);
b. Boatswain (BOSN 181);

(¢}

Naval Signalman (NAV SIG 262);

v 3

Naval Acoustics Operator (NAC OP 273);

e. Naval Radio Operator (N RAD OP 274);

£. Naval Combat Information Operator {(NCI OP
275) ;

g. Naval Electronic Sensor Opexatoxr (NES OP 276):

h. Naval Electronic Technician-Acoustics (NE TECH
A 283);

i. Naval Electronic Technician-Communications (NE
TECH C 284);

4. BNaval Electronic Technician-Tactical (NE TECH

T 285);
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k. Naval Blesctronic Technician-Systems (NE TECH 8

286) ;

1. Marine Engineering Mechanic (MAR ENG M 312);

m. Marine Engineering Technician {MAR ENG T 313);

n. Marine Engineerxring Artificer (MAR ENG A 314};

o. Hull Technician (H TECH 321);

p. Blectrical Technician {(E TECH 331}; and

q. Marine Electrician (MAR EL 332).

The Oceancgraphic Operator (OCEAN OP 191) occupation
was excluded from the study because it is considered a
shore-based occupation.

Given these parameters, the CFTS data base produced
1,077 personnel records for examination. Cf this number,
213 personnel left wvoluntarily during the period of
interest. JInformation on each subject included their
course cocde and abbreviation, course serial, service
number, QL3 graduation date, gender, release date and
release reason. Release reason was presented as a
release item in accordance with Queen’s Requlations and
Orders article 15.01. The absence of a release reason
and release date indicated the subject was still serving
during the pericd of interest.

Tests of the remaining four hypotheses were based on
available CFAIQ data on those who had voluntarily left
the CF between QL3 graduation and December 1992, For the



42
purposes of this atudy, those members of the CF eligible
to complete tha CFAIQ were conasldered voluntary leavers
{Lycn, 1987). The CFAIQ data base was matched with the
available CFT8 data by service number for each member,
The integration of the data bases was needed to ensure
all those who were members of the hard sea occupations
during the period of interest and alsc completed a
guestionnaire were included in the study. This procedure
produced useable data for 94 leavers, 44.13% of all who
left. wWhen broken down by language, Francophones
comprised 36.17% of voluntary leavers (n=34), while the
Anglophones comprised 63.82% (n=60). Due to an
information processing error, the variables marital
status and gender were not available for examination
within this s=sample. This restriction will impose
limitations on the interpretation of some aspects of this
investigation.

Procedure

CPAIQ administration and processing was carried out
at all 46 CF locations that originate Release or Transfer
Notification (RTN} messages. Members were offered an
opportunity to voluntarily complete the CFAIQ as part of
the normal administrative procedures that occur
immediately prior to release {(end of service). Completed
questionnairss were collated and secured by the local
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Base Pai-sonnel Selection Cfficers {BPS0O) or Designated
Administrators and transmitted to CFPARU once per month
by service post. Once recsived by CFPARU, all CFAIQ
machine readable data were encoded and stored on the main
computer system for analysis.
Data Analysis

To test the first hypothesis, a 2X2 contingency
table crossing language by release date was constructed
for the entire data set (N=1077). Given the general lack
of power of non-parametric statistical tests such as Chi-
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=54) and then
separate analyses were conducted for Anglophones and
Francophones. As was propesed by Lyon (1987), factors
with eigenvalues of less than one were dropped. Items
with factor loadings of less than .5 were not used to
define the ¢£factors. For ease of interpretation,
orthogonal rotation of factors was used. To the extent
that certain dimensions or scales within the CFAIQ were
identified through the factor analyses, the internal
consistency {(coefficient alpha) of these scales was
examined. The influence of language on item responding
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was then examined uging discriminant function analysis.
For this procedure, factor acores derived from the
initial factor analysis were used as predictors. The
classification procedure was used to assess the
predictablility of group membership from item responses.

Toc test hypothesis 4, satisfaction scores for each
language group were derived by summing Section 3 items.
The group means were compared using a t-test {two-
tailed}.

To test important aspects of the Mobley Model
{1982), & path analysis using LISREL was conducted. For
this procedure, variable scores were 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
corralation matrix for these variables was then
constructed and used as the input for the path analysis
procedure. Based on theoretical and statistical isaues
{Kerlinger, 1986), the model was modified by the deletiocn
and addition of appropriate pathways.
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Hypothasis 1
Table 5 shows a comparison of the voluntary

attrition rates for both language groups. Involuntary
leavers {(Anglos = 57, Francos = §) were excluded from the
analysis. Over a third (34.4%) of the Francocphones who
joined the hard sea occupations as QL3s left the CF over
the five and a quarter yesars for which data were
examined. During the same pericd, 16.22¢ of the
Anglophones were released voluntarily, This difference
was statistically significant ({(Chi-square « 29.232,
degrees of freedom = 1, p < .01}. ‘Thus, Francocphone
sailore in the hard sea cccupations continue to leave

voluntarily at a significantly greater rate than do their

Anglophone peers.

Prancos 122 64 186
£5.59% 34.4%

Note. Chi-square = 29.232, degrees of freedom = 1,
pc.01. Cell percentages represent proportions
of row total.
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Hypothesea 2 and 3

To test hypotheses 2 and 3, a series of principal
componants factor analyses with orthogonal rotation were
performed through SPSS (Release 4.1) on 45 items of
Section 1 "Reascons for Leaving” of the CFAIQ. Orthegonal
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 ("] was offered a job with
less responsibility®) was excluded from all analyaes
because it did not produce any variation in response
cptions for Anglophones and only minimal variation for
Francophone respondents, Factor scores were computed and
saved for further analysis. Factor analyses were
performed for the entire CFAIQ sub-sample [N=9%4) as well
as for Anglophones (N=60) and Francophones (N=34)
separately.

Four factors were extracted for the entire sub-
sample (both Anglos and Francos}. Items with factor
loadings of less than .5 were not used to define the
factors. This resulted in 17 variables not lcading on
any factor. All factors were internally consistent with
alpha values ranging from .68 to .83. This solution
accounted for 37.9% of the total variance. Although

scmewhat 1low, this can be explained in part by the
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moderate final communality estimates, which ranged from
a low of .32 to a high of .68.

