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ABSTRACT

This research establishes the primary componentsdigbors, and consequences
organizational commitment in the military conte@8pecifically, the research examin
commitment to the military service among Finnismswipts and whether initial affectiv
commitment prior to service predicts later commitinattitudes, behavior, and performan|
and, furthermore, analyzes the changes in commitarahits possible outcomes.

The data were collected from records as well asubyeys from 1,387 rank and file soldie

of
es
e
ce,

rs,

immediately after they reported for duty, near éhe of basic training, and near the end of 6

to 12 months of service. The data covered a widayaof predictor variables, includin
background items, attitudes toward conscriptionntaeand physical health, sociabilit

g
Y,

training quality, and leadership. Moreover, theharal data included such items as rank,
criminal record, performance ratings, and the nunabenedical examines and exemptiops.

The measures were further refined based on théseddactor analysis and reliability tests.

The results indicated that initial commitment sfgmaintly corresponded with expected

adjustment, intentions to stay in the military, awteptance of authority. Moreover, init

al

commitment moderately related to personal growéinic@ived performance, and the numper

of effective service days at the end of servicetrim@ubasic training, affective commitme
was mostly influenced by challenging training, atijnent experiences, regimentation, &
unit climate. At the end of service, committed seigl demonstrated more personal gro
and development in service, had higher-level exgeegerformance, and less malinger

during their service. Additionally, they had sigo#intly more positive attitudes toward

national defense. The results suggest that afeecdommitment requires adequate pers(
adjustment, experiences of personal growth and ldewent, and satisfaction with ur
dynamics and training.

This research contributes to the theoretical dsomson organizational commitment and
will to defend the nation and advances developimglels to support and manage consg
training, education, leadership, and personnelcpolThis is achieved by determining t
main factors and variables, including their relatstrength, that affect commitment to |
military service. These findings may also faciktan designing programs aimed at redug
unwanted discharges and inadequate performangearticular, these results provide to
for improving conscripts’ overall attachment to adentification with the military service.
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COMMITMENT TO THE MILITARY SERVICE AMONG FINNISH
CONSCRIPTS

“An ounce of loyalty is worth a pound of clevernéss
Elbert Hubbard (1856 —1915)

1 INTRODUCTION

Everyone has sometimes been motivated to perfodvbahave in a particular way. Although
this motivation may have vanished from sight atetimstill the person has continued his or
her membership in the organization as a somewhadugtive member. This continued
activity has risen from the commitment attaching gerson to the given group and/or unit
and providing a sense of purpose. This charactetim main differences between the notions
of motivation and commitment. Consequently, “mdtiima comprises the influences that bear
on a soldier's choice of, degree of commitmentang persistence in effecting, a certain
course of action®whereas commitment is more deeply rooted and .Salfle commitment

is discovered through “a sense of duty, conviction,responsibility,> motivation directs
immediate actions and performance of an individuBarticularly in the military,

“commitment is the backbone” that makes soldieercame hardships.

Before discussing the definitions and theory on mwatment, it is essential to briefly explain
why commitment is so important. Basically, the gigance of commitment derives from its
effect on the person’s attitudes and behavior. itlcommitment and positive attitudes, the
person’s skills and knowledge are not successfelgployed for the benefit of the
organization. Moreover, shared commitment to thi amd its mission unites its personnel
whereas lack of commitment ruins the organizatiafferts to direct personal performance

towards organizational effectiveness. Committediso$ attach with the unit and the military,

! Hubbard 1998, 60
ZKellett 1982, 6

% Gal 1985, 555

4 |bid., 553
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work hard, exert their efforts more than officiatiyquired, support others and the unit, and
aspire to meet the organizational goals. Basicalbl]-committed soldiers forward their unit

to improved achievements.

In order to accrue more knowledge about the esseincemmitment to the military service,
89 cadets of the $4Cadet Course were asked to provide responsesdayuestion: What is a
committed soldier like? The verbalizations featuredhese answers aided in shedding light
on the characteristics typical for commitment nasigrevalent in military environments and,
in particular, during conscript service. Howeverneeds to be pointed out that since these
respondents represent young cadet officers, th@onsges necessarily bring out somewhat
idealized conceptualizations. In other words, hhdsé¢ responses been collected from
conscripts, the formulations featured in the follogwwould most likely combine the notion of

commitment less with glorified forms of behavior.

The cadets’ responses revealed that commitmerteseta a) the military organization and the
overall society, b) military duties and training,social aspects of a conscript group, and d)
the soldier's personal characteristics. In termghef military organization, the committed
soldier believes in the importance of the militabligation and considers service a valuable,
meaningful, and rewarding duty. Commitment to thiétamy service exists with the strong
will to defend the country and a positive, “110%tatle” towards service and the military. In
other words, the person understands that consgipice is both an obligation and a citizen’s

right.

One of the most common responses was that the dtednsioldierserves a higher purpose
and the common interest of the citizens. Thusstidier views things in a context and draws
the reasons and strengths for carrying out they dailivities from the larger meaning of the
service. Therefore, the soldier perceives his ar éféort as important. Moreover, the
committed soldier believes in the effectivenesstieg Finnish Defence Forces and also
sustains others’ trust in the system and its pwpbs practice, the soldier abides by rules,
norms, and routines and understands their rol@engiven context. In general, he or she is
proud of the unit and the completed military tragniand willing to maintain the good

reputation of the unit, the Finnish Defence Forees| the military.
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The above describes stroadfectiveties to the organization. However, another redson
being committed could be tlestrumentalbenefits that are gained through the membership in
the military. The cadets indicated that the coneditsoldier may believe that serving the
military obligation profits later in the civilianfé. Thus, commitment may originate from the
will of gaining something, such as respect, apptem, or possible career options. Simply
put, a committed soldier may perceive service aseti@al due to the improved leadership
abilities and practical skills that promote hishar professional future in the civilian labor
market. In addition, physical development, streagdd self-confidence, and a feeling of
togetherness provide reasons for staying in senlitggeneral, the committed soldier is

ambitious and may have set high objectives thatrtshe quite often achieves.

In addition to affective and instrumental reasomsdommitment, the cadets suggested that
strong commitment may reflectvacation for or calling to the military careeand therefore
the person may have long-term plans for the sepéc®d. On the other hand, the calling may
be generated at home. For example, family backgr@nd attitudes of the friends, parents,
and relatives may stress the importance of futfillmilitary service. The cadets also
mentioned that a committed soldier is typically mmanature and has already found his or her
place in life and in the society. Perhaps setitegberienced people are able to reason for the
usefulness of the military service at the persos@atjal, and organizational level. Instead of
being burdened by the service, they take the myliduty and experiences as positive

challenges.

Besides organizational aspects of commitment, #uets raised up the issue of a developed
work ethic and moralas an evidence of the committed soldier. He oliskenscientious and
works responsibly and thoroughly to the best ofdrider abilities in order to promote the
fulfillment of the set tasks and objectives. Anemsisting and personally valuable duty
provides strength to endure hardship during thericer The person serves impeccably
because he or she knows that it is for the besvefyone. Small obstacles do not bother him
or her and therefore there is only a small diffeezbhetween a good and bad day in terms of
the soldier's behavior and performance. Even duniaglship, the soldier still manages to do
his or her share and does not affect the attitadesatmosphere in the group. Moreover, the
committed soldier never questions the duties. b, fthe person clarifies the meaning and
appropriateness of training, inspires others, arake®m sense of the duties. He or she
anticipates problems in advance and tackles theead} beforehand as he or she is able to

influence things. The soldier observes the behaliororms, wears a uniform and
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demonstrates a strong bond with the daily praciicdéise unit and thereby sets an example for

the others.

The committed soldier stands out from the rest ieedie or she never gives up. Thus, the
committed soldier does not avoid responsibilitiesl mever goes where the fence is in its
lowest. Instead, he or she makes every effort ilitary training. Perhaps he or she draws
more energy and strength from understanding arviohaal exercise as part of the whole

mission. Therefore, the soldier has a meaningdorise and clear goals for executing duties.
The committed soldier is motivated and tries tooemage the others to do their best. He or
she does not complain about small problems. Siecerlshe thinks of the benefit of others

and the whole system, the committed soldier plaas courses of action and takes an

initiative for improving training and working conins.

The cadets emphasized that the committed soldies fior the group. As a group member, the
soldier is unselfish and social, and contributesh welfare of others. He or she puts the
group and the others’ interest before his or hen denefit and feels responsible for the
situation and circumstances of the peers and sirtaied. Therefore, the committed soldier is
ready for sacrificing his or her own time for helgiothers and supporting the overall purpose.
He or she appreciates the other group memberstenteaders. Moreover, the soldier is a
good team-player and subordinate. In practice,rlshe inspires confidence in teammates and
teamwork, shows team spirit, and never lets hieesrteammates down. Thus, commitment
goes with thinking that the success of the trogsnore important than a personal gain.
Therefore, the soldier motivates and encouragesr®thnd performs to serve a higher

purpose.

In terms of mood and attitude, commitment providesntal strengthto the person. The
committed soldier is humble, honest, and straigitfod. Due to commitment, the soldier
adopts a positive approach to service and newtgithg is solidly motivated, focuses on the
advantages of the situation, and spreads thisip®stientation to others. The committed
soldier has an answer tehy something is done, and therefore is determinedbtd. Goal-

oriented, the soldier has perseverance and a piéstamina.
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Commitment to the military service goes togethethwa stronglearning and training
motivation The person is eager and enthusiastic to adopt stee. He or she is self-
motivated and tries to learn things independeniljpaut external motives. Self-disciplined
and focused with a sense of duty, the soldiernad®us, unyielding, and independent in his
or her effort. Commitment strengthens the solditg&ding of responsibility and increases the

willingness to take the consequences of his oabgons.

The cadets pointed out that the committed soldieever a “brown-nose.” For example, he or
she volunteers for doing things for the other grougmbers, not for gaining something as an
individual. The person i®yal both to the friends and the organizatidm practice, he or she
values the teammates and how the group is appedceamong the other unit members.
Therefore, the person accounts for and discussem#aning and consequences of behavior
and performance. In conclusion, commitment to thitary service presupposes that the
soldier equally values the peers, leaders, andrdirades and duties. The strongly committed
person isa mainstay of the groupSince every person has what it takes to be can be
committed, it is not a requirement to be a “supmdier” or a leader in order to strongly attach

to and identify with the group and the unit.

The cadets detailed several representations of donemt in the conscript service. Based on
the responses, commitment has its effect on adfjtumbhavior, and performance at the
individual, group, and organizational level. At deato the cadets, it is evident that
commitment is one of the most beneficial charasties of the soldier. However, one
particular answer needs to be mentioned before mgom to the study proper. A cadet listed
many positive aspects of commitment similar todtieer cadets’ but ended the description by
stating that a soldier with a strong commitmera i$airy tale,” This statement contains two
assumptions: commitment among the rank and fildie is not anymore a self-evident
issue, and, furthermore, commitment to the militawgy be weakening among conscripts. All
the positive characteristics of commitment combinsdh a general trend of fading
attachments to the organizations pave the wayttmlysg soldiers’ devotion and dedication
in service. Thereby this thesis examines commitmenthe military in order to increase
understanding about the theoretical component®winttment and the practical knowledge

on how commitment could be supported in the mifitar
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The research is divided into six parts. The seceection describes the notions and main
components of organizational commitment. Partidylarthe conceptualizations and
definitions of organizational commitment are reveelyafter which the other viewpoints are
also presented that either challenge or complethertradition of organizational commitment
research. The third section portrays relevant reedandings concerning the antecedents and
impacts of commitment. The fourth section presehésresearch questions and details the
sample, methods, and measures used in the andiysally, the fifth section illustrates the
main results of the analyses, where the focus isthenexamination of the conscripts’
commitment and intentions to stay in the militaFire end of the research discusses the main
results in order to offer suggestions for futuresemgch projects and practical

recommendations for improving and developing commarit in the military.

2 CONCEPTUALIZATIONSOF COMMITMENT

2.1 Components of Organizational Commitment

Based on the bibliometry and the number of artidlesthe top journals dealing with
commitment, Meyer and Allen’s conceptualizatios accepted and taken as a starting point
for modeling organizational commitment in modemerkture. This is particularly visible in
numerous scientific articles that are published, égample, in the Journal of Applied
Psychology, which is the topmost in the rankingoofrnals that issue articles in the fields of

organizational psychology.

According to the model of Meyer and Allénthere are three separatemponents of
commitment affective, normative, and continuance. Correspagly, a person can have a
desire (affective commitment), an obligation (notivea commitment), and/or a need
(continuance commitment) to stay in an organizatidn other words, there are three
psychological ties that bind: “emotional attachnjetfeeling of obligation,” and “perceived
costs associated with leaviny.Yoon and Lawlet contend that this distinction respects

Kanter's conceptualizatiolf, where a person’s attachment can be affective (emad),

Meyer & Allen 1984, 372

Meyer & Allen 1991, 67-69; 1997, 11-13
Meyer & Allen 1997, 61

Allen 2003, 237-238

Yoon & Lawler 2005, 8

1% Kanter 1968, 499

© 00 N O o
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normative (moral), or instrumental (utilitarian).ogether these distinct factors build “a
psychological state,” commitment, which characesithe member’s relationships with the

unit and affects the decisions of remaining ingheup™*

Mowday, Porter, and Steéfssuggested that there are two different types afiroiiment:
attitudinal and behavioral commitmeattitudinal commitmentefers to “a mind set in which
individuals consider the extent to which their ovalues and goals are congruent with those
of the organization,” whereaBehavioral commitmentrelates to the process by which
individuals become locked into a certain organaatt> In their model, Meyer and Alléf
emphasizes the attitudinal commitment (a psycholdgistate), whereas behavioral
commitment is termed as behavioral persistence.léMaititudinal commitment implies
identification with the goals and values of theawmgation, behavioral commitment refers to
the process in which the person’s behavior binds i her to the organizatidn.Naturally,

attitudinal commitment may affect behavioral comment and vice versa.

Affective CommitmerfAC) represents an individual’s general psychalaborientation to the
organization and membership it #tAC is defined as “the employee’s emotional attaghim
to, identification with, and involvement in the argzation.*® Basically, this definition
derives from the subcomponents of commitment: ifleation with and involvement in the
unit.!® Generally, AC and, particularly, an individualdentification with the organization

contain the idea that the person emotionally baritis the organizational identif.

The scale of AC includes such items as “l do nal femotionally attached to this
organization®* which assesses an individual’s affective attachrt@the unit. Actually, it is
close to the esprit de corps (“me-henki” in Finfigimd organizational cohesion that are
standard notions in the military cohesion literatudescribing the strength of personal
involvement among group members. Simply, AC develapen organizational experiences

promote feelings of comfort in a dependable orgation, support personal competence and

' Meyer & Allen 1991, 23, 67; Meyer, Allen & Smitt9a3, 539
2 Mowday, Porter, & Steers 1982

3 bid., 26

“ Meyer & Allen 1991, 63

1 Wright & Bonett 2002, 1188

'8 Solinger, van Olffen & Roe 2008, 75

" Meyer & Allen 1991, 75

8 Meyer & Allen 1997, 11

¥ Mowday et al. 1982, 27; Mowday, Steers & Porterd,226
2Yoon & Lawler 2005, 15

L Meyer & Allen 1984, 375
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self-worth through education and challenging jtband satisfy personal needs due to met

expectations and goal achieveméfits.

Because affective commitment characterizes an tyesgchological orientation to the unit,
AC has broad implications for attitudes and behaficAC both strengthens loyalty and
obedience to the expectations and values of theandirelates to tenure in the organizafion.
Due to AC, employees continue to work in the ueitduse they “want to do s& Thus, they

stay and work in the unit “for its own sake, agieotn its purely instrumental wortif.”

Normative CommitmeniNC) ties the person to the organization “by fegdi of obligation
and duty.®® Thus, NC is “the ought to of commitment” referritthat the person has the
responsibility for remaining with the organizatidae to “a moral obligation” or ‘calling’ and
not merely a jo5° NC involves internalized normative pressures afehiification with the
organizatior’° which is particularly relevant in the military due positive effects of
‘calling’.®* Employees with strong NC remain in the organizatiecause they feel that “it is

the right and moral thing to d6*

Normative commitment is created by internalizing ferson’s loyalty and devotion to the
organization. Shared NC entails normative pressiorest in accordance with organizational
goals and interesfs. These normative pressures and commitment are afedethrough
socialization tactics and experiences in the gatthses of the socialization procé&s®rior to
the organizational membership, the family backgtwand significant others may have
affected the person’s NC through internalized ndieapressures on appropriate ways of
thinking and behaving Similarly, the organizational socialization progésstills the unit's

values and standards in order to create congrubeteeen organizational principles and

22 Meyer, Allen & Gellatly 1990, 710; Meyer, Allen Zopolnytsky 1998, 83
% Tannenbaum, Mathieu, Salas & Cannon-Bowers 1984-7B5; Tremble, Payne, Finch & Bullis 2003, 169
24 Meyer & Allen 1991, 75

%5 Mathieu & Zajac 1990, 180-181, 189

% Meyer & Allen 1991, 67

" Buchanan 1974, 533

% Meyer & Allen 1997, 25

9 Gade 2003, 164

% Wiener 1982, 418

% Gal 1985, 553; Johns 1984, ix

%2 Meyer & Allen 1997, 60

% Wiener 1982, 421

% Meyer & Allen 1997, 64-65

% stinglhamber, Bentein & Vandenberghe 2002, 133
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personal values. Consequently, the soldier is pelesiito create a sense of obligation to serve

the purposes of the urift.

Continuance CommitmerfCC) refers to an instrumental part of commitmevitereas AC
and NC both engage with affective elements of httent to the organization. Continuance
commitment relates to outlines sdcial exchange theary The main premise of the theory is
that satisfaction to continued participation isuadtion of perceived rewards minus co$ts.
Thus, the person assesses and is aware of théspaiofi costs associated with staying and
leaving of the organizatiofi. In other words, he or she exchanges the unit'®réble

treatment for his or her emotional attachnf@nt.

In addition, CC has its roots in Beckéf'sdea that commitment develops when a person
makes side-bet$? Side-bets imply any valuable investments the persas made or
obtained® that would be lost if the person leaves the ommion®* In other words,
investments are the total amount of resources pid ipersonal relationships and
organizational membership that cannot be reclairifethe membership ends. Such
investments can be, for example, the time and tefttavoted to the duties at the
organizatior®® Similarly, thebenefitsacquired by organizational membership develop-cost
based commitmeri{. Thus, when there is “a profit associated with Tored participation and

a cost associated with leaving,” cognitive-contimze&a commitment to the organization
strengthen&® The profit could be pay, status, skills, job freeq or friendship among group

members? Actually, anything increasing perceived costseaiving is salient to C&.

Together with personal investments and organizatiobenefits, the availability of
alternativesdefines the strength of C&By the definitions, the availability of alternagis is

“the totality of benefits of a current relationshigdative to those obtainable from alternative

% Meyer et al. 1998, 83; Solinger et al. 2008, 72

%" Homans 1961

% Ko, Price & Mueller 1997, 962; Yoon & Lawler 2005,
% Cota, Evans, Dion, Kilik & Longman 1995, 572; Kani968, 504; Meyer & Allen 1984, 373
“0 Sinclair, Tucker, Cullen & Wright 2005, 1280

“! Becker 1960, 32-33, 35

“2 Meyer & Allen 1997, 12

3 Meyer & Allen 1984, 373; Tremble et al. 2003, 169
4 Eagly & Chaiken 1993, 209; Meyer & Allen 1991, 71
“5Yoon & Lawler 2005, 3

6 Meyer & Allen 1984, 373

“ Sinclair et al. 2005, 1281

“8 Kanter 1968, 504

49 Meyer & Allen 1984, 373

¥ Meyer & Allen 1997, 56

1 Meyer & Allen 1991, 71
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relationships.®> When the person has no relevant other optionstHer organizational
membership, the perceived cost of leaving may benehigher® Conversely, feasible
alternatives may produce weaker CC among employdes:. instance, the person serving in
the military may stay in the unit because he or lshg no other relevant option. Thus, the

conscripts may feel the “need” to stay put regasitef their “desires” or attachmenits.

A lack of alternativedor the conscript service may support continuacam@mitment of the
person when there is a general conscript systaheigountry and the person is aware of how
the majority of peers opt for the same way of cadin that kind of situation, there is a
social pressure for fulfilling the military obligabh and a common belief that the military
service turns out to be beneficial later in civilisfe as well. Therefore, theerceptionabout
the costs concerning why the person should stélyerorganization determines CC — “not the
existence of the costs themselv@sThus, the cost or benefit as such is not importart
rather the awareness of and perception about xE@mple, the uniqueness of the benefits or
shamefulness (as a cost) of leaving keeps the pemomitted to the organization. However,
investments, benefits, and alternatives have amgnifieant impact on CC if the group

members are not aware of them or their mearfing.

Theoretically, CC has two subcomponents: the peedeisacrifice that may result from
leaving the organization and the perceived lachltrnatives? The sacrifice subcomponent
implies that the person has made irreplaceablestments during the membersRipThus,

the person has to or needs to stay in the orgamizhecause there is no sense in leavifiy it.
For example, after several years of employmenhénsame company, it can be hard to find
another job or there may be too many years invesidtie organization compared to the
benefits of leaving’ In other words, CC is based on “threat of los$ toamits the person to
the organization® If the person commits to the organization only ¢mehat threat or the
costs associated with leaving, the person may hawtesire to become a unit's member but
he or she stays in the unit only for practical oeas such as investments, benefits, and lack of

alternatives.

*2Yoon & Lawler 2005, 3
3 Meyer & Allen 1984, 373
* Meyer & Allen 1997, 57
> Meyer & Allen 1987, 212
%6 Allen 2003, 242

" Meyer & Allen 1997, 58
*8 Meyer et al. 1990, 711; Meyer, Paunonen, Gell@lyifin & Jackson 1989, 154
%9 Solinger et al. 2008, 71
0 Meyer & Allen 1997, 56
®1 Gade 2003, 164

2 Meyer & Allen 1984, 373
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In comparison with other commitment components, &0 features some negative aspects.
While affective ties (such as AC and NC) are bemgfito the organization, CC is an
undesirable featuf®. Therefore, the required investments, possibleratives, or acquired
monetary benefits and perks (e.g., “optiot” in k&) should not be over-emphasized in any
organization, and particularly not in the militawyhere the affective side of commitment is
more salient for optimal outcomes than in otheraargations. The possible draw-backs are
that strong CC puts the person’s effort d6fvand he or she starts to neglect the dfies.
Moreover, the person accepts the participationhi@ ¢rganization as the only possible,
feasible choic& Even experienced employees may withdraw their ciomemt to work due

to CC®’ and execute only the minimum that is requiredstaying in the job.

The organizational psychological literature has paeld the Meyer and Allen’s three-
component model (TCM) of commitment. However, thterdture has also offered
improvements to the model and even challengedoitsiiition. The main critique targets the
conceptualization. Solinger and his colleag§tiesgue based on the attitude-behavior mfSdel
that TCM comprises fundamentally different phenoméogether. AC refers to a general
attitude towards the organization while NC and @@ “attitudes regarding specific forms of
behavior (i.e., staying or leaving}"and assess the anticipated outcomes of the é&avihg.
As an improvement théysuggest examining affective, cognitive, and betvabiaspects of

organizational commitment based on a singulatuaitial definition of commitmerf®

Also, continuance commitment has been viewed withcern. CC and AC correlates
weakly® or even negatively, indicating that they are iidiilal measures of the person’s
relation to the organizatioff. This is due to how CC emphasizes the instrumesidal of the

organizational membership, not the affective onereédver, CC is more an attitude towards

behavior, not towards the organization in gen€rhi.addition, the reliability of the CC scale

%3 Cota et al. 1995, 572

% Meyer et al. 1989, 152

% Meyer et al. 1993, 545

% Meyer & Allen 1997, 40

67 Wright & Bonett 1997, 498
% Solinger et al. 2008

%9 Eagly 1992, 693-694

0 Solinger et al. 2008, 70

" bid., 76

2 Cf. Mowday et al. 1982, 26
3 Meyer & Allen 1984, 376
Ko etal. 1997, 966

"5 Solinger et al. 2008, 72
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has been low suggesting that its construct validityuestionabl€® On the other hand, NC
has had even too strong a correlation with AC ansl difficult to separate them as factors.
This stems from how AC and NC have many commoncadents, and therefore, they lack
discriminant validity’® Because of these reasons, the utility of affectbeenmitment
measuring identification and attachment to differéoci is perceived relevant but the
employment of NC and CC as measuring overall comerit has received critique and
concerns such as described above. This is the meadty Ko and his colleagu€s
recommended to define commitment as “loyalty todhganization” emphasizing a person’s

affective attachment to the unit.

2.2 Multiple Foci of Commitment in the Military

Meyer and Allen’s organizational commitment m&8elenotes the psychological states in
work settings. Although their model governs theestific debate in the journals, there have
also been other ways to investigate an individuaffection to and identification with the

organizational entities. The following review ofsearch describes the various ways to
conceptualize commitment components and their Because the rudiments of the three-
component model are presented above, this sectpands the issue by discussing the origins
of the organizational commitment research and theksmelated results that have been made

on the basis of the multidimensional models of cdtmant.

KanteP! perceived three types of commitment as continuamcdesion, and control.
Continuance refers to the assessed relative costdbenefits for leaving or staying in the
group (refer to CC). Cohesion as “positive catleeotientations” alludes to affective ties to
the group whereas control refers to how the growgmbers take norms, demands, and
sanctions as legitimate and neces&§amollowing Kanter’s conceptualization of commitment
as instrumental, cathectic, and normative ffeépon and Lawlé¥ state that commitment has
three components: instrumental, affective, and m@tia commitment. Instrumental

commitment refers to perceived benefits of staynthe organization. Affective commitment

Ko et al. 1997, 961

" Meyer et al. 1993, 546

8 Solinger et al. 2008, 71

Ko et al. 1997, 971

8 Meyer & Allen 1984, 377-378

81 Kanter 1968, 500

82 McClure & Broughton 1998, 10; 2000, 475
8 Kanter 1968, 499

8 Yoon & Lawler 2005, 8
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derives from an emotional (cathectic) attachmenttite organization, while normative

commitment implies the attachment to the moral @sland norms of the organization.

Slightly differently, Buchandti defines commitment as a “partisan, affective atteent to
the goals and values, and to the organization t®roiwwn sake, apart from its purely
instrumental worth.” This perception emphasizesatiective / emotional part of the reasons
why an individual would like to continue his or heembership in the organization. Porter
and his colleagué$ developed the Organizational Commitment Questimanand defined
organizational commitment as “(1) a strong beliefand acceptance of the organization’s
goals and values; (2) a willingness to exert carsidle effort on behalf of the organization;
and (3) a strong desire to maintain membershiphéndrganization®” Thus, commitment
implies that a member desires to stay in the acitepts its goals and values, and exerts effort
for the organizatiofi® Actually, this definition forms the basis for tkenceptualization for
the three-component model of commitment. Furtheemddowday and his colleagiés
conclude that organizational commitment refers ttee “relative strength of an individual’s
identification with and involvement in a particularganization.” Especially, the membership
and involvement in the organization links the parswith the specific group goals and

facilitates achieving the organization’s objectives

Gal* categorizes the various aspects afjanizational behaviorto three facets of
commitment in the military as organizational comment, career commitment, and moral
commitment. Through organizational commitment tleespn ties with the organization’s
goals, purposes, and norms. In career commitméet,person strives his own success,
whereas moral commitment refers to that the pebsdieves in and lives for the moral codes
of the group. It is argued that the membershiph military requires moral commitment
since commitment relates the person with the valoesns, and standards of behavior of the

organization and produces sensitivity to sociatsans of the other membets.

O'Reilly and Chatmafl argue that organizational commitment consists aimliance,

identification, and internalization. Thus, commitmeis founded on the person’'s (a)

8 Buchanan 1974, 533

% porter, Steers, Mowday & Boulian 1974, 605

8 Mowday et al. 1979, 226

% Hogg 1992, 72

8 Mowday, Porter & Steers 1982, 27; Porter et al41 %04
% Mcintyre, Bartle, Landis & Dansby 2002, 302

! Gal 1985, 555

%2 Johns 1984, ix

% O'Reilly & Chatman 1986, 492-493
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compliance for gaining specific, extrinsic rewar(ty, identification with the attitudes, values,
or goals of the organization and his or her desie affiliation, and (c) his or her
internalization of the organizational charactecstiand perspectives in order to obtain

congruence between individual and organizationkiess*

Gal®™ compared commitment with obedience and statedthiegtboth create a sense of duty.
Obedience substitutes commitment when people &% reotivated by their commitment,
whereas obedience is not required as much amonglljneommitted soldiers. Moreover,
Gal® argues that low level of commitment could be stltsd by obedience and control in
order to fulfill non-valued organizational goalsowever, regimentation without inducement
toward affective ties may alienate the group memlaevay from the larger organization and
create ill-fated norms inside the group, such aeidance of duty, performance with

moderation, social loafing, and turnover.

Commitment may have several foci in nested dhits other words, the person may have
multiple commitments to the various aspects of grand organizational membersHiphat
together make the person to remain in the group exsdt effort for the benefit of the
organization. Although the nature of these tiedlifferent, their communality is that they
create cohesion and commitment to the unit. Meper Aller’ detail different logics as to
how organizational commitment develops: (a) theaoization and its structure and
characteristics positively affect work experiendésit strengthen AC, (b) the personal
characteristics (such as background, values, desirel expectations) directly influence AC,
(c) behavioral commitment at work and in the grpupduces AC, (d) the person invests his
or her time and effort and he or she has low altéras that together support CC, and/or (e)
cultural, familial, and organizational socializatigprocess combined with organizational

investments build up NC.

In terms of several foci of commitment, Meyer ani folleague¥® examined the
generalizability of the organizational commitmentodel to occupations and created

corresponding measures for occupational commitm&hts occupational emphasis was

% |bid., 493

% Gal 1985, 556

% |bid., 562

" Meyer et al. 1998, 87-89

% Meyer & Allen 1997, 92; Stinglhamber et al. 20029
% Meyer & Allen 1991, 68

190 Meyer et al. 1993, 538-540
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promoted by Vandenberg and Scarp8fiovho defined occupational commitment as “a
person’s belief in and acceptance of the valuebi®for her chosen occupation or line of
work, and a willingness to maintain membershiphattoccupation.” From another point of
view, occupational commitment means “a psycholddink between a person and his or her

occupation that is based on an affective reactichat occupation'®?

Meyer and his colleagu¥d examined thoroughly organizational commitment he t
individual level and described how a person canctwamitted to “work, team or group,
manager, occupation, profession, career, and uriorierms of organizational functions,
group refers to primary social relations betweempt® work denotes the instrumental
functions of the group, manager signifies the grdepdership, whereas occupation,
profession, career, and union represent the claistats of the organization where the
primary group is nested and why people work inrtlggdups. In the end, the soldier's
behavior is affected by the net impact of his ardmmmitment to the different entities of the
organization (such as occupation vs. organizafi¥n)The most salient entity affects

commitment and behavior more efficiently than osher

Another viewpoint is presented by Stinglhamber &iel colleague$® who discuss that a
person may commit to the supervisor, the work graog the customers at the workplace.
Thus, a person can develop commitments to one oe miborganizational collectives that
belong to one another as ‘nested’ grotisRelating to the idea about commitment to the
different hierarchical levels, Heffner and Rent8¢hdemonstrated thatvork group
commitment positively influences AC to tldepartmentwhich in turn affects AC to the
organization Similarly, it is demonstrated that AC and NC tee toccupation positively

correlate with AC to the organizatioff

From a different viewpoint, Ellemers, de Gilderdavan den HeuvEl distinguish three
distinct commitment components through a confirmatiactor analysis as team-oriented,
career-oriented, and organizational commitment, @rdespondingly, their premise is that a

person can be committed at the same time to time, te@reer, and organization. For example,

101yvandenberg & Scarpello 1994, 535

192 ee, Carswell & Allen 2000, 800

193 Meyer & Allen 1997, 2; Meyer et al. 1998, 87-89

104 Herscovitch & Meyer 2002, 476; Meyer et al. 195889
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in the military, officers may be committed to theganization and their profession as separate
foci of commitment. When commitments to differentifare not compatible, this implies that
the person would like to be in the particular ofgation but not in the specific group or the
person is not attached to the organization butsstayt due to his or her commitment to the
primary group-'° Therefore, the research could identify differertfites based on the degree
of commitment to different foci, such as (a) uncaited to the military profession and the
unit, (b) uncommitted to the military professiontbzommitted to the specific unit, (c)
committed to the military profession, but not te tturrent unit, and (d) committed both to the

military profession and to the unit.

In the occupational models, organizational commitirigpically refers to the bonding with a
work unit. However, thénstitutional modelsaccept that there can be multiple organizational
levels above the unit to which the person can Imengitted at the same time. For example, in
the military, the person can identify both with tbeganization (e.g., the regiment) and the
institution or profession (e.g., the Army), andréfere the affective ties may be so powerful
that they surpass the instrumental, more practeadons for the membership. In this regard,
Tremble and his colleagugSshow that officers have higher levels of AC tha® €ipporting
the aforementioned assumption. Furthermore, Alldstinduishes organizational and
institutional foci of commitment. Thus, individuateay have strong commitment to their
branch (e.g. Special Operations Force) while haviegk commitment to the military as a
whole!*? In conclusion, commitment to different entities the organization has diverse
antecedent and effects, and without a comprehengve on commitment, the research may

lack the explanations for certain commitment lewglgheir relevant consequences.

In the conscript system, the military represents Hociety and the values of the total
population, and therefore, the military links toettoverall socialization process and
indoctrination of the natiol:*> The socialization process may create symbolicaiymitted
soldierd** who, in addition to the military, commit to patigm and sociopolitical aspects (or
ideology) of the natio'™> Moreover, societal indoctrination may create aratdeology or
commitment that unites people for supporting trstiutional purposes. Basically, the support

of the citizens is secured by executing missioriecéfely, supporting societal goals and

H1OE g., Meyer & Allen 1997, 100
1 Tremble et al. 2003, 179

112 Allen 2003, 249

113 Shils & Janowitz 1948, 284
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policies, and preserving the country and the petplEor example, Israel sets a good model
of a country, where the vast majority of the citigehave a strong obligation to protect the

nation and the society due to the close link betwte conscript service and national

defensé?’

Wesbrook® discussed ideology and its relation to commitmant performance and
concluded thatdeologically committedsoldiers tend to be also effective soldiers, wagre
every effective soldier is not necessarily ideatafly committed. Thus, being ideologically
committed (implying, for example, patriotism or ioatlism) may benefit personal
effectiveness in an institution, such as the nmilitdcurthermore, Moskd&’ proposes that

latent patriotism underlies all commitment and wedi in the military. Also this argument
links to the primary socialization process, wherpeason is culturally induced with values,

attitudes, and commitments with the organizaticoalalization.

2.3 Commitment to the Military Service and “the Wad Defend the Nation”

In Finland, a latent form of patriotism (in Moskegerms) is generally called as “the will to
defend the nation” (“maanpuolustustahto” in Finhisgflecting the person’s commitment to
the military service and to the security policygeneral. Adopting Gal*$° viewpoint, such a
broad commitment refers to a conviction about agyr@éement with the purpose and the goals
of the military system, and it reflects concordabeenveen the personal and national interests
and values?* This broad commitment entails security politicttitades?®? toward national
defense in general as well as propensity to pelsoadicipation in the national defense
systemt** The willingness to defend the country may originfrom societal bonding that
implies an individual’'s commitment to the valuesiaymbols of the soci€§? and refers to
commitment to the social-political system, ideolpgyd patriotisn®> Generally, the creation
of the will to defend the nation is an insepargidet of personal growth and development of

the citizens having historical, social, psycholagiand moral mechanisms.
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Patriotism and the will to defend the nation mayengowerful effects on the individual's
perceptions about a) the presence of the militasstesn, b) the acceptance of military
obligation, and c) the importance of the persorfares for the benefit of the country. For
example, in Finland, patriotism and national defed®sely relate to one anotHéfand the
willingness to defend the country is viewed asréuei among peopl&® Therefore, there is a
strong relation between national identity and ‘t¥ik to defend the nation” in Finlantf® and
thus, nationalism and patriotism have had a dilegt to the Finns’ commitment to the

national defens&®

Several factors contribute the citizen’s affecttonthe nation and its defense. For example,
the unique geopolitical and cultural situationsFafiland>! and general conscription have
sustained the will to defend the natiSAFinns have lived “between East and West on the
wrong side of the sea” for a hundreds of yéatsiving in an independent country, where the
citizens have roughly the same ethnic origin, laggs, habits, traditions, and rights, and
where cultures, religions, and legitimate instdn8 influence what people believe in,

consequently affect what they commit'€d.

Valtaner® discerns the factors affecting the spirit of defieg the country, such as national
character, attitudes and morale of the citizengyand solidarity of the nation, trust in the
political leadership, attitude and knowledge abdig consequences of the war, and
psychological strength to persevere in war. Moreave>® concludes that the spirit to defend
the country is founded on the determination to wi@fagainst an enemy and psychological
strength for making resistance. On the other hiskold®’ detailed the aspects that increase
affection towards the country such as a) the bengfanted by the membership of the nation,
such as well-being and subsistence, (b) familigrmeaningful habits, traditions, and courses
of action in life, (c) the bonds to the friends arthtives, and d) the feeling of belongingness
and attachment to the nation. These factors hatenpally a great value in the people’s
minds and they can be confirmed and reinforcedutjinamnyths, historical stories, or national

events. For example, the national flag associdtesperson with the nation and provides a
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feeling of the unity of people and a meaning fstaining the welfare of the stdf&.Perhaps

therefore, the respect for the Finnish flag is piered as the most patriotic d¢t.

Mannerheim® stated (1.12.1939) the famous keywords that descrihy the Finns are
fighting for: home, religion, and fatherland. Atbsummarizes such mottos and argues their
importance as linking an abstract idea and theopé&snotivation and commitment together.
For example, “Pro Gloria et Patria” simplifies bothe personal and national motives
together. The Finnish military-political attitudesystallize into the slogan “Not against
anyone — but everything for the fatherland and diteens,” which became a motto after
World War Il both in the militard#? and among the pacifist§® Basically, the slogans and
mottos stated by the commanders and political &#gwwerve the person’s need for a reason for
sacrificing one’s own effort and assure that halo is fighting for a good cause. However,
the motto may lose its strength if the situatiomrges and the message no longer tangibly

touches the person or if the wordings initiate umeel connotation¥**

In addition, strong commitment to defend the countray originate from the national
historical experiencé® that have assured of the necessity of the “totl, W° the “total
defence,*’ or the “comprehensive defense approath order to survive as a small nation
under attack?® In such defense system, all resources of theeesticiety (including human
resources) focus on national defense effoftghus, although the Finns have been reluctant
to start a fight, they have been aware of the natiglefense as the nation’s lifebloGd.
Especially, an external, distinct enemy unites suation, and the citizens are more eager to
pull together in order to defend their nationalntlly and the existence of the country as
happened, for example, in Finland during World Wal*? Particularly, the spirit of the

Winter War® has supported commitment to the national defereseer nowadays?*
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As a notion, “the will to defend” originates frofmet early days of independence (and probably
beyond). For example, Kalif& elaborated that “the will to defend” determines thte in war,
and Laurild®® stated that “the will to defend” is the essencetfie nation’s ability to fight.
“The spirit of the Winter War®’ and “the sprit to national defen$® were the common
notions describing willingness to national defemseer war. Actually, the importance of
psychological warfare became evident during theldvafar 1I™*° and during its aftermat}{°
For example, Shils and Janowfzstudied the impact of allied propaganda on Wehhtsc
troops in their seminal work. Similarly, tikénnish Military Psychological Sociesiaborated
on the psychological warfare among the Finnish pgsd® The society also assessed the
development of the Swedish psychological defenséeims of the notions (“the sprit of
resistance®®® and the organizational developments (the propdsal a permanent

psychological defense organization: Beredskapsnamfiit psykologiskt forsvarf:*

At the same time, Valtan& wrote his thesis about the “the spirit to natiodafense,”
Moreover, Kohd®® published his study about the public relationsaatol for affecting
attitudes towards national defense. As a combinagicthe national interests, work of active
societies, and following the example of the neighigp country, the Committee of
Psychological National Defenc€l960-1963) was established and later followed thoy
Advisory Board of Psychological National Defer{d863-1975)°” Their main task was to
plan and direct the confidence-building measuresnigproving the population’s information
and motivation to defend their natiéi.In the reviews, the advisory board was concerfred,
example, about the citizens’ attitudes towards mgcyolicy, armed and non-violent
resistance, and conscriptibti.At that time, psychological national defense waseasential
part of the national defense syst&fhFor example, Ohqvist' defined psychological defense

as the fourth element of the total defense systasides the military, civil, and economic
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defense). Particularly, the role of the closestitar}y leaders was deemed significant for

creating positive attitudes toward the defenseesyst?

Since 1976,the Advisory Board for Defence InformatiofABDI) has followed the
development of the Finns’ opinions about issuesceonng Finnish security policy and
national defense and provided information for aciionormal and exceptional conditioHs.
The most visible work of the ABDI is commissioning surveys about the opinions of the
Finns on foreign, security, and defense patiéySome of the survey questions have been part
of the research since the 1960’s. In terms of itedis and changes in questionnaires, the key
parts have remained unchanged although some guedtave been developed for inquiring
about special issues, such as attitudes towardndiefg Lapland in different kinds of

scenarios or defending the country when it is umdetear attack’®

In terms of theory, Térnqvist defined the will to defend the nation (i.e. fonsdlja in
Swedish) as: “individers asikt eller vilja att \vAsom kollektiv, samhalle, nation bor eller inte
bor anvanda vara militara resurser for att forsvaralet vid ett utifrdn kommande militart
angrepp eller hot.” Moreover, he distinguished lestww the general and personal will to
defend the country. Thgeneralwill refers to an individual’'s perception that thation and
the society ought to use military resources if ¢hisr a threat or attack against the country,
whereas th@ersonalwill to defend the country implies that the pers@s a positive attitude
towards participating in military training and nlry national defense in case of an attack

against the countr¥/.

The traditional, “fundamental questidi® about thegeneral will to defend was first
mentioned in the Swedish repdft from which it was adopted to the Finnish questairain
early 1960's"® In Swedish it goes:Antag att Sverige anfalles. Anser Ni d& att vi hora

181 "\which is utilized in Finnish

vapnat motstand, dven om utgangen for oss ter &g
Defense Forces a#f Finland is attacked, Finns should defend theweslmilitarily in all

situations, even if the outcome were uncert&inActually, it is the first question in the
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official military questionnaire filled out at thene of service by every conscript implying this
question’s role as the leading one on defendingcthuntry. Altogether, the survey contains
three questions about national defense. The seooedassessgsersonal willingness to
defend the country in the following wal§:Finland is attacked, | am ready to participate i
military national defense as part of national seevduties The third question weighs the role
of the Finnish Defence Forces as part of natiomdrtse by statingFinland has to have
functioning Defence Forceshat as a statement links the conscript's (affettattitudes to
NC.

Naturally, these three questions are not the omlgsothat are used to assess Finnish
psychological strength in national defense. Thezakly, thegeneralwill to defend the nation
could be assessed based on the opinions abouthgwetance of functional conscript service,
the Finnish Defence Forces, and the overall natidetense systeff? In practice, “the will

to defend the nation” has been conceptualized apaisured as an attitude towards military
appropriations and trust in Finland’s defense céitiab.'** On the other hand, theersonal
aspects of willingness to defend the country cdaddperceived as an individual's personal
readiness to act as part of the Defence Forcedmaadmotive to such actidfi® Thus, the
person’s service-related attitudes and behavior lm&aroperationalized based on a) career
intentions, b) participation in voluntary work imational defense, c) active and positive
participation in conscript service, d) completidrconscript servicé®® e) the level of training
motivation, f) willingness to participate in reftes training, g) perceptions about the
importance of received training in the militdfy,h) the number of participants in civil and
conscript service, i) the number of drop-outs ins@ipt service, or j) the number of offences,

and e) refresher training motivation among theisod®®

Sinkko and his colleaguts were able to cluster people based on the genrdaparsonal
aspects of the will to defend the nation. They dashe that thgpersonalwill categorizes more
the conscripts than thgeneral will to defend the nation. Their main argumenthat the
combination of the person’s social capital sigaifity explains the will to defend the nation

although an individual component of the social fsuch as family background) may not
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be directly related to commitmehf The social capital implies the person’s capabiitand
resources that he or she has adopted or receivéaimily, education, and through social
networks'®! In all, Sinkko and his colleagu&&suggest that overall approach towards the will
to defend the nation could be assessed based omuineof its general and personal
counterparts. Furthermore, Alart&hwould add the attitude towards the appropriat@sshe

third component of the measurement.

In terms of the current attitudes, the majority @8Y of the citizens believe that if attacked,
Finland should defend itself in all situations, evkthe outcomes were uncertait.Almost

an equal percentage of people (between 73 % and 1@2§ectively) want to preserve general
conscription for mef?® The willingness to defend the country is evenrsies among the
reservists when it has been measured during ashefrdraining exercise (85-87 % agreed
with the statement between the years of 1994—280MYloreover, citizens perceive that
refresher training exercises are essehtiaHalf of the Finns (46 %) believe in Finland’s
defense capabilities in a conventional war, and hlf of them would preserve the present
level of the defense funds (or appropriations), l&vldne third of the citizens would even

increase the defense bud{ét.

The study®® also investigated the main factors that the Fibekeve to affect a credible
military defense and conclude that the credibledss is sustained by a) good relations with
the neighboring countries, b) the (quantity, qyadmd maintainability of) defense materiel, c)
the citizens’ will to defend the nation, d) modeveapon systems, e) defense of the entire
territory of the nation, f) general conscriptiorr ine men, and g) the level of the defense
budget. All these details were chosen to represenédible defense by more than 80 percent
of the respondents. Moreover, the credible defayseem is supported by regular refresher
training exercises, Finland’s participation in imational military operations and EU’s battle
groups, NATO’s interoperability in command systeamsl weaponry, and the existence of
women’s voluntary service. In conclusion, Finn®sgly support the military and the idea of

defending the country when it is under attatk.
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Both the domains of this research, commitment ahe Will to defend the nation,” have dealt
with the differences between the perceptions otwleeand motivation. Thereforejotivation
deserves a short overview in light of commitmend dthe will to defend the nation.” In
general, commitment to the military service repnsehe person’s generattitude towards
national defens&® and as an attitude, it is an individual's relayvetable and consistent
approach to a certain objé€t. Thus, commitment refers to a general preparediessrtain
involvement in the organizatidf® In contrast, motivation relates goal-oriented behaviéf*
and implies a changing, psychological state ofralividual that relates to a certain situation

and determines the activity and direction of hiser action$®

The motivation theory typically contrasts intringimotivation with extrinsic motivation (as
introduced byself-determination theo}y°° Due to intrinsic motivation, a person is naturally
drawn toward completing the work. Furthermore, pleeson enjoys and is interested in the
action or the work itseff®” and continuously looks forward to getting pleastiough
work 2% By contrast, extrinsic motivation creates a defsirattain instrumental outcomes that
are external to the work itself, such as rewardseoognitior*® Deci, Koestner and Ry
demonstrated in their meta-analysis that extrineivards decrease intrinsic motivation.
Hence, people tend to lose their interest in thdivabng activity in excess of enforced
rewards>! Based on these results, Ryan and Bésiuggested that intrinsic motivation can
be enhanced by providing challenging work settiagd exercises, giving constructive and

promoting feedback, and resorting to only necessaajuations.

The motivation theory has moved from an individygitenomenon towards a more
comprehensive approach that takes into accounsdbml environment of the person (e.g.,
feedback, communications, and rewardd)¥or example, Volét* describes motivation as a

“socially situated, dynamic, interactive and mutieénsional” construct, which relates to a
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sociocultural (“person-in-context”) perspective tthaews motivation “as an emergent
property of the relation between the person anctivironment, rather than solely a property
of the individual.**® Thus, social and cultural environments affect waiton besides the
personal characteristics, and therefore motivasooonstantly revised based on an explicit
and/or implicit appraisal about ongoing changes the personal and contextual
circumstance$'® Briefly, higher order cognitive processes are tfamentally social in
nature.?*” Therefore, an integrative model of motivation wbabnsider commitment-related
personal aspects, such as structure of personalgplogical beliefs, social attitudes, and

personal values in the valu&.

Herscovitch and Meyél describe how organizational commitment is a fahz influences
an individual’'s behavior even when there are noard®, evaluations, or other extrinsic
motives. Generally, people with strong AC or NC &kely to have a higher (intrinsic)
motivation to work and act for the organizatfGf.Correspondingly, motivation strongly
relates to AC and N&! and especially the soldiers with an intrinsic mation have more
positive attitudes, intentions, and commitment tbémer soldieré?” Thus, there is a strong
link between motivation and commitment. Based andhif-determination theory, motivation
equals an intention to act (due to personal drivexternal incentivesY> On the other hand,
commitment brings about in an individual the needegrse of action relevant to a particular

target®>*

Hence, both concepts affect and direct persorfa\ber.

Mevyer, Becker, and Vandenberdfiepresent an integrative framework for commitmend an
motivation in which commitment is one of severainsilating forces for motivated behavior.
The model is based on the LocKé’sconceptualization of the motivation process. The
particular theoretical improvement involves inchgli goal regulation in the mod&l

Specifically, they proposed that goal regulationtaes linchpin connects commitment to the
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motivation process and behavfé?.Moreover, they argue that the five forms of peredi
regulatiori?® and the three forms of commitment could be talea eontinuum from internal
control (intrinsic motivation and AC) to externadrarol (external regulation of motivation
and CC) having in the middle NC (and introjectegutation of motivation and¥>° Briefly,
commitment affects the motivation process througtal gregulation. Thus, commitment
influences how the person perceives the reasonandrpurpose of a course of action, and

how this eventually modifies his or her behavitr.

Based on the discussion on these theoretical ctualeggations, commitment and motivation
are distinguishable yet related concepts that niiytadfect one another®® For example,
employees with strong affective commitment expeaxgegreater intrinsic motivation (and the
promotion focus is on accomplishments and developmevhile employees with strong
continuance commitment are more directed by extenwdivation (and the prevention focus
fulfills only minimally acceptable requirements}. Consequently, AC has a strong positive
relation on motivation, whereas CC affects neghtithe person’s motivatioft* These

results suggest that commitment explains motivation

To summarize the comparison between commitmentnaotivation, commitment signifies
“an urge to perform behaviors that ... exceed insemtal motivations of the individuaf*®
Thus, due to commitment, the person can persevetevark beyond formal requirements to
support a higher purpose that he or she believemihidentifies witlf>® Representing an
attitude and emotional attachment to the unit, cdment indicates g@eneralwillingness to
act or a tendency to perform for the benefit ofuhi?*’ This means that, in comparison with

motivation, commitment involves a holistic, deepdpted orientation.
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As a summary of various terminological definitiormgganizational commitment could be
perceived as a composite of “various types of nestifor remaining with, and performing for,
an organization®*® Furthermore, the person may identify with and cémim different
entities or abstract ideas. For example, the pensay have a sense of duty (commitment)
which, however, may depart from how he or she cotgdthe duty in daily business. Still,
behavior at work is more directly affected by matien which regulates the person’s
behavior and performance and directs a certainseoof action. Generally, commitment
represents an underlying, deeply-rooted propetisély provides certain motives and reasons

that motivation directs into action.

Motivation necessarily precedes behavior being ohéhe reasons for a certain actfon.
Before a given action, motivation is affected byrspmal values and needs, skills and
knowledge, desires and intentions, self-efficacyd axpectations, whereas after the action
proper motivation is influenced by an immediatedtesck from behavior and performance,
incentives and rewards, and personal satisfaéfforActually, motivation is more a
continuous process than a stable construct, amaughr this psychological process the
person’s efforts are directed, energized, and mestd" Since motivation has a direct
relation with performance and productivity of thewgp, the military has been interested in to
study the motivational aspects of the service mesibfeor example, motivation to fight:
training motivatiorf*> achievement and training motivatiotf, and motivation during

refresher training have been thoroughly investigated.

The motivation theory and research distinguishéwdxen situational motivation and general
motivation?*® Situational motivation refers to inner and outémali that dynamically affect
the direction and activity of actions, while generstivation denotes an average, general,
more permanent motivation to act in a particulay.vildne similarity between motivation and

commitment refers to the similar characteristicsmhmitment and general motivation.

Yet, the main difference between motivation and oiment is that motivation involves an

intensity and direction for an action, whereas catment does not necessarily require any of
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these elements. Thus, commitment has only an oblexdt appeals to a person without
directing his or her actions. Although there isetation between commitment and action,
commitment and action can exist without one another example, “the will to defend the
nation” refers to a general commitment to defenel ¢buntry, but it does not presuppose
personal willingness to defend the country. Comraiitrcould be perceived as a continuum
where there are, for example, the following focicommitment as enumerated from abstract
to more concrete: commitment to the (a) country, rfational defense, (c) military, (d)
conscript service, (e) brigade and battalion, {Whaunit, (g) platoon, and (h) squad and team.
Moving from an abstract idea to a more salient primgroup, the person’s behavior,
performance, and actions are more prone to betaffeoy commitment. This is because
commitment and motivation are more closely relaaédhe lower level of focus. In other

words, commitment to the group may enforce motoratd behave and act in a certain way.

2.4 Commitment to the Group

The previous chapter emphasized how an individaalle committed to the several foci of
organizational elements and how the institution awen the nation operate as the broadest
object for an emotional attachment. Actually, tlesesnce of organizational commitment is
that it serves as a mechanism through which groeimioers and small units are bound to the
larger structure which they are part?6f.Therefore, teamwork and social integration in a
group can considerably facilitate the effect of ooitment to the unit and to the military. At
the primary group level, the foci for commitmenhdae a person or a group as the concept of
interpersonal relationships or abstract ideas, sasajroup norms and organizational vaftfés.
Next, the examination of different foci of commitmeurns to the individual’s most salient
social entity — the group — and briefly descrildes primary theoretical approaches to examine

commitment in the group.

The organizational commitment denotes the bondinidy whe larger entity, such as an
organization, work unit, and their higher organi@a&l entities. However, the most salient
grouping is the primary group, where the persoediand works. At that level and in terms of

definitions, commitment refers to conscripts’ “got@nce of the group’s goals and values,
positive affective ties to group members, willinga¢o exert effort on behalf of the group and

to fulfill group expectations, and desire to gaimmaintain membership in the grouf$® This

247 McClure & Broughton 2000, 475
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definition openly views the group and its membexshee primary foci of commitment. From
this perspective, commitment to a group rises wtken recruit prefers his or her group
membership more than other available options. @rother hand, the group is committed to a
person, when the group members value the facthlegberson contributes to the functions of

the group.

In addition to commitment to the group, cohesio@ isommonly used notion for describing
attachment to the group membership. Shils and J#&fdWMaid the foundation for military
unit cohesion research in their study abGohesion and disintegration in the Wehrmacht in
World War Il They discovered the importance of integrity aokidsrity of the primary group

in the military. Basically, they found out that aglm degree of primary group integrity
protected against desertions and surrenders ddsgitecasualties and desperate situations in
a group®! Since their study, the military have continuouskamined and improved the
methods for increasing group integration in oraepositively affect the soldiers’ attitudes,

behavior, and performance.

Manning and Ingrahafrf define military unit cohesion as “the bonding tihge of soldiers in
such a way as to sustain their will and commitnten¢ach other and the unit.” The “will”
refers to the affective dimension, whereas the ‘fooiment” mostly yields instrumental gains.
Moreover, both the primary group (as soldiers) #ral organization (as a unit) were taken
into account. Basically, JoHné defined military unit cohesion identically to thebove
discussed definitions by adding commitment as asiom-increasing element in a mission.
Later, Furukawa and his colleagtéscontinued to define military unit cohesion as
representing “bondings of soldiers of equal rankvall as between ranks, commitment of all
ranks to the military mission, and the affirmatiohspecial properties of their group, team,
crew, company, or battery that keeps them aliveambat.” Gal, Fishof, and Ge¥a view
cohesion as consisting of four components: “a) bundinterpersonal, confidence), b)
vertical, ¢) horizontal, d) commitment (organizatiounit, mission).” In this definition,
commitment is directed to the unit and the Army siues and values, and features four

different levels of cohesion: peers, leaders, thig and the Army.
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Griffith and Siebold and Kelly separately arrivet the same conclusion that cohesion
consists of several components based on differenttsral relationship&>® horizontal or
peer bonding among members at the same hierarcleical (e.g., in a squad), vertical
bonding between those at different levels (e.giween group members and their leaders),
and organizational bonding between soldiers and thrganizational units. Each type of
bonding is considered to have two aspects: affec(an emotional / reactive side) and
instrumental (a task / proactive sid®)Hogd>® completes the picture about primary group
cohesion by showing its relation to social identitye distinguishes “interindividual
commitment” between members and their leaders fier and leader cohesion in the group)
and overall attraction of the group which “implEsmmitment to an abstract idea of what the

group as a whole represents®”

Relational cohesion theory examines the importafi@®hesion in terms of commitment and
positive affect with the grouff’ For example, Yoon and Lawf8t assert that people create
ties to the group that are sources of positiveirigeland emotion whereas weak ties cause
negative feelings. The ties are due to affectiexfessive”) attachment to the social unit and
caused by instrumental benefits allowed throughugreonembership. Shared, positive
experiences in teamwork and taskwork and mutuatrstanding that the group is a source of
satisfying, positive feelings generate cohesionregmgroup members. Moreover, Ellenféfs
concludes that only team-oriented commitment erglavhy group members are ready to
sacrifice their leisure time for helping others.e@all, these results suggest that commitment
is created differently across unit levels, anddbality of interpersonal relations establishes a

bond to the primary group — more than to the ogtion.

The reason why a considerable number of studies imwested in discovering and explaining
small unit cohesion lies on cohesion’s several @@k positive outcomes. Cohesion may
direct the efforts toward organizational goals astengthens identification with the
organization (referring to ACF> Cohesion also supports commitment, which in ten i
reflected in retention and behavior of the membB¥ra‘et, while cohesion may increase

commitment, also the opposite is possible. Thusteased AC may promote sociability,
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interaction, and cooperation among group membergasing cohesion in the group, which
in turn makes group members to commit more to tlymrizatior’>> Moreover, specific
group functions may relate to certain concepts avhmitment. Specifically, interpersonal
relationships and interaction may affect an indmaks NC and result in performing in a
certain way’>® Through the socialization process, the group esespecific, appropriate roles
and norms that define the level of conduct on wamkl influence the degree of NC in the
group?®” However, Johrf&® notices how group cohesion does not automaticalfyribute to
organizational effectiveness. The positive effadtgohesion on unit performance require a
link between the group members’ norms and the dzg#donal goals, and this link is

established by creating the soldiers’ commitmenhéounit and its mission.

2.5 Commitment as a Consequence of Organizatiamahlzation

The organization improves the personnel's orgammat commitment through an
organizational socialization proced8where the unit trains and inforces the “ropésand
creates identification that binds the recruits wathunit and its membef5! Moreland and
Leviné’® present a model of group socialization with thgesychological processes:
evaluation, commitment, and role transition. Innterof military socialization, evaluation
refers to a process where a group assesses at'seaiility to make a contribution to
achieving set group goals. Basically, this meansnative evaluation by group leaders and
peers of how the recruit fits in the group andragdaies his or her behavior and performance

to fit the group.

From an individual point of view, the recruit evales group practices, roles, norms and
goals, and tries to make sense of the corftéMloreover, he or she assesses the valuleeof
psychological contractn interaction with leaders, peers, and orgamreti demands and
standard$’ In this evaluation, one of the main variablestaks is thecongruencebetween

the recruit's ability and values and the new semaeds and values of the military
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environment’® Basically, the person assesses whether the oegamizfulfills the person’s
expectations and desires and thereby either windoses his or her attachment and

commitment’®

From an organizational point of view, the socidiima of the conscripts is an uncertainty
reduction process with the unit educating and imginthe tasks and accustoms the
organizational norms and valu/®$. The unit may enforce socialization by establishing
feedback and rewards that prompt and direct theopetowards an appropriate behavidra

successful socialization process implies that tleeruits understand and adopt the
organizational goals and rudiments and behavesdbase the standards of the new
membershig’® The success of the newcomers’ socialization détersn their loyalty,

commitment, performance, and turnover in the omgtion?®°

A person’s commitment develops and fluctuates tiverphases of the socialization process.
For example, Moreland and Levfi& present five phases of group socialization
investigation, socialization, maintenance, resaasibn, and remembrance, through which
individuals move with four role transitions: entagceptance, divergence, and eRéfore the
entry, commitment develops due to personal orientatioand preparations for the military
service. During active investigation, a recruit lexps information about the prospective
group and organization, and correspondingly, tHéany shares information for preparing the
inductee’® In this phase, the inductee plans and anticipapt®ns and problems, makes
commitments and obligations, and discusses the njmgp military service and “tries on”
military roles with the parents, siblings, and €&t In addition, the person creates an initial
motivation to perform in the organization and gahattitudes towards the participation in the
unit. If the motivation is high, the person morkely tolerates uncomfortable socialization
experiences, whereas the person with a low motimdtias also a low threshold to leave the

unit if he or she faces unpleasant challerffes.
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The encountewith the military (the entry) starts the systemasiocialization where the
personal attributes, including commitment, are sdap an acceptable level. During the entry
and the first experiences in the organization,n&&comer is susceptible to be influenced by
organizational socialization programs due to umdersituation and lack of knowledge about
an appropriate behavi6¥: The military organization affects the person’s cgitment by
persuading him or her to conform and contribute aiganizational goals. Through
socialization the person is familiarized with thasiz objectives, means, responsibilities,
behavior patterns, and a set of rules of the orgdioin”®® Commitment to and identification
with the organization is supported by affecting theruit’s perceptions, dispositions, motives,
behavior, and social relatiof¥. In addition to developing personal skills, the retizer and
emotions of the recruit are under a transformatidm this process, the military attempts to
modify the whole personality, attitudes, perspesdjvand normative attachments of the
persori® in order to adjust and integrate the person as ageto influence his or her social
identity as a soldier. Finally, the recruit beconasustomed to new tasks, interpersonal

relationships, roles, and the expected progres®inrganizatio>°

A certaincommitment levederves as a measure for accepting an individualfa member

of the unit?®®* Specifically, commitment to the group rises whiee tecruit prefers his or her
group membership more than other available opti&s. the other hand, the group is
committed to the person, when the group membeilsentitat the person contributes to the
functions of the group’? FeldmaA® calls this whole phase accommodation, as the itecru
accommodate themselves with new tasks, interpergetationships, roles, and expected
progress in the organization. However, it is nadrgateed that a person achieves the adequats
commitment level in which case either (re)socidi@aor discharge are the options left. For
example, in the military the discharges (for ottien physical reasons) reflect the failure of

the organization to assimilate the person as apgmoember.

The idea of the socialization process is to getptieson to identify with and commit to the

organization and to accept the social requiremehtke group. Thanaintenancephase of
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socializatio’®* entails that the person abides by the rules anshs)csuccessfully carries out
his or her roles, and manages the new t&Ski return for personal acceptance of the
military system, the recruit expects that the orgaiion looks after his or her interests and
satisfactiorf>° This acceptance is externally marked by takingstiidier's oath and accepting
some symbolic privilegeS.” Furthermore, the oath ceremony makes it possibkfect the
conscripts’ and their significant others’ positivatitudes towards the military and

commitment to national defen&g.

At some point, a member’s attachment to the pdaicerganization wanées; and actually it

is typical that commitment declines over tifi&If the instructors and commanders notice the
change in the member’'s commitment, they may trsesmcialize the person. If the conscript
does not want to adopt the organizational standards openly challenge the system, the
person and the group may diverge from each othéchmesults in the person becoming a
marginal member of the group, and commitment lewelstinue falling until the person
leaves. In any case, before exit there is theplagse of socialization remembrance- during
which the person and the organization officiallgak past good memories and achievements
in traditional events. However, implicitly eithen® or both the parties conclude that a new
phase has started and there is no return fadkor example, in the conscript service the
remembrance phase contains programs to support itorant to national defense and

ceremonies to indicate that the active serviceogdnas ended.

To conclude, prior studies suggest that the sae@tin process significantly affects
organizational commitment. Among different committheeomponents, the socialization
process may have its strongest effect on NC comp#oeotherd® which is the case
particularly in the militar{®® with generated commitment encouraging employeqsutsue
effective performance in the organizatidA.The entry and the socialization phases of the
process are moments when the organization has raficagt opportunity to affect its

members and when the first social, training, ardéeship experiences have important long-

2% Moreland & Levine 1982, 167

2% Moreland et al. 2001, 93; Nelson & Quick 1997, 4®B
2% Moreland et al. 2001, 93

297 Gal 1986, 111; Hockey 1986, 32

2% Gal 1986, 112

29Ward 1999, 67

30 Meyer & Allen 1987, 202, 205; 210; Vanderberg &f3993, 564
%01 Moreland et al. 2001, 94

%92 stinglhamber et al. 2002, 124, 133

%93 Johns 1984, 36

%94 payne & Huffman 2005, 158



35
term implications on the individual's integrationnca performance as well as the

organization’s atmosphere and effectiveriéss.

3 PREDICTORS AND CONSEQUENCES OF COMMITMENT

3.1 Personal, Social, and Organizational Factdrsdnce Commitment

The predictors and associates of commitment aré¢ ineduced in three groups: personal
characteristics, social and leadership experiences] work-related, organizational
experienced® In terms of personal characteristics, the posgibéelictors that are considered
in the literature are age, gender, marital stafasjily, and educational and criminal

background.

Personal Characteristics. Although age may not explain group experiences, it is to some
extent associated with organizational perceptiowsgarticularly with commitmerit’ Meyer

and Aller’®® note the relation between age and tenure andtiglezommitment. Mathieu and
Zajac® confirm in their meta-analysis a weak but stijréficant relation between age and
affective commitment even when tenure is controlledccupational studies of commitment,
it is argued that age relates to commitment regyitiom an individual’s seniority and better
positions in the organization and possibly the stwveents that he or she has been able or

required to make over time in the occupatith.

As a basic rule, the longer the person has bedherorganization, the more he or she is
committed to the unit** Meyer and Allef™® reason that that people with londenurehave

justified their longer term in the organization such people have already received more
rewards and better positions thereby increasinig saéisfaction and continuance commitment
with the organization. However, although (contintEncommitment increases with tenure, it

does not have the same effect on performance. Waigth Boneft™ discern in their meta-
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analysis that tenure moderates the commitment—peaioce relation and correlations actually

decrease with increasing tenure.

Similarly to relations between age and commitmgeahderhas showed only weak or even no
relation to organizational commitment. For examplarrasi** and Mathieu and Zaj&¢ did
not find any significant relation between gendedt affective commitment. Thus, gender does
not determine the degree of which the person costuithe organization, for example, the
unit and Army. However, gender may affect the ipéesonal relationships in the group that in
turn affect commitment of the particular group mensb In Finland, women are less prone
than men to accept that the country is defendeceruattack’*® On the other hand, the
volunteer women who complete the conscript serdemonstrate even stronger motivation
and commitment to the military service than maleisos on averag&’ Generally, defending
the nation is not a topmost issue for women butdbrescript service makes it a valuable
matter. Moreover, volunteering attests the positivientation of the person (in this case
among the women), supports service motivation, arakes the person to focus on the
benefits and positive aspects of the situati8rTherefore, volunteering instead of one’s

gender is probably the reason for commitment teeser

Marital status and educational levalre not consistently associated with commitni&ht,
although education associates with well-being atahtification among soldiers and offers
opportunities for better jobs or task8.Somebody could perceive that low relations between
personal characteristics and commitment are nabueaging. From another point of view,
these results suggest that people from diversegbaigkd with different abilities are able to
create strong affective and instrumental commitntenthe organization if leadership and

experiences in the organization are supportive.

Personal attitudes and valuesdffect commitment more than personal backgrouradofa
although also in this case the effect is low. Faneple, conscripts’ low perceptions about
service may be due to the characteristics thaviedals bring to the military, such as initial

low commitment. On the other hand, certain perstynaharacteristics may increase the
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likelihood that the person forms an involvementhwét group?* Johné?? argues that the
military should employ people with certain valudsieh may help make the fit to the military
easier. Such values are “willingness to sacrifieespnal welfare for group welfare, desire to
belong to a structured group, a sense of commuiigation, and respect for authority*
Bartoné?* proposesardinessas “a personality or cognitive style” that, amastger things,
explain why some people are more committed thaersttspecifically, hardiness brings out a
high sense of life, openness to challenges, andnitnent to work®? In Finland, “sisu” is a
parallel notion to hardiness and it has a sigmificeelation to general and personal

commitment to defend the countfy.

Family background and relationshipsmay affect an individual's commitment to an
organization. For example, Gade and his assotfatéisd that spouses’ affective and
continuance commitment has an influence on soldéfsctive commitment. On the other
hand, growing in the family where the father is @fficer may influence the values and
obligations of the persofi® Therefore, some family relationships prepare thescript and

his or her pre-service orientaticf.

During the membership in the military, the familysignificant others can create competing
commitmentsr even pressures on the person during the serid@erefore, problems in the
family decrease the person’s attachment to theanjliunit®** Thus, attention diverted from
the military to the family has harmful consequenaegshe unit. In the worse case, the
conscript needs to make a choice between servitdéaamly expectations. Particularly, if the
person has children, there is a need for the s$tgptessible service period instead of serving
12 months in the military®> Naturally, the military can affect familial relabships and
commitments of the significant others by lookingeafthe soldier, the organizational
communication, and functioning policy, for exampleaves. Particularly, those conscripts

who are engaged or married have needs for closanomication with their spouse or
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g%

girl/boyfrien If the relationships between the conscript andohiser family are not taken
care of his or her motivation to be attached anchrdted to the group and organization
would be jeopardize®®* Moreover, the family members would not be as supmo of

military service.

Rank and status in the groajpe labeled here as personal factors althoughaiteegiso related
to success in organizational membership. Commitnvanies systematically by virtue of

k3*® Thus, more committed service members have tygitadher rank in the militar§*°

ran
Rank also correlates with career intentidtisSimilarly, the will to defend the nation is

related to the rank of the conscript. For examtie, leaders are notably more willing to
defend the country than the rank and file soldi8&90 % vs. 69-70 %, respectively, agree to

the traditional questions about defending the ayumhen it is under attack§®

Commitment also seems to be connected taype and status of the urstich as combat,
combat support and support units or elite vs. riae-enits>*° For example, the Ranger
Regiment (as an elite unit) had significantly higbemmitment than other units in addition to
their superior horizontal and vertical cohesionb jsatisfaction, and perceived combat
readiness$?® This applies to the group level as well, becatigh ngroup status involves

higher group self-esteem and group commitri{ént

Social Experiences. Besides all the background and personality diffees, there is a good
possibility to have highly united groups if sociahd leadership experiences in the
organization are positive and satisfy personal s&&dMeyer and Alled*® argue that a
possible relation between personality charactesstind organizational commitment takes
place due to “their interaction with particular \kaxperiences.” For example, a person who
would like to affiliate socially will be more comtted to the organization where such needs
are fulfilled. Next, social and leadership expecehare discussed in terms of their relation to

organizational commitment.
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Basically, group membersociability is positively associated with group-based likiffagy,
instance, social attractiofi’ In addition to good peer relations, sociable peagit along with
their leaders and have more positive orientatidh e unit than group members who do not
get along with other"® Through common positive experiences, the group beesnestablish
norms and standards for the group behavior and@nftoyalty, trust and commitment to the
group” and its member§® In addition, social experiences produce interagtio
interdependence, ‘local identities’ and common gdhat create a commitment to the shared
identity3*’ Thus, positive social experiences in subgroups litee the ‘stepping stones’
leading to organizational affective commitméfitand the will to defend the nati6f.
Overall, an organization with sociable, for exampbecially-oriented people has better
affective commitment and organizational effecti@nehan the organization with the

members who are less sociabi®.

The perceived level obocial supportstrengthens the conscripts’ commitment, reduces
turnover, and helps the soldiers to maintain a mimn level of psychological comfort during
service. Therefore, social support is positivelyoasated with the person’s commitment, and
intention to stay in the dufyy* Housé"? detailed the mechanisms of social support andeargu
that besides the direct effect on outcomes (sucleoasmitment), social support has the
moderating, buffering effect (related to stressorthe situation). The buffering effect refers
to a situation in which stress does not lead tatieg outcomes if social support is provided,
but does so without the social suppBrt.Interestingly, stress is unrelated to negative
outcomes when social support is available andeeltd, for instance, lower satisfaction and

higher turnover without the presence of social supp*

While sociability and social support are advantageto social functions of the group,
interaction and cooperatiohelp the group in its instrumental tasks and gdalsthermore,
interaction may facilitate commitment of the groogmbers. For example, Heffner and

Rentsch> find that an increase in social interaction atl@lels of the organizational fosters
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workplace commitment in addition to productivity darretention of the employees.
Reciprocally, commitment encourages members to asmoate and coordinate in order to
work for the benefit of the team® The results of Tucker and his associfteascertain the

positive impact of working together. They foundtthi@e soldiers with higher collective work
hours demonstrated also stronger affective commmitnihus, working and training together
provide more shared experiences and opportuntiesvblve with the unit and its purpose.
Moreover, affective commitment in the work groupates positively to AC in the whole

department, and correspondingly commitment in tBpadment (AC) associates positively

with organizational AG>®

Constant and intense interpersonal relations, cmoseof opinions, and conformity with
group norms create and strengthen solidarity amtl®@mong group members and between
them and their immediate leaders. Consequentlgcefe and instrumental bonds among
group members lead @roup cohesionwhich refers to a strong attachment, identifmati
and pride in the group, as well as commitment @ tanst in peers and immediate lead@?s.
As proved by the results of Heffner and Rent$8rcommitment to the primary group, for
example, cohesion in the workgroup is an antecedfenttganizational affective commitment.
Commitment to peers and leaders associate withotlezall idea about the group. For
example, Siebof* noticed how platoon pride related to both squadnber and leader
factors. Basically, organizational commitment regsian adequate level of group cohesion
consisting of satisfactory vertical communicationdahorizontal bonds among group
members® Cohesion among peets peer cohesion means the net of all bonds amgang
members, for instance, overall commitment of thentmers to each other. Typically, cohesion
increases inter-individual commitment, trust, layaland attractiof?® that contribute to

organizational commitment.

In other words, commitment functions as a sourcbeatfavior and performance that benefits
the group and possibly also the organization berawmnmitment includes a sense of
responsibility to the task and other group memB¥rg/hen group goals are in harmony with

organizational goalscommitment to group tasks and goddenefits also organizational
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effectiveness. Therefore, it is necessary to fosmnmitment at the small group level.
Theoretically, commitment implies “the extent toiah group members place value in the
group and are willing to subordinate their goalstiie group’s goals®*® Thus, shared
commitment to the task and goals is the essenceowimitment in the military group.
Cohesion itself represents a force that sustaiisamdl commitment to group members, the
unit, and the missioff° Due to the elevated effort and appropriate notask cohesion (as

commitment to the task as a group) best explainsashesion affects performante.

Leadership Experiences. The leader behavior and the leadership stylerméte the impact

of leaders on subordinates’ performafiecommitment®® and group cohesiot® In the
military, a group leader may support the positiuecomes by creating close contacts with the
subordinates and showing interest and involvemeninterpersonal relations. Living and
working together produce shared experiences andshigs that bring leaders and their
subordinates together and foster positive relaktigpss and commitment between them.
Positive relationships to the leader have moreauarfte on commitment to the organization
than the quality of and satisfaction to interpeedarlationships in the group. This is due to
that the leader represents the formal unit, wheo@er group members do not have the same
kind of responsibility?’*

The military leader set an exampby modeling organizational citizenship behaviatirg

for the welfare of individuals, showing competenesd displaying commitment to the
goals®"? Particularly, the informal and unofficial practicenhere the leader looks after the
welfare of the group members on and off dlifycreate commitment to the leader and also
reinforce commitment to the military service in gesl®’* Furthermore, fair, considered
leadership supports affective commitm&ntand the leader’s personal attention and care of
his or her troops increase the conscript's motratind contentment with dul{f Generally,
leaders who are supportive of and concerned far sibordinates’ development also hold up

organizational commitment in their unit.
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In studies on cohesioli’ commitment to the leader is termedvastical bonding whereas the
aggregate of commitment levels in the group impliegical cohesion Vertical cohesion
refers to affective and instrumental positive ielahips between the leader and the other
group members. In other words, it is the degreghich the group members identify with and
relate positively to their caring and competentl&d’® Due to strong vertical cohesion, the
subordinates trust in, identify with, and even likeir leadef’® and correspondingly, the
leader respects and has confidence in his or Herdunates. Strong identification with the
leader supports an internalization of goals, stafejand values represented by the le&8er
that in turn fosters commitmefit: Moreover, the person’s trust in group performaaoe the

leaders directly relates to the will to defend tiagion 322

Sincethe leaders are the envoys of the organizategroup and vice versa, it is essential that
they maintain high level of values by themselves Btzionf®® clearly points out,
commitment to the leader (in case when the leadeommitted to the organizational norms)
directly and positively affects the subordinatesvdlvement in the unit. Therefore it is
required that the leader is morally committed ® dinganization and institution, for instance,
the military. Moral commitment implies that the pen has internalized the values and norms
of the military and he or she is sensitive to theia sanctions of the other members of the
corps®* Moral commitment is particularly supported by strmational leadership

behavior:®®

The best outcomes of leadership are expected wieenrganization hasaring, respectful,
competent, and committed leaderiso lead and train their troop®. From a soldier’s point of
view, positive leadership is supportive of his @r Isense of worth, well-being, pride, and
identification with the leader and the militaR/. On the other hand, positive relationships
between the leader and the subordinates protestsagmssible negative outcomes resulting

from membership. For example, Stinglhamber and ¥ahdrgh&® find that commitment to
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the leader is significantly and negatively relatedhe intent to quit. Furthermore, the results
of HUMRRG®® suggest that the leaders’ effort on improving skl satisfaction lead to
increased commitment, which becomes visible asan@ér intention in the subordinates to

continue the military career.

In addition, successfuleadership significantly influences affective cotnmeint to the
organization and its higher purpoSe.For example, Vandenberghe and his colleatjtes
examined the work group members’ commitment toeddfit foci and established the
relations between leadership, cohesion, and comenitrby showing how organizational
commitment £ = .40) and group commitmenp (= .18) were significantly related to
commitment to the supervisor. Therefore the moeepitrson bonds with the leader, the more

he or she is committed to the leader’s goals aeatbanizational goals and standafts.

If the leader linksthe hierarchical groups together, (a) informatiemd feedback flow
profusely support the functioning of the whole ewst (b) the organizational efficacy of the
primary group is elevated, and (c) the group mesbee more likely to be motivated by the
organizational goals and purpo$@.Actually, the leader's main function is to created
maintain an unbroken chain of group members’ commett to different organizational
element?™ between the social group, the task-performing grthe group leaders, the unit or
department that the group is part of, the larggaoization, and the institution that gives the

purpose for the existence of lower level groups @amts.

The leadership theory argues tiv@nsformational leaderseflect the best characteristics of
successful leadership> While transformational leadership supports affeciommitment to
the organizationransactional leadershipredicts calculative, continuance, commitniefit.
Interestingly, transactional leadership has a meganfluence on job motivation and moral
commitment®’ In contrast, a transformational leader (“syvaj@itin Finnish) involves the
subordinates in envisioning an attractive futurd arspires them to be committed to achieve
that future. Transformational leadership behavigitds team spirit through enthusiasm, high

moral standards, integrity, and optimism, and ptesi meaning and challenge to the work,
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thereby improving subordinates’ self-efficacy, ddefice, sense of meaning, and self-
determinatior?™® In others words, due to transformational leadgrsttie subordinates (a)
admire, respect, and trust in the leader, (b) areviated and committed to share goals and the
vision, (c) find innovative and creative solutiotts problems, and (f) satisfy their unique
needs and desires and develop their full potefifidkasically, transformational leadership
produces commitment and involvement as a resulewéloping personal identification to the

organizational goal&’

Leadership behavior affects performance, attitudasl commitmentf the subordinates.
Bartone and his associat®sdemonstrated that effective leadership duringxamaise results
later in higher group cohesiveness indicating gert-building effect of leaders. Sieb8fd
explains this effect by arguing that strong leakigrsinspires group members to bond with
each other and go beyond themselves in commitmenachieving an elevated goal.”
Similarly, Delug&®® observed that the subordinates’ perceptions abasting interpersonal
relationship with the leader get them to exceedn&drjob requirements. Correspondingly,
Vandenberghe and his colleagifésshow how commitment to the supervisor increases
organizational commitment and commitment to the kwgroup which in turn improves

performance.

On the other hand, the quality lelader-member exchangmiquely and positively relates to

the affective commitment to the lead®t.Positive leader-member relations improve the
person’s sense of self-worth and provide suppodiwvaronment and encourage him or her to
be committed to the organizatiét.Howell and Hall-Merendd’ confirm that leader-member

exchange is more strongly related to subordinapeformance than transformational

leadership. Moreover, subordinates’ perceptiontheir leaders’ commitment influence the
development of vertical cohesié® and the group members’ own commitm&it.In

addition, soldiers tend to favor a leader who destrates strong affective commitment to the
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organization (in addition to competence, sociahilind group integratiori}® Simply, the
more the leader is committed, the more the subatémidentify with him or her. In a
nutshell, commitment is an essential part of leslipr — and leadership increases

commitment to the group and the organization.

Work-related organizational experiences. Basic training equals the phase is the sociabizat
process in which commitment can be influenced angroved™* Apart from socializing
inducteesmilitary training targets developing skills and competence of sermembers. In
turn, perceived competence (referring to self-affiy strongly associates with
commitment*? Thus, the more the person learns and develog=innit, the more likely he
or she is also grateful for and committed to thgaaization. In another organizational study,
Mathieu’s modét® corroborates that training characteristics affelstsatisfaction that in turn
influences organizational commitment. Moreover,amigational commitment is inspired by
perceptions about training experiences, performaaee the extent to which training fulfills

expectation§*

Cannon-Bowers, Salas, Tannenbaum, and Mdthieargue that committed employees
perceivetraining as useful and beneficial, want to exert more eféord be successful in
training (to support their own position in the angaation). Theoretically, this argument
implies that commitment improves training motivatithat perfects performance. On the
other hand, the results suggest that achievemerivation influences commitmeft®
Moreover, receiving training that improves an indal’s skills and knowledge and provides
an opportunity for advancement makes the persaeveethat the organization values his or

her effort and leads to stronger commitrmight.

The sense of trainingnfluences creating commitment to military servi¢deor example,
inconvenience and hardship are more acceptable giken some reasons and meaning. On
the other hand, soldiers’ endeavor without meaniagies the service a more unpleasant and
compulsive experienc®® For instance, the feeling of boredom, as a resfyiorly planned

training experiences, negatively affects servicemimers’ attitude towards the military
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service™® On the contrary,shared goals and unity of purpossipport organizational

commitment. Particularly, stronger affective comment is evident if the personal goals are
congruent with the military on&S and there is a consensus about these &§dalis could
be achieved by inviting service members to worketbgr in goal setting and decision-

makindg'?? that enhances control over and ownership of thesion. A shared, meaningful

missiorf*> and “a sense of being entrusted with it” strengtb@mmitment to a shared gdat.
Shared vision, clear goals, and joint actions sudfae subordinates’ sense of self-worth,
collective efficacy, and meaningfulness of the gramnd organizational membership — factors

that also build identification with and commitméatthe organizatiof’®

Individual needs, expectations, and valum® not identical among soldiers. Therefore,
particular work and training experiences may haweymng influences on soldiers’
commitment?® Typically, the person with traditional values iganly always strongly
committed to defend the natiéff. On the other hand, somebody may be committed @lue t
personal benefits gained through the military sservBasically, knowledge and understanding
about conscripts’ needs and expectations duringy thervice help to sustain soldiers’
commitment to the military. For example, the comgrte between organizational experiences
and prior expectations supports the person’s orgéipnal commitmert?® As another
example, needs for status, personal developmedt,sanial interaction could be fulfilled
through organizational membership that in turn te@@ommitment to the specific unit where
the needs are served. Specifically, organizatigmstrumental) commitment develops as a
result of training and education (due to increasemnan capital), social support and
relationships (enhanced human capital), and gog@dnzational reputation (as cultural
capital)?*® Moreover, affective commitment is created by flifent of personal (higher-
order) need$* Thus, personal growth and development and achienenf personal goals
would benefit organizational commitment. As a gaheule, it is better to provide positive

experiences than try to confirm to the memberseesations'*
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Fair treatmentand informed decisions are more important thafillfoent of personal needs
for sustaining commitmerit? For example, shared deprivation of allocated tirast, or food
does not affect commitment, if the hardship isifiest, for instance, by particular training
goals and purposes. In other words, all persoredsido not have to be satisfied at once if the
needs are taken care by equally treating all umtnivers. Coherence of management and
personnel policy may improve overall satisfactioithwthe organizational membership and
therefore indirectly affect commitment. Equal, astent policies and practices (between
groups and the same kind of units) safeguard azgdohal commitment, because then
comparisons do not reveal differences between aniggng from the quality of management

or standard operating procedures.

The unit can support organizational commitment Hgvating the personal adjustment
proces$® Van de Ven and Van Geloovif suggest that a bett@erson-environment fit
leads to an increase in job satisfaction, affectgenmitment, and intentions to stay in the
military, which all together reduce dischargesha military. Since personal coping involves
continuous appraisals about the person-environmeelationship’® organizational
commitment most likely improves if the unit can yeahat it supports the person’s fit to the
organizatiori*® If the organization takes care of the person-emwirent fit, it provides
support to the person in order to assist his orbledavior and performance in a new group.
From a new member point of view, this phenomenowraked perceived organizational
supportwhich refers to the common belief of that the argation values and cares for its
members. For example, Vandenberghe and his coksd§thave showed that perceived
organizational support (implying, for example, sopigo fulfillment of personal needs) is an

important antecedent of organizational commitment.

Exchange theory posits that an individual maintaingerpersonal associations and
organizational membership that he or she perceagaswarding Such a person evaluates
“the net difference between rewards received avengi**® However, in this study it is

argued that exchange theory may better apply toumental, task-oriented, work-related
situations, whereas in social groups affective anmbtional relationships and ties exceed

instrumental, calculative assessments and make itelmvant in the close, social situation.
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If this argument is correct, then the military slibiemphasize the quality of social
relationships in small units in order to strengttegfection and identification of the group
members and in turn enhancing the probability thatperson stays in the organization as a

productive member.

Basically, this discussion points out thmtmary group relations can be rewardiras such
due to friendship, social support, or affectiong @aherefore primary group relations are not
constantly evaluated and compared with other plesgjtoup relations. On the other hand,
organizational membership may involve more inteesa&luation of the worth of being in a
certain unit, especially when the reason for bem¢he unit is instrumental (pay, learning,
pension etc.) as may be the case in civilian waiiksuThen, commitment to the organization
could be enforced with elements that set the @itler the comparison, such as, for instance,
the system of awards, rewards, and punishmentsedfer, the extent to which a person
values social or work-oriented group varies indidllly. As an example, if a person is
inclined to strive for rewards and avoid punishrseand the membership is not motivated by
affective ties with the social group, then, accogdio the exchange theory, the person will be
affected by the organizational recognitions. Howetlge recognitions may have no effect on
a person’s commitment if he or she places the nmaportance of social life in the

organization.

Punishmentsrepresent socialization efforts to assimilate as@e to the normal flow of
organizational life and to point out behavior tisatotally unacceptable. Every organization
has some kind of formal or informal signals for hayerson has not observed the set rules or
guidelines. Particularly, in a total institutiorgrfinstance, in the military, punishments are
valuable tools in socializing people. By using m@mments, the military organization
expresses disapproval for a conscript’s slip framright behavioral code by showing that the
conscript has done something disgraceful and distate?*® Thus, sanctions and
punishments enforce a moral commitment to the n@musvalues of the grodf)’ However,
sanctions are ineffective “unless a moral involvetraready exists™* Thus, without initial,
adequate level of moral and normative commitmesmcsons arising from disobedience of
norms and rules would fall on deaf ears. On therolland, rewards such as promotions may
elicit perceptions that the organization is integdgn an individual’'s career and development

that leads to stronger organizational commitment.
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Normative influence on group members depends on thewgroup can shape its members
attitudes and behavior “through demands, expectstioewards, and punishment&*”
Moreover, variation in group functions producesfatént types of norms. For example,
shared commitment to task has a different impadtotudes and behavior in the group than
shared commitment to interpersonal relationsfitpsBasically, group performance and
organizational effectiveness are most likely summbiby shared commitment to the &8k

that incorporates the norms and goals of the gamajpthe larger military organizatiéfr

Because commitment links the person with the uistih and its higher purpose, tegmbols
that highlight the importance of personal sacrdider the institution would strengthen
personal attachment with the continued membershithe unit (AC). Prior to the military
service, the socialization process may have alreegbted loyalty and commitment to values,
national symbols, and the military service as ativacmembership in the socieff An
example of socialization from the civilian settithgat repays during the military service is the
Independence Day which provides a chance to memdhiz sacrifices of prior generations

and proves the need for the military system inguiing freedont?’

During the military service, participation in unighich have distinct history, traditions and
rituals, and specialized training induce stronged@i’e commitment to the unit and the
military.**® Thus, the military heritage experienced througit membership ties the soldier to
his or her service and the milital§. As a detail, even distinct uniforms and badgestav

effect on the morale and commitment of soldféPsbecause they show the unique
organizational membership in a valuable institutiBasically, everything that fosters social

identity in the unit is a useful tool for increagicommitment to the organizatidrt.
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3.2 Commitment Affects Attitudes and Behavior

In terms of different forms of commitment and theitcomes, commitment seems to insulate
the organization against poor outcomes at the same when organizationally valued
attitudes and behavior are supported. For exarnptemitment affects positively behavit?,
group performanc&? personal performanéé? organizational citizenship behavibr, low

6

> reenlistment® job satisfactiof™® and well-beind'

absenteeisifr® low turnover’ % In

terms of the impact of commitmentAC appears to be the most valuable for the
organizatiori®®* For example, AC is more strongly related to betialioutcomes than Ct?
Although AC may demonstrate the strongest impacattitudes and behavior, also NC has

similar effects (due to their strong interrelatié)

“Commitment to the military is characterized byemse of duty** This affirmation implies

that committed soldiers work harder to fulfill theduties which results in improved
performancein the group and unit. The literature details tgetup performance is most
affected when soldiers have strong commitment tdask compared to interpersonal
commitment or group prid®> On the other hand, Zacc&tdshows how interpersonal liking
and attraction increase commitment to task whickitpely influences group performance.
Thereby, commitment significantly predicts percédivambat readiness in the military, and
the well-performing groups are distinguished fromopperforming ones by their group

members’ commitment to task performafite.

Besides group performanceersonal performanceand organizational commitment are

directly related®® Hendersoff® argues that a soldier's battle performance isrodeted by
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personal or moral commitment, and his or her lgy@tthe group. Moreover, commitment to
the leader (or supervisor) directly affects job fpenance, whereas organizational
commitment indirectly affects performance throughcreéasing commitment to the

supervisof:’®

Actually, commitment and performance may haveciprocal relation In other words, while
commitment to the organization makes the persoex&rt more effort and consequently
perform better, the high level of performance mayrespondingly make the person more
committed to the organization where he or she émsed to perform so wéfi* The research
proves that (attitudinal) commitment affects andréases performance more than vice
versa:’?> Commitment componerase not equally related to performance. Meyer Alfeh*"®
predict that AC has a positive effect on perforneanghereas CC may affect performance
negatively or not at all. Gade, Tiggle, and Schdfirsupported this prediction and reported

that AC influences performance positively and CGatively.

It needs to be emphasized tleatnmitment to the work group may result differamtomes
than commitment to the urdf For example, a person is not necessary willingdd for the
benefit of his or her work group just due to commant to the larger unit if he or she hates
membership in the group and has low commitmentst@erformance and goals. Therefore,
literature asserts that the best outcomes arenaatavhen all various forms and foci of

commitment are strontj?

In addition to performance, commitment has sevbsmleficial attitudinal and behavioral
outcomes. For example, commitment interacts witpectations and desireBor example,
trainees who were more committed prior to trainexgected better performance and desired
more from the training than trainees with initialiyy commitment’” Affective commitment
explains alsoorganizational citizenship behavidf® Organizationally directed people, for
example, are more motivated to work hard, takesiiie, and follow rule4’® Moreover, they

are more likely to promote the unit's image andtipamate in voluntary evenf8? Thus,
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committed soldiers “go the extra mile” for the ditand work beyond formal requirements
to support organizational objectiv&. Therefore, commitment has a negative relationship
with absencesand punishments, and committed employees are @gdcatbe less absent
from work and be more focused on job performafiteParticularly, low affective

commitment may produce an underlying cause forntaly absenc&*

However, besides commitment, alsorms determine the absence rate in a group. The
findings of Mathieu and Kohl&P suggest that the average group-level absencectseati
individual absence beyond other factors, such asndtment, satisfaction, or demographic
items. Thus, the company’s absence culture andypa@nd especially group norms, influence
how contextual and situational factors are refléctn individual's behavior, such as
absencé®® Pearlirt®” argues that absence arising fromalingeringand other stress-avoidance
techniques is learned from the reference groupjnstance, from other squad and platoon

members.

A person who is not integrated in the group andrttiégary may psychologically distance
him- or herself from the situation, and consequend less committed (affect), believe less in
the unit and think negatively about the circumsésn@ognition), and be less eager to perform
as expected (actiofij® Sinclair and his associaf&$categorized employees based on their
AC and CC and found that free agents (having moee€€L and low AC) demonstrated
significantly poorer task performance, organizaiogitizenship behavior, and antisocial
behavior than other people in the group. In thetamy, conscripts with weak (affective)
commitment are not willing to participate in traigi and implicitly protest against their
situation in the military and alleviate their bagklings about the service by being absent. For
example, sickness is a typical defense mechaniamglutilized by soldiers avoiding service.
Thus, low commitment to military service can be destrated in an active way by avoiding
responsibilities in service and seeking medicahgxens from training, or in a passive way,

by showing little initiative or desire of learninigring training*°
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Commitment is in organizations strongly related hwiperceivedstress and reported
turnover*®* Generally, committed recruits report lower sties®ls than uncommitted service
member$®® However, shared stressors intensify the effect pefrsonal stress on
commitment®® As a basic rule, commitment secures the persan itess by increasing the
thresholds when he or she starts to react undessstin addition, the person perceives
organizational and supervisor support more favgrahle to his or her attachment and
therefore is able to benefit from provided help andport!**
People lacking commitment and motivation are irhhigk of early separation. For example,
Cannon-Bowers and colleagi®&s demonstrate that recruits’ expectations, seltay,
commitment and pre-training motivation are fourngigant turnover predictors. Basically,
the more problems a recruit has with morale, sislkigline, self-esteem, pride, and
commitment, the slighter is his or her likelihoasl dtay in servicd®® Moreover, Griffeth,
Hom, and Gaertn&t’ prove in their meta-analysis that organizatiorahmitment and job
satisfaction are the primary antecedents of turn@vesides quitting intention, which is the
best predictor of it). This has been further exaadiand proved that low commitment predicts
the intent to quit®® and that commitment is indirectly related to atseparation via these
intentions*® Therefore, the turnover literature suggests thaamizational commitment

affects turnover behavior through intentiofis.

Results show that both AC and CC relate to turnowméentions and actual turnover
behavior’®* For example, Gade and his colleagffeand Luchak and Gellafl? report that

AC, CC, and their interaction impact on retentiamentions. Stinglhamber and his
colleague®* attest that AC and the “high sacrifice” subcompura CC are directly related
to turnover. These results indicate that peoplearenm the organization due to extrinsic

rewards (relating to CC) and because they likenteenbership (implying AC)*® Thus, high
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AC and CC commitment secure against turnover iitratamong soldier®® Griffith>®

draws attention to nationalism (as an even moregergaform of commitment than, for
example, AC), and reports that soldiers with highationalism have less turnover intentions
(and more intentions to stay) in reserve militagyece than those having lower nationalism.
Generally, every form of commitment should previeom workers intentions to quit or their
actual turnover®® It is suggested that remaining in the unit (orveasely turnover behavior)
is the primary indicator ahstrumental(continuance) commitment? However, AC has also

turned out to be important in the turnover proceSs.

Relating to retention and turnover, Safaliscerns that AC is the most significant predidtor
explaining success in the military adjustment pssc@ Finnish conscript service. The other
powerful predictors are sociability, physical healind adjustment to obedience and authority
relations. Together these four explained 50% ofvémeance of adjustment expectations prior
to the service, 58% of basic training adjustment 61% of later adjustment at the end of
service. In structural equation models, these fionensions, AC, sociability, physical health,

and regimentation, explained 56% of the later ddjest experiences.

The results suggest that Agifects turnover both indirectly and directipdirectly, AC is one
of the strongest predictors of experienced strédsshnin turn determines the turnover in the
military, whereas AC directly influences intentictasquit and stay in servicé? From another
point of view, Simer? integrates the predictors of turnover in a model ascertains that
personal and organizational adjustment factorsd{stsnt factors) affect intentions to quit,
proximal factors, through commitment, job satisfawt and quality of life perceptions,

mediating factors.

The research also offetsadership as a moderator of the relationship betweommitment
and turnover For example, when AC is kept constant, engagm@ imentorship process
decreases the odds of turnover by 38 pertérn the other hand, Vandenberghe and his

colleague3™ demonstrate that commitment to the supervisorréety affects turnover
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intentions through AC. Thus, organizational comneiithmay be more directly related to
turnover intentions than commitment to the supeni® Although these studies emphasize
the importance of commitment to decrease turna@nmitment does not always guarantee
that a person stays in the organization. For exempl spite of strong attachment to the
organizational membership, a person may leave lsecaiufamily or economic obligations or
better career options elsewhere. Similarly, a pereay strongly identify with the group and
the unit but he or she needs to leave due to speefulations, for instance, the end of

service period or a fixed retirement &4e.

Job satisfactiondenotes satisfaction with situational factors ke torganization, such as
leadership'® and training characteristics’ Therefore, variables that affect commitment also
associate with job satisfactiéff. Such variables are, for example, commitment tddeand
satisfaction with learning and working climate,deriin the unit, and positive experiences and
feelings arising from organizational membershiprtirermore, the literature indicates that
organizational commitment and actual job satisfacstrongly relate to one anothét.For
example, Heffner and Gatfé discerned that AC to the military significantlylaes with
satisfaction to Special Operations Forces. Matfifesuggests that job satisfaction and
commitment are reciprocally related, and satisfectffects commitment even stronger than
vice versa i = .44 vs.r = .27, respectively* Although job satisfaction supports
commitment? these two are theoretically and empirically diéfer concepts because
organizational commitment is more general, staslewly developed and dispellétf,
whereas job satisfaction is an affective, less Istalesponse to the job and its
characteristicd?’ Altogether, these results suggest that programshatarget improving job
satisfaction most likely positively influence orggational commitment. Commitment is also
reflected in the employees’ well-being at wifland the service membemsell-beingin the

military.>?°
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As a summary of the resylisommitted soldiers are invaluable in the militéigcause they
perform better and are more likely to remain inirthits >*° Basically, the military sustains
and retains enough effective troops by creating amaintaining their organizational
commitment that support military servite. Therefore, it is of interest to maintain and
improve a psychological link between the serviceniner and the organization. The strength
of the link is indicated by intentions to stay fretorganization. Both AC and CC sustain the
intent to stay (as expected based on turnover wdyié although AC is a more powerful
predictor of intent to stay than C& Due to attachment and identification to the mijita
(AC), the person stays in the organization becdwes®r she likes it. Because of NC, the
person is obliged to continue his or her membership job>** whereas CC affects the

retention of the person, because he or she pescthieecost to leave to be too high.

4 METHODS

4.1 Outline for the Study and the Research Questions

This research examines the factors that are relatembmmitment to the conscript service
over time. Thus, the emphasis is on conscriptstudi#s and perceptions, whereas career
officers’ occupational or organizational commitmenpurposely excluded from the research
design. The rank and file soldierdorm the focus group for the primary investigason
stemming from the following reasons. First, thekramd file soldiers represent people who
have no intentions to become officers, and theegftire intent for a military career does not
affect their commitment levels. Second, they hawtraceived any leadership training that
would increase their commitment during the servithird, their commitment levels are
expected to be lower than leaders’ commitment mrhahstrate at the same time more
variation. And, fourth, it is expected that focugion this group of “normal, standard” soldiers
would reveal most about differences in, reasons &md consequences of the certain

commitment levels.

In terms of the analysis, three main phenomenaxamined: commitment, intent to stay, and

outcomes of commitment. Among the commitment conepts (affective, normative, and
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continuance),affective commitmen(AC) is the primary focus of the examinations. As
detailed in the literature review, affective comméint represents in this study the conscript’s
attachment to and identification with the militamyd involvement in the unit® Besides AC,
intent to staywas also examined due to the following reasonshénconscript service, the
rank and file soldiers have no interest in a prgahpresence. In other words, the conscripts
do not make any substantial emotional investmenmtthe organization that would promote
their long-lasting membership or benefit them ia kbng run. This is because the service lasts
for only six to twelve months for the rank and fdeldiers, and moreover, the service is an
obligation that needs to be fulfilled. Thus, argsirom the enforced, compulsory nature of the
service and the lack of opportunities to becomergear officer, the rank and file soldiers
demonstrate relatively weak CC to the service. Basethe aforementioned reasons, intent to
stay is selected to indicate the strength of captstr(short-term) commitments and whether
the conscripts would like to continue their servicghe military. The main suggestion for
examining intent to stay comes from the prior &tare which has shown a significant relation

between commitment and such intentioffs.

The third main element of the analysis is the exatnon of differentcommitment-related

outcomesover time. Based on the literature, the selectadables about the conscripts’
attitudes, behavior and performance are gatherdcegamined in order to identify the main
effects of commitment. The outcome variables ase ahalyzed over time in order to show
how preliminary commitment before service explaiater attitudes and performance of a
conscript. Furthermore, such a design allows theméxation of commitment among those
conscripts who are discharged during the first addyservice as well as to identify differences

between commitment during basic training and agetiek of service.

Based on the literature and the outlines of thdystine main research questions are:

1. What predicts commitment to the military service?
a. How is the conscripts’ commitment related to pesatobackground and
characteristics?
b. What are the main variables that predict prelinyreaammitment prior to the
service?
c. What predicts commitment during the basic traimpegod?
d. What predicts commitment at the end of service?

2. What predicts intent to stay in the military?
a. How are personal background and characteristicoceded with the
conscripts’ intent to stay?
b. What predicts intent to stay over time?

% Meyer & Allen 1991, 67, 75
3% HUmRRO 2004, 111, 119, 300; Vandenberghe et 84 267
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3. What are the main outcomes of commitment to th@arylservice?
a. How is commitment related to attitudinal and bebeadi variables before
service and during the basic training?
b. How is conscripts’ commitment associated with pesitand negative
outcomes at the end of service?

4.2 Sample

The sample consists of the conscripts inductethéoArmored Brigade in Hattula in Finland
in 2001. Altogether, 2,047 conscripts were orddredulfill their military obligation in the
brigade, which was about 6.8 % of the annual malext in Finland in 2001. The conscripts
were mainly from the province of Hame in south-westFinland. The modal age in the
sample was 20 years (52 %) with 88 % of the padicis between 19 and 20 years of age, and
2.5 % 18 year olds, 4.5 % 21 year olds, and 5 %223ear olds. The majority (42.5 %) of the
recruits had graduated with a high school diplofter @ompleting 12 years at school. Almost
as many (39.5 %) had studied from 9 to 11 yeardewamly 16 % had only a comprehensive
school background, and just 2 % were college gtadudn this sample, all the recruits were
Caucasian and only 34 (1.7 %) were female solgerforming voluntary service. Among
those 1,792 conscripts who completed their senb8% were privates, 33 % were lance
corporals or corporals, 7 % were sergeants, anthan@ % of the conscripts were promoted
to a platoon leader or an equal position. The lerajt service depended on the type and
amount of training received, and for 35 % of thasmipts it was six months, for 13 % it was

nine months, and 52 % of the conscripts servethimtwelve-month period.

The focus sample was composed for this study b871¢8 rank and file soldiersAmong
these soldiers, 58.7% were planned to serve foo#gtins, while 41.3% were selected for the
nine or twelve months of special training, for exden serving as military policemen or tank
drivers. Prior to completing the service, 230 coipss (16.6 %) were promoted for lance
corporals, whereas 206 rank and file soldiers wdiseharged typically during the basic
training period. The majority of soldiers were eitli9 or 20 years old (88.0 %). Hence, the
age structure was basically the same comparingetavhole sample. Only 22 soldiers (1.6 %)
were women. In terms of their physical health, ¢hesldiers ran on average 2,362 meters in

the 12-minute running test, and one fourth of tlikdhnot exercise at all prior to their service.

The majority of the soldiers were still single (546) and only 5.3 % were married. One third
had graduated with a high school diploma after detimg 12 years at school, while 20.3 %

ended their studies at the comprehensive schoel.|&toreover, 25.0 % of the soldiers
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indicated some kind of learning difficulties proimg while at school. Every third soldier
drank alcohol at least once a week, and 16.1 %ah@ubitive attitude towards drug use. Every
tenth was charged with an offence in the civilialthough only 2.8 % had a criminal record

during that time. Exactly 30 % of the soldiers lexgerienced their parents’ divorce.

Before service, 25.1 % of the recruits had no placevork or study and 47.8 % of the
conscripts anticipated to have no place to worktady after their service. No wonder that
every second recruit perceived to have little ommaney. In terms of military duty and period
of service, 35.4 % hoped to be chosen for the 6tihsoperiod of service no matter what, 33.2
% wished for 6 months of service with particulairtiing or branch and 17.5 % planned to
serve 9 to 12 months and have special trainingy Q8l9 % of the rank and file soldiers

dreamed of leadership training and the 12-monticeperiod while entering the military.

The main differences between the rank and fileismdand the conscripts who became squad
or platoon leaders were that the leaders were terigind more adaptive based on the aptitude
tests (P1 and P2 military tests) and in a bettgsiphl condition as indicated by the results of
the 12-minute run tests: 2,362 vs. 2,492 vs. 2@8k8ers in average for the rank and file
soldiers, corporals, and sergeants / platoon |lsadespectively. Thus, the conscript leaders
were in a better mental and physical condition ttenprivates. Moreover, these groups were
significantly different in terms of exercising fuggncy, lack of criminal background,
graduated education level and success at schoelleBders got well along with their parents,
and interestingly, the rank and file soldiers’ pasehad been divorced significantly more
likely than the corporals’, sergeants’, or platdeaders’ parents. In their future, the leaders
were more confident to have a place to study thenrank and file soldiers. In terms of
training motivation, commitment, and intent to stdye leaders significantly differed from

soldiers in all respects.

4.3 Questionnaire Administration

For the design of the measures, the research tokk daccount the variety of possible
commitment predictors. Specifically, both persoaad situational factors were assessed
through the survey questionnaires and based orattigival data available. In order to
distinguish preliminary commitment and the impa€tconscript service experiences, the
questionnaires were administered in three stages:ljefore service, at the end of basic

training period, and at the end of service. Befaivering the questionnaires, the
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composition of self-contained, optically scannaflesstionnaires were formed and tested.
Most of the questionnaire items were about opin@amg attitudes and were responded to by
using a 5-point Likert scale varying from a strogngégative answer to a strongly positive one
(scored from 1 to 5). The questions were wordennaditively and negatively, and the scale
items were separated from each other to preveponsg sets and to reduce multicollinearity

of items and scales.

At the end of service, the primary tool for assegthe conscripts’ attitudes and experiences
in the Finnish Defence Forces is the official naiit questionnaire that is regularly filled out
by every conscript prior to the end of service. Difecial questionnaire assesses situational
and institutional factors of the service, such asia, leadership and training experiences.
However, there was a need for supplementing thetiqummaire by having a separate survey
for acquiring commitment-related items and the capss’ situation in the civilian setting —
details that were not thoroughly covered by theci@f questionnaire. In addition to these two
research tools at the end of service, two othereysrwere administrated for the study. The
first one was given just while conscripts were gntgthe service, with no direct experience
about the military life. During that time, the pany focus was on their preliminary attitudes

and commitment to the military service.

Altogether, 1,387 rank and file soldiers took parffilling out this first questionnaire. The
second survey was carried out after seven to egleks of service in order to examine the
changes in attitudes and commitment due to theusrteo with the military culture and the
experiences in the basic training. Altogether, 4,38d 88.2 % of the focus sample filled out
the second questionnaire, and finally, 1,080 an® %4 of them delivered the third set of
responses. However, only 989 rank and file soldidesd out the official (fourth) military
questionnaire, and therefore, there were 975 gslaibo completed both the third and fourth
guestionnaire which equals 70.3 % of the focus $anibotably, 206 rank and file soldiers
(14.9 %) were discharged during their service dudeir lack of adjustment to the military or

poor physical health. Naturally, they were absemnfthe surveys except the first one.

4.4 Validity and Reliability of the Measures

The procedures of factor analysis and reliabikists were utilized for testing the validity and

reliability of the measures. The factor analysisfiezl that the measures formed distinguished
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patterns and showed whether the planned groupsmsiwere internally interdependéfit.
Consequently, all the survey items underwent seseauf factor analyses with the principal
axis factoring extraction and orthogonal, varimatation>*® Since many personal and
situational factors were interrelated and not tptaldependent, each factor analysis was also
conducted by using promax oblique rotattdhwhich permits the correlation of factors, and
consequently, clarifies the results of factor asiglyamong concepts demonstrating low or
moderate mutual varianc®’ Basically, the items whose responses loaded osahe factor
formed an initial measure that went through thabdlity tests in order to be able examine the
consistency of the measure. In cases where thenggaadf an individual item were very
similar across emergent factors, the item was remhofrom further analysis to avoid

multicollinearity>**

Time 1 Factor AnalysesThe value of each variable was assessed forimgeas accurate
measures as possible. The independent variables determined based on the results of
correlation and a series of factor analyses. linalependent variable did not relate to any
other body of items (having lower than .30 coriels to any item and less than .30
communalities in the factor analysis), the variabkes omitted and not utilized in the scale
construction because it independently measured thimgeelse than the other variables.
Therefore, such an item was removed from the fuffibgor analysis and possibly later used
as an individual item in the examinations. Altogeththe criteria for assessing the utility of
items were a) the value of communalities (an adegeael of common variance among other
items was .30 or more), b) the loading of the iterthe factor analysis (an adequate value for
loadings was more than .30), c¢) descriptive infdroma(having no anomalies such as high
skewness or kurtosis), d) theeaningfulnessf the factor loadings in different points in time,
and f) the results of the reliability test (thenite increased the value of alfa in the test).

Together the combination of all these criteria wagployed to assess the questionnaire items.

The factor analyses were carried out in steps deroto distinguish the measures that were
applicable for examining commitment over time. o start, all the available Likert scale
items were included. Based on the above mention#eria, the items having low
communalities, low loadings, skewness, or loadimgmany factors were omitted from the

next factor analysis. Once the factor structure vea®galed, the items that formed mutual

37 Gorsuch 1983, 2-4

%38 Child 2006, 153-154

%3 Gorsuch 1983, 190, 205

%40 child 2006, 82, 101

%41 Cohen, Cohen, West & Aiken 2003, 419-420
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relation went through a narrowed factor analysms {fistance, all commitment-related items
were included to the analysis but not other iterBs)sed on the series of factor analyses at

three points in time, the measures were finallystweted and refined for the study.

At time 1, the principal axis factoring that usedligue rotation derived seven factors,
accounting for 47.3 percent of the variance. Tha factor covered items concerning general
attitudes toward the military service and commitingereby explaining 29.4 percent of the
variance. Thus, the affective commitment and matwaitems formed a “tone” factor that

gauged conscripts’ general attitudinal approachatda the military service. Because of this
extensive factor structure, difficulties arose @parating the items for measuring training
motivation from commitment items. In practice thieans that those who are committed to
serve are also willing to do well and learn in thegrvice (Table 1). On the other hand, the
items for determinindntent to Stayand Normative Commitmeribaded together as the last
factor of the analysis with the question dealinghwithe will to defend the nation.” This

interrelation pointed out the separate nature f@ficiif’e and normative parts of commitment,

such as the items in the first factor.

Table 1
Factors at Time 1

Factors and their items 1 2 3 4 5 6 7

Attitude and Commitment. Getting military training is

important and significant to me 88
To me it is important to do well in the army .86
| am highly motivated to complete my military sewi .74
| am not interested in military service 73
My personal contribution to military service is iorpant .71
| will feel at home in military service .69
| am stepping into military service with positive 66
expectations

| will try to do my best in training (mot) .62
| am willing to participate in training that is eitectually 61

demanding (mot)
| want to learn the things that are taught thordugmnot) .58

Military service is useless and unnecessary .50

Military Adjustment. | will adjust to being away from 81

my family '

| will adjust to being away from my friends .78

| will adjust to dormitory accommodation 57 .30
| will adjust to military service 51

| normally adjust to a new environment 50 45
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Table 1 (continued)
| can cope with the mental pressure of conscrgahiing 49

| will adjust to military discipline 47

| will adjust to rush and strict timetables 40
Military service is going to have a negative impactmy 30
civil relationships '

Emotional Stability. | have often had feelings that life
not worth living

| have had suicidal thoughts 72
| often feel depressed 55
| am often anxious and tense 48 .30
| do not feel a part of this society (system) 44

If I could live my life all over again. | would daimost
everything differently

Social Adjustment. | can adjust to being around peopl!
do not know

| feel uncomfortable with other people .67
It is easy for me to make new friends .62
| usually do not share my thoughts with other peopl 49

Belonging to a squad or a group feels pressing
beforehand

Schooling and Obedience. | felt at home at school .82
| adjusted to comprehensive school 72
| was willing to help other students at school 41
It is easy for me to obey given orders 34
| cannot stand being ordered around and commande: low

An explicit chain of command promotes action in the
army

Physical Health. | can manage the physical demands
military service

My health corresponds to the demands of militaryise 73
| am healthy and my physical health is better tinamy

A7

40

71

43

low

.84

age group in general 68
Military Obligation. NC: All men should carry out

o ) 31 .65
military service as a part of total defense
If Finland is attacked, Finns must defend themselve .61
NC: Military service is every male citizen’s duty .37 .59
CC: | have considered applying to civilian service 42
CC: | have considered dropping out of service .30 37

Note n = 1,387. Principal axis factoring with promax tata. KMO = .96. Total variance explained
= 47.3 %. (mot) = Training Motivation. NC = Normati Commitment. CC = Intent to Stay /
Continuance Commitment. low = The loading was thas .30.

In terms of other measures, social adjustment wsisnguished as a scale from overall

military adjustment. One of the biggest surprisess vthat obedience related to schooling
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experiences among the rank and file soldiers gadheir service. This result indicates that
the comprehensive school represents an importatitution where the young men need to

obey orders and possibly adjust to be commanded.

For the further analysis, the items that were méamtenote CC (such as | have considered
dropping out of service) were namedlatent to Stay The reason was that those two items
did not include the idea about side-bets that istained into the original measure of CC.
Naturally, this was due to that the rank and foéders had basically nothing to lose if their
service ended prematurely, and thus, inherentlyetiveas lack of commitment to their
continued membership in the organization. Due ®ttieoretical interest for distinguishing
AC and CC measures from one another, the more fepéattor analysis was carried out
where all the attitudinal “tone-factor” items weneluded. The reason for such analysis was
to test whether commitment items went apart as sheyld have been. Thus, the items that

were related to commitment to the military serwase examined together (Table 2).

Table 2

Factor Analysis for the Commitment-Related ItemEiaie 1

Factors and their items 1 2 3
Affective. To me it is important to do well in the army .78

| am willing to participate in training that is eitectually demandin .74

Getting military training is important and signict to me 72

| will feel at home in military service .70

| am highly motivated to complete my military sexi .67

My personal contribution to military service is iorpant .67

| am stepping into military service with positivepectations .60

| am interested in occupations in the field of s&gu .60

| want to learn the things that are taught thordyigh 59

| will try to do my best in training .56

| am not interested in military service 55

Military service is useless and unnecessary 41

Intent to Stay. | have considered dropping out of service .76

| have considered applying to civilian service 75
Militgry sgrvice IS going to have a negative impact my civil 35
relationships

Nor.mative. All men should carry out iitary service as a part 20
national defense

If Finland is attacked, Finns should defend thewesemilitarily, 66

even if the outcome were uncertain
Military service is every male citizen's duty 51
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Note n = 1,387. Principal axis factoring with promax tata. KMO = .95. Total variance explained
= 47.6 %.

Methodologically and contents-wise, the main figdiwas that the conscripts’ general
affective attitudes were distinguishable from naiveaand continuance counterparts (Table
2). As another important issue, the training matoraand affective commitment items still
formed a common factor despite of a closer loathatattitudinal items. Therefore, the items
about motivation were not utilized with affectivenemitment items or as a predictor of
commitment in the further analysis in the Resulectisn in order to reduce the

multicollinearity of the measures.

Time 2 Factor AnalyseJ he basic training questionnaire consisted ofj@8stions, and 86 of
them underwent the initial examination of meand),( standard deviations SD),
communalities, and factor loadings. Based on tleen itproperties, communalities, and
loadings, 72 items that were both theoretically amethodologically relevant for the study
were accepted for the last phase of factor analysis factor solution comprised 14 factors
and accounted for 50.4 percent of the variance, agan the first factor was about the
attitudes and commitment of conscripts. Altogetidr,items explained 26.7 percent of the
overall variance, which indicates the importancecommitment during the basic training
period. Notably, the items dhtent to Stayand Normative Commitmemno longer loaded
together but instead formed individual factors. sThesult suggests that the recruits were
already able to distinguish between affective commant, normative commitment, and intent
to quit the military service (Appendix 1, Table Ajowever, the item about “the will to
defend the nation” still loaded with the items abaormative commitment indicating the

normative aspect of defending the country as a#y@ittitude in Finland.

After conducting the broader factor analysis cawgrall the items, the final phase of the
analysis involved examining the commitment-relatechs which partly loaded with the same
factor as in previous analyzes but which were dharzed in the literature as representing
separate constructs, such as AC, NC, CC, the avillefend, and motivation. Table 3 shows
how the 16 items generated only two strong faatepsesenting general attitudes toward the
military service (AC and motivation explaining 424 of the variance) and sense of military
obligation (NC, intent to stay, and “the will tofdad the nation” corresponding 5.3 % of the
variance). These results supported the findingsra 1 on how training motivation was not
an appropriate measure to use in order to redueenthlticollinearity in the analysis.
However, NC and Intent to Stay were in some faat@lyses separable constructs, whereas in

some other settings they loaded together. Therefoteorough examination determined the
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instances where NC was used for explaining theargis’ Intent to Stayin the analyses at

time 2. Yet, NC was excluded from most of the stepwegression analyses.

Table 3

Factor Analysis for the Commitment-Related ItemEiaie 2

Factors and their items 1 2
Affective Commitment and Motivation

To me it is important to do well in the army .82

| have felt at home in military service .78

| am highly motivated to complete my military sei .76

My personal contribution to military service is iorpant 73

| am willing to participate in training that is eltectually demanding 12

| am not interested in military service .70

| want to participate in refresher training a ceupf years .68

Getting military training is important and signict to me .67

| want to learn the things that are taught thordyigh .65

| have tried to do my best in training 54

Sense of Military Obligation

NC: Military service is every male citizen's duty 87
NC: All men should carry out military service apat of national defens 81
CC: | have considered applying to civilian service .64
If Finland is attacked, Finns should defend therresehilitarily... .63
CC: | have considered dropping out of service 54
Military service is useless and unnecessary .38 40

Note n = 1,224. Principal axis factoring with promax tata. KMO = .95. Total variance explained
= 52.7 %. NC =Normative CommitmentCC = Continuance Commitmeiitintent to Stay Time 2
refers to the end of the basic training period.

Time 3 Factor Analysed\t the end of service, two separate questionsairere distributed
that featured almost two hundred items for the randl file soldiers. The second table in
Appendix 1 features the 101 items that were induidethe factor analysis after refining the
items and measures. Table B presents only the conami-related items and predictors that
were used in the analysis. Thus, this table dodsshow the loadings of the outcome
measures, such as perceived group performancepnagrgrowth, or national defense
attitudes, which are detailed as factors in Apper@din order to simplify the factor structure
and its results. However, the outcomes were silyildefined and tested in other factor
analyses. Moreover, this analysis was chosen nioictode those items that were inadequate

in terms of their communalities and loadings iropanalyses.

In the final test, the factor structure was corgdtd by principal axis factoring with promax

rotations allowing the correlation of the factoAdtogether, the 22 factors explained 52.6
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percent of the variance. The main difference framprevious factor analyses at time 1 and 2
was that AC was not anymore the strongest factasngnthe measures. Insteddilitary
Adjustmentformed the first factor (17.7 % of variance), vehthe second waEmotional
Stability (5.4 % of variance). However, the third factor wasposed by the items measuring
commitment and achievement of motivation of the scoipts explaining 3.4 percent of
variance. The loadings among 11 items were betwgfand .80. The other factors in the top
ten werePeer Bonding and Friend®latoon Leader Information and Feedba¢ckSquad
Leader Physical Training Training Quality andRegimentationThus, the first three factors
dealt with the personal issues about the constapisstment, mental health, and attitudes,
whereas the other measures sorted out more spetiftary experiences with other group
members and leaders, in the physical and militaiping, and about the regimentation in the

military. More details about these results are gmesd in the tables of Appendix 1.

Similarly to the time 2 factor analysis, the fiqdlase at time 3 was to examine commitment-
related items (Table 4). The 14 items accounted®2 percent of variance and formed three
separate factors: general attitude towards thetamyli service (referring to affective

commitment and motivation), attitudes towards malodefense, and sense of military

obligation (consisting of the items rftent to StayandNormative Commitmejt

Table 4

Factor Analysis for the Commitment-Related ItemEiaie 3

Factors and their items 1 2 3
AC: To me it is important to do well in the army 81

Mot: | want to learn the things that are taughtdoghly 72

AC: Getting military training is important and sifjoant to me .70

Mot: | am willing to participate in training that intellectually demandin¢ .64

AC: | am not interested in military service .60

Mot: | have tried to do my best in training .58

AC: Military service is useless and unnecessary 42

ND: If Finland is attacked, Finns should defendiibelves militarily... 84

ND: If Finland is attacl_<ed, | am _ready tp particgan military national 75
defense as part of national service duties

ND: Finland has to have functioning Defence Forces 74

CC.: | have considered applying to civilian service .92
CC: | have considered dropping out of service .84
NC: Military service is every male citizen's duty (.23) (.26) .40

NC: All men should carry out military service apat of national defens (.20) (.24) .34

Note n = 975. Principal axis factoring with promax roteti KMO = .89. Total variance explained =
48.2 %. AC =Affective CommitmenNC =Normative CommitmenCC =Continuance Commitment
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/ Intent to StayMot = Training Motivation ND = National Defense Attitude3ime 3 refers to the
end of conscript service.

Time 3 was the only moment offering three itemsilatsée for measuring “the will to defend

the nation” and its general and personal aspegtsreistingly, these attitudes did form a
distinct factor separate from affective and normegspects of commitment to the military.
These results further suggest the difference betweaeral commitment to national defense
and commitment to the military service. This issnenitment to the military service represents
a less abstract concept and tangibly touches es@rgcript while in service, whereas “the

will to defend the nation” refers to an abstradiomin its expansive scope (Table 4).

In a summary, the commitment items were clearlyassgpd from other measures in every
guestionnaire. On the other hand, commitment iteomsistently formed two factors (general
affective tone and military obligation). In order @avoid multicollinearity, the focus was kept
in the analysis orAffective Commitmenand Intent to Stay Thus, the examination and
prediction of Training Motivation and Normative Commitmentvere not conducted in this
study. As suggested by Tremble and his colleadtieke logic of CC is so different from AC
that they are consistently distinguishable in facdoalysis as noticed also in this study.
However, it was a notable to find out that NC fodveeseparate factor at time 1, although it
loaded together with the variables of AC at timarZl 3. The same kind of difficulties of
separating affective and normative aspects of camemt has been noted in the prior
literaturé*® reflecting a possible overlap in the measuremenaddition, the notion of “the
will to defend the nation” was not thoroughly exaed in this study for two interrelated
reasons. First, this concept is even more all-epessing than commitment to military
service. And second, for measuring attitudes tosvawaional defense, in questionnaires at
times 1 and 2 there was only one item availabld,tae end of service sported three items.
Therefore, the relations between training motivatmmmitment to military service, and “the
will to defend the nation” require more thorougtaemning in future research to contribute to
developing questionnaires and measures that prowideretically and methodologically

transparent conceptualizations and practical implaation tools.

Overall, the decision to emphasize AC instead dkeiotcommitment components in this
research is in harmony with the criticism that thrganizational commitment model has

received. In other words, it is suggested thatftleas should be sustained on the attitudinal /

2 Tremble et al. 2003, 186
*3E.g., Yoon & Lawler 2005, 16
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affective aspects of commitmetif. In terms of theory, the examination dfffective
Commitmentand Intent to Stayrefers also to the attitude—behavior model of agid
Chaiken>* While AC implies general attitudestoward the organization, intent to quit
describesspecific attitudes toward certain behaviovhich equals staying or leaving the
military. The main premise about the relations lestw these two concepts is that AC

influences the intent to quit or stay which in taffects whether a person leaves the military.

Before further analysis, the factors underwent aeseof reliability tests where the
psychometric properties of the scales were examidggpendix 2 details the primary
measures and their variables with information aliZnainbach’s alpha (reliability), item-scale
total correlations, scale means, and scale stardandtions. The main measures had decent
Cronbach’s alpha¥’® In terms of valuesy > .60 represents an adequate value for the measur
ando > .80 is a high value. For example, AGstained its quality as a measure over time. (t1
= .85; t2a = .90; t3a = .82). On the other hanthtent to Stayincreased its reliability over
time achieving a high value at time 3 (X .64; t2a = .74; t3a = .80). The possible reason
for a low reliability of Intent to Stayat time 1 was that the majority of the recruits dmt
intent to drop out from their service when theyeeatl the service (time 1), and therefore,
Intent to Stayhad a very high mean value (4.6) and low standawéation. On the other hand,
the variables ofntent to Staygained more meaning over time, and the scale becaore
salient as a measure. Therefore its reliabilityahlyt improved by time 3. Also, Meyer and
Allen®*" have discerned that C€ less stable over time because it is more eaffiggted by

situational conditions such as perceived and exjdienefits of organizational membership.

Finally, after several steps in a way for guarang@nd testing the quality of measures, the
primary tools for the analyses were created. Astimead above, the measures did not stand
alone in the research design since the soldieXdraund details and the records during their
service were also incorporated in the data by pmiom of the Finnish Defence Forces.
Therefore, the data integrated a rare combinationformation having such individual items
as the conscripts’ past criminal record, reprimaaad punishments during their service, the
number of doctor’'s appointments, the granted exemptirom duty, the results of cognitive
and physical tests, the number of effective daysarvice, and the details about assessed
personal performance, such as field proficiency restoby the instructors. These

comprehensive data enabled utilizing backgroundrimétion, personal characteristics, and

*# 3Soligner et al. 2008, 79
%45 Eagly & Chaiken 1993

%46 Cf. Nunnally 1967, 226
" Meyer & Allen 1991, 66
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organizational experiences in predicting and exytg Affective Commitmerand Intent to

Stayin the Results section.

5 RESULTS

5.1 Relations Between Personal Characteristic<Camimitment

Description of Commitment and Other Measurmsfore service, the rank and file soldiers
had moderate but positive expectations about cquger (M = 3.3) and they were relatively
motivated to complete their servidd £ 3.5). The soldiers’ training motivation was gdddl

= 3.8) referring to that they were willing to leamew things and try their best in training as
indicated by the items of the measure. In termsaimitment, the soldiers had a strong “will
to defend the nation” = 4.0), which refers to the general attitude towatéfending the
country. NC measured the related aspect of the dantk of phenomenon. Specifically,
military service was perceived as a citizen’s dotymen M = 4.0). Perhaps thereforatent

to Staywas notably strong{ = 4.4) and only few considered to drop out fronvieer.

Table 5

Values of Items Before Service

Scales and ltems M SD
Affective Commitment (S) 3.47 1.03
Normative Commitment (S) 402 1.23
Intent to Stay (S) 442 1.00

“The will to defend the nation” — If Finland is atikked, Finns should
defend themselves militarily in all situations, evkthe outcome were 402 1.26
uncertain (i)

Training Motivation (S) 3.79 .95
| am stepping into military service with positivepectations (i) 3.28 1.26
| will feel at home in military service (i) 3.25 1.10
| am highly motivated to complete my military semi(i) 3.48 1.26
Military Adjustment (S) 3.79 73
Emotional Stability (S) 4.14 .84
Physical Health (S) 3.45 .87
Sociability (S) 3.86 73
Acceptance of Authority (S) 3.76 .90

Schooling (S) 3.62 .90
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Table 5 (continued)

| was hazed at school (i)* 3.85 1.37
| was admitted to the brigade (unit) that | hadheis for in advance (i) 359 141
| am interested in occupations in the field of s#githe military) (i) 263 1.46
| do not feel a part of this society (i)* 428 1.15
Military service is going to have a negative impactmy civil 3.67 132

relationships (i)*
Note n=1,387. (S) = A scale / measure. (i) = An indixatlitem. * = Reverse coded.

However, the personal aspect of “the will to defe¢hd nation” was not as positive. AC
consisted of such items as “Getting military tragis important and significant to me” and
“To me it is important to do well in the army.” Thuthe measure assessed the personal
readiness and willingness to service and its vadu¢he recruit (e.g., “Military service is
useless and unnecessary”). The mean value of AC neéably lower than the general
question about defending the count® € 3.5 vs.M = 4.0, respectively). Particularly, the

soldiers were not interested in the military asueer U1 = 2.6).

During the basic training period, initial positivexpectations turned in seven weeks to
lowered motivation and commitment. For example, d¢€¢reased (from 3.5 to 3.1), training
motivation weakened from 3.8 to 3.5, and the soddiead more considerations to drop out
from service since there were less Intent to Sttayn( 4.4 to 4.2). Thugersonalaspects of
“the will to defend the nation” decreased notablgwever, the soldiers still perceived to the
same extent that Finland should be defended. ler atlords, theigeneralwill was sustained
due to or despite of experiences in the militaryctually, the comparison between
commitment measures and social and organizatioqmdreences raise a question. Why does
motivation and commitment decrease although theiessl adjusted well to the military, felt
sociable, bonded with peers, and were more emdlyostble than before service? Thus,

personal and social experiences did not explainidoeease of commitment.

In terms of regimentation, obeying orders was thmgry problem during the first weeks of
service (Table 6). Basically, the recruits hadidifities to be ordered and commanded or to
understand the reasons of an explicit chain of camdras promoting actions in the military.
Perhaps nowadays the civilian life does not anynpyepare the person for authoritarian
relationships, and therefore a disciplined militerywironment brings up also new personal
problems. Generally, military training is not maagful and important for young men, and
consequently, they have no willingness to partigipa the refresher training afterwards €
2.3).
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Table 6
Values of Iltems During Basic Training
Background and Aptitude Items M SD
Affective Commitment (S) 3.12 1.13
Intent to Stay (S) 4.20 1.15
Normative Commitment (S) 3.92 1.19
If Finland is attacked, Finns should defend theresel. (i) 4.04 1.20
Training Motivation (S) 3.53 .96
| have felt at home in military service (i) 2.76 32.
| am highly motivated to complete my military semi(i) 3.02 1.33
| want to participate in refresher training in aipte of years (i) 2.32 1.38
Military Adjustment (S) 3.63 .85
Emotional Stability (S) 4.24 .79
Physical Health (S) 3.40 .94
Sociability (S) 4.04 .69
Regimentation (S) 2.66 .99
Peer Bonding (S) 3.83 .69
Experienced Hazing (S) 4.27 .83
Basic Training Superiors (S) 3.73 71
Organizational Climate (training and atmospherg) (S 3.81 .84
The training has been challenging and interesiing ( 3.03 1.26
Stressful Life Changes (S) 3.84 .92
Group Performance (S) 3.46 1.03
Malingering (S) 4.59 .84
Service Impact on Civilian Life (S) 3.60 1.26
| am interested in occupations in the field of sig\i) 2.40 1.43
| was admitted to the brigade (unit) that | hadhes for in advance (i) 3.60 1.49
| do not feel a part of this society (system) (i) et 1.17
| have felt different from my fellow conscripts (i) 3.66 1.42
Note n=1,224.

Actually, there were two notably low mean valuese.(iRegimentation and training
challenges). For the military organization thisars alarming result because it indicates that
training does not meet the recruits’ expectatiorglauild their commitment to their conscript

service. This may also be the reason for the seidigentions to quit.

At the end of service, the soldiers’ motivation aodnmitment were at their lowest (Table 7).
The following examples characterize the declineattachment to the military service.
Affective commitment (t1M = 3.5— t2: M = 3.1— t3: M = 3.0) and “I am highly motivated
to complete my military service” (tM = 3.5— t2: M = 3.0— t3: M = 2.9) followed the
same kind of pattern over time. Similarly, theresvgadecline in intentions to stay until the
end of service (tIM = 4.4— t2: M = 4.2— t3: M = 4.0). In terms of general commitment to
the national defense, the soldiers sustained N@iand perceived that all men should carry

out military service as a part of total defense fil= 4.0— t2: M = 3.9— t3: M = 3.8).
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Interestingly, the general “will to defend the wati even strengthened during the service. For
example, the soldiers believed in that “the Finnstdefend themselves” (tM = 4.0— t2:
M =4.0— t3: M = 4.2). Despite the general perception aboutri@ortance of the military
system, the soldiers were not willing to make pesas@fforts to support it. Thus, the soldiers
would not have joined the military if they had aanhbe to avoid itNl = 2.6), they had no
intentions to participate refresher training incaugle of yearsNl = 2.2), and even less career

intentions in the militaryNl = 1.9).

Table 7
Values of Iltems at the End of Service
Background and Aptitude Items M SD
Affective Commitment (S) 3.01 1.04
Intent to Stay (S) 4.02 1.20
Normative Commitment (S) 3.79 1.18
If Finland is attacked, Finns should defend theresel. (i) 4.15 1.07
Training Motivation (S) 3.35 91
| would have joined the military if serving had be@n a voluntary basis (i) 2.56 1.41
| have felt at home in military service (i) 271 23.
| am highly motivated to complete my military semi(i) 2.90 1.24
Refresher Training Intentions (S) 2.23 1.32
Career Intentions (S) 1.94 1.04
Military Adjustment (S) 3.74 .88
Emotional Stability (S) 4.03 .88
Physical Health (S) 3.96 .93
Sociability (S) 4.18 .81
Regimentation (S) 2.84 .81
Peer Bonding (S) 3.56 g7
Friends (S) 3.55 1.08
Experienced Hazing (S) 3.75 .97
Confidence in Squad Leaders (S) 3.42 .95
Confidence in Platoon Leaders (S) 3.63 91
Confidence in Instructors (S) 3.74 1.02
Unit Climate (S) 3.41 1.08
Positive Experiences (S) 3.46 97
Training Information and Feedback (S) 3.42 .76
Training Quality (S) 3.29 .80
Allowed to Think in Training (S) 291 1.17
Quality of Physical Training (S) 2.70 .83
| am interested in occupations in the field of s#gye.g., military) (i) 2.53 1.35
After basic training | received the training | weshfor (i) 3.32 1.31
| have felt different from my fellow conscripts (i) 3.16 1.29
Note n = 989

In terms of personal characteristics, the soldiemsbtional stability and sociability were as
good as during the basic training period (TablelT)addition, the soldiers improved their

physical health during the service (f2: = 3.4 vs. t3:M = 4.0). Social and organizational
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experiences were not as positive, although theatgms had relatively good relations with
their peers and leaders. However, experienced ¢amirbullying increased over time (after
basic training) and the conscripts were annoyedrdgimentation in the military (i.e.,
discipline during training, strict timetables, anelstrictions of freedom in military life).
Basically, social and organizational experiencdstdasustain the initial positive pre-service
commitment and attitudes until the end of serviearticularly, training experiences were
rated the lowest among situational factors of thbtary, and there is a lot of room for

improvements in quality of training, training clealges, and physical training.

Associations of personal background and charadiesswith the conscripts’ commitment
and intent to stayThe impact of the recruit’s background and otherabteristics on his or
her commitment and attitudes toward the militanyise was examined through the series of
analysis. Specifically, the variance analysis waaden with Oneway ANOVA utilizing
Tukey's post-hoc test at the .05 significance lebalt demonstrates the mean differences
between groups. Alternatively, the t-test was elygdioin a case, when the item had only two

categories (such as gender).

The examinations started from the demographic mé&ion. Basically, the variation aage
had no effect on commitment, training motivationg antent to stay in the military. Thus, the
young men (18 — 20 years of age) were as motivatetlattached to their service as their
older, possibly more mature peers of 21 — 29 yefagie. On the contrary, there were notable
differences in AC between men and wom&omen(n = 22) inducted the service with
stronger attachment to the military than megh= .00;p < .05;M = 4.0 vs. 3.5). Similarly,
women had significantly more positive AC than meming the basic training periog?(=
.01;p<.01;M =4.0vs. 3.1) and at the end of servige<.00;p< .05;M = 3.6 vs. 3.1). The
women'’s stronger commitment to the military servieeexplained by that the women were
volunteered to their service, whereas the men detiveir mandatory obligation. Thus, the
women created more positive expectations and détitawards their service and maintained it

better than men during their service.

The soldierstognitive abilitiesvere checked through the Aptitude tests 1 andpfitde test

1 estimates the soldiers’ intelligence and cogeiskills and produces a measure which has 9
categories (1-9) where the higher number indichétter ability. The results show that low
levels of intelligence (1 and 2) differed signiintly from others, and particularly from the
levels of 7-9. Although, the recruits with the besgnitive skills (7—9) had also the strongest

commitment to the military service than any othepup of the recruits with lower
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intelligence test scores, the difference was rgiiscant among the private soldiers. Instead,
the significant differences were notable in tragnimotivation which varied based on the
cognitive ability. In the whole sample, the lowetelligence related poorer commitment,
perceptions, and performance ratings as well awdaker AC and intent to quit in the

military.

The results of Aptitude test 2 categorized the isoddeven more than the intelligence test.
Aptitude test 2 assesses the genpeasonality characteristicef the person, such as his or
her emotional stability, sociability and leaderskiparacteristics providing a measure with
four values (0, 2, 4, and 6). The personality ctiaréstics were linearly related to AC and
training motivation, whereas personality had naibte impact on the soldiers’ intentions to
stay in the military. For example, 316 soldiers wiaxl the test score 0 were significantly
different from the 356 soldiers having the tesulesf 4 in terms of their initial AC#2 = .03;

p <.001;M = 3.3 vs. 3.6) and training motivatiog? = .06;p < .001;M = 3.6 vs. 4.0) before
service. Similarly, the groups were different dgrthe basic training period in AG%= .04;p

< .001;M = 2.8 vs. 3.3) and training motivation?(= .07;p < .001;M = 3.3 vs. 3.8).
However, the personality characteristics had lefsieance on commitment at the end of
service 42 = .02), although training motivation was stilfeadted by it 2 = .07). Interestingly,
the personality characteristics and the intelligenest results related more to AC of the
soldiers, whereas intent to stay or normative camemt were not as much shaped by the
soldiers’ personality. Overall, the results suggbst the personality test is a valid tool for

assessing the soldiers’ orientation towards thaamyl

The success at schodlas predicted general attitudes and later sudnelfe. The recruits’
grade point averagat school ranged between 4 to 10, and the measaserecoded to 8
groups. Although the differences in AC were notngigant among these 8 groups, the
recruits who had grade point average 4-5.99 or ®atDthe lowest expectations and initial
commitment 42 = .02) and training motivatiom{ = .04). Generally, the grades at school and
schooling experiences support the recruits’ myitaxpectations and commitment before

service.

Surprisingly,educational levetlid not predict the soldiers’ AC, training motiwat, or intent

to stay, although the prior literature related dathbto the success and perseverance of the
person.Learning problems at schooidicated whether the recruit repeated a year ladde
had remedial teaching in special groups, or hatdlenos to learn. Despite such problems in

schooling, the recruits had similar commitment ament to stay than others who had no
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learning problems. However, earlier learning protdecame out as slightly more negative
training motivation 42 = .02). In the larger sample, learning problenesemmore evidently

related to lowered motivation and commitment torthigtary.

In terms ofwork history the recruits responded the number of jobs, whetiey had been
fired, and whether they worked, studied, or werenoployed before the military. The number
of jobs before service did not significantly rethteo AC prior service. Few recruits (49
people) reported having beéred during the last year, and they had significardlyér NC to
the military < .01; % = .00). However, the effect size (i#%) was low and therefore
suggested that being fired is not meaningful fgpestations and commitment, although it
may indicate some problems in organizational mestbprUnemployedpeople ( = 348)
reported significantly lower ACGs¢ = .01;p <.01;M = 3.3 vs. 3.5) and intent to stay? € .02;

p <.001;M = 4.2 vs. 4.5) than soldiers wistudiedor workedbefore the servicen(= 1039).
These results suggest that unemployed recruits wdr@ not members of any unit before
service had also more difficulties to be motivatadd accustomed to organizational
membership. At the end service, unemployment jesbre servicer( = 256) still related to
poorer commitments€ = .01) and motivations¢ = .01) at the end of service than others.
Moreover, if the person had quarreled with a supervat work or at schooh(= 217) he or
she also had significantly lower A@?(= .03;p < .001;M = 3.1 vs. 3.5), training motivation
(7?2 =.03;p<.001;M = 3.4 vs. 3.9), and intentions to stay € .03;p <.001;M = 4.0 vs. 4.5)
than othersr(= 1,170). As a conclusion, work history has a lawt significant relation to

commitment and motivation in the military.

The recruits’economic situationwvas assessed based on their responses aboutfloansial
situation (lack of money), and the guardian’s oatigmal group. First of all, the guardian’s
occupation is not meaningful for understandingedéhces in the recruits commitment or
intent to stay in the military. Thus, the recruistonomic background did not create
differences in commitment. However, the recruitsirrent personal economic situation
affected their attitudes. For example, the soldieo had loans more than 4000 eunos (72)
had significantly lower AC than otherg?(= .02;p < .05;M = 2.8 vs. 3.4-3.5). Moreover, the
soldiers who had little money & 711) had significantly lower AG;f = .02;p < .001;M =
3.3 vs. 3.6), training motivatiom{ = .01;p < .001;M = 3.7 vs. 3.9), and more intentions to
quit (? = .02;p < .001; M = 4.3 vs. 4.6) than the soldiers with some morey (676).
However, the soldiers who shared living costs abéavere not different from those who had

no economic responsibilities relating to familyelifGenerally, these results indicate that
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economic background has a small relation to diffees in commitment and intent to stay in

the military, where the primary impact is due te gerson’s current financial situation.

The family background was expected to affect theruies values and attitudes and
consequently the soldier's commitment and motivatiothe military. If the father or mother
had died, there was no impact on service attitadelscommitment. However, coming from a
broken family due tgarents’ divorceentailed less intentions to stay in the militaryree end

of service 42 = .01;M = 3.8 vs. 4.1p < .01). The soldiers also mentioned tHather’s rank

in the questionnaire. Surprisingly, the soldiersoséh father had not completed the military
service ( = 49) and the soldiers who did not know their fatheank f = 476) had the lowest
mean values in AC to the military compared to theé® knew their father’'s rank. These
results indicate that if the person does not knwsvfather's rank, he or she has not discussed
the military service and experiences with his or taether before service, due to a broken
family, bad relationships with the father, or igance from one or both sides. Basically, the
father’'s support of the military service may belagetied in the conscript's motivation and

commitment to service.

The significance of the family relationship came inphe results that assessgaiarrels at
home over the past year. Simply, the quarrels ateh@ = 583) related to low ACy€ = .01;p

< .001;M = 3.3 vs. 3.6) and motivatiom¥ = .01;p < .001;M = 3.7 vs. 3.9) as well as to
intentions to quit the service?(= .01;p < .001;M = 4.3 vs. 4.5). Similarly, thquarrels with

a girlfriend or wifebefore service reflected in the lowered initialnenitment and motivation,
and such quarrels during the service turned theopeto consider quitting the service.
Basically, family and spousal relationships dingeiffect the soldier's mood, motivation, and

commitment to the military service especially whieere are problems in social relationships.

The socialization literature accentuates that paldrly the family and friends affect the
values, commitments, motives, and behavior of ageerin order to test this assumption, the
soldiers responded to whether their parents’ anfts’ had positive attitudes toward the
military service. Tables 8 and 9 display that tlegepts have a notable influence on the
person’s NC#? = .19), whereas the friends have their strongfstt on the affective side of

commitment 42 = .26).
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Table 8
Parents’ Positive Attitude Towards Military Service
Disagree or Totally

Measures difficult to say Partly agree agree n?
Affective Commitment (t1) 2.53 3.18 3.71 .16
Normative Commitment (t1) 2.80 3.81 4.29 19
Intent to Stay (t1) 3.47 4.31 4.63 15
Training Motivation (t1) 2.87 3.58 4.01 .16
N 174 245 968 -
Affective Commitment (t2) 2.46 2.80 3.30 .07
Normative Commitment (t2) 3.17 3.64 4.11 .05
Intent to Stay (t2) 3.62 3.95 4.35 .07
Training Motivation (t2) 2.96 3.41 3.65 .05
N 135 223 866 -
Note n=1,387 attime 1 and 1,224 at time 2.

Table 9

Friends’ Positive Attitude Towards Military Service

Disagree or Totally

Measures totally disagree Partly agree agree n?
Affective Commitment (t1) 2.41-2.88 3.52 4.01 .26
Normative Commitment (t1) 2.91-3.49 4.13 4.48 19
Intent to Stay (t1) 3.53-4.06 4.57 4.73 14
Training Motivation (t1) 2.88-3.37 3.86 4.20 .19
N 308 411 515 -
Affective Commitment (t2) 2.38-2.49 3.11 3.55 16
Normative Commitment (t2) 3.28-3.36 3.93 4.28 .09
Intent to Stay (t2) 3.48-3.79 4.27 4.45 .07
Training Motivation (t2) 3.04-3.16 3.53 3.82 .08
N 255 369 472 -

Note n=1,387 at time 1 and 1,224 at time 2. In the joesaires, there was an option of difficult to
say. This group of answers was taken into accautitd totaih and for the eta squared value.

The conscripts’ deviance and possible problemsiwlian life were assessed based on
excessive drinking habits, attitude towards dragsl criminal record. For example, soldiers
(n = 101) who drank two times a week or more oftgmisicantly differed from those who
drank once a week (= 274) in terms of AC< .01;#2 = .06;M = 2.8 vs. 3.2), intent to stay
(p<.05;#2=.03;M = 3.9 vs. 4.3), and training motivatiopm< .01;#2 = .05;M = 3.2 vs. 3.6).
Basically, the same differences were evident duttiegbasic training period and at the end of
service. The severe deviance was indicated by faveriminal recordin civilian life. The
soldier who was charged with an offenae £ 382) had significantly lowerp(< .05)
commitment, motivation, and intentions to stay thatmer. However, there were no

differences in commitment and motivation duringibasining and at the end of training.
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Thus, the military may provide a new start for #n@ath a criminal background. At least, the

criminal record has no impact on the person’s naditmm and effort during his or her service.

Contrary to the case with criminal records, thespmeis positive attitude towards drugs
significantly shadows his or her servicAttitude towards drugswvas divided to three
categories: positiven(= 224), negativen(= 373), and extremely negative £ 790), which
had a direct relation to the soldier’s attitudest &xample, attitudes toward drugs associated
with intentions to quit in basic training, and dretother hand, the soldiers having a negative
or extremely negative attitude towards drugs hagb a significantly stronger training

motivation and commitment to the military servidalle 10).

Table 10
Attitude Towards Drug Use Relates to Service Atétu

Positive Negative Extremely
Measures . ; negative n?

attitude attitude X

attitude

Affective Commitment (t1) 2.96 3.36 3.66 .06
Normative Commitment (t1) 3.42 3.85 4.26 .08
Intent to Stay (t1) 3.98 4.36 4.58 .05
Training Motivation (t1) 3.37 3.76 3.93 .04
N 224 373 790 -

Note n=1,387p < .001 (except for N@ < .05).

The soldiers also estimated their physical efficaoy health and reported the frequency of
exercising before service. As expected, the recmiercising more often had more positive
attitudes toward the military. Specifically, thecmgits who exercised once a month or more
seldom ( = 350) had significantly lower initial ACst = .04;p < .05;M = 3.2 vs. 3.4-3.7)
and less intentions to stay in the military durihgir basic training/2 = .04;p < .05;M = 3.8

vs. 4.2-4.5) than others. However, the 12-minutetest results had only a weak relation to
the attitudes of the conscripts. The results sugges the preparation of the soldiers in terms
physical exercising linked him or her to the upcognmilitary service, and hence exercising
indicated the person’s motivation to serve adedyared commitment to stay in the unit until

the completion of service.

The literature suggests that the amount and pogc prior information about service relate
to the person’s met expectations and in turn toohiker motivation and commitment. The
results showed thakceived informationnfluence attitudes and perceptions of the saddier
For example, the recruits who at least partly afjteehaving enough prior information €

747) were significantly different from those wheagreedr{ = 640) in terms of AC;£ = .08;
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p <.001;M = 3.6-3.9 vs. 2.8-3.3), training motivatioft € .06;p < .05;M = 3.9-4.1 vs.
3.3-3.6), NC#2 = .06;p <.001;M = 4.2-4.3 vs. 3.4-3.8), and intentions to stayuw @2 =
.03; p < .001;M = 4.5-4.6.6 vs. 4.0-4.3). Therefore, receiving ghoinformation has a

notable input on soldiers’ military commitment.

The soldiers expressed thedigsire for duty and service periad the military as (a) 180 days
no matter what, (b) 180 days in a specific duty,2(t0 or 362 days as a rank and file soldier,
(d) 362 days as a squad leader, or (e) 362 days plstoon leader. This item clearly
summarizes the recruits’ orientation towards nmjitaervice. Particularly, the soldiers who
desired the shortest possible period of service odstnated a completely different
commitment to the military service than the oth@ders. Table 11 shows, for example, that
the desire for a certain service period beforeethtey determines 15 percent of basic training
motivation (refer to values in thg2 -column). These results also suggest influentirgg
inductees’ perceptions about their service. Fomgre, if the person is converted from the
“180 days no matter what” attitude towards consmderother service options, training
motivation and commitment would be more positiveiry his or her service. However, the
soldiers’ expectations should not be too positive unrealistic in order to avoid
disappointment. On the other hand, realistic exsts*® and an improved person-
environment fit would lead to increased satisfagtidC, and intentions to stay in the
military.>*® The successful person-environment fit would bepsuied when both the soldiers
and their leaders inform one another about thepeetations and required obligations. In
brief, both the literature and the results empleasiat the expectations have a powerful effect

on commitment to the military service.

Table 11
Desired Service Period (Before Training)

180 days, no 5
Measures matter what 180 days 270 days 362 days 7
Affective Commitment 5 3.40 3.89 4.28-430 .19
(before service)
Affective Commitment ) 2.99 3.59 3.94 18
(during basic training)
Training Motivation 3.36 3.73 4.20 4.38-452 .18
(before service)
Training Motivation 3.14 3.43 3.93 3.96-422 .15
(during basic training)
N 491 461 243 192 -

Note n = 1,387. There were two categories for the “36gtlaption which were to become a squad
leader or platoon leader. Therefore, there arentean values indicated in that column.

**8 Barrios-Choplin et al. 1999, 15-16
%9yv/an de Ven & Van Gelooven 2006, 3-4, 8
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The soldiers’ period of service was determined by tinit commander at the end basic
training period. At that moment, the second quesidire gathered information about the
soldiers’ desires for duty and the period of sexvi@mazingly, 26 percent of basic training
AC was explained by their desire for duty (Table).13imilarly, training motivation,
intentions to stay, and NC strongly related to dlesire for service period. Moreover, the
desires during basic training affected commitmertt mnotivation at the end of service. For
example, eight percent of AC was explained by thidiers’ desire for service four months
earlier. Thus, the desire for duty had an impacactual experiences and commitment in the
basic training period and later in service. Simgig more the person desired his or her duty,

the more positive experiences and stronger commitered motivation the conscript had.

Table 12
Desired Service Period (During Basic Training)
Measures 180 days 270 — 362 days #?
Affective Commitment (during BT) 2.61 -2.82 3.6133 26
Normative Commitment (during BT) 3.56-3.74 4.3294.5 10
Training Motivation (during BT) 3.11-3.39 3.87-4.47 19
Intent to Stay (during BT) 3.82-4.04 4.62-4.80 11
Affective Commitment (at the end) 2.74-2.90 3.2433. 08
Normative Commitment (at the end) 3.56-3.71 3.9554. 04
Training Motivation (at the end) 3.16-3.31 3.4503.9 04
Intent to Stay (at the end) 3.78-3.91 4.28-4.45 04
N 776 448 -
Note n=1,224.

“The will to defend the nation” before service htm strongest effect on NG2(= .25)
compared to its influence on A@?(= .11), training motivationz¢ = .08), and intent to stay
(n?2 = .10) before service. Similarly, “the will to féad” at the end of service explained more
NC (n? = .16) than, for example, AGA = .11). An exceptionally high? value was identified
based on the person’s character (Table 13). Spaltyfi AC relates to the person’s social
identity, and moreover, if the person perceives ks or her character suits for the military,

the soldier has notably strong commitment comptodde others.
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Table 13

Character Suitable for the Military

Measures Totally Partly disagree Partly or totally 2
disagree agree

Affective Commitment (t3) 2.13 2.84 3.51-4.03 .32

Normative Commitment (t3) 3.08 3.71 4.26-4.34 15

Training Motivation (t3) 2.76 3.24 3.73-4.19 22

Intent to Stay (t3) 3.49 3.91 4.41-4.47 .09

N 252 222 366 -

Note n = 1,080 (the group that answered “difficult to 'segnsisted of 240 conscripts). The character
was acquired at the end of service.

The literature suggests that met expectations @begruence between organizational
experiences and prior expectations) support thgopés organizational commitmenf Thus,
organizational commitment is inspired and promdigdhe extent the unit membership and
training fulfill the expectation®>* The results support this hypothesis about metaafiens
by showing, for instance, that the soldiers wheene=d training that their wished for during
the basic training period had also stronger comeritnand motivation and more intentions to

stay in the military than their fellows who weret ti@ined as they expected.

Table 14

Received Training that Wished for

Measures Totally Partly disagree Partly or totally n?
disagree agree

Affective Commitment (t3) 2.45 2.78 3.20-3.34 .08

Normative Commitment (t3) 3.35 3.53 3.98-4.11 .05

Training Motivation (t3) 2.91 3.19 3.48-3.72 .09

Intent to Stay (t3) 3.72 3.92 4.16-4.32 .04

N 145 151 562 -

Note n=1,079 (the group that answered “difficult to 'segnsisted of 221 conscripts).

5.2 Predictors of Affective Commitment and IntemStay

5.2.1 Soldiers’ Affective Commitment and IntentStay Before Service

Correlations Between Measures Before Servidetime 1, theAffective Commitmerfactor
had its highest correlations with training motieatit = .71***) and NC ¢ = .69***). Both
the relations are in accordance with the theoryualmmmmitment. In other words, the

affective and normative components of commitmenehaartly had the same predictor items

>0 Meyer & Allen 1987, 206, 212
5! Tannenbaum et al. 1991, 759, 764-765; Tremblé @083, 169
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and shared variance. On the other hand, commitraéfetts motivation through goal
regulation, and correspondingly, commitment is @#d by the outcomes of motivated
behavior. In addition, AC had a common variancehvatceptance of authority, military
adjustment, and intent to stay. Thus, the strorgiymitted recruits were more willing to
follow the orders, expected to adjust to the myiteegime, and had no consideration to quit

their service (Table 15).

Intent to Stayshowed the highest correlations with AC and MG (51*** and r = .55***,

respectively) suggesting that intentions to stayservice strongly relate to person’s
commitment and correspond with CC in compulsoryiser(Table 15). However, the main
difference between AC and intent to stay was that latter was more explained by the
emotional stability of the person, whereas AC repneéed more attitudinal aspects without

such strong associations to the recruit's mentalthe

Table 15

Correlations of Measures Before Service

Scales Cérf:]?r(};itt%eent Intent to Stay
Affective Commitment 1 51
Normative Commitment .69 .55
Training Motivation 71 41
Intent to Stay 51 1
Military Adjustment .53 .39
Emotional Stability .28 42
Physical Health .33 .25
Sociability .36 .36
Acceptance of Authority .56 44
Schooling .32 22
Stressful Life Changes -.19 -.21

Note n = 1,387. Each correlation was significant atphe.001 level (2-tailed).

In terms of correlations of individual items, ACraigly associated with the soldier's

motivation to complete service and his or her pesitfeelings and expectations about
upcoming training (Table 16). Commitment was alffiected by the friends’ and parents’

attitudes toward the military. Especially, the mgton on whether the service period would
have had a negative impact on civilian relationshgushed commitment levels down. On the
other hand, the commitment levels were supportethéf person had received enough
information, was interested in the military occupas, or was admitted to the desired
brigade. Moreover, the soldier’'s wish for a partciduty or training was linked to his or her

attachment to the military.
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Surprisingly, the traditional question about theayal “will to defend the nation” had only
moderately correlated with affective commitment=(.32***). As another pointIntent to
Staycorrelated quite differently with the items comgzito AC. It was not as much related to
motivation, expectations, and attitudes of the isoJdut notably strongly influenced by the
feeling of being outsider of the society£ -.51***). Thus, a soldier who experienced not
belonging to the system had more consideratiorlesasfing the organization that represented
it.

Table 16
Correlations of Individual Items Before Service

Intent to
ltems AC Stay
If Finland is attacked, Finns must defend themsehaditarily, 32 .29
even if the outcome were uncertain
| am stepping into military service with positivepectations .60 .35
Military service is going to have a negative impatmy civil -.43 -.33
relationships
| am highly motivated to complete my military sei 71 45
| will feel at home in military service .70 44
| do not feel a part of this society (system) -.38 -.52
| was hazed at school -.12 -21
| am interested in occupation in the field of ségur 40 13
| was admitted to the brigade that | had wishedrf@dvance 31 .20
| received enough information about conscription 27 A7
Desire for duty and service period 43 24
Friends have a positive attitude towards militagvee 51 .37
Parents have a positive attitude towards militaryise 40 37

Note n=1,387. Each correlation was significant atphe.001 level (2-tailed).

Predictors of Affective Commitment Before Servitee main predictors of AC and intentions
to stay were determined through the multiple resjogsanalysis with the forward methtH.

It was acknowledged that the stepwise regressialysis is a quite robust tool among other
methods>® However, the reason for employing the stepwiseession arose from the high
number of suggested predictor items, and becausg ofgdhem were related to commitment
and service intentions as detailed by the theory the above results. Thus, the stepwise
regression analysis provided a raw but lucid exgtiee method for separating the essential
predictors from items that did not increase theeustnding of the conscripts’ commitment

and identifying the main relations particularlytims Finnish conscript sample.

2 Kerlinger & Pedhazur 1973, 286
*%% Cohen et al. 2003, 161
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The regression analysis was conducted in sequeAtdisst, the background predictors and
aptitude tests were invited for predicting committnand intent to stay. Because there were
503 recruits whose Aptitude test records were miggsihe same analysis was conducted as
the second step by using only background itemgderato increase the number of included
soldiers to 1,387. The third phase employed batlividual variables and measures into the
analysis, and finally, the last step of the analydilized only the measures (presented in

Appendix 2).

Before service, background and aptitude variab¥gdaened initial AC to the military in the
following way. Table 17 expresses the importanctheffriends’ attitude towards the military.
Thus, people form their commitment based on thiéud#s and perceptions of the closest
ones. Moreover, AC was explained by the expectatiohthe person. For example, the
desired period of service and expected impactwicewere strongly related to commitment.
In addition, the general “will to defend the natioraries with the soldier's commitment to
the conscript service. The larger, 16-item modeiwsdd that also prior information and
parents’ attitudes affect the recruit's affectiygpeoach towards the military. On the other
hand, the items that imply deviance or some problancivilian life related to the negative
levels of commitment. Specifically, if the persoadhpositive attitudes toward drugs, been
arrested, learning problems at school, or hazestladol, he or she had more likely a lower

level of commitment than others.

Table 17

Background Predictors of Affective Commitment Befeervice

Background Items S pﬂof R Algi
1) Friends has a positive attitude towards milisegice 27 49 24
2) Desire for duty and service period 21 *»* 59 35
3) I am interested in occupations in the field @figity 24 R .63 .40

4) Military service is going to have a negative anpon my civil -.18 ** 66 .43
relationships

5) If Finland is attacked, Finns should defend theweselmilitarily, .16  *** .68 .47
even if the outcome were uncertain

6) | do not feel a part of this society -13 69 .48
Note n = 1,108. (d) = A dummy variable. For the 16-iteradal,R = .72 and Adjusteé? = .52. In
addition, the full model included the following ms: | will have a school where to study (d),
Received enough information about conscription,nk&idrug tests should not be allowed (d),
Graduated education level, | was admitted to thgable (unit) that | had wished for in advance, Had
been arrested (d), Parents have a positive attiimgards military service, Attitude towards drugs,
Had learning problems at school, and | was hazedhaol. *** = p < .001.

At first, the individual items about motivation veealso utilized as predictors of commitment.

The items of “| am highly motivated to complete military service” and “l will feel at home
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in military service” were too closely related teetmeasure of affective commitment. Thus,
they were more part of the measure than separaigbles. Therefore, they were excluded
from the analysis. As an anecdote, they would ley®ained 58 percent of the variance of
AC. In other words, these two items summarize thieegal attitudinal tune of the soldiers.
They may be of use in a study where there is na h@eexhaustive measures of different

kinds of commitment as representing the soldidfettive view to the military.

The final step of the analysis utilized the measamed almost all items which correlated with
commitment in prior phases. The consequent mod&l€T18) included items actually more
than expected. The soldier's and his or her frieedpectations and attitudes toward the
military explained almost half of the variance. Tlaly scales that associated with
commitment weré\cceptance of Authorityntent to StayandMilitary Adjustment Thus, the
recruit who committed to the military in advanceswaore willing to follow the orders, stick
with the military until the end of service perioaind expected to easily adjust to military
discipline and life. However, the main conclusian that the positive expectations and
commitment go together. If the military is abledtfbect the soldiers’ expectations and make
them more positive, it would pay back as increastective commitment to the military

service.

Table 18

Scales and Background Items as Predictors of Affle@ommitment Before Service
Scales and ltems S P ﬂOf R Algi
1) | am stepping into military service with poséiexpectations .30 *** 58 .34
2) Friends has a positive attitude towards militggvice 20 ** 66 .43
3) I am interested in occupations in the field @ity 20 .70 .49
4) Acceptance of Authority (S) A8 w73 54
5) Intent to Stay (S) A8 75 .56
6) Desire for duty and service period A4 w76 .58

Note n=1,108. (S) = A scale. (d) = A dummy variabler Bee 15-item modeR = .79 and Adjusted

Rz = .61. The full model also included the itemsG#A in comprehensive school, Military service is
going to have a negative impact on my civil relasioips, If Finland is attacked, Finns should defend
themselves..., Military Adjustment, | was admittedtte brigade (unit) that | had wished for in
advance, | will have a school where to study (dgsViccused of a crime (d), Attitude towards drugs,
Had learning problems at school. *** = p < .001.

Soldiers’ Intent to Stay Before Servidere-service considerations of quitting service or
staying were influenced by parents’ attitudes amel ¢onscripts’ relationships with them
(Table 19). Interestingly, soldiers’ AC was infloexd more by friends’ attitudes (Table 18),
whereas obligation to serve was derived from thenga’ perceptions about the military. The
second group of predictors denotes to a deviaahtation of the conscript, and it consisted of

his or her perception of being an outsider of tbeiety as well as the soldiers’ attitude
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towards drug use and against drug tests (the itertiee larger model). The third category of
predictors is “the will to defend the nation” whiapparently holds the people in service. The
fourth group of predictors was the personal origoatowards service in terms of positive or
negative expectations about the service and itadingn civilian life and the desired duty and
service period. The last, fifth category derivemiran additional model that tested the effect
of the aptitude tests on the intentions to leawe riilitary. The model revealed that the
soldier's intelligence and schooling experienceBuemce whether the recruit considers
staying in service. Together these above mentigmedictors explained more than one third
of the variance of quitting and staying though®<£ .39). Interestingly, some items that were
predictive of commitment were not included in thedel ofintent to Staysuch as the extent

of information, an admission to the brigade thatwashed for, or the recruits’ education

level.
Table 19
Background Predictors of Intent to Stay Before Berv
Background Items p pﬂof R Algi
1) | do not feel a part of this society -31 *»* -50 .50 .25
2) Parents have a positive attitude towards mylissrvice .14 ** 38 .56 .31
3) | get along with parents A5 34 58 .33
4) If Finland is attacked, Finns should defend thelves... .13 ** 31 .59 .35
5) | am stepping into military service with poséiv A0 32 61 .36
expectations
6) Military service is going to have a negative anpon -08 *= -31 .61 .37

my civil relationships

7) Friends have a positive attitude towards myiservice .08 ** 35 .62 .38
Note n = 1,108. (d) = A dummy variable. For the 11-iteradal,R = .63 and Adjuste&? = .39. The
full model also included the items of | was hazéddahnool, Thinks drug tests should not be allowed
(d), Parents have divorced (d), Desire for duty sewice period. *** = p <.001; ** = p < .01.

Once the scales and attitudinal items were placeplao with background items, the resulting
regression model called attention to personal ardnis’ commitment and attitudes toward
the military service (see Table 20). The first itemthe model refers to the alienation of the
person from the society. Thus, the person whotlet he or she was not part of the society
also viewed that he or she not going to stay irotiganization that represents an obligation to
the society. Similarly, quitting was more likely ihe minds of the conscripts who weret
interested in military servicdbecause itis useless and unnecessaiitems which were
negative statements of AC). The importance of gargmush and support was emphasized on
the basis of the fourth item and, furthermore, bp#rents’ attitudes and also good
relationships with them supported the conscriptsifive orientation towards his or her

service (the 4 item in the model). Moreover, “the will to defetite nation” strengthened the
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will to stay in the military (the fifth item). Theixth predictor showed that an emotionally
unstable person had more considerations of quittkltpgether, these items and scales
accounted for 41 percent of the explanationlfdent to Stay Additionally, the full model
contained items of being highly motivated to conleervice, schooling adjustment,
presumed negative impact of service, 12-minuteteghresults, attitude against drug tests in
service, and living close to the brigade (less thamiles). However, these items were not as

meaningful predictors compared to above emphasizadbles.

Table 20

Scales and Background Predictors of Intent to Btfpre Service

Scales and Items f  poff R AchzJ'
1) I do not feel a part of this society -26 50 .25
2) Affective Commitment (S) A7 58 .34
3) Conscript did get along with parents A3 .61 .37
4) Parents have a positive attitude towards mylisarvice 14 .62 .38
5) If Finland is attacked, Finns should defend thelves A0 .63 .39
militarily, even if the outcome were uncertain

6) Emotional Stability (S) 09  ** .63 .40

Note n = 1,108. (S) = A scale. For the 12-item modRef .65 and Adjuste&? = .41. ** = p < .001,;
*k —
=p<.01.

The factor analysis showed how the AC and NC saaége strongly related to one another at
time 1. Due to such methodological consideratiocoualnulticollinearity of the measures, the
scale of NC was not selected for the above merdi@malysis. However, it was noticed that
NC was the best predictor bftent to Stayin an alternative model that utilized NC). In eth
words, if the person felt thakll men should carry out military service as a paift total
defenseandMilitary service is every male citizen’s duigs items of NC), he or she had also

high intentions to fulfill his own military obligain.

The scale mean dfitent to Stayvas 4.42 with the standard deviation of 1.00. Tlbeer look
revealed that 912 and 65.8 percent of the recamssvered 5 to the both items of the 5-point
Likert scale. For the military authorities thisagpromising piece of information because the
soldiers are at least initially committed to staythe military until the end of their obligation.
However, from a statistical point of view, the natwf the scale was problematic for the
analyses. The skewness lotent to Stay(-1.82, which is almost twice its standard error)
indicates that the measure departed from the nodmsaibution of measures. Therefore, it
was considered whether the examination would beenappropriate when it takes into
account only those recruits whose answer differethfthe most common responses (in this

case 5 for the majority of the recruits). In othaards, the minority (i.e., 475 recruits) whose
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mean values were between 1.0 and 4.5 was takerainloser examination and others were

temporarily excluded from the next analysis.

In general, the decrease of the sample did not hadrastic impact on the results. The same
items and scales came up as meaningful predictansemtions to quit or stay that surfaced in
previous analyses: | do not feel a part of thisetgcaffective commitment, and | get along
with parents. Actually, the importance of positikeationships at home was even more
emphasized through the results of the narrowed ar8Specifically, the model included two
items that were not in the aforementioned modedsemts have divorced and quarrels at
home. Thus, the positive attitudes of parents, getationships with them, and the presence
of the father support the soldier to go through rthlitary without considerations to quit the

service.

Multiple regression analysis (with the enter medhaVeals the variance accounting for the
main measures dftent to Stayefore service. Cases with missing values wereuderd from

the analysis. The three most predictive scalehéndrder of importance to the regression
model were: (1) NC, (2) ACand (3)Emotional Stability Together, these measures account

for 35 percent of variance of the soldiers’ intens to stay in the military.

Table 21

Multiple Regression of Predictors of Intent to Stayhe Military

Predictor Scales i p of 5 r
Affective Commitment A5 el 51
Normative Commitment .33 ok .55
Emotional Stability 22 Frk 42
Acceptance of Authority .05 ns. 44
Military Adjustment .05 ns. .39
Sociability .04 ns. .36
Physical Health .00 ns. .25

Note n = 750.R = .63 and Adjuste&? = .38. Method = Enter. *** = p < .001. For allrcelations in
the last columnp < .001.

Taken as a whole, the recruits who perceived tiantilitary is not worthy of serving (AC),
did not share the idea of national, obligatory Eer{NC), who were anxious or depressed,
and whose parents did not support their militargvise, had more likely contemplated

between “to be or not to be” in the military whileey entered the conscript service.
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5.2.2 Affective Commitment and Intent to Stay DgriBasic Training

Correlations Between MeasureBuring basic training, AC was strongly relatedN@ (r =
.69***) and the experiences in the military. Thetpaular organizational experiences are the
atmosphere in the unit £ .66***), challenging and interesting training € .67***), and
regimentation in the militaryr (= .60***). In addition, the soldier's AC related tus or her
perceived ease to obey orders=(.61***) and to adjust to the military life in geral ¢ =
.60***), Intent to Staystrongly correlated with AC and NC to the militgry= .50—.53***).
However, it was also affected by positive expergsnin the military, such as lack of bullying
among peers and the success of the personal adpistmthe basic training. The extent to
which the person maintained his or her emotionabibty during stressful socialization

process associated with the considerations ofiggittr staying in the military.

Table 22
Correlations of Scales During Basic Training
Scales Affec_tlve Intent to Stay
Commitment
Affective Commitment 1 51
Normative Commitment .69 .53
Training Motivation 72 37
Intent to Stay .50 1
Regimentation .60 42
Acceptance of Authority .61 43
Basic Training Supervisors 45 31
Organizational Climate (training and atmosphere) .66 40
The training has been challenging and interesting .67 37
Group Performance 37 23
Peer Cohesion 43 .28
Experienced Hazing -21 -30
Sociability .38 .38
Military Adjustment .60 .53
Emotional Stability .32 41
Physical Health .35 .33
Stressful Life Changes -.27 -.31

Note n=1,224. Each correlation was significant atphe.001 level (2-tailed).

Affective commitment coexists with the conscripirgerest in refresher training exercises
after the conscript service £ .60***). Thus, the military administration coulghy attention

to sustaining and increasing commitment since cdamenit affects attitudes and behavior
even after the period of service. As a surprise gtktent the person received information prior
service did not have effect on commitment(.15***) or intent to stay i = .12***) during

basic training compared to the influence of therfds’ and parents’ attitudes £ .22—
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.36***). If the person experienced to be differdram other conscripts, he or she had been
less committed to the military and had considereitting the service in comparison with
others. An effective integration of the conscripit® the social group could be a solution for
reducing such feelings and improving attachmenth& military. Other correlations proved
that the person’s “will to defend,” positive expdns, and motivation before service come

up as strong commitment and intentions to stay ecer she is a soldier.

Table 23
Correlations of Items During Basic Training

Intent to
Items AC (t2) Stay (t2)
If Finland is attacked, Finns must defend themselvé1l) 22 A7
If Finland is attacked, Finns must defend themselvé?2) 40 .32
| am stepping into military service with positivepectations (t1) .38 23
Desire for duty and service period (t1) 42 .25
| will feel at home in military service (t1) A7 31
| have felt at home in military service (t2) 72 44
| am highly motivated to complete my military sexi(t1) A7 .30
| am highly motivated to complete my military sexi(t2) T7 48
My motivation has not decreased (d) (t2) .29 16
| was admitted to the brigade that | had wishedrf@dvance (t1) .20 14
| was admitted to the brigade that | had wishedrf@dvance (t2) .28 .20
| am interested in occupations in the field of sigiftl) .37 21
| am interested in occupations in the field of sagft2) 43 21
Received enough information about conscription (t1) 15 12
Military service is going to have a negative impactmy civil -.27 -.23
relationships (t1)
Service Impact on Civilian Life (t2) 46 37
| was hazed at school (t1) ns. -17
| do no feel a part of this society (t1) -.20 -.28
| do not feel a part of this society (t2) -.46 -.45
| have felt different from my fellow conscripts Jt2 -.28 -.37
Friends has a positive attitude towards militanyise (t1) .36 .26
Parents has a positive attitude towards militaryise (t1) 27 22
| want to participate in refresher training in aipte of years (t2) .60 .29

Note n = 1,224. (d) = A dummy variable. Each correlatioasvsignificant at the < .001 level (2-
tailed).

Predictors of Basic Training Commitmerithe recruits indicated their commitment in a
questionnaire that was filled out near the end adid training. Table 24 summarizes the
pretraining background and aptitude predictors éxatain (38 % of the variance of) affective
commitment later in service. Among pre-trainingividual variables, personal determination
to complete service, desired duty and service geramd feeling at home in the military
explained one third of the overall variance evefotee any considerations of situational

factors, such as training and leadership.
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Table 24

Background and Aptitude Predictors of Affective @Gotment During Basic Training
Background and Aptitude Items p  poff R AF%J'
1) I am highly motivated to complete my militaryngee 23 Rk 48 .23
2) Desire for duty and service period A8 54 .29
3) | will feel at home in military service 18 57 .33
4) | am interested in occupations in the field efusrity 14 Y™ 58 34
5) Friends have a positive attitude towards mifiservice 14 7 59 .35

Note n = 750. (S) = A scale. For the 12-item model= .63 and AdjustedR?z = .38. All predictor
items were measured before service (i.e., 7 weaties. *** = p < .001.

An alternate regression analysis was computed wdilktbe relevant items were utilized for
predicting the soldiers’ responses. The resultimapel showed that AC is understood by
knowing the soldiers’ training experiences, relasiops with the supervisors, his or her
interests in the military occupation or particuthuty in the military, normative approach to
serve the country, adjustment to rush, restrictiansl discipline, and “the will to defend the

nation,” which explain two thirds of basic trainingmmitment.

Table 25

Scales and Items as Predictors of Affective Comanitiduring Basic Training
Background and Aptitude Items S r R Algzj'
1) The training has been challenging and intergs<ti2) 31 67 .67 .45
2) Acceptance of Authority (S) (t2) 14 60 .74 55
3) I am interested in occupations in the field @ity (t2) A5 43 77 .59
4) Normative Commitment (S) (t1) A0 43 .79 .63
5) Desire for duty and service period (t2) 14 50 .81 .65
6) Regimentation (S) (t2) 13 60 .82 .66
7) If Finland is attacked, Finns should defend thelves... (t2) .11 .39 .82 .67
8) I am highly motivated to complete my militaryngee (t1) 11 48 .83 .68
9) Intent to Stay (S) (t2) 09 49 83 .69

Note n = 1,098. (S) = A scale. (d) = A dummy variabler Be 12-item modeR = .84 and Adjusted
Re = .71. In addition, the full model had the iteafid had learning problems at school, Organizationa
Climate (S), | do not feel a part of this socieBgsire for duty and service period (t1), GPA in
comprehensive school, | was hazed at school (t&)yi& Impact on Civilian Life (S), Military
service is going to have a negative impact on mif @lationships (t1), My mother is died (d) (t1),
Reported quarrels with girlfriend (d) (t1).

Lastly, AC during basic training was studied basadhe multiple regression analysis where
basic training attitudes and experiences werezatllias predictors of commitment. The
resulting model indicates that AC is strongly rethto adjustment and training experiences in
the military and the soldiers’ NC. Surprisinglyhét will to defend the nation,” leadership, or
social experiences had no meaningful effect on comemt although they had relatively

strong independent correlations with the commitnmeeasure.
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Table 26

Predictor Scales of Affective Commitment DuringiBasaining

Predictor Scales S p of 5 r
Normative Commitment .36 *hx .69
Intent to Stay .06 ** .50
Emotional Stability -.05 * .32
Physical Health .06 ** .35
Sociability .02 ns. .38
Military Adjustment A2 ol .60
Regimentation 14 Foxk .60
Peer Cohesion .04 ns. 43
Experienced Hazing -.05 * -.21
BT Leaders .01 ns. 45
Organizational Climate .08 * .66
Challenging and interesting training (i) .26 ol .67
‘Stressful Life Events .02 | ns.  -27
If Finland is attacked, Finns should defend .02 ns. 40

themselves...(t2)
Note n=1,219. (i) = An individual itemR = .83 and Adjuste&? = .68.Method = Enter. * = p < .05;
** = p < .01; *** = p < .001. For all correlations the last columm < .001.

In terms of situational factors, the model brings railitary regimentation and challenging
training as the two main concepts that supportrorgdéional commitment. Regimentation is a
unique aspect in the military compared to civilexperiences, and it is more stringent during
BT than at later phases of service. Therefore,shaljent to regimentation also supports the
creation of affective relations with the organimati On the other hand, interesting training
induces commitment among the recruits. Althoughicotraining leaders have quite a low
direct effect on commitment, they can indirectlyeagthen the soldiers’ attachment to and
identification with the military through well-plaed and high-quality training, and through
the pace and content of military experiences rgfgro the climate and regimentation in the

unit.

Predictors of Intent to Stay in the Basic Trainit@pnsiderations of quitting the service were
more common at the end of basic training than leetloe service (tIM = 4.4,SD= 1.00; t2:

M = 4.3;SD = 1.15,n = 1,224). When the background items and aptituéasures were
employed for the analysis, the resulting model aixygld such considerations with 1)
motivation to complete service (t1), 2) attitudeward drug use, 3) feelings to belong apart
from the rest of society, and 4) parents’ attituttesard servicer(= 750; Rz2 = .18). The
enhanced model showed that a man was uncertaint sédsing in the military if he (a) hoped

to serve only for a 6-month period, (b) did notreige often, (c) had low scores in diploma at
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school, (d) quarreled with a girlfriend, (e) wasmployed before service, (f) was fired from a

job, and (g) was not particularly intelligef2(= .22).

Additionally, it was examined whether there wereaniagful differences among predictors
when aptitude measures were left out and whemas increased from 750 to 1,100. In
addition, the first item from the previous modelsa@mitted since it basically acquired the
same content with thiatent to Staymeasure. Virtually, the predictors were the sase

above: orientation towards the duty and periochi military, feelings of being an outsider,
others’ attitude towards service in civilian segsn own drug attitudes, and received

information accounted for the same amount of vagaas the above described model.

Table 27

Background Predictors of Intent to Stay During BaBraining

Background Items p pofg r R AF%J'
1) Desire for duty and service period (t2) 23 Fxx 32 .32 .10
2) 1 do not feel a part of this society (t1) =14 w .28 40 .16
3) Friends have a positive attitude towards mifitar A1 e 25 .42 .18
service (t1)

4) Positive attitude towards drugs (t1) =13 w22 44 19
5) Received enough information about conscripti@h ( .12  *** 20 46 21
6) | was hazed at school (t1) 11 = -14 47 22
7) | am interested in occupations in the field efity 09  ** 22 .48 .22
(1)

Note n = 1,100. (d) = A dummy variable. For the 11-iteradal,R = .50 and Adjuste&? = .24. The
whole model also included the items of Reporteeley disorders (d), GPA in comprehensive
school, Frequency of exercising, Military servi@egoing to have a negative impact on my civil
relationships (all t1). **=p <.001; *=p< 1

All the available pretraining predictors explain2@ percent of later intentions to stay in the
military. In other words, almost one third of thmgentions to serve in BT were predetermined
already before service. These intentions werequaatily salient at the end of basic training if
the person had thoughts about dropping out befemace # = .32) and perceived military

service useless and unnecessary (13) (Table 28).

Table 28

Predictor Scales and Items of Intent to Stay in@&saining

Scales and ltems S P ﬂOf R Algzj'
1) Intent to Stay (t1) 32 43 .18
2) Affective Commitment (t1) A3 R A7 .22
3) Attitude towards drugs (t1) =11 e 48 .23
4) | am interested in occupations in the field @fwrity (t1) A0 R 49 .24
5) Reported sleeping disorders* (t1) -.09  wx* 50 .25

6) Desire for duty and service period (t1) 09 Fxx b5l .25
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Note n = 1,100. (d) = A dummy variable. For the 14-iteradal,R = .54 and Adjuste& = .28. The
whole model also included the items of | get alovith parents, Frequency of exercising, GPA in
comprehensive school, Marital status, | was hazestlzool, Had no job; not in school (d), Military
Adjustment, and Acceptance of Authority. *** = p.601.

The combined information of pretraining and BT tattes and experiences showed that BT
intentions to quit (among those who did not quitiiy BT) were formed by personal factors,
such as ability to adjust to BT, earlier intentidasquit, AC, being or feeling different from
others, and emotional stability in general. In otiaords, situational and organizational
factors had only limited direct impact dmtent to Stay Thus, the effect may be through the
appraisal the person makes in the situation, amndaps therefore training-related measures
were not represented in the model. This is, eitbaders did not focus on supporting the
soldiers’ commitment and intentions to stay in BTtleeir influence was mixed. However,
neither leadership nor training provided by thedéga were not meaningful predictors of

Intent to Stayat the end of BT.

Table 29

Scales and Background Predictors of Intent to tdBasic Training

Background and Aptitude Items f  poff R AchzJ'
1) Military Adjustment (S) (t2) 25 xwx 51 .26
2) Intent to Stay (S) (t1) 27  F* .61 .37
3) Affective Commitment (S) (t2) A9 .64 .40
4) | have felt different from my fellow conscrip) -12 o 65 .42
5) I do not feel a part of this society (t2) -11 65 .43

Note n = 1,097. (S) = A scale. (d) = A dummy variabler Bee 18-item modeR = .70 and Adjusted
R2 = .48. In addition, the full model included thems of 6) Malingering (i.e., avoiding service),|7)
did get along with parents, 8) Emotional Stabi(i8), 9) If Finland is attacked, Finns should defend
themselves..., 10) Acceptance of Authority (S), 1i¢duency of exercising, 12) | was hazed at
school, 13) Attitude towards drugs, 14) Adjustmen8chooling (S), 15) Peer Bonding (S), 16) | am
highly motivated to complete my military service/)1Reported disease or injury (d), and 18)
Stressful Life Changes (S). *** = p < .001.

As before service, the majority of the recruits hadntentions to quit their service at the end
of the basic training period and they marked 5dthlthe questions dhtent to Stayn = 672;
48.4 percent). Therefore, intentions to quit weraneined among those who did not intend to
continue their service (recruits whose mean vabfabe Intent to Staywere 1.0 — 4.5n =
552). Basically the same three main predictoritant to Stayose up: commitmeng(= 28),
basic training adjustmeng & 23), and feelings of being different from théddes (5 = 13).
However, considerations of quitting were more tligidy explained in the whole sample
than in the selected sampk & .48,n = 1,097 vsR? = 26,n = 486). Another differing point
in the models was that the latter consisted omytesms comparing to the above table with 18

items. In the end, the Table 30 summarizes theltseqly showing that an adaptable,
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committed, and emotionally stable soldier who hasded bullying by the peers and stressful
events in civilian settings (such as quarrels itgirlfriend) has no intention to quit during

the basic training period.

Table 30

Predictor Scales of Intent to Stay in Basic Tragnin

Predictor Scales S p of 5 r
Affective Commitment A1 rk .50
Normative Commitment .29 *hk .53
Emotional Stability A1 rk 41
Physical Health .04 ns. .33
Sociability .04 ns. .38
Military Adjustment 22 *hk .53
Regimentation .01 ns. 42
Peer Cohesion -.07 * .28
Experienced Hazing -.10 rk -.30
BT Leaders -.04 ns. 31
Organizational Climate .01 ns. 40
Challenging and interesting training (i) .00 ns. .37
Stressful Life Events -.06 * -.31

Note n = 1,219. (i) = An individual itemR = .65 and Adjuste&? = .42.Method = Enter. *** = p <
.001; * =p < .01; *=p < .05. For all correlatis in the last columm < .001.

5.2.3 Affective Commitment and Intent to Stay a& Bnd of Service

Scale Correlations at the End of Servi@ompared to the correlations during basic trgnin
AC had lower correlations with other measures atehd of service. On the other hand, this
implies that commitment was a more independent @inemon at that time. However, it was
astonishing to find the low correlations betweempotment and the situational factors such
as leadership and training. For example, basioitrgichallenges strongly associated with
commitment = .67***), whereas training quality had only mod&racorrelation to the
soldiers’ AC at the end of training € .33***). However, commitment was still solidly
related to training motivationr € .61***) and NC ¢ = .59***). Moreover, the correlations of
situational factors suggest that the soldier whqustdd to the military, accepted the
authorities, and had positive experiences duringyice had an excellent commitment
compared to others (Table 31). In turn, considenatito stay in service related to the
perceived obligation (NC)r(= .51***), positive adjustment experiences £ .44***), and

lack of negative social experiences (such as mglyif = -.31***). In all, the personal
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factors, such as sociability, emotional stabilggd physical health were more relatedntent
to Staythan to AC.

Table 31

Correlations of Scales at the End of Service

Scales Cgrfr:?ncitt%eent Intent to Stay
Affective Commitment 1 42
Normative Commitment .59 51
Training Motivation .61 .30
Intent to Stay 42 1
Regimentation 40 .26
Acceptance of Authority 44 .29
Confidence in Squad Leaders .23 15
Confidence in Platoon Leaders 22 .18
Confidence in Instructors 22 10
Unit Climate .37 23
Positive Experiences 43 .20
Training Information and Feedback .26 A7
Training Quality .33 A9
Allowed to Think in Training .26 13
Quality of Physical Training .33 A2
Peer Cohesion .37 .26
Friends 27 A7
Experienced Hazing -.19 -.31
Sociability 27 .32
Military Adjustment 44 44
Emotional Stability .20 43
Physical Health .25 .32
Stressful Life Changes -.14 -.20
Service Impact on Civilian Life .28 31

Note n= 975. Each correlation was significant at phe .001 level (2-tailed).

The soldiers’ positive expectations and motivati@miore service (t1) significantly relate to
AC the end of service (t3) & .31-34***). Logically, the committed soldiers daced that
they would have voluntarily joined the military ameétre motivated to complete their service
(r = .56-66***). However, the latter correlations detween the measures that were acquired
through the same questionnaire at the same potitnef and therefore they do not show any
causality. In terms dintent to Staythe considerations to quit the conscript servdated to
low social and leadership skills (Aptitude testj feeling different from the fellow soldiers

and other in society.

Quite surprisingly, the general will to defend thetion (refers to the first item in Table 32)
was only weakly related to AC and intent to staythe military. In other words, general

appreciation of national defense and own willingnsserve in the military are two different
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concepts. Thus, the military officials need to tak# account that although the citizens

would like to have the nation be defended, thdirstay personally want to contribute less to

the defense system.

Table 32
Correlations of Items at the End of Service

Intent to
ltems AC (t3) Stay (t3)
If Finland is attacked, Finns must defend themselJ¢2) 19 .09**
If Finland is attacked, Finns must defend themselv@3) 32 23
| would have joined the military if service had hemn a .56 .25
voluntary basis (t3)
| have felt at home in the military (t3) .57 .26
| am highly motivated to complete my military sei(t3) .66 31
My motivation has not decreased (d) (t3) .18 A1
My friends in military service have helped me sfgaintly in .23 19
adjusting to military life (t3)
| am interested in occupations in the field of sig({t3) .38 .08**
After basic training | received the training | weshfor (t3) 27 A7
| have felt different from my fellow conscripts Jt3 -.16 -.28
Aptitude test 1 (t1) -0l (ns.) -.01(ns.)
Aptitude test 2 (t1) A3 22
Had learning problems at school (t1) ns. -.12
Received enough information about conscription (t1) 10 .06*
Desire for duty and service period (t1) .26 15
| am stepping into military service with positivepectations (t1) 31 19
| will feel at home in the military (t1) .33 21
Military service is going to have a negative impactmy civil -.16 -.19
relationships (t1)
| am highly motivated to complete my military sexi(t1) 34 24
| was admitted to the brigade that | had wishedrf@advance (t1) 15 A1
| am interested in occupations in the field of segftl) .26 14
| do no feel a part of this society (t1) -.19 -.25
| was hazed at school (t1) .05 (ns.) -.13
Friends has a positive attitude towards militanyise (t1) .26 19
Parents has a positive attitude towards militaryise (t1) 21 .16

Note n = 975. (d) = A dummy variable. Each correlation veignificant at thep < .001 level (2-

tailed), expect ** p < .01 and * p < .05. ns. = mignificant.

Predictors of Affective Commitment at the End afviSe Among individual items, the

soldiers’ pretraining expectationg £ .13), motivation to complete the servige<.13), and

interest in the military occupatiof = .12) explains affective commitment six to twelve

months later. In addition, the model included sitems as attitudes toward drug uge=(-

.13), accused of a crim@ € -.10), desire for duty and service perigd=.10), the friends

attitudes toward the militarys(= .10). However, the model explained only 20 peradrthe

variance of commitment suggesting that attachmerthé military increases based on the
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experiences during the service. An alternative rha@de conducted where the aptitude test
results were included as possible predictors., @tilly 21 percent of variance was correctly
explained and the soldiers’ aptitude did not deteentheir commitment (and were not part of
the model). The most affective pretraining preditare summarized in Table 33, which
clearly illustrates the importance of initial attagent to the military as a predictor of later
commitment. Thus, 23 percent of AC at the end ofise is explained by knowing the

soldier’s AC before service.

Table 33

Pretraining Scales and Items as Predictors of AifecCommitment at the End of Service
Scales and Items i P ﬁOf R ARCLJ'
1) Affective Commitment (t1) 43 w48 .23
2) Attitude towards drugs (t1) =11 ¥ 49 24
3) Was accused of a crime (d) (t1) -08 *»* 50 .24
4) | am interested in occupations in the field @fwwity (t1) .08 * 50 .25
5) Shared living costs at home (d) (t1) -06 * 50 .25

Note n = 984. (d) = A dummy variable. ** = p <.001; ®p <.01; * = p < .05.

Again, an alternate regression analysis was cordpwtech examined the extent to which
commitment is explained by pretraining and basaning measures and items. Table 34
shows the strongest predictors of AC as initial ootment before service, challenging
training experiences and positive motivation inibdsining, and “the will to defend the

nation.” Altogether, these four items explain 37ceat of AC at the end of service.

Table 34

Pretraining and Basic Training Predictors of Affiset Commitment at the End of Service
Scales and Items S P ﬂOf R Algzj'
1) Affective Commitment (t1) 24 R 48 .23
2) The training has been challenging and intergti2) 19 ** 56 .31
3) I am highly motivated to complete my militaryngee (t2) A6 58 .33
4) If Finland is attacked, Finns should defend thelves...(t2) .11 *** 59 .34
5) I am interested in occupations in the field @ity (t2) 09 59 .35
6) Attitude towards drug use (t1) -08 ** 60 .35

Note n = 979. (d) = A dummy variable. For the 10-item @R = .61 and Adjusted? = .37. The
full model also included the items of 7) Militarydistment (t1), 8) | want to participate in refresh
training in a couple of years (t2), 9) | have liwedh girlfriend or wife (d) (t1), and 10) Malingelg
(t2). *** = p < .001.

In terms of situational predictors, AC is affecteyl positive experiences and atmosphere in
the unit, personal adjustment to the regimentatiod the military in general, and social
experiences in a group which has a good espritodesc Interestingly, there were soldiers

who had felt anxious and tense and the life aswath of living (items of Emotional
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Stability; g = -.13) but at the same time adjusted well torthigary and had positive social
and organizational experiences. Consequently, theye also attached to their conscript
service. Still astonishing is the weak impact & fguad leaders, instructors, and training on

the soldiers’ commitment to the military service.

Table 35

Predictor Scales (t3) of Affective Commitment atEmd of Service

Predictor Scales B p ofp r
Normative Commitment .34 *hk .59
Intent to Stay A2 ok 42
Emotional Stability -.13 *hk 19
Physical Health -.00 ns. 24
Sociability 03 ns. 20
Military Adjustment A2 rk 43
Regimentation .18 *hk .39
Peer Cohesion A1 *rk .37
Friends .03 ns. 27
Experienced Hazing .01 ns. -.18
Confidence in Squad Leaders -.03 ns. 23
Confidence in Platoon Leaders .00 ns. 22
Confidence in Instructors -.01 ns. 22
Unit Climate .07 o .38
Positive Experiences 12 *hk 43
Training Information and Feedback -.03 ns. .26
Training Quality .00 ns. .33
Allowed to Think in Training .04 ns. .26
_Quality of Physical Training .08 ™ . 33
Stressful Life Events -.01 ns. -.14
If Finland is attacked, Finns should defend

themselves militarily, even if the outcome .07 * .32

were uncertain (i)

Note n = 974. (i) = An individual itemR = .71 and Adjuste@®? = .50. Method = Enter. *** = p <
.001; *=p<.01;*=p<.05.

Predictors of Intent to Stay During the Last MontbE Service The examination of
background items for predicting considerationswftopg service showed that such intentions
were related to the lack of motivation to complséevice and deviant attitudes in civilian.
Specifically, the soldier more likely contemplatexd quit the service if he or she was not
motivated, accepted or favored drug abuse, lackethlsskills, had parents with negative
attitudes toward service, or the parents were dadyrand expected negative consequences in
civilian settings due to service (Table 36). Howevewas notable that although they had
quite unfavorable a background and consideratidndrapping out the military, they still

fulfilled their service obligation.
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Table 36

Pretraining Items Predicting Intent to Stay at thed of Service

Background and Aptitude Items S P ﬁOf R Algzj'
1) I am highly motivated to complete my militaryngee (t1) A5 26 .07
2) Positive attitude towards drug use (t1) -14 = 31 .10
3) Aptitude test 2 (leadership and social skilt) ( A1 ** 34 11
4) Parents have a positive attitude towards mylisarvice (t1) .10 * 36 .12
5) Parents have divorced (d) (t1) -09 * 37 .13
6) Military service is going to have a negative aapon my -09 * 38 .13

civil relationships (t1)
Note n = 654. (d) = A dummy variable. For the 9-item mip@R= .40 and Adjuste&? = .15. The full
model also included the items of 7) GPA in comprsive school, 8) 12-minute run test results, and
9) I do not feel a part of this society. *** = p.@01; ** = p < .01; * = p < .05.

An alternative model examined also pretraining exdlesides the above mentioned items.
The resulting model displayed that low commitméme, prior intentions to quit, and disbelief
in personal military adjustment explained amongitigividual items the later considerations
of dropping out (Table 37). Still, the acceptantdrog use and coming from a broken family

also affected the intentions to quit the serviceqoe

Table 37

Pretraining Scales and Items Predicting Intent tay®uring the Last Months of Service
Background and Aptitude Items i P ﬁOf R ARCLJ'
1) Affective Commitment (S) (t1) A3 =28 .08
2) Intent to Stay (S) (t1) A8 32 .10
3) Positive attitude towards drug use (t1) -10 = 34 11
4) Parents have divorced (d) (t1) -08 ** 35 .12
5) Military Adjustment (S) (t1) 09 ** 36 .13

Note n = 984. (d) = A dummy variable. For the 9-item mipdRe= 38 and Adjusteé? = .14. The full
model also included the items of 6) gender, 7)d litde money (d), 8) Acceptance of Authority, and
9) Had learning problems at school. *** = p < .061=p < .01.

The pretrainingntent to Stay( = .10,r = .30***) and BT Intent to Stay( = .46,r = .50***)
predicted 26 percent of the end of senlitent to Stayn = 1,074). Table 38 further suggests
that Intent to Stayis more a state of mind than affected by certasitve or negative
situational military experiences. Particularlythe person believed thall men should carry
out military service as a part of total deferesedMilitary service is every male citizen’s duty
(i.e. items of NC) then he or she had few doubtaiabontinuance of service. However, if the
soldier had qualms about his or her mental hedih, military service useless and
unnecessary, had adjustment problems during semp@eeived problems in civilian during
last months of training, and felt different frometliellow soldiers, he or she more likely

considered quitting the military (as an avoidanttiid unpleasant situation). On the other
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hand, all factors that were directly or indirecttglated to leadership and authority
relationships (regimentation, instructors, unitmdie, and training quality) did not explain
staying or quitting intentions. The only concreiteational factor that had a positive input in

such considerations was the confidence in the @tafoonscript) leader.

Table 38

Predictor Scales (t3) of Intent to Stay at the Bh&ervice

Predictor Scales B p ofp r
Affective Commitment 15 Fxk 42
Normative Commitment 31 ol 51
Emotional Stability .23 Fxk 44
Physical Health .02 ns. .32
Sociability -04 ] ns. ... 32
Military Adjustment A5 ol 45
Regimentation -.01 ns. .26
Peer Cohesion -.01 ns. 27
Friends -.05 ns. A7
Experienced Hazing -.04 ns. -31
Confidence in Squad Leaders -.01 ns. 15
Confidence in Platoon Leaders .06 * .18
Confidence in Instructors -.05 ns. 10
Unit Climate -.03 ns. .23
Positive Experiences -.00 ns. .20
Training Information and Feedback -.01 ns. A7
Training Quality -.00 ns. 19
Allowed to Think in Training .02 ns. A3
Quality of Physical Training -04 ] ns. ... A2
Stressful Life Events -.06 * -.20
Personal civilian things decreased my motivation .01 ns. -.05
(d) ()

| have felt different from my fellow conscripts (i) -.13 roxk -.27

Note n = 973. (d) = A dummy variable. (i) = An individugem. R = .65 and Adjusted®? = .41.
Method = Enter. *** = p < .001; * = p < .05.

Additional analyses were carried out that focusedhe predictors that explained changes in
commitment over time. The results indicated thatigpee commitment changes are due to
adjustment to the pace and compliance in the myjli(eegimentation = .28), perceiving
service as an obligation (i.e., N@; = .24), improved unit atmospherg € .07), firm
intentions to complete the military servige= .10), positive experiences in a cohesive group
(6 = .09), lack of civilian disturbanceg € .08), high-quality training(= .08), and improved
sociability of the person during the servige<.06). These main contributors explained 30
percent of the changes in AC. Basically, the pesigocial and organizational situation and
experiences in the unit combined with personal rd@teation to serve enhanced AC to the

military.
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Similarly, changes inntent to Staywere examined. Compared to the scale values betweel
time 2 and 3, it was noticed that the conscriptd less consideration to quit if their
Emotional Stabilitywas better £ = .29), AC and NC were strongef € .12 ands = .17,
respectively),Physical Healthwas improved f = .07), and the person did not feel him- or
herself as much different from others than durimgib training § = .06). Moreover, peer
cohesion and effective training related to the gleanin considerations to stay or quR €

22).

5.3 Effects of Commitment on Soldiers’ Attitudesid®erformance

Characteristics that Distinguish Committed and Umeoitted Soldiers For examining
differences between committed and uncommitted sddditheAffective Commitmergcale
was divided to two parts. For example, the soldi@sponses of 1.0 to 3.0 (33.7%) and 4.2 to
5.0 (31.3%) formed the groups at time 1. Thus, dhverse ends (or thirds) of AC were
compared in further analysis. The discriminant gsial finds the predictor variables that
maximally distinguish between the states of the eddpnt variable (committed vs.
uncommitted soldiers). The primary result of thegedure is a discriminant functif
which, among other things, provides the relativegivieof each utilized variable in making
the maximal distinction between the selected grolipsas acknowledged that the different
aspects of commitment may have also own predictmd, the discriminant analysis was
presumed to identify such items that predict eitiegyative or positive ends of the measure or
both. Moreover, the discriminant function simplynanstrates the strongest predictors of
commitment. Thus, the discriminant models were gwesd for illustrative purposes of
complementing the results of regression analysi @nwiden the understanding of the

phenomenon.

Appendix 3 details the differences between the ctitach and uncommitted soldiers. In
addition, the tables present the characteristieg thstinguish soldiers who considered
separation from service from those who intendestdg in the military. All the three points of
time are presented in the several tables in theerapp. Basically, the appendix was
constructed for the possible purposes of futurears. In other words, the upcoming studies
dealing with “the will to defend the nation” andnemitment to the military may utilize them

as a reference point for comparing their findings.

54 Kerlinger & Pedhazur 1973, 337
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In terms of commitment, Tables A, B, and C makemgarison between uncommitted and
committed soldiers over time. In conclusion, thenoatted soldier had significantly better

training experiences, a sense of military obligatidC), positive experiences in the military
in terms of unit climate, adjustment, and regimeotga and notably more intentions to

participate in refresher training exercises (TalBeand C). However, commitment is not
meaningfully related to age, gender, marital stajuasduated education level, GPA at school,
learning problems at school, working or studyindobe or after service, parents’ possible
divorce or death, living situation in civilian, orinal record, 12-minute run test results, or
frequency of drinking. In other words, commitmest facilitated by positive social and

organizational experiences in the military, and #uddiers’ background problems do not
prevent them from being committed to the military.

On the other hand, the differenceditent to Staywere explained by knowing the soldier’s
commitment, emotional stability, perceptions ab@gimentation in the military, and whether
the person felt alienated from the society, whetegning experiences only distantly related
to the consideration to quit (Tables D — H in Apgien3). The conclusion is thdntent to

Quit is a psychological state of mind that stems froemghrson’s commitment and emotional
stability and affected by the parents’ and friendiitudes prior to and during the service

period.

Table 39
Effects of Basic Training Intent to Stay on Attéacnd Performance at the End of Service

Standardized r with the

Measures at the End of Service

Coefficients Model
1) Normative Commitment (S) 43 .63
2) Service Impact on Civilian Life (S) 41 .53
3) Interested in occupation in the field of segui} .36 34
4) Emotional Stability (S) 31 49
5) Performance Ratings (S) .26 45
6) Personal Performance (S) .25 51

Note n = 232. Variables are ordered by stepwise inclugidhe model. (S) = scale. (d) = A dummy
variable. Wilk's Lambda = .70; Eigenvalue = .43nGnical Correlation = .55.

Based on the results in Table 39, the person wimsidered quitting already during basic
training had significantly lower normative commitnteat the end of service (a sense of
obligation). Additionally, he or she perceived thhe service disturbed and negatively
affected the civilian life, was not interested e tmilitary as an occupation, had a weaker
mental health, lower ratings by the instructorsofflaspassin arvosanat” in Finnish), and

perceived lower personal performance abilitiesha&t €énd of service. As Tables K — M
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present, considerations to quit were strongly eelato the person’s emotional stability,
performance, adjustment, physical health, perioden¥ice, and his or her perceptions about

service as a “duty for all men” (NC).

The soldiers having strong commitment to the sertiefore their entry had six moths later
significantly more positive adjustment experienaeghe military, more career intentions,
more favorable attitudes toward national defense the military occupation, and positive
perceptions about unit climate (Table 40). On thkeio hand, the soldiers who were
committed during basic training had significantigtter personal performance at the end of
service (Table 41) besides their more positive sidjent experiences, normative

commitment, and refresher training intentions.

Table 40
Effects of Initial Commitment Before Service ontédes and Performance at the End of

Service

Measures at the End of Service Standardized r with the

Coefficients Model
1) Military Adjustment (S) .63 74
2) Career Intentions (S) 31 46
3) National Defense Attitudes (S) 31 .60
4) | am interested in occupations in the field @ity 27 42
5) Unit Climate (S) 27 .34

Note n=150. The comparison between uncommitted and d¢ttedrsoldiers before service in terms
of their attitudes and performance at the end nfice. Variables are ordered by stepwise inclugion
the model. (S) = scale. (d) = A dummy variable.WgilLambda = .65; Eigenvalue = .55; Canonical
Correlation = .59.

Table 41
Effects of Basic Training Commitment on Attituded Rerformance at the End of Service

Standardized r with the

Measures at the End of Service

Coefficients Model
1) Perceived Personal Performance (S) 48 .65
2) | am interested in occupations in the field efgity .38 41
3) Military Adjustment (S) .35 49
4) Period of a conscript service 27 46
5) Normative Commitment (S) .25 46
6) Refresher Training Intentions .25 51

Note n=170. The comparison between uncommitted and dttedrsoldiers (during basic training)
in terms of their attitudes and performance atethe of service. Variables are ordered by stepwise
inclusion in the model. (S) = scale. (d) = A dumwayiable. Wilk’'s Lambda = .51; Eigenvalue = .96;
Canonical Correlation = .70.

Tables | and J portray the variables that were nmdlstenced by the discrimination between
committed and uncommitted soldiers in two pointgimfe. The results suggest a significant

relation between earlier commitment and the sdddiexttitudes, physical health, and
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performance at the end of service. Based on thelations (Table 42), commitment has its
strongest relation with personal growth and devalept indicating that commitment is
influenced if the conscript’'s mental stamina, selfitrol, and social skills are improved, and
the person has learnt to take responsibility arghrize time and actions in the military
service. Briefly, military service as an educatioagperience is elemental in invoking the

soldiers’ commitment to the military service.

Table 42

Correlations with the Outcome Measures

Primary Outcome Measures Cgrfr:?ncitt%eent Intent to Stay
Group Performance 29%** 20%**
Personal Performance .38*** 2 TF**
Performance Ratings 19 22FF*
Career Intentions L34rx* .05 (ns.)
National Defense Attitudes ASFR* 2%
Refresher Training Intentions A LEH* L 4rx*
Personal Growth and Development 56*** N Rl
Malingering (i.e., Seeking Exemptions) - 27*** -.30***
Number of Doctors Appointments -.08** - 15%%*
Effective Service Days (percent) .09** 10x**
Decent Service 2% 21 x**

Note n= 975. Each correlation was significant at phe .001 level (2-tailed), expect ** p < .01. ns. =
non-significant.

All the outcome measures were examined separately explained by using regression
analysis. In all, the results of this study corn@be that basic training commitment explains
later commitment, adjustment, turnover, persondiop@ance, malingering, and deviance in
service. For example, the results show that 38egmeraf the later AC at the end of service is
explained by AC during BT. Moreovehffective Commitmens one of the best predictors of
the success in the military adjustment processadsw explains the actual turnover, although

Intent to Stays notably the strongest predictor of turnovar.

Based on the regression analysis, AC during théc dasining period was the strongest
predictor (among other measures of basic trainingstijonnaire) of personal and group
performance at the end of service (explaining 1drfh 8 %, respectively). On the other hand,
AC and NC during BT explained together 23 percéithe soldiers’ attitudes toward national
defense at the end of service. Interestingly, Bmmitment significantly affected later
malingering. Thus, uncommitted soldiers more likegsponded that they “applied for

exemption from field exercise” even though theyavaot ill, because they “could not care

5% salo 20083, 170-172, 184-185
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less about participating in military service.” Inadher study, it was revealed that the other
soldiers named more likely a soldier as being apmiant leader if he or she had better AC
and NC>*° Basically, soldiers who are more committed andagper better are also valued by
their peers as competent squad leaders in war-gpations (perhaps due to their
demonstrated citizenship behavior). Based on thesealts, commitment is one of the key
elements in an effective group. The next chapteirggs the possible research questions and
practical recommendations that could be utilizedfuture research and personnel policy

programs in order to strengthen the psychologiedé of the military forces.

6 DISCUSSION

6.1 Main Results

The present research argues that personal andizaganal factors influence commitment
that, in turn, determines behavior and attitudesgshsas intentions to quit the service.
Organizational commitment is “a complex construstolving acceptance of organizational
values, willingness to put forth effort for the argzation, and desire for continued
membership®’ Thus, the examined concepts (commitment and intentstay) are

theoretically and empirically related aspects @amizational membership. Specifically, this
study focused on these two concepts and their praitictors and outcomes during conscript

service>>®

The personal background and characteristics weaeniged based on the correlations and
through the t-test, variance analysis, and regrasanalysis. The results emphasize that the
following individual items are particularly releviafor understanding affective commitment:
the soldiers’'motivation to completservice, their positive feelings ampectationsabout
upcoming training, and thHieends’ and parents’ attitudetoward the military. In addition, the
soldiers’ perception as to whether the serviceggenould have a negative impact on civilian

relationships relate to their commitment. Moreoule results suggest that commitment is

**® Salo 2008b, 17-18

>’ Tremble et al. 2003, 168

%8 The three research questions presented in theodethction were: 1) What predicts commitment to the
military, 2) What predicts intent to stay in thelitary?, and 3) What are the main outcomes of camenit to
the military?
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supported by providing the soldiers enough serigtated information and taking into

account their desires for duty and service period.

The regression models point out that the soldiaféctive commitment is influenced by
positive expectations, sense of obligation, abiidyadjust to the military, to regimentation
and authority relationships, work and training iospive unit climate, and support of the
significant others in the civilian life. Basicallthe military organization should put its main
emphasis on supporting the soldiers’ adjustmewlidoiplined military regime and providing
interesting and challenging training and qualigdership. At end of service, the commitment
levels were determined based on positive experseroel adjustment to the military in
general. Commitment showed its value through tls®a@ation with many attitudinal and
behavioral outcomes. Specifically, affective commant significantly related to the soldiers’
expected and rated performance, attitudes towaat®nal defense, refresher training
intentions, career intentions, low levels of avoick of service, and more decent service
without reprimands. Above all, the soldiers becarommitted to the military due to their

personal growth and development during service.

Based on the resultiytent to Stayndicates personal commitment to continued sersiue
denotes the person’s better adjustment expectatindsexperiences in service. In addition,
Intent to Stayand conversely considered separation is a relanaasure for identifying and
understanding soldiers who have had personal prabteat hinder successful attachment to
the military. Hence,Intent to Staypredominantly associated with personal factors and
characteristics. For example, soldiers who devift@a the majority of the population due to
their own and the friends’ and parents’ disapprgvaititudes and orientation toward the
military, their relation with drugs, learning prebhs at school, doubts about the military

service, or broken family background also consideygitting the service.

Intent to Staywas notably high before entry and during basicning. However, the
considerations to quit increased over time. Thaltepointed out that both preliminalrytent

to Stayand the same perceptions during basic training waainly explained by the level of
affective and normative commitment, emotional digbiadjustment to the military, and the
quality of attitudes and relationship with pareritsaddition, deviant behavior and attitudes,
low aspiration in service, and low intelligence kmped why some recruits had
considerations to quit the service even beforehddd. the other hand, basic training
experiences, such as bullying among the group mesrdoel stressful events in the civilian

life were the most influential situational factaitsat predicted considerations of quitting
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(during BT). The basic training leaders had a gsimgly weak influence on such
considerations, and they were not particularlylfskiin improving the soldiers’ intentions to

stay in the military.

In the end, uncommitted and unstable soldiers hack moonsiderations to quit. On the other
hand, positive adjustment experiences and strdiegtagntailed strong intentions to continue
the service. The only two situational factors thasitively affected such considerations were
lack of hazing among peers and confidence in phatwanscript leaders. Additionally, any
problems in civilian settings (as measured3tgessful Life Eventsegatively affected the
soldiers’ commitment to continue service. In teroioutcome measures, the importance of
Intent to Staywas notable in explaining maladjustment and sejpswrdtom service. It is

difficult to overemphasize thatitent to Stays the best predictor of turnover.

6.2 Methodological Limitations and SuggestionsHature Research

Necessarily, carrying out a research project ineslaccounting for methodological concerns
and limitations. First of all, the study assesses@nal commitment and intent to stay based
on self-reported data by soldiers which may aféext inflate the true correlations between the
items. Future research could minimize the commothatkevariance by utilizing multisource
data, for example, by acquiring the instructorsd greers’ estimations about the person’s
commitment to the military. In addition, the sampledominantly consisted of young men,
and therefore the results do not necessary regrédsemttitudes of women or the citizens in
general. Moreover, the focus of the study was enatitudes of the rank and file soldiers.
Therefore, the study should be replicated amongetimscript leaders and career officers in
order to understand the reasons and consequenct#®iofcommitment to the national

defense.

Although the data were collected at three pointsme, still the focus of the measures was at
the end of service when the official military queshaire and the supplementing survey were
administered. Because the circumstances betweea toaing and training at the end of
service are not comparable, it is more difficulimake statements about the causalities of the
commitment components and criteria. Basically, tihee frame between surveys should be
long enough for allowing for a development of corima@nt and motivation but short enough

for controlling the experiences that affect thesedrs>>° The study would have accrued even

%59 Mathieu 1991, 617
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more knowledge about commitment if there had besuraey two months before the end of
training. Then, the changes in attitudes and comenits and the reasons for those changes

would have been more easily identified.

Commitment can have a reciprocal causal relatioantther concept and therefore it can be
both a predictor and a consequence of perceiveeriexges® This is the reason, why future
studies should establish the hierarchy and cawtations between measures and the real
effects of the different factors on one anothersi@ally, the situational factors, such as
perceptions about training quality and challengbsuld be explored at least at two points in
time in order to avoid response bias. As a reconalaigon, future research should employ a
longitudinal approach to the data. In additionesearch project could follow the conscripts
and their performance in life, and in the reseritewould be interesting to compare
commitment and attitudes of the same sample duhegconscript service and later in the
civilian life, for example, few years after the \eee, and explore whether commitment
changes, whether the importance of national defensgewed differently during and after

service, and whether the military service has &fea an individual’s civilian life.

Mathieu®* argues that commitment and job satisfaction mayesent two measures of a
broad affective approach to the organization. Tdetolr analysis of this study suggests the
same conclusion: commitment and motivation forméatge tune-factor that summarized the
soldiers’ emotional mood towards the military. Ratarly among the rank and file soldiers,
it was challenging to separate affective commitmfeon training motivation because the
items were so closely connected. One solution isnéasure motivation and commitment
through separate surveys. Then, the commitmeneguwwould inquire about general attitudes,
expectations, and feedback about larger issues (aac‘the will to defend the nation”),
whereas the motivation questionnaire would focussocial and organizational experiences
and ask about the quality of training, leadership social relationships in the group. In the
end, the data of these two questionnaires coulcbb#ined with the archival data and other
surveys in order to obtain well-identified measusnesl comprehensive approach in the same

research.

In this study, the Meyer and Allen’s definition acohceptualization of commitment formed a

framework for the examinatiori8 However, the theory and research of commitmenehav

*0Ko et al. 1997, 971; Meyer & Allen 1987, 211
*%1 Mathieu 1991, 616
52 Meyer & Allen 1984; 1991; 1997
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stated several other definitions (as detailed imp@ér 2) and concepts that deserve to be
examined. For example, commitment could be defiaed studied as a one-dimensional
phenomenon such as “loyalty to the organizafih’emphasizing a person’s affective
attachment to the unit. Alternatively, more thorblygdefined® conceptualizations could be

utilized for identifying different facets of commients.

This study covered quite extensively the conscrigtective commitment to the military.
However, the logic and the measures of normativee @ntinuance commitment and their
relations to training motivation require more rasbaand examining. Particularly, the
difficulty to distinguish affective and normative@ramitment components and the items of
training motivation indicate a need for testingittwnstruct validity. For example, the rank
and file soldiers may perceive the conscript serviieriod totally differently from the
conscripts who complete leadership training. Peshdpe leaders’ different viewpoint is
explained by leadership experiences that provigentivith more knowledge and in depth
understanding about the details and different dspeicthe military service. Nevertheless,
future research should reveal the measures thaeddwe conscripts’ different viewpoints in
terms of their commitment and motivation in servi€bus, future research could complement

this study by validating and developing the measofecommitment and motivation.

Once a comprehensive measurement tool is estatblithe theoretical discussion would
benefit from an investigation of how different ongaational interventions affect initial
commitment and expectations prior to service angiahccommitment and motivation in
service. Optimally, one theoretical model (integrgtrelated but distinguishable concepts)
would apply to many situations and samples, suchmeasuring commitment of conscripts,

reservists, career officers, and civilians.

Also individual items need further examinations amgprovements. For example, the

traditional question about “the will to defend thation®®

measures the general attitude
towards the national defense but at the same ticles Iprecisioni®® Actually, this question is

so extensive and refers to nationally acceptedegalior instance, patriotism that it could be

*¥Ko etal. 1997, 971

%% Solinger et al. (2008, 80) states that “organarsl commitment is an attitude of an employee Visisthe

organization, reflected in a combination of afféanotional attachment, identification), cognitiodeftification

and internalization of its goals, norms, and valuasd action readiness (a generalized behavitedbp to serve
and enhance the organization’s interests),” whelreascovitch & Meyer (2002, 475) defines commitmasit'a

force that binds an individual to a course of attié relevance to one or more targets.”

*®MTS 2008, 8

%% E.g., Sinkko 2009, 37-40
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perceived as measuring Finnish national identityThus, it has a low ability to measure
personal aspects of commitment to the military isenand the national defense. Therefore,
several disadvantages are involved in using onlg general attitudinal question for
measuring “the will to defend the nation.” For exaen Sinkk3®® ponders whether there is a
normative pressure to answer positively to thisstjoa because of its aforementioned links to
the national identity. Thus, the person may ansimatomatically” that Finland should be
defended although he or she has no personal wilefend it. The question externalizes the
responsibility to defend the country as somebodg’slresponsibility, and the link between
the question and “the will to defend the countrydynbe less salient than in the 1950’s when

the question was originally formulated.

The traditional question about “the will to defetiet nation” may be appropriate itself in a
general attitudinal polling (as it is used now) wltkere is no intent to find out why people
are committed, what kind of social, organizationahd national details are related to
commitment, and what the citizens are willing tobdsed on their commitment. However, an
isolated question about the national defense imdetuate for research purposes — it requires
related sub-questions that together contributeutbning the measure for the “general will to
defend.” The research could utilize three to fiuestions about the “personal will to defend”
the nation that both theoretically and methodolalgycdepart from the motivation scale and
other instruments in the survey. Only by respecthgy complexity of the commitment and
motivational constructs as well as their multiplensequences in attitudes, behavior, and
performance, future research will produce seminhéotetical and methodological

contributions.

Commitment relates to the socialization processrevkige person is integrated in the society.
The person may have several commitments at the Saraeo the different levels and entities
of the organization and to the civilian life as wélhe future research could devote more
efforts into studying commitment to the differencif and their impact on a person’s other
commitments and his or her attitudes and behawor. example, it is expected that
commitment to social group has totally differentplioations compared to commitment to
personal career. Similarly, commitment to peers rhaye a different effect compared to
commitment to the leadership in the unit. Generdhg research could benefit the military
organization by studying the techniques for streaging service members’ commitment and

creating well-balanced commitment profiles for theople. The results show that more

%67 Nurmela 2005, 101
%68 Sinkko 2002, 40
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commitments bring about more positive attitudesathe respective entities and more
positive behavior and performance in those groupifdnerefore, the military should create
its personnel’s commitment to the several entisesh as the group, the leaders, the unit, and

the national defense system.

The scientific instruments could measure the narm&bught to” aspect of commitment (for
instance, how the Finns should think and act)tualéis towards civil service, conscript
service, the Finnish Defence Forces, and natioefdnde in general, the difference between
“the will to defend the nation” and commitment iegee time, in an EU operation, or during a
crisis in Finland), and c) the different kinds afians that the person is willing to do based on
his or her commitment to the military service ahd nhational defens&? Moreover, it would

be interesting to measure the continuous line ohmaments based on the perceived
importance of 1) an independent country or natis@lereignty (since independence or
sovereignty is not anymore a value for everyonetduacreased immigration, globalization,
and Finland’s membership in the European Union)o®n Defense Forces, 3) credible
(territorial) defense system, 4) general consaiptand refresher training, 5) personal

participation in conscription, and 6) personal jggration in wartime duty during a crisis.

The future research could also focus on certaingg®f people that are vital for the effective
military forces. For example, the comparisons betwestudents, inductees, conscripts,
reservists, career officers, men or women, unenaglpyand/or college students would be
valuable. In addition, an examination of differ&irids of profiles over time could exemplify

the commitment concepts and their effects. Themfitlst questionnaires and analyses could
identify the clusters or profiles, and the furtlggrestionnaires would examine whether the
same people stayed in their cluster or changed ¢tbeamitment over time. Once changes are

distinguished, the analysis would examine theisoea and consequences.

Research projects should be continuously carriedirouefresher training exercises. The
interesting questions applying to the reservists ay What are the reasons for the refusals or
deferments of training, b) how do the people diffesm one another based on their
expectations for refresher training, attitudes tauiie military, and “the will to defend the
nation,” ¢) does training increase their willingade participate in another exercise, and d) is
their trust in the military and national defenseimved because of the exercise? The same

research project could examine training motivateomd the possible reciprocal relations

%69) eimu et al. 2008, 14
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between motivation and performance. The militayaoization should particularly know the
details that increase the propensity to refrestanihg, such as the meaningfulness of the
exercises, the importance of one’s own task, “thi to defend the nation,” the service

friends that are met again in an exercise, or giplespromotion in the reserve.

On the other hand, commitment and job satisfactibiyoung officers compared to more
experienced instructors would be interesting. Basethe organizational commitment theory,
there could be differences in their affective, natine, and continuance commitment to serve
the country through their work. These two groupsyrhave different status, tenure, work
experiences, alternatives, and career optionsniagt affect their commitment levels. The
same research project could take into account tleete of management in the unit and
personnel policy of the military either increasing decreasing the commitment of the
employees. Consequently, the results of such imatgins could help the organization to
plan and conduct supportive programs for sustaitiregemployees’ faith in their job and

commitment to the larger purpose.

The level and meaning of organizational commitnreay vary over time as a result of the
person’s developing relationship to the unit mersbig®’® For example, the results of the
factor analysis showed that the commitment compisneare not easily distinguishable prior
to the entry of conscripts. This may be becausesitiiation was not salient enough for the
recruits and/or they lacked the necessary knowlexigk experiences about affective and
normative aspects of the militat{* Therefore, future research could examine expectsi

desires, needs, initial affective commitment, adldie@vement motivation prior to service, and
the measures about normative and continuance conemitcould be employed once people
have participated in service training (for instanaethe end of the basic training period).
Also, future examinations could look at whether itmms have a different conceptual
meaning during different periods of time. For exémghe mindset behind the attitudes
towards military training may considerably vary dwef service, during the basic training
period, and at the end of service. Similarly, treaming of military service may be interpreted

differently over time.

The military exposes the soldiers to a strong féramal informal socialization process that
indoctrinates and assimilates the group members the military life. Due to shared

experiences and shared social identity, the mylitarit may have more impact on personal

"0 3olinger et al 2008, 74
"1E.g., Vanderberg & Self 1993, 566
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characteristics, attitudes, and behavior than otyy@es of organizations. Therefore, future
research could increase knowledge about commitimeakamining group- and organization-
level phenomena and their impact on personal aodpgievel commitment to the military.
Thus, it is strongly advised to utilize aggregateelasures at the group and unit-level and to
examine their impact on personal commitment antbpaance. Especially, social life, such
as shared experiences, bullying, leadership, tasksys, workload, retention, social loafing,
or shared stressors potentially affect the soldiettude and motivation in the military.
Moreover, a certain level of commitment and motaimay be understood only by knowing
the settings where the particular behavior andudits are relevanf? For example, the
soldier who is bullied and lives without any social leader support may have low
commitment to the group and the organization attie linterests in staying in the military.
Moreover, the organizational experiences and presti such as atmosphere in the unit,
management, promotions, personal policy, orgammatichange, changes of the key leaders,
and mission accomplishments may influence persieval-measures, including commitment
and motivation. Therefore, it is highly recommendedutilize a statistical analysis that is
capable of identifying multilevel conceptualizatorifor instance, the hierarchical linear

modeling).

In summary, the core idea of the military sociobtadi research is to identify motives,
connections, and dependences behind the geneitaldiathl items. Therefore, the future
research could explore how an individual attachnterat unit and the nation is build up and
affected by personal, social, organizational, ancietal circumstances and experiences. As
proposed by Eskof¥? a qualitative and quantitative approach that takés account the
many facets of predictors, components, and conseggseof commitment and “the will to
defend the nation” would benefit further researchd apractical improvements in

organizations.

6.3 Foundations of Commitment in Cadets’ Responses

This research started with a description aboutctieacteristics of the committed conscripts
and it ends with a discussion whether the conscdpuld be supported in their commitment.
In order to get insight to this question, qualitatidata were collected from 89 cadets who
answered the following question: How is commitmsetriengthened among the conscripts?

The basic idea was to gather information from angpuntellectual group of cadet officers

"2 3plinger et al. 2008, 74
573 Eskola 2004, 24
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who have experienced their own conscript serviee years ago, noticed the benefits and
drawbacks of the different commitment levels, andarstood the conscripts’ situation and
the measures that may be effective to improve camemt among the rank and file soldiers.
The responses are classified into three categondsidual/conscript-related, group-related,

and organizational recommendations.

Individual/Conscript-Related Recommendatiofke results and the cadets’ responses show
that the support of the family and friends to coipdcservice affects the conscripts’
commitment. Few decades ago, citizens had a relgthtrong (continuance) commitment and
intent to stay in the military service till the enfithe obligation. Nowadays, such an attitude
Is not anymore a self-evident fact. On the confrdrg military service is taken as a delay in
the work or civilian life without any payoffs intten. Therefore, the cadets suggest that the
Finnish Defence Forces should try to affect theeganattitude towards conscript service

through a comprehensiv@ago campaigrnargeted to adolescents and their parents.

The imago campaign could start already at schodrgvithildren and teenagers could be
taught the importance of the military system as pathe defense system and foreign policy.
When developing the cadets’ idea about the campagme detailed knowledge could be
offered in call-ups where the draftee is informédw the upcoming service and the brigade
where he or she is ordered to serve. At the same, tihe email addresses of the conscripts
could be collected in order to send an informafiatkage prior to the entry to service.
Moreover, the conscript should have an email caimmeto the brigade in order to allow him
or her to ask questions beforehand. Corresponditighre should be conscript leaders who

are responsible for answering such questions ibtigade.

While in service, a person expects that his orgesonal background and experiences are
taken into account in meaningful and rewarding servig®sition. If that is the case, then the
military and the person can get more from the mestiye and the system can make use of
the conscript’s personal capabilities. Also, thelifeg of belonging to something special and
important makes conscript service meaningful. Tioeeg every person should be explained
why he or she is an important part of the natialedénse. Additionally, the cadets mentioned
the utility of traditions for linking daily service® the achievements of older generations in the
same kind of tasks and branch. The traditions asithdt history of (special) units provide
opportunities to draw concrete examples from hystbat exemplifies the great value of the

effort of an individual person in the military.
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The cadets recommendwarding the conscripts who express commitment in the lamgy
The unit commander and instructors could hand ovganizational-level encouragement and
incentives that clearly and coherently notify th@ressions of strong commitment, group-
oriented behavior, and effective team-performandee rewards can be versatile and not
always vacations. For example, a concrete memong §ervice, such as a knife, a flashlight,

or a cartridge case could be obtained through otzble service.

A group where the members are committed to fuifgl tasks is highly valuable for the
military. Therefore, the incentives should be ajsanted to the teams or groups based on their
positive atmosphere, lack of attitudinal and betiali problems, or good performance. In
addition, commitment is strengthened $lyaring responsibilitiesnside a group. Then, the
group pressure takes care of directing behaviahéngroup. In other words, when everyone
knows the tasks, roles, and norms in the groupgcémscripts start to exert pressure on other

group members in order to achieve the set goals.

Every person wants to be appreciated by the ottoerpgmembers and the organization and to
have annfluence on daily activitiedf the person does not receive encouragemenhenaor
her suggestions for developing training are ignptkd faith in the purpose of the military
service will be diminished. Listening to the comgts’ wishes and desirdsut not promising
too much is a way of conduct that was suggestethéycadets. The quota for promotions
should be more flexible in order to promote thoseweally deserve it, to offer leadership
training for all capable candidates, and correspayiy to reserve the rights to not promote

people if their attitudes and know-how do not nthetstandards.

Commitment is supported by improving the conscripisysical fitness during service.
Physical training is one of the best in kind whaneindividual and his or her personal goals
could be taken into account. The utilization ofeams in physical training allows the
conscripts to exert effort at their own level. Aetsame time, the conscripts can have their
own, attainable goals that would motivate the coptcto try harder in service. Moreover,
the utility of military service as a beneficial difperiod becomes more evident through

personal goals, training programs, tests, and eagement over time.

The cadets also suggested that the conscripts whontelligent and highly educated in
civilian settings could serve as trainers of othémsthat way, the most capable conscripts

would not suffer boredom but challenges in servineaddition, their status could improve
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among the other group members. The basic idea igiline the most potential ones and

support the slower learners at the same time.

A supportive home provides security when the persom the military. Especially, the
spousal relationship and economic situation magearoblems during service unless they
are not taken care of. The organization can babiexvhen the person is confronted with
unusual circumstances in civilian life. Professidmalp is available at the brigade level and a
vacation can be granted if necessary. Taking thesa@ts’ problems seriously and
demonstrating care and competence in assistance phat people are supported in the

service.

The integration of the family with conscript sewvicould be possible through visits in the
unit. For example, the end of service could be adgation event where the soldier’s
significant others witness the moment when a yomag or woman has fulfilled his or her
part of obligation to the society. At the same tinie relatives could meet and greet the unit
commander and the instructors and correspondingdgre how their beloved is praised by

the officials.

Team- and Group-Related Factoihe effect of another conscript on a soldiersioatment

is powerful.Supportive and encouraging atmosphesgere every person is looked after by a
mate makes service a worthwhile effort and indiyestipports the conscripts’ commitment.
Therefore, the cadets suggest creatistr@ng team spriin a cohesive group where “the will
to defend the nation” is one positive element amathgr details, such as esprit de corps and
productive teamwork. Moreover, a soldier shouldemelbe excluded from the group life.
Therefore, the cadets recommend keeping the grasipatact as possible during the basic
training and advanced training periods for utilzthe good team spirit that is created through
shared experiences. In addition, back-up and eageunent of the closest leaders is priceless
for improving motivation and commitment of the deld. In teams, acceptance of all people
on equal terms and support for those who have gnablin learning or adjustment create an
encouraging atmosphere where all conscripts feafatable and have a valuable role among

others.

However, in hard times when people do not perfosnth@y should, punitive actions are not
the best ways of dealing with the situation. Indte@nstructive measures that directly try to
find a solution to a problem maintain commitmentrenefficiently. Thus, disciplinary actions

only destroy the atmosphere and weaken commitnietitey are taken against the whole
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group. However, a conscript whose commitment leigellowered and who performs
insufficiently or behaves improperly requires guida from the upper-level leaders (such as
correctional action by the unit commander or thstrirctors) not by the conscript leader.

Simply, praise the group and correct an individual.

The responsibility of the instructors is to prevédmillying and harassment in the group.
Tolerance of different kinds of people and the suppf the instructors and the small group
leaders for those who do not fit into the systestuoe tension in the group. Moreover, the
instructors could back up the conscripts who malegr tbest for the good atmosphere in the

group and defend the weaker ones.

A group leader (who is typically a conscript havitlg rank of lance corporal or sergeant)
should take part to the official and unofficialelibf the subordinates. An upright, generous,
yet demanding conscript leader supports the emalticimaