Journal of Social Sciences, 2012, 8 (4), 479-484

ISSN: 1549-3652
©2012 Science Publication
doi:10.3844/jsssp.2012.479.484 Published Online 8 (4) 2012 (http://www.thescipub.com/jss.toc)

Analysis of Intention to Continue Services Among Recruited
Voluntary Soldiers
Kuo-Wei Lin, Chia-Mu Kuan and Chi-Hao Lu
Department of International Business,
Hsuan Chuang University Hsinchu, Taiwan 30092, R.O.C., Taiwan

ABSTRACT
In order to attract more promising young people to join the military and enhance combat capability,
Taiwan’s Department of Defense is transforming the nation’s military service system from a draft system,
which has been in effect for more than sixty years, to an all-volunteer military force system. The
government hopes that the new system not only can recruit promising voluntary soldiers, but that they also
continue their military service after the contract expires in order to ensure stability in recruitment sources.
This study explores the intention of voluntary soldiers to continue their military service. This study’s
questionnaire encompasses five dimensions: Participation motivation, organization commitment, career
planning, personality traits and departure tendency. The questionnaires were issued to 350 voluntary
soldiers to explore if they intend to continue their service after their contract expires, with a total of 314
effective questionnaires that were recovered and analyzed. The results find that about half of the voluntary
soldiers indicate that they do not plan on staying and continuing their service after contract expiration,
which will result in understaffing in the military. In order to stabilize the prescribed number of soldiers, the
existing recruiting policy and military management system should be re-adjusted.
Keywords: Participation Motivation, Organizational Commitment, Career Planning, Personality Traits,
Departure Tendency, Recruit, Voluntary Service
continue their services and transfer on their experiences,
or refuse to continue their services and cause
understaffing and disruptions in experience for the
military. This study explores separetly the reasons why
voluntary soldiers decide to continue their services or
retire from the military. The results offer a useful
reference for human resource departments in military
strength buildup and war preparation.

1. INTRODUCTION
Coupled with the global trend and in response to
public calls for reducing the length of service under the
conscription system, Taiwan’s Department of Defense in
2003 selected three experimental battalions to implement
an mercenary system. However, due to the rapidly
changing modern warfare and the constant
modernization and enhancement of the quality and
quantity of weapons and equipment, Liu et al. (2011)
questioned the professional quality of soldiers who have
to operate modern equipment after the implementation of
weapons’ modernization and whether their experiences
can be transferd on and continued. Because both are very
important issues when considering to implement an allvolunteer system, this study focuses on exploring
whether recruited voluntary soldiers have the intention to

2. MATERIALS AND METHODS
The results and effectiveness of recruiting voluntary
soldiers in Taiwan are impacted by the current social
environment, traditional values and the military’s
strategy for recruitment. In exploring the military’s
strategy for recruitment, Wu (2010) found three
important reasons for young people to join the armed
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forces: Good salary (67.4%), stable work (64.6%) and
excellent welfare benefits (48.6%). Liang et al. (2008)
stressed that except for treatment, young people also
emphasized work values, work satisfaction and work
performance that affect voluntary soldiers’ intention to
continue their services. Liu and Peng (2011) argued in
exploring the future trend of a mercenary system that
despite the fact voluntary soldiers hope to receive
stable regular income, they are also eager to learn
professional skills to prepare themselves after retiring
from the military services to work again in society. In
summarizing the aforementioned viewpoints, this study
explores five dimensions of voluntary soldiers’
intention to continue their services after the contracted
service period expires: Participation motivation,
organizational
commitment,
career
planning,
personality traits and turnover tendency.

the organization and the intensity of employees’
willingness to work hard for the organization and thus
organizational commitment should include three
dimensions: value commitment, effort commitment and
retention commitment.

2.3. Personality Traits
Personality refers to people’s inner psychological
characteristics that show an individual’s response to an
external environment. Revelle (1995) thus stressed that
personality traits are one’s characteristics or nature that
are different from others’. Such traits are considered as
the basic unit of a personality, reflect the inner
inclination of individual behaviors through a specific
way and are durable and stable to some extent. In
exploring organizational management, Huang and Yan
(2010) called for an emphasis on employees’ two
personality traits of internal control and external control,
because employees who have an internal locus of control
or believe success comes from working hard and failure
is a personal responsibility will work hard and shoulder
more responsibility. Employees who have an external
locus of control do not believe there is relationship
between success (or failure) and working hard and thus
they will not work hard and shoulder any responsibility.