Details of the 4-factor orthecgonal sclution 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 performance appraisal and equal
pay for equal work iesues). 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,
specifically, with respect to family issues (eg.,
separation from family, toco much time £from home and
spouse unwilling to move). Finally, factor 4 is related
to respondents’ expectations about obtaining alternmative
iobs {eg., offered more pay/responsibility, offered a job

with better security).
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Factor Loadings, Variance Accounted

Communalities for Reasons for Leaving

Qrthoaonal Solution. (N « 94)

ALem

Factor 1 - Job Related Pexceptions

Factor 2 - Expe

No credit for job well done
Unfair performance appraisal
Dislike physical work conditions

Do not get equal pay for equal work

Inadegquate overtime compensation
Work hours are too long

Younger members promoted faster
Discrimination

Difficulty living on earnings
Role undervalued/unnappreciated

Ceould not get postings wanted
Did not get along with co-workers
Do not use training and knowledge
MOC not transferable

Future postings unnattractive
Unlikely to get promoted
Unnattractive future work

Factor 3 - Individual Values

Factor 4 -

Separatiocn from family

Too much time away from home
Establish roots in cne community
Stay at home to raise family
Spouse unwilling to move
Conflict with spouses career

Offered more pay
Offered more responsible job
Offered jodb with better security

Attracted to job with better benefits

" 1D = Loading; COM = Communality.

for by
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Factors

and

Itema in Four-Factor

Variance

16.5%

7.3%

1D

.72
.66
.62
.60
.56
54
.53
.52
.52
.51

.66
.60
.55
.55
.53
.50
.50

.75
.72
.1
.69
.59
.53

.81
.66
.63
.62

oM

.59
.62
.55
.49
.53
.45
.59
5D
.39
.41

.48
.40
A0
.38
.32
.66
.41

.68
.67
.54
.49
A0
.33

.66
.46
.44
.66
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Through separate factor analyses, five factors were
extracted each for Anglophones and Francophones. For
Anglophones, all factors were internally consistent with
alpha values ranging from .69 to .82. For Francophones,
Factor § - Stress, vyielded a lower than acceptable
reliability coefficient, .51; the four other factors
ware in the acceptable range, .60 to .83. With a factor
loading cut of .5 {25% of variance} for inclusion of a
variable in the interpretation of a factoxr, 17 and 10 of
45 wvariables 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 Anglcphones and Francophones respectively.
For Francophones, final communality estimates for items
loading on factors ranged from .08 to .84. For
Anglophones, they were slightly lower: .03 to .71.
Loadings of variables on factors, communalities,
percents of variance and percents of covariance are shown
in Table 7. Variables are ordered and grouped by size of
loading to facilitate interpretation. Lecadings under .5
are replaced by zeros. Interpretive labels are suggested
for each factor in footnotes.
There was a strong similarity in the Job Related
Perception factors (Factor 1 for Anglophones and Factor
2 for Francophones) for the language groups. Factor 2
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for Anglophones and Factor 1 for Francophones, both
interpreted as Individual Values factors, were similar
but for the 5 additional variables that lcaded on that
factor for Francophones. Factor 3, Expectations About
Alternative Jobs, Factor 4, Supervision, and Factor 5,
Limited Future in Organization, for Anglophones had no
counterparts for Francophones. Similarly, Factor 3, Poor
Work Environment, Factor 4, Workplace Unfair, and Factor
S, Stressful Work, for Francophones had no counterparts
for Anglophones. Three variables (do not get egual pay
for equal work, attracted to job with better benefits,
and role undervalued/unappreciated) on Factor 3 for
Anglophones did show up on Factors 4, 1, and 2
respectively for Francophones, however. Similarly, one
variable {unlikely to get promoted) on Factor 5 for
Anglophones appeared on Factor 2 for Francophones.

These results indicate that the underlying
dimensions which represent homogeneous groupings of
attrition factors is different £for Anglophones and

Francophones.



Tabls 7

Factor Luadings, Communalities (L), Perceats of Variance and
Covariance for Principal Factors Extraction and Orthogonal Rotation
for Anglophones and Francophones on CFAIQ Section 1 Irems.

Anglophones Expncophones
item Fi. F2 E» E E £ EL E EX FEF4 ER
Youngur members 73 .00 .00 .00 .00 .61 .00 .7 .00 .00 .O0D
Cc-workers .72 .60 .00 .00 .0D .65 .00 .00 .70 .00 .00

Unfair Appraisal .66 .06 .00 .00 .00 .58 .00 .67 .00 .00 .00
Mo postings wanted .64 .00 .00 .00 .00 .55 .00 .00 .71 .00 .00
fost ings unpattrac .5% .00 .00 .00 .Q0 .37-.858 .00 .00 .0O .0OC
Rot use training .58 .00 .00 .00 .00 .25 .00 .00 .80 .00 .00
Unpattr future work.% .00 .00 .00 .00 .48 .00 .60 .00 .00 .GO
Too many postings .53 .60 .0 .00 .00 .50 .00 .00 .00 .0C .00
Too much stiess .52 .00 .00 .00 G0 .57 .00 .00 .00 .00 B2
fhys work conds .52 .50 .00 .00 .CC .€3 .5% .00 .00 .00 .CO
Wk hours too long .51 .00 .00 .00 .00 .51 .00 .00 .00 .59 ,QO
Separat from family.00 .73 .00 .00 .0C .59 .88 .00 .0C .00 .CO
Too much time away .00 .67 .00 .00 .00 .57 .7% .00 .CO .00 .00
Establish roots .00 .64 .00 .60 .00 .47 .74 .00 .00 .00 .00
Stay home raise fam.00 .57 .00 .00 .00 .33 .71 .00 .00 .00 .00
Cifered move resp .00 -.30¢ .00 .00 .00 .30 .0CG .00 .00 .00 .00
Offered wore pay .00 .00 .68 .00 .00 .66 .00 .00 .00 .00 .00
No equal pay .00 .00 .65 .00 .00 .60 .CO .00 .00 .71 .00
Job w/batter bfts ,00 .00 .63 .00 .00 .45 .52 .80 .00 .QG .00
Operating business ,00 .00 .59 .00 .00 .36 .00 .00 .00 .DO .00
Role undervalued .00 .00 .57 .00 .00 .43 .00 .73 .00 .00 .00
Incospatant suprvsr.00 .00 .00 .75 .00 .71 .00 .00 .00 .00 .00
Suprver no interest.00 .00 .00 .68 .00 .65 .00 .00 .00 .00 .00
No offer re-angage .00 .00 .00 .00 .85 .76 .00 .0O .00 .00
No operational rele.CO .00 .00 .00 .78 .65 .00 .00 .00 .00 .G0
Avoid compulsyy yel.00 .00 .00 .00 .6% .70 .00 .00 .00 .00 .00
Unlikly to get prom.00 .00 .00 .00 .60 .65 .00 .73 .00 .00 .00
CIit Spse’a career .00 .00 .00 .00 .00 .22 .61 .00 .00 .00 .00
Children’s educatn .00 .00 .00 .00 .00 .03 .53 .00 .00 -.52 .00
Spse unwilling move.00 .00 .00 .00 .00 .48 .51 .08 .00 .00 .00
Take advtg pen/sal .00 .00 .00 .00 .00 .30 .80 .00 .00 .00 .00
¥o credit for feb .00 .00 .00 .00 .00 .46 .00 .73 .00 .00 .00
More challpgng work,00 .00 .00 .00 .00 .14 .00 .62 .00 .00 .0O
Living on earnings .00 .00 .00 .00 .00 .15 .00 .60 .00 .00 .0O
Can’t get new MOC .00 .00 .00 .00 .00 .44 .00 .57 .00 .00 .00
Compagsionate circs. 00 .00 .00 .00 .00 .17 .00 .56 .00 .00 .00
Tonls and equimnt .00 .00 .00 .00 .00 .29 .00 .67 .00 .DD .00
Medicsl cat limits .00 .00 .00 .00 .20 .03 .00 .00 .00 -.5% .00
MO pot transfrblse .00 .0D .00 .80 .00 .33 .00 .00 .00 -.78 .00
Going bek te stheel .00 .00 .00 .00 .00 .20 .00 .00 .00 .62 .00
Digerimination .00 0D .0C .00 .00 .33 .00 .00 .00 .37 .0D
Inadegte ovrtm comp.O0f .00 .00 .00 .00 .56 .00 .00 .00 .00 .64

