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e Overview of recent DGMPRA research
related to the Primary Reserve

* Challenges with studies of the Primary
Reserve

 \Way Ahead: Primary Reserve Continuous
Attitude Survey 2010/11
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Introductory Remarks

• Introduce Self & DGMPRA

• As part of DGMPRA’s mission, we provide expert, objective, evidence-based advice developed from applying scientific and systematic methodologies to the subject of study.

• With respect to today’s discussion of the sustainment of the Primary Reserve, this research is aimed at providing leaders and decision-makers with attitudinal data related to a number of issues including operational employment, conditions of service (job satisfaction), and career intentions.




Recent Primary Reserve Research

e 2008 Focus Group Study
— Five locations nationally, 103 participants

e 2008 Primary Reserve Survey
— 3455 pers sampled, response rate 33.5%
— Mix of electronic & paper-and-pencil surveys

— Topics: Conditions of service, Attitudes,
Operational Employment, Support, Career
Intentions


Presenter
Presentation Notes
Response Rate: Slightly lower than comparable Reg F surveys, but on par with other recent P Res studies

Origin of the survey: A number of interested organizational stakeholders desired collection of information across a diverse number of topics in absence of any other central and recent data source.

• In 2007, DGPGP sponsored a very brief Reserve Force status questionnaire dealing mainly with availability for operational employment, a few career intentions style questions, and some demographic questions. 

• These results sparked broader interest in a more comprehensive study of the Primary Reserve in light of a relative paucity of Reserve attitudinal data compared to the availability of research involving Reg F personnel.

• In 2008, the original research team involved in the current study facilitated the development of the questionnaire through consultation with many stakeholders while simultaneously conducting focus groups across the regions in order to further shape the content of the survey.

• The survey was distributed in both electronic and paper versions and concluded in the fall of 2008, with a response rate of 33.5% (n=1158 participants).


Conditions of Service: Satisfaction

Work Climate [N - 5.

Current Job | /.35

Pay & Benefits | 4. 37

Career Progression | 4.12

Career Training | 4.12

Regulations & Services —3.76

1 2 3 4 5 6
1=Completely Dissatisfied, 6=Completely Satisfied
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• These six scales (between 3-10 items each) were adapted from the Canadian Forces Retention Survey and assess a number of dimensions of satisfaction with conditions of service. Rated on a six-point satisfaction scale (1=Completely Dissatisfied, 2=Dissatisfied, 3=Somewhat Dissatisfied, 4=Somewhat satisfied, 5=Satisfied, 6= Completely Satisfied)

• Examples of items within each scale include:
	- Work Climate: Respect received in work unit; Sense of cohesion in work unit; Fair treatment in work unit
	- Current Job: Resources; quality of tools/equipment; Feeling of meaningful work; experience in field of choice; recognition; job overall; etc
	- Pay & Benefits: Rate of pay; CF pension; TD benefits
	- Career Progression: The way job performance and job potential are linked to promotions; fairness of appraisal process (PER/PDR, etc); 	professional growth and development; Career overall.
	- Career Training: Quality & opportunities for common and environmental training, fairness in selection procedures, number and length of 	courses
	- Regulations and Services: Adequacy of explanations provided for personnel policies and regulations; bureaucracy in the CF; Availability of 	pers admin services; Overall quality of pers admin services

• Comparison with Regular Force on the same scales (P Res version of scales have been truncated/adapted in some cases, therefore not a statistically true comparison, but best we have at the present)

	• Source for comparison: CF Retention Survey. Retention in the Canadian Forces: 2008 Survey Results. Unpublished DGMPRA Research Report.
	- 17 occupations surveyed with 4,007 participants completing surveys. 

	 • Interestingly, satisfaction with the dimensions of conditions of service were reported to be slightly higher among Reservists than with their Reg 	F counterparts surveyed in the same year. Reg F personnel surveyed also reported the greatest levels of satisfaction with their Work 	Climate, and the lowest levels of satisfaction with CF Regulations and Services.

	- Work Climate: (Reg F, M=4.36)
	- Current Job: (Reg F, M=4.11)
	- Pay & Benefits: (Reg F, M=4.04)
	- Career Progression: (Reg F, M=3.64)
	- Career Training: (Reg F, M=4.18)
	- Regulations and Services: (Reg F, M=3.45)

	


Conditions of Service: Leave/Stay
Intentions

Work Climate | 3. 73

Current Job | 3.61

Pay & Benefits | 3.61

Career Progression [ 3.41

Career Training | 3.38

Regulations & Services [N 3.12

1 2 3 4 S

1=Influencing me to leave to a large extent, 5=Influencing me to stay to a
large extent
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• Influence to Leave/Stay was assessed on all the same Conditions of Service Scales where Satisfaction was assessed. Participants were able to indicate how each item affected their decision to Leave/Stay the P Res based on the following response options: (1=Influencing me to leave to a large extent, 2=Influencing me to leave to a lesser extent, 3=Not important enough to consider, 4=Influencing me to stay to a lesser extent, 5=Influencing me to stay to a large extent)



Link Between Satisfaction with Conditions
of Service and Leave/Stay Intentions

Correlations Between Conditions of Service Satisfaction Indicators and
their Unique Influence to Leave Scale

Conditions of Service Indicators - Influence to Leave Scale! (Sample
Satisfaction Scale Size)
Work Climate .72 (n=1106)
Current Job 17 (n=1123)
Pay and Benefits .68 (n=1112)
Career Progression .73 (n=1110)
Career Training .63 (n=1107)

Regulations and Services .72 (n=1110)

1. p<.01
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• A correlation analysis was conducted using both the satisfaction and influence to leave/stay variables of the six conditions of service dimensions. The analysis revealed, rather intuitively, that increases in satisfaction with all elements of conditions of service were positively associated with an influence to stay in the P Res. Correlations were statistically significant and the strength of each correlation ranged from moderate to strong.