2.1. Participation Motivation
Herbert (1976) argued that motivation is the progress
that enables a person to complete a work. In other words,
motivation may prompt a person to strive in achieving a
goal. Maslow (1943) focused on the theory of motivation
and concluded that human beings may gradually enhance
their level of needs after an increase in income and for
older ages, which starts from satisfying physiological
demands and then moves on to satisfying their needs for
security, integrating into society, being respected and
achieving self-realization. In exploring organizational
behaviors, Herzberg et al. (1993) concluded that
employees might be affected by two factors-Hygiene
Factor and Motivator Factor-that might determine
employees’ work attitude and performance in the
organization. Alderfer (1972) revised Maslow’ needhierarchy theory and simplified the five needs into three
motives of needs: Existence, relatedness and growth,
which is also called the ERG Theory.

2.4. Career Planning
Super (1976) defined a career as the course and
progress of the evolution of various events, including
the roles played by everybody in the workplace in their
life. Derr (1986) argued that when discussing a career,
one’s individual life should be respected. He
investigated 150 military personnel who have the
potential to be promoted as generals and found that
some of them were eager to be promoted as generals
while others had no interest in the promotion. Thus,
Derr (1986) presented that everyone’s career inclination
should be respected. He also promoted an individual’s
career development inclinations into emphasizing
promotion, stability, freedom, challenge and balance.

2.2. Organizational Commitment
The term “organizational commitment” was first
introduced by Whyte (1956). Sheldon (1971) then
defined organizational commitment as a linked and
consistent attitude or inclination between individuals and
organization. Hrebiniak and Alutto (1973) supplemented
that organizational commitment is the behavioral
inclination of members who do not intend to leave the
organization due to salary, position, freedom of
professional creation and friendship among colleagues.
In investigating the relationship between employees and
organization, Mowday (1982) found that organizational
commitment represents employees’ identification with
Science Publications

2.5. Departure Tendency
Tett and Meyer (1993) found that departure
tendency might generate a strong cognition before the
departure. Chen and Lo (2005) also noted that when
there is a gap between the role played by soldiers and
their career expectation, they are prone to a strong
departure tendency that results in a passive work attitude.
Hence, we should pay special attention to the effects of
departure tendency on the combat capability of armed
forces. If we can control soldiers’ departure tendency in
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advance, then it certainly is very helpful for the planning
of human resources in the military.
In summarizing the aforesaid concepts, this study
conducts the following five hypotheses:
•
•
•
•

•

3.2. Analyses
of
Correlations
between
Organizational Commitment and Career
Development
The results show that there is a significant positive
correlation (r = 0.287, p<0.01) between organizational
commitment and career planning. In other words, the
higher organizational commitment is the more stable the
voluntary (reserve) soldiers’ career planning will be.

Hypothesis 1: Explore the effects of participation
motivation on organizational commitment
Hypothesis 2: Explore the effects of organizational
commitment on career development
Hypothesis 3: Explore the effects of career
development on departure tendency
Hypothesis 4: Explore organizational commitment
after the adjustment of personality traits on career
development
Hypothesis 5: Explore the effects of participation
motivation on departure tendency

3.3. Analyses of Correlations between Career
Development and Departure Tendency
The results show that there is a significant positive
correlation (r = 0.221, p<0.01) between career
development and departure tendency. The more perfect
the voluntary (reserve) soldiers’ planning career
development is, the stronger the response will be to
departure tendency, as Table 2 shows.

3. RESULTS AND DISCUSSION
With voluntary soldiers at Air Force and Army bases
in Northern Taiwan as subjects, a total of 350
questionnaires were issued and 320 of them were
recovered. After scrapping six ineffective questionnaires
that contained incomplete answers, this study has 314
effective recovered questionnaires, for a recovery rate of
89.7%. In the study employs SPSS software as an
analytic tool to verify the relationship of structure and
variables. The level of significance in the various
statistics is set at α = 0.05.