% of variance 16.6 8.2 7.8 &£.2 5.9 16.7 14.2 10.5 5.2 7.3
% of covariance 37.1 18.3 17.4 313.9 13.2 28.8 24.5 1B.1 35.9 12.6
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Factor ladbels:

Anglogbonea
Fl Job related perceptions
¥F2 Individual values
F3 Expectations about alternatives
F4 Supervision
F5 Limited futura in organization

Fl Individual valusa

F2 Job related perceptions
F3 Poor work envirooment
F4 Unfair workplace

4 Styess
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Y

.62
.52
.75
.64
.38
.53
.50
.40
.70
.55
.53
43
.71
.64
.72
.58
.87
13
.77
.29
.63
.59
.21
.38
.35
.08
.66
.60
.88
+56
.65
.74
.53
.53
.48
.50
.64
-48
.69
.70
.75
.67
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Moreover, the factor accounting for the most variance
(16.6%) in the attrition behaviour for Anglophones is
related to their perceptions of the present job., 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 most important reasons for leaving are

different for Anglophones and Francophones,

To determine whether group membership {Anglophone or
Francophons) could be predicted £from the four factors
derived from the initial factor analysis (N=<%4)}, a direct
discriminant function analysis was performed. Predictors
were Job Related Perceptions, Expectations About Present
Job, Individual Values, and Expectations About
Alternatives.

Of the original 94 cases, 20 had missing data.
Missing values were replaced by the variable mean for the
purposes of the analysis. No cases were identified as
ocutliers. For the purposes of the analysis, evaluation
of assumptions of linearity, sample size, and
multicollinearity 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 Anglophones and Francophoneg (Chi-
square = 20.327, df = 4, p<.01). The loading matrix of
correlations between predictors and the discriminant
function, as seen in Table 8, suggests that the best
predictors for distinguishing between Anglophones and
Francophones are Expectations Abcut Alternatives (.73)
and Expectations About Present Job (.68)}.
For the classification procedure using all 94 cases,
56 {93.3%) Anglophones were classified correctly,
compared to 38 (63.8%) that would be 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, £9.15%
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

behaviour.
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Correlation of
pPredictor variables

Predictor with discriminant
¥Varisble function
Job Related Perceptions .56
Expectaéions About Present Job .66
Individual Values ~.13
Expectations About Alternatives .73
Canonical R .50
Eigenvalue .34

Predicted group membership
Exranco

Actual Group Cages Anglo

Anglophone 60 56 4
93,3% 6.7%

Francophone 34 25 9
73.5% 26.5%

Percent of "grouped" cases correctly classified = 69.15%
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Hypotheads 4
To test Hypothesis 4, satisfaction acores for each
group were derived by summing the scale scores {1 "very
satisfied" to § *"very digsatisfied®) on Section 3 -
Attitudes Towards Your EBxperience in the CF. As can be
seen in Table 10, an independent t-test (te-2,183,
df=91, ©p<.05, two tailed) revealed significant
differences between group means. That is, on average,
Anglophones reported they were more satisfied with their
CF work experience (lower group mean) than did

Francophones.

group N Mean 8D | 4 df B
Anglo 60 54.22 15.74
-2.183 91 .032

Franco 33 61.52 14.73

Note. Two-tailed test.

Hypothesis S
A partial test of the Mobley Model (1982) was

conducted using a confirmatory path analysis through the
SPSS version of LISREL V11l. For ease of interpretation,
not all pathways predicted in the Mobley Mcodel were
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entered in the f£irst submission (Figure 3). Based on the
four latent variables derived from the initial factor
analysis (N=94), 9pathways chosen for inclusion
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.

1

2

3. INDIVALUE .3 2% --

4. EXPALTERN .40 .33 .18 -~

5. BATIBFACT -.43 -.37 05 .08 --

€. PLANGUAGE -.42 ~.35 -.04 -.33 .22 .-

7. EDUCLEVEL 23 -.01 -.0% .23 .01 -.Q7 --
» 37.68 27.9% 21.22 16.99%9 56.82 1,36 15.5¢
8D 8.97 6.14 6.57 4.04 15.71 .48 5.29

JOBRRELFER = Job Ralated FPercepticns; EIPRESJCR » Expectat iong About
Present Job; INDIVALUE « Individumsl vVslues; EXPALTERN » Expoctations
Abcut Alternatives; BATISFACT » Satisfaction; PLANGUAGE - Primury

Language; EDUCLEVEL = E£ducation Level {Ne«94).
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The f£irst model submitted for analysis did not
provide an adeguate fit to the data, Chi-sguare (df =« 3,
N « 9%4) = 55,13, p<.001 (see Table 12). Using the
maximum modification 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 = 6, N »

94) = 5,89, p>.4.

df L
Null Model 55.13 ot 4 6.325 .847 .5213 168 -= .-
Model 1 32.03 000 8 4.003 .912 .&9] +A56 419 414
Model 2 i5.77 027 7 2.253 .9%7 .B26 .0se .74 LI02
Model 3 $.89 .43% 5 .98 .¥82 .913 .039 .853 1.00)
Model 4 8.72 . $41 12 810 .371 .§231 1 .823 1.03

'srz = Goodness of Fit Index; AGFI = Adjusted Sootdness of Fit Index;
mnga- Root Mean Sguare Residual; NPI » Normed Pit Index; TLI = Toex
lewis 1 x.
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As can be seen in Figure 4, Model 3 includes
significant pathways from Job Related Perceptions to
Expectations About Present Job, from Job Related
Perceptions to Individual Values, and from Job Related

Perceptions to Attractiveness of Alternatives.

4 JOB RELATED
PERCEPTIONS

SATISFACTION

{

EDUCATION K|
LEVEL
EXPECTATIONS
ALTERNATIVES
. 044 ns__

Figure 4: Model (3) suggested by Path Analysis.
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For esase of intexpretation, all possible direct
effects were calculated with the removal of those
pathways that were non-significant {g«,05, two-tailed}.
As can be seen in Figure 5, this procedure resulted in
the deletion of the paths {rom Language to Expsctations
About Present Job and Individual values and from
Education Level to Expectations About Pressant Job,
Individual Values, Expectations About Alternatives and

sSatisfaction.
EXPECTATIONS
PREEBENT JOUB
X
. 508 RELATED SATISFACTION
PERCEPTIONS

Figure 5: Modified Model {4) with nun-significant pathways removed.
* p<.05
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As can be seen in Table 12, the revised model {(Model
4) provides a much better f£it to the data than the
original model, Chi-square (df = 12, N = 94} = 9,72,
p>.64 . Since pathways were deleted as well as added to
the modified model, the two models are not nested and a
decrease in chi-sguare {9.72 vs 55.13), along with
improvements on all the other fit indices, is evidence
for the superiority of the modified model.

The structure of the modified model (Figure S} lends
strong support to Mobley'’s Model (1982). As predicted by
Mobley, Job Related Perceptions influence directly
Satisfaction and Expectations About Present Job.
However, direct effects of Job Relatea Perceptions on
Expectations About Alternatives were found where only
indirect effects were hypothesized by Mobley. 1In
addition, direct effects of Job Related Percepticns on
Individual Values were found where none were hypothesized

by Mobley (1982).
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Discussion

In general, the results of this study support
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 bshaviour for this sample of respondents.
When broken down by language, however, prediction of
group membership by item responding is much more accurate
for Anglophones than Francophones. Each hypothesis is
considered in greater detail below, fellowed by a
disc.ission of the limitations of the present study.
Finally, considerations for <future research and

conclusions are presented,
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Hypothesdis 1:

The results of this study reveal a significantly
higher voluntary attrition rate for Franccphones. These
findings are consistent with those of previous studies
{(=g. Montgomery, 1951; Bender et. al., 1992). Although
Montgomery’s (1991} study included both trained and
untrained personnel, other similarities between the
respective samples {language, occupation, place of
training and duty, etc.) warrant a comparison of research
results. Recall that in her sample of hard sea personnel
{N=237}, Montgomery found a 26% veluntary attrition rate
for Anglophones versus a 54% rate for Francophones over
a three-year period. This parallels the present study
{N=1077, over a 5 year pericd), which found a 16.2% rate
for Anglophones and a 34.4% rate for Francophones.
Although the present findings indicate lower rates of
voluntary attrition for both groups of trained sailors,
between-group differences remain significant. In
comparison, Berder et. al. foind rates {14% for
Francophones and 7% for Anglophones) over a three-year
period that were lower than those found by Montgomery
{1991) or the present study.

¥hile all three studies report significantly higher
attrition rates for Francophones, the actual rates are

quite different. W#When cone examines the respective study
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samples, however, this apparent discrepancy in findings
makes sense. That is, Montgomery {19%1) used both
untrained and trained sailors with 3 years or less
service in her sample. During this initial periocd of
service, attrition is expected to be at its highest
(Mobley, 1982}, In the present study, only trained
sallors with up to 5 years service participated, Thus,
lower attrition rates can be seen to be related to
increased seniority. This appears to be confirmed by
Bender et. al. {1992} whose sample included all trained
personnel up to retirement age. Although Bender et. al.
{1992) report lower 1rates of attrition overall,
differences between Anglophones and Francophones xemain
striking. In all three studies, the Francophone
attrition rate was double the Anglophone rate.

No other coccupational group fland and air
occupations) experiences the differential rates of
voluntary attrit.on found between Anglophones and
Francophones in the hard sea occupations. Pinch {(1989)
suggests the problem for Francophones in the hard sea
occupations lies in *linguistic and environmental
discontinuity® (pp 24). Since Francophone NCMs undergo
both basic and language training at St. Jean, PQ, they
arrive at their environmental destinations unprepared for
the reality of training and work in predominantly
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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 among the most spartan to be found anywhere,
and substantially inferior to those enjoyed at
Francophone recruit and language schools.® {(Pinch, 1989;
pp 24).

The known value differences between Francophones and
Anglophones with respect to work perceptions {eq.,
Hughes, 1968; Kanungo, Gorn & Dauderis, 1976; Ranungo &
8hatnagay, 1978; Wong-Rieger & Taylor, 1981} may also
exacerbate these problems. For example, the “double
shock® of language and environment may negatively
influence the esteem and social needs, reported to be
stronger for Francophones than Anglophones {eg. Kanungo
& Bhatnagar, 1978). Moreover, since Francophones place
greater emphasis on their cultural group than Anglophones
{eg. Wong-Rieger & Taylor, 1981}, training and employment
in an organization heavily steeped in British traditions
may be disorienting for them. With respect to the
present study, the influence of individual values on
reasons for leaving reported for both groups 1lends

support to these arguments and will be discussed next.
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Hypotheges 2 and 3:

The underlying dimensions  which represent
homogeneous groupings of attrition factors were different
for Anglophones and Francophones. Five factors were
extracted for each group. When compared, two were similar
but of different importance and three in each had no
counterparts in the other group. For Anglophones, in
descending order of importance, jcb related perceptions,
individual values, expectations about alternatives,
supervision and a limited future in the organization
emerged as factors influencing leaving behaviour. For
Francophones, individual values, job related pexceptions,
pooOr 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 Francophones as the
most important reasons for leaving compared to Jjob
related issues as cited by their Anglophcone peers.

These results appear consistent with those found by
Parker {1992). 1In his examination of the entire CF CFAIQ
data set to that time (N=4237), Parker found that of the
five most frequently reported reasons for leaving for
Francophones, three were related to family issues: desire
to increase family stability by establishing roots in cne

community, too much time spent away from home, and desire
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not to be separated from family. Alternatively, of the
five reascns reported as most important for Anglophones,
four were related to job related issues: desire for more
challenging work, lack of credit for job well done, work
performance not evaluated fairly, and future postings in
MOC unattractive because of nature of work.

It appeaxs, then, that family related issues carry
the most weight in the exit decision making process for
many Francophone sailors and may account for some or most
of their higher attrition behaviour discussed earlier.
This seems reasonable since all hard Bea 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 difficuilt to
integrate into these primarily Anglophone communities.
Each of these military communities serves as a microcosm
of the society from 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;65) points out,
"Francophones bring differences to the CF that are
emphasized by the fact that they are in many cases

encountering a bilingual environment for the first time.
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Not only is it new to them, but also it is often
hostile®*. Moreover, spouses and dependants, who speak
predominantly or only French, are left behind when the
member is at sea, often for months at a time. This,
coupled with a perception of an unfair and stressful
workplace, may push Francophones into exit decisions more
often than their Anglophone peers.

While the implementation of several programs such as
Second Language Training {SLT) for members and family
support centres have led to greater understanding between
groups, the results of this study indicate the need for
an increased focus on family integration issues. For
example, units might hold regular “cpen house® events or
structured family briefings. This would have the effect
of informing people while, at the same time, creating a
network of community contacts. In addition, SLT for

spouses should be more available as a base sexvice.

While the 1reasons reported for leaving were
different between groups, the results of the discriminant
analysis indicate that the gquestionnaire is doing a
better job identifying leaving reasons for Anglophones
than for Francophones. The low ability to predict
Francophone group membership from item responding

indicates missing elements in the current form of the
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guestionpnaire., Rather than simply translating an 8nglish
form of the questionnaire for administration to
Francophones, the construction of the guestionnaire
should take into account known and hypothesized cultural
differences {eg., Kanungo & Bhatnagar, 1978; Wong-Rieger
& Taylor, 1981) as they relate to the aim of the
reseaxch. For example, items that carefully address the
interperscnal climate at work (Kanungo & Bhatnagar, 1978}
may be more meaningful as xeasons for 1leaving for
Francophones than Anglophones. Conversely, items which
examine individual achievements at work {(Wong-Rieger &
Taylor, 1581) as meaningful reasons for leaving for
Francophones should be given less weight. Focus garoups
made up of serving and former Francophone members could
serve to confirm these issues.

Hypothesie 4:

As predicted in the Mobley Model (1982), lower
levels of ijob satisfaction influence directly one’'s
intention to quit. It is implied, then, that the group
demonstrating the highest rate of voluntary attrition
will be the most dissatisfied with their work experience.
The results of this study are consistent with this
general prediction. Specifically, when Francophone group
satisfaction scores were compared to those for

Anglophones, Francophones reported more dissatisfaction
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with their experience in the CF. Again, in light of the
disproportionate Francophone attrition rate, this finding
makes sense. As suggested by Mobley {1982), attention
directed at problem areas could improve 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, lower levels cof satisfaction for
Francophones can be seen as a by-product of this problem.
In the context of the Mobley Model (1982), satisfaction
is viewed 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
community environments, this finding suggests that the
perceptions of members should continue to be monitored to
identify other possible problems areas.
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Hypothesis 5:

The modified model derived from the LISREL path
analysis resembles fairly closely the model proposed by
Mobley (1982). Specifically, the results of this studv
indicate that the primary language of the respondent
influenced directly job related perceptions. In turn,
jod related perceptions were found to directly influence
expectations about one’s present iob, individual values,
expactations 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 (F work experience {overall
satisfaction, reasons for leaving, attrition ratre, etc.).
As shown in the modified model, the influence of language
on job 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). However, taken in the context of the military
environment, some sense can be made of this pathway. The
indoctrination and socialization of service members 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 job environment. MNoreover, for young members,
this early periocd of indoctrination takes place in the
context of a "total institution® {accommodation, food,
work, sccialization, supervision, recreation, etc.}. In
fact, the aim of this period of indoctrination can be
seen as the instillment of values and behaviours that are
consistent with goals of the organigzation. Taken from
this perspective, this relationship between job-related
perceptions and individual values described in the
modified model makes sense and may reflect more
accurately the military organization than the civilian
one on which the Mobley Model (1982) was based.

Using meta-analysis (N=5,013) which included several
U.S. military samples, Hom, Caraniks-Walker, Prussia and
Griffeth (1992) alsc contested the generalizability of
Mobley’s Model (1982) to the problem of military
turnover. Specifically, these researchers found a closer
correspondence between 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 reenlistment
decisions within a clearly defined window of oppeortunity
that irreversibly commit them to multiyear membership.

In addition, the authors suggest that decisions to
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withdraw from the military develop relatively early and
remain more atable in comparison to civilians,

Because of the many differances that exist between
U.S. and Canadian military organizations, the findings of
Hom et., al. (1992} may not be applicable to Canadian
naval persecnnel. The importance of the study is that it
suggests the Mobley Model (1982) may be organization
specific. That is, while the structural components of
the model remain fairly stable across organizations, the
relative influence or even position of the individual
components may change according to the unique dynamics of
the organization under study.

The results of the present study appear to support
this view. The importance of the model derived in this
study is that it suggests changes in job-related
perceptions will ultimately change turnover behaviour.
For example, accurate information regarding occupational
duties and military lifestyle during the recruiting
process may reduce the dissonance between what is
expected 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
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a re-examination of the Realistic Job Previaw (RJP) will
be discussed in detail below.
Repearch ldmitations

The most pertinent limitation in this study concerns
the moderate to rather small sample sizes {N=9%4, Anglo
n=60, Franco, n=34) during a portion of the multivariate
phase of the analysis. In the case of the factor
analysis, for example, Kerlinger (1986) recommends five
cases for each variable as a general rule of thumb. By
contrast, Comrey (1973) suggests that in the case of a
solution with a few distinct factors, a sample size of 50
may even be adegquate as long as there are notably more
cases than factors.

Although the sample sizes used in this study were
somewhat low, eapecially in the case of Francophones,
they represented a substantial proportion {44%) of the
taxget population. In addition, the results of several
different analysis procedures were very consistent.
Nevertheless, inferences drawn from these analyses should
be made with care and confirmatory analyses should be
conducted when more data from this population become
avs ilable.

Secondly, missing data on the computer (£ile
prevented the use of some biographical variables which

would have been useful to examine. For example, since
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family related issues played an important role in the
turnover decisions of both groups, future turnover
research should contrel for relevant variables such as
marital status and gender. The inability to examine
these variables and their influence on turnover behavior
limits & more complete understanding of the process for
this sample of respondents.

Third, the present study examined Anglophones and
Francophones in the sea-going 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 Facter during the Factor
Analysis for either group in this study, thes~ variables
may be important in identifying meaningful 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.

Already in the third edition, the CFAIQ continues to

be revised on the basis of attrition research using its
ever increasing data base, Based on the findings of the
present scudy, three distinct issues should be conside:zed

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 inclusicn 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. 1In addition to
changes in the CFAIQ, a re-examination of the Realistic
Job Preview {(RJP) with emplasis on family concerns and
the support agencies availakle for Francophones should be
given serious consideration.

Itsm 21

During the early stage~ »f the factor analysis
(N=94), Item 21 {°I have been offerec 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 (N=60) reported that this
item was "Not True or of No Importance” in their decision
to leave. Similarly, only three of 34 Francophones
reported any degree of importance to this item. A
detailed analysis of thie 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.
Personality Variables

Increaringly, researchers have suggested
investigating possible personality variables that may
help explain even more variance in wvoluntary attrition
{eg. Spector and Michaels, 1986; Judge, 1993; Jenkins,
1993). One such construct is affective disposition. It
has 1long been argued {eg., Weitz, 1952} that job
dissatisfaction would be more predictive of turnover if
ir was considered in 1light of an individual’'s
predisposition to be satisfied with everyday life events.
In a recent study Judge {1993) hypothesized that
affective dispositicon moderates the relationship between
job satisfaction and vcluntary turnover. Judge (1993)
used a series of measures to test this hyporhesis
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 likely to quit. On the other hand, for

employees who were unhappy with most things in their
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lives, Jjob dissatisfaction was not a particularly
important factor in decisions to quit. This finding is
consistent with earlier work by Fisher and Locke (1992)
who suggested that those negatively dispeosed toward life
are less likely to translate job dissatisfaction into
withdrawal behaviours than are other individuals because
individuals with negative dispositions are not accustomed
to acting on the basis of their levels of ijob
dissatisfaction (which may be on par with how they feel
about the rest of their lives). Conversely, Fisher and
Locke {1992) suggested that individuals equally
dissatisfied with their 3jobs, but more positively
disposed toward life, may be guite active in changing
their work situations because job dissatisfaction is a
new and uncharacteristic state for them.

Anothey personality variable worth consideration is
the social psychological construct of self-monitoring
{snyder, 1%87). According to the concept of self-
monitering, individuals differ in the extent to which
they monitor their expressive behaviour and self-
presentation. Individuals high in self-monitoring act in
ways that are highly sensitive to situatiopal and
interpersonal cues to behavioural appropriateness; thus,
through regulation of their expressive self- presentation

they seek to promote a desired public image. low self-
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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-
monitoring to turnover was first suggested by a body of
research comparing low and high self-monitors in the
formation of, and commitment to, personal friendships
{eg., Snyder, Gangestad and Simpson, 1983).

An example of the self-monitoring construct in
turnoveyr research is offered by Jenkins (1993) who found
that previously unexpl-rined 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
among the variables of job satisfaction, organizational
commitment, differed for high and low self-monitors.
That is, commitment was a better indicator of intent to
leave among low self-monitors but job satisfaction showed
a stronger relationship among righ self-monitors.

Snyder’s (1987) 18-item Self-Monitoring Scale is the
most widely used instrument to measure the psychologicail
construct cof self-monitoring. Snyder {1987) reports an
iaternal consistency, or coefficient alpha, of .70 and
test-retest reliabilities have ranged from .71 for a 2.5-

month interval to .83 for a i-month interval.
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The Affective Disposition Survey and Self-Monitoring

Scale could be incorporated into a future edition of the

CFAIQ. Alternatively, they could be administered as a
separate document but simultanecusly with the CFAIQ.

A Transformed Rather Than Translated CFAIQ for
FPrancophones

Using the larger sample 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
meaningful turnover reasons for Francophones. The use of
focus groups of serving and former serving Francophone
members may lead to a revised form of the questionnaire
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 {(RJP} 1is an attempt to

provide job applicants with information about the

organization that paints a realistic picture (Wanous,
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1980). Not 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 complete information will result
in Dbetter matching, increased satisfaction and
commitment, and lower turnover. The Trtealistic
information can be transmitted through booklets, films,
videc-tape, realistic work samples, interviewers,
supervisors, other recent hires, and a combination of
these approaches.

Research on the effectiveness of RIPs have yielded
generally positive results. For example, in their review
of the RJP literature tc that time, Popovich and wanous
(1982} found that in 8% out of 10 studies, employce
turnover, on average, was 28% higher when RJPs were not
used. Although related to decreased turnover rates, RJIPs
have not been shown to effect job performance.

At present, the CF recruiting system employs several
techniques that, when combined, may be considered a RJP
approach (eg. Campbell, 1991; Miller & Ellis, 1986;
Ellis, Flynn & Zuliani, 1985;). The Canadian Furces
Career Information System (CFCIS) is a computer and
video-aided strategy of vocational counselling currently
in use in Canadian Forces Recruiting Centres (CFRCs).

Designed as an efficient way of creating realistic j;ob
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expectations, the CFCIS consists of 3 major components:
an orientation video (0OV} which provides a general
description of life in the CF; a series of Trade and
Lifestyle Videos ({TLVs) which provide wmore detailed
descriptions of the various occupaticns in the CF; and
the automated counselling component (ACC) which is a
computer interactive counselling system designed to
assist applicants in determining the military occupations
for which they may be best suited {Campbell, 1991).

Although much research has been conducted on the
CPCIS, the focus has been on behavioural and attitudinal
changes during the recruiting process itself (egqg.,
Hemsley, 1990; Miller & Ellis, 1986; Flynn, 1983) and not
on changes in subseguent turnover rates. One reason for
this approach in the research is offered by Miller and
Ellis {198s6). These authors suggest that economic
conditions tend to dictate attrition rates. "In a
depressed economic climate, both attrition and recruiting
rates are typically low because fewer people leave the CF
and need to be replaced. 1In these circumstances, job
dissatisfaction may manifest itself in poor performance,
or in increased numbers of reguests for trade
reassignment and remuster. Thus, the effects of a poor
match between individual characteristics and trade

regquirements can impact on wmorale, and on the
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effectiveness of the military socialization process, in
ways which may not be reflected in attrition rates.® {pp
3D0). It is clear, however, that economics do not account
for all of the variance in turnover. 1If this were the
case, economic forces would pull at Anglophones and
Francophones equally. While this may be true for other
occupational groups {land and air occupations; eg. Bender
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 between the
CFC1S and attrition should be undertaken. The aim of
this research should be to first identify these
relationships to act as a basis for the improvement of
existing programs or the impliementation of new ones.
Given the results of the present study, the CFCIS for
Francophones entering the hard sea occupations should be
reviewed to confirm all information is accurate and
special attention should be given to family related
issues and support services available in the

organization.
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Conclusions

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
Expanded 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 perceptiocns and subsequent

attrition behaviour of Anglophones and Francophones.

A re-examination of the Realistic Job Preview for
Francophones entering the hard sea occupations 1is
recommended as one possible sclution to attriticn
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
respondents. Finally, the integration of persocnality
measures with the CFAIQ may aid in the improvement of the

attrition monitoring system of the CF.
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DO NOT WRITE IN THIS BOOKLET

Septembor 0D

INSTRUCTIONS

The Canadian Forves (CF) is interested in the opinions of servive memburs, ke yourselt, whe huve
served in the miitary and are now retumning to civilban T The Canadian Forees Personned Apphied
Research Unit {(CFPARU) is gathering this attrition information from everyone wwhois heaving the CF on
8 voluntary basis.

This questionnaire package bs self~containad and consists of thiee paris: the questionnaise booklhd
which you are reading at present, a four page machine-readable answer sheeland o et envelope The
questionnalre comprises five soctions; each section has a cotresponding area on the ansaver sheat

Comments that you have concerning the questionnaire or your CF evprriences ase aleo of interest
Sections of the questionnalre have corresponding arcas on Page 3 of the anaser shet for wiitten
commnents, and page 4 is available for any genveral commients you wish o b

Once you have completed the questionnaire. put it in the envelope provided, seatthie envelope and
glve it to the questionnaire administrator or the person who pave vou the package Should van haveany
questions o nead clanfication after reading these instructions, or at any e while completing the
questionnaire, please ask for assistance from the person who is adminis-tering the questioniiie Ly o

Allindividual informiation from this study will be treated in strictest confidoner, The dataysthned
will be analyzed in groups and only summary findings will be provided 1o NDHOQ and the Connpants
for *1se in planning future personnel policies, programs and practice

Piease answer each item as honestly and thoughtfully as possible.

DO NOT WRITE IN THIS BOOKLET



SECTION 1

Reasons for Leaving

- w—— —erma ——— % o, v S % ek P

BSegin on Page 1 of the Answer Sheet.

We are interested in youe reasons fur leaving. The response areas for this section are located at the top
of Page Y onthe Answer sheet, and are labellod "Sectjon 1~ Part A” and "Section 1~ Part 8. There are two
steps to anywering this section,

’ PART A Read the first reason for leaving statement given below:

PIRECTIONS:  1)Xvide how important this reasen 's in your decision to leave the CF by selecting
the letter from the levels of Impcdance scale that most neatly matches how
fmpartant you belivve it was In your decision to leave. Show your responses by
finding the corresponding question number in the Section 1 - Part A’ arca of the
Answer Sheet, and blackening completely the letler representing the Jevel of
importance.

e < e Rariaie e mn . et mrteme s m e W o e MW bt o —

Levels of Impurtance Scale

A B C D E
Lxtremely Very Inportint Of ey Mot Triee or of
Important Important hportancy Nolmporiance

1 have had too many postings.

My CF carcer conflicls with my spouse’s career.

T want more challenging work,

{ am not being adequately compensaled for overtime.

My most recent military posting does not make goed use of my knowledge and training.
Future pusting in my MOC are unatiractive because of the nature of the work.
1 have difficulty living on what | earn in the CF,

1 was offered a civilian job with more responsibilities.

9. Postings are disruptive to my children's education.

10. 1do not get credit for a job well done.

11. 1have been discriminated against.

12. 1 was offered a civilian job with better job security.

13 Iwant 1o slay at home and raise my family.

13, T was attractend to a civilian Job with more fringe benefits.

15. My work performance is not evaluated fairly.

16, Younger service membaers get promoled faster than T do.

17. Feannot get the MOC T want,

R o o o o
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Levels of Importance Scale

A B C 1 ¥
Extremely Very Impertarn Of Some Not Trse or of
Important tmportant Imporeinye No brportancy

18. My hours of work are tov long,

19. My MOC is, or is becoming, obsolete.

20, 1 am spending too much time away from home.

21. 1 have been offered a civilian job with less responsibility.

22. Jam under too much stress.

23. 1don't expect 1o get an offer of re-engagement.

24. 1have not been provided with the tools or egstipment I nead tedo my job praopoly
25. 1dor’t like my physical work conditions,

26. My immadiate supervisor is not competont.

27. 1am not in a MOC that is useful for future civilian employiient

28. My supervisor lacks interest in his/her subordinates

29. | am unlikely to ge! promoted.

30. I want to increase my family stability by establizhing roots i some community
31. 1 have been offered a job that pays more.

32, 1do not get along with my co-workers.

33, Likely future postings are vnattractive because of their location.

3. 1 want to avoid compulsory release.

35, 1cannot get the postings 1 asked for.

36. 1am going back to school.

37. 1am taking full advantage of my pension and puotential civilian salary.
38. My spouse is unwilling to move 10 a new posting location.

39. 1do not want to work in a mixed gender unit.

40. ]do not want to work in an operational role.

41. 1am leaving because of rompassionate circumstances.

42. My career is limited because of my madical category.

43. 1am going into business for myself.

44. [do not want 1o be separated from my family.

48, 1am not getting equal pay for equal work.
46. My role in the military is undervalued /unappreciated in Canadian sodiety.



p PARTH Now that you have completed Vart A, re-read all of the reasons for leaving state-
DIRECTIONS:  mwnts. Choose only three of them that you consider to be your most important
reasons for leaving the CF. Go to the Sectlon 1 - Part B area on Page 1 of the
answver sheed. WRITE the number of the statement that Is your first most impor-
tant reasan fur leaving in the squares provided, then BLACKEN the numeris in
the circles which correspond to that Jeaving statement number. REPEAT this
procudune for the second mostimportant reason you have for leaving and, finally,
for the third most Important reason for kaving.

47. Comments: Havingcompleted the Reasons for Leaving section, are thereany factors not listed
that youconsider tubeother reasons fur taking your release from the CF? I so, write these other
factors in the additiona] reasons forleaving arva (Part A) on Page 3 of the Answer Sheet.

NOW TURN THE PAGE TO SECTION 2.



CF/Civillan Comparison

’ DIRECTIONS: Below is alist of factors which many CF service members coasider when divihing
to voluntarily loave the CF for civilian life. For each stalement, please indwate
whether you think the factor is better in the CF or better in civilian life, using the
five pointscale that follows. {Show your response by finding the question smmiwr
in the Scction 2' area on page 1 of the Answer Sheet and blackening comphetely
the appropriate numeral)

CFiCivilian Rating Scale

1 2 3 4 5
Clearly better  Somcwhat bolter Abod Somewtal botter Cheatly Botter
inthe CF in the CF the same i civilun dite b e

e T i

T

Opportunity for making friends at work.
Opportunity for Jeisure lime.

Protection against sex discrimination.
Work-related safety standards.

Rewards for job performance.

Opportunity for employer-sponsored travel.
Number of fringe benefits.

Opportunity for promotion.

Opportunity to develop new skills.

18, Opportunity for high salary.

11. Opportunity for desired amount of responsibility at work.
12. Freedom from unwanted overtime.

13. Fair performance evaluation,

14. Acceptable discipline and rules of workplace.
18. Choice of work location.

16. Job security.

17. Opporiunity to use major skills.

18. Protection against ethnic discrimination.

19, Overall lifestyle.

20. Opportunity for educational upgrading.

21. Participation in community affairs.

P RN e P



CF/Civilian Rating Scale

22 Frewdom of speech.

23. Opjonunity for additional part-time work.

24. Quabity of supervision and Jeadership.

25, Dasired work challenge.

26, Oppaortunity to establish rools in ones community.
27. Fqal pay for equal work,

28. Timw spent at home.

29, Pretection against Linguage discrimination.

30. Tools and equipment.

Ca.
—
-
fa
be |
,
-
L4

INOTE: The answer sheet may have extra response circles to allow for the ad
the future Jpnore these circles which do not bave corresponding statements )

NOW TURN THE PAGE TO SECTION 3.

i 2 3 4 5
Clearn better Somerwhat beiter Aot Somcahat betler Clearly better
in the Cl in the Ct th samy in civilian life in civilian life




SECTION 3

Attitudes Toward Your Experlence. fp qwg CF

) DirECTIONS:

Although earlier sections have dealt with yows actual reasons for leaving, thi-
section asks you to specify your attitudes and opinions towand the CF. Using the
five pointscaleshown below, indicate how satisticd dissatistiad ymtare witheach
factor, based on your experiences in the CF. (Show your response by finding the
question number In the Section 3" area of the Answer Sheet and blackening:,
completely the appropriate numeral that reflects your level of satisfaction/

dissatisfaction.)
Levels of Satisfaction/Dissatisfaction Scale
1 2 3 3 5
Very Somewhat Nettir Somional Verw
Satisfied Satisficd Satisfiod nor Dhoannd AR
Dissatisficd

1. Current MOC.
2. Postings.
3. Hours of Work.
4. Training.
5. Supervisors.
6. Job Tasks.
7. Career Managemient.
8. Advancement (promotion) Opportunilies.
9. CF Lifestyle.
10 Work Challenge.

11. Fringe Benefits.

12, Last Job Position,

13. Pay.

14. Physical Working Environs..ent.
15, Performance Evaluation.

16. Level of Responsibility at Work.
17. Relationship with Co-workers.
18, Your Work Accomplishments.
19. Variety in Work.

20. Overall Experience in the CF.

(NOTE Theansw.rsheet may havesome extraresponsecirclus toull o for theaddition of quetion:,

in the future. Ignore those circles which do not have corresponding stateizents )

NOW TURN THE PAGE TO SECTION 4.
6



BECTION 4

Preparation for Trapsitfon fr?m CF to Civilian Life

D rartA

This section asks about the plans that you have made for a civilian life, including

DIRECTIONS: school and training intentions, and employment preparations. (BLACKEN only

the one number in Section 4 - Part A that corresponds to the answer that most
closely matches your intentions.)

What are your immediate second career intentions?

(H
{0
3
4
{51
{t)
oy

Dv similar work as in your MOC?

Do different work than your MOC?

Go into your own business?

Take full retirement?

Attend a training course or return to school.

No immediate work plans.

Other. (Write your other Second Carcer Intentions in Part B on Page 3 of the Answer
Sheet).

{NOTE: The answer sheet may have 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 ashs about your school and/or training prepara-

DIRECTIONS: tions. (Find the statement number in Section 4 - Part B response area on Page 1 of

the Answer Sheet. BLACKEN either a 'Y for YES ora'N' for No.)

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

bR e B U o o ol

Talked seriously with friends about your educational/re-training plans?
Discussed your educational/re-training plans with relatives?

Talked with an academic/re-training counsellor?

Decided upon your major subject/training area?

Applied 1o a school/training program?

Been accepted at a school/training program?

Currently enrolled in a school /training program?

Finished a civilian trade, professiona) or academic course in the past two years?
Attained a civilian trade, professional or academic cestificate/diploma in the past two
years?



PARTC

Each of the following statements asks about your employment preparations.

DIRECTIONS: Find the statement number in the response ared for section 4 - Pant Con Page 1 of

the Answer Sheet. BLACKEN either a 'Y for Yes or a 'N' for No.)

In terms of your civillan wark plans, have you:

HW PN S

peb
r

Talked with friends or relatives about job lvads?

Taken part in the Second Carecr Assistance Network (SCAN) program of the CF?
Talked with a civilian job counsellor about job opportunities?

Prepared a carcer resumd?

Searched through job listings and newspaper want ads?

Contacted employment agencies?

Applied for any jobs?

Been interviewed for a job{s)?

Been offered a firm job position?

Accepted or begun working at a job you plan to continue temporarily after you leave
the CF?

Accepted or begun working at a job you plan to continue permanently after vou heve
the CF?

NOW TURN THE PAGE TO SECTION 5.



SECTION S

Biographical Information

. DIRECTIONS: ‘This section asks for biographical information. The information will allow
researchers to group data into useful categories. The intention is to use these
categories lo compare different groups of people who voluntarily leave the CF.

1. Today's Date:

Give today's date using the day/month/year format: for example, 3 June 1992 would be
03 00 92. (WRITE the numbers in the squares provided, then BLACKEN the numbers in the
circles that spexify the date.)

2. Your Retirement Leave Start Date:

Give your relirement leave start date/terminal leave start date using the day/month/year
format: for example, 13 Jure 1562 would be 15 06 92. (WRITE the numbers in the squares
provided, then BLACKEN the numbers in the circles that specify the date)

3. Your Release Date;

Give yourreleasedate using theday /month/ year format: for example, 30 August 1992 would
be 30 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 Occupation Code: (example - NCM 831, Officer 21A)

Give your MOC. WRITE the numbers foryour MOC inthe squares provided, then BLACKEN

the circled numbers and Jetter in the MOC response area of Page 2 that correspond to your
MOC.

NOTE:  NCMs blacken 3 of the circled numbers; officers blacken only 2 of the circled

numbers (leave blank the third circled number) and blacken only 1 of the circled
letters.

s Your element:

BLACKEN the circle that identifies your Element (Sea, Land or Air).



10.

i

!.'our rank level:
BLACKEN the circle that corresponds to your rank.

Your Occupation Qualification Level (OQL):

For NCMs, what is your current Occupation Qualification Level (OQLY? Should you have
an OQL other than those listed, write the OQL in Pant ¢ - Other (veupation Qualication
Level - on Page 3 of the Answor Sheet.) BLACKEN the QL cirele that matches your (X1

Your Command:

BLACKEN the Command circle that matches the Command in which you are anrently
serving.

Your Unit 1dentification Code:

Give your UIC. (You should have bevn given atist of all the UIOs for vour UF location Pleara
refer to the list to answer this question. If you are unvertain about your UIC. ash the question
naire administrator for assistance.) WRITE the numbers for your UIC an the saprares at the
top of the block and BLACKEN the circled numbers that comprive your Ul

Type of Unit

Give the type of unit in which you werc serving when yousubmitted your release revuet
(If you were serving in a type of unit other than those listed, write the unit namwe in Part 1) -
Other Types of Units - on Page 3 of the Answer Sheet.) BLACKEN the Unit Type cirdde that
corresponds 1o your present unit. Blacken only one.

Total Number of Years of Service:

Give your total number of years of service, including previous service and reserve time.
WRITE the numbers for your years of service in the squares at the top of the bluck and
BLACKEN the circled numbers that total your years of service.

Terms of Service:

Give your Terms of Service. (If you have terms of service other than those listed, write thety pe
of terms of service in Part E ~ Other Terms of Service - on Page 3 of the Answer Shiel.)

BLACKEN the terms of service circle that comesponds to your terms of service. Blacken only
one.

Decision to Leave:

Cive the length of time it took you to decide 1o lave the CF. BLACKEN the apprupriate
decision to leave time circle.

10



M.

18.

16.

17.

18,

19.

21,

Relgase Itam (QR&O 15.01):

Givethe QR&O 15.01 release item under which you are being released. BLACKEN the release
item circle that malches your release em.

Keasonable Action:

Could a reasonable action have prevented your leave decision? BLACKEN Yes or No in the
response block, then WRITE your comments reganding actions thatcould have prevented
your leaving in Part F - Reasonable Actions - on Page 3.

Pate of Birth:

Give your date of birth, Use the day/month/year format: for example 21 November 1960
would be 21 11 60. WRITE the numbers in the squares provided, then BLACKEN the numbers
in the circles that specify the date)

Maritai Status:

Give vour present marital status. BLACKEN the marital status circle that matches your
present marital status.

Dependant Children:

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

Sex:
State your sex. BLACKEN the circle that corresponds with your sex, male or female,

Your First Official Language:

Which do you consider your first official language? BLACKEN only the circle that corres-
ponds lo your first official language, English or French.

Your Highest Level of Education:

Give the highest level of education that you have completed. BLACKEN only the circle that
corresponds with your highest level of educational attainment.

Your Highest Level of Academic Accreditation:

Give your highest level of academic accreditation you have obtained. BLACKEN only the
circle that c orsespomls with your highest level of educational attainment.

11



25,

Reserve/Militla Intentions:

Do you intend to join the reserves or militia? Yes or No. BLACKEN theaprropriate nesponse
circle (Yes or No) then WRITE your commends regarding vour neserve infontions in Pant G -
Reserves/Militia Intentions ~ on Page 3.

Additional Information - Social Insurance Numbet/Service Numben:

This survey was about your reasons for leaving the CF, Your responses and thuse of othuts
who are Jeaving the CF will be the most valid and nellable sources of information we bave atwat
vohuntary relcase.

However, not all of the answers as Lo why service siembars leave can come from a quantion-
naire. There are other valuabiv sources of information in the CF that are relevant amd coukd
help us undersiand why you are leaving {e.g., posting history). This additional information
and your questionnaire responses wutld provide a more vomplete determination uf attrition
tauses. Tocompare your military background and other members whoars leaving, we g
that you provide your Social Insurance Numbwr/Servive Nundwer or SINSSN, vause the
SIN/SN is the only reliable link thatl exists across the Personnel information Matgs ot
System.

Find the SIN/SN response block. WRITE the numbers of vour SIN/SN in the squares
provided, then BLACKEN the circled numbers that specity your SIN/SN,

Your General Attitude Towands this Questinnnaize:

Knowing yuur attitude toward this guustionnaire will assist in its amemiment. BLACKIN
the questionnaire atsitude circle that matches your attitudy toward: this guestionnaire.

TURN TO PAGE 4 OF THE ANSWER SHEET

PART H - ADDITIONAL COMMENTS:

As part of the research work in determiring why members Jeave the CF, we ane interested

in your comments regarding the CF, your reasons for leaving, and your opinions about this
questionnaire.

Fage 4 of the Answer Sheet has been provided so that you con provide any further comments
or suggestions that you wish to give. Please write any comments in this area. Should the
space provided not be long enough, ask the questionnaire administrator for more paper.

———— e —

WE APPRECIATE THE TIME AND EFFORT YOU
HAVE TAKEN TO COMPLETE THIS QUESTIONNAIRE,
THANK YOU FOR YOUR HONESTY AND COOPERATION.
Lm_
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