• While these relationships require further study, and do not constitute a causal relationship, preliminary evidence would suggest that programs and policies that target improvement in the conditions of service indicators should also have positive associations with personnel’s intentions to remain in the Primary Reserve.
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Operational Employment: Willingness to
Deploy

e Strong majority (87.4%) reported
willingness to deploy within Canada

* Greater than two thirds (69.9%) reported
willingness to deploy outside of Canada

* Preferred deployment length was six
months, but less than a year (35.2%)
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• Caution: Stated intention to deploy not necessarily linked definitively with actual deployment behaviour



Top Five Influences on Decision to Apply
for a Deployment (incl. routine ops)

Would influence my decision to apply...
“Somewhat” or “A great Deal”

 Family Responsibilities: 67.2%

* Pre-deployment training too long: 52.4%
e Would disrupt my life too much: 38.7%

* Professional Obligations: 28.2%

e Concern about the risks: 27.7%
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• Survey included sixteen items for participants to assess as influences on applying for a deployment. When asked how would each influence your decision to apply for a deployment, participants were able to respond to each as: N/A, Not at all, A little bit, Somewhat, A great deal, Don’t know.

• The top influences on this slide were selected based on the largest proportions of participants who responded either “Somewhat” or “A great deal” to each item.

• Caution: Stated intention to deploy not necessarily linked definitively with actual deployment behaviour


Willingness by Type of Deployment

pomestic Emerg N -

Humanitarian | (8

Short-term Op | 76.8

peacekeeping [ 7/

Routine ops | -5

Combat | S 551

0 20 40 60 80 100

% of participants



Career Intentions: Importance of

=% Reasons for Joining the Reserves

 Help people and contribute to society In
times of disaster (50.3%)

* To better myself (skills, knowledge,
responsibllity) (47.2%)

e Unigue opportunities (42.5%)

« War fighting / defence of Canada (35.3%)

* Fun, friendship, belonging (33.5%)

 Employment / money (31.2%)
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• Highlight:  The largest proportions of personnel continue to join the Reserves due to intrinsic motivation.


Career Intentions: Leave/Stay

 Remain with the P Res until compulsory
retirement (25.0%)

e Remain with the P Res for the foreseeable
future (30.0%)

e Undecided (23.0%)
 Leave the P Res In near future (16.0%)
* Leave the P Res immediately (6.0%)
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• While a majority of participants in the study intended to stay with the Primary Reserve, a sizeable proportion were not as convinced. Further study should identify what factors may be able to retain those personnel who remain undecided or intend to leave.
 


Summary: What We Know

Reservists at least as satisfied with their
conditions of service as Reg F personnel

Satisfaction with conditions of service
associated with intention to stay in the
Reserves

Relatively high stated willingness to
deploy: Family and pre-deployment
training length are significant influencers

Reservists are intrinsically motivated



What's Next?

CHIEF MILITARY PERSONNEL | CHEF - PERSONNEL MILITAIRE
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[Transition slide]

• A number of previous studies have provided useful information, but they have all been “stand-alone” studies with little follow-up investigation. We are proposing the development of a continuous attitude survey structure for the Primary Reserve, in order to support decision-making by having the capacity to measure the same concepts over time to detect and report on organization change from the perspective of personnel.


Primary Reserve Continuous Attitude
Survey

e Challenges with surveys of the P Res

— Rates of computer access for online surveys

— Paper & pencil surveys

e Accurate mailing information when personnel
move between Cl| A and B/C, or release

— Representative samples of participants by
rank, environment, etc
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• Due to some of the challenges in surveying the Reserve Force, researchers wish to increase our engagement with key stakeholders in the organization, both to be responsive to organizational needs, but also to gain knowledge on best practices for accessing personnel for research (communications strategies, best time of year within training schedule, etc). 


Future Research: Primary Reserve
Continuous Attitude Survey

* Proposed: P Res Continuous Attitude
Survey

« Current continuous attitude surveys
already exist for other CF/DND
populations:

— Your-Say (Reg F personnel)
e Core & Focus content sections

— Civilian employee attitude surveys
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• A proposed continuous attitude survey for the P Res may take the shape of the current Reg F Your-Say

• Your-Say: The Your-Say survey has been administered semi-annually since 2004/5 to a sample of Regular Force personnel
	- Core content: Items and questions that remain included in the survey over time. Some core content rotates 	between the Spring and Fall survey versions and may not appear in both.
	- Focus content: Space on the survey is reserved each time for hot topics and issues of pressing concern. 	Examples of recent focus sections include: 


Primary Reserve Continuous Attitude
Survey

« Benefits of a P Res continuous attitude survey

— The “pulse” of the organization / voice of “rank and
file” personnel in the policy and program development
process

— Objective and scientific advice for leaders and
decision-makers

— Historical trend analysis on topics such as: attitudes
toward leadership, career satisfaction, retention
factors, operational employment, career intentions,
perceptions of organizational support and fairness,
etc

— Responsive to organizational stakeholders through
“focus” content sections



Questions?
kyle.fraser@forces.gc.ca
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