3.4. Interactive Effects of two Sub-Dimensions of
Personality Traits on the Adjustment of
Organizational Commitment and Career
Development
Baron and Kenny (1986) argued that the effects of
adjustment is the third independent variable of the
characteristic of independence and proved that it
greatly affects dependent variable after intervening in
the original model. In order to get rid of the effects of
different samples on the explanatory capability of
dependent variable, we take service, age, rank and
seniority as control variables and input the variables
of the dimensions of organizational commitment and
personality traits and the interaction between
dimensions of organizational commitment and
personality traits into hierarchical regression analyses
as variables. Table 3 re-organizes and compiles the
effects of adjustment.

3.1. Analyses
of
Correlations
between
Participation Motivation and Organization
Commitment
The results show that there is a significant positive
correlation (r = 0.733, p<0.01) between overall
participation
motivation
and
organizational
commitment. This means the stronger the participation
motivation is that is felt by the voluntary soldiers, the
stronger the response will be to organizational
commitment, as Table 1 shows.

Table 1. Analysis of correlations between participation motivation and each variable
Effort
Variable
commitment
Compensation
0.621**
Work environment
0.490**
Sense of identification
0.718**
Sense of responsibility
0.678**
Overall participation motivation
0.739**
Note: n = 314, *p<0.05, **p<0.01, ***p<0.001.
Science Publications

Value
commitment
0.611**
0.472**
0.691**
0.630**
0.707**
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Retention
commitment
0.424**
0.362**
0.369**
0.358**
0.447**

Overall
organizational
commitment
0.642**
0.514**
0.698**
0.645**
0.733**
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Table 2. Analyses of correlations between career development and departure tendency
Variable
Development
Job security
Challenge
Stability
Independence
Challenge
0.667**
Stability
0.021
-0.002
Independence
0.249**
0.104
0.339**
Start a business
0.470**
0.494**
0.057
0.324**
**
**
**
Career development
0.736
0.628
0.540
0.614**
**
**
**
Departure tendency
-0.190
0.236
-0.196
-0.093
Note: n = 314, *P<0.05, **P<0.01, ***P<0.001.

Start a business

Career

0.680**
0.135*

0.221**

Table 3. The effects of adjustment of two dimensions of personality trait
Career development
---------------------------------------------------------------------------------------------------------------Model 1β
Model 2 β
Model 3 β
Model 4 β
Model 5 β
0.231***
0.203***
0.191**
0.209***
0.209***
-0.005
-0.028
-0.030
-0.035
-0.032
-0.073
-0.097
-0.099
-0.092
-0.086
-0.142
-0.036
-0.116
-0.031
-0.073
0.540***
0.519***
0.280**
***
0.273
0.061
-0.140
-0.108*
-0.133**
-0.280
0.293

Variable
Service
Age
Rank
Seniority
Organizational Commitment
Internal Control
External Control
Organizational Commitment
×Internal Control
Organizational Commitment
×External Control
R2
0.081
AdjR2
0.063
F
4.498***
Note: n = 314, *p<0.05, **p<0.01, ***p<0.001

0.233
0.363
0.349
24.926***

From model 2 in Table 3, the control variable and
organizational commitment are obtained as independent
variables. After the adjustment of the model’s
explanatory capability, R2 is 0.349 (p<0.001) and reaches
the level of significance. We see that organizational
commitment significantly affects career development (β
= 0.540, p = <0.001), meaning that the higher the
voluntary soldiers’ satisfaction with work and
organizational commitment is, the lower their career
development planning will be. In regression model 3,
with two dimensions of control variable and personality
traits as the prediction variables, after the adjustment of
model 3, R2 is 0.143 (p<0.001) and reaches the level of
significance. This means that if the voluntary soldiers
have personality traits of internal control tendency, then
these personality traits have considerable effects on
career planning. In regression model 4, with two
dimensions of organizational commitment and
personality traits as prediction variables, after the
adjustment of the model’s explanatory capability, R2 is
Science Publications

0.165
0.143
7.574***

0.348
0.366
21.060***

0.400
0.448
200.016***

0.366 (p<0.001) and reaches the level of significance. In
model 5 the regression analyzes the interaction of the
effects of adjustment. From the results, we learn that the
effects of adjustment of two dimensions of personality
traits are not significantly correlated.

3.5. Analyses
of
Correlations
between
Organizational
Commitment
and
Participation Motivation
The results show that there is significant positive
correlation (r = 0.700, p<0.01) between overall
organizational commitment and participation motivation.
This means that the stronger voluntary soldiers’
motivation to join armed forces is the stronger military
organizational commitment will be.

4. CONCLUSION
This study’s results present that in the four
dimensions
of
participation
motivation,
the
respondents pay more attention to stable work under
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and neglected the enhancement of quality. As a result,
some of the recruited personnel are not qualified enough,
hindering the operation of military affairs.

long-term employment and a secure environment. The
three dimensions of organizational commitment show
that the respondents pay more attention to the nature
of work and the preference of work. The five
dimensions of organizational commitment reflect that
the respondents hope they can work in an environment
with job security and a job rotation system. The two
dimensions of personality traits present that the
respondents prefer to work in an environment that
they can control by themselves. The part of departure
tendency shows that nearly half of respondents have a
high intention to leave the job. We believe that they
have not adjusted themselves well to the current
military policy and regulation system and such a
phenomenon is worth being alerted to.
After investigating the adjustment effects of the
two sub-dimensions of personality trait variables on
organizational commitment and career development
tendency, we find that the adjustment effects of two
sub-dimensions of personality traits are not
significantly correlated. In the regression models of
departure tendency and control variable, we note that
the higher voluntary soldiers’ participation motivation
is, the higher departure intention will be. However,
high-tech weapons and equipments need professional
personnel to operate them. If the military cannot retain
professional soldiers, then the use and maintenance of
such weapons will be compromised and operation
missions will be negatively affected. The authorities
should pay much more attention to such results.

4.3. Promises Made in Recruitment MUST be
Fulfilled
The results herein show that among voluntary
soldiers’ motives for joining the armed forces, a sense of
identification has the best predictability and explanatory
capability. If promises made in recruitment are actually
realized, then soldiers would feel that the unit he or she
serves is a good workplace and they would be proud of
that unit and willing to continue their service. However,
if promises are not fulfilled, then soldiers would feel they
were cheated, thus affecting their sense of identification
and work attitude toward the military. Therefore, before
recruiting voluntary soldiers, the authorities should
carefully assess the adequacy and feasibility of their
recruitment propaganda and should not make promises
that are impossible to realize or depict fantastic visions
that do not match reality.

4.4. Be Familiarized with Voluntary Soldiers’
Personality Traits
The higher employees’ internal control tendency is,
the stronger their organizational commitment will be,
because the employees who have internal control and
who are retained in the organization are often the ones
who have higher commitments to the organization.
However, in Taiwan’s current military, education is
the only consideration for promotion, as the factor of
personality traits is neglected. If a leading cadre
cannot give subordinates different incentives and
missions according to their personality traits and
positioning, then it will be impossible to shape the
military soldier’s characteristics of sacrifice and
dedication and sense of mission.

4.1. Recommendation
In synthesizing the above results, this study makes
the following four recommendations for enhancing the
proportion of voluntary soldiers who wish to continue
their military service in order to ensure stability in
recruitment sources.

4.5. Create a Learning Organization

4.2. Enhance the Quality of Voluntary Soldiers

Impacted by social changes and military
professionalization, the learning and training that
soldiers receive cannot satisfy practical needs any more.
Therefore, the military should assist and encourage
soldiers to participate in off-work study and training for
the obtainment of licenses, should constantly implement
a life-long learning education and can even cooperate
with universities in which professors teach various
technical and vocational courses on the military base at
night. This would certainly help voluntary soldiers
enhance their professional capability.

The main purpose of an all-volunteer system is to
recruit medium and long-term voluntary soldiers through
longer professional training and service periods, so that
the troops’ professional capability can be maintained. In
light of the current rapid changes in technology and the
emergence of more advanced weaponry, the military
needs high-quality soldiers to maximize the system’s
effectiveness. The priority in expanding the recruitment
of voluntary soldiers should focus on quality. In the past,
recruitment focused on a dramatic increase in quantity
Science Publications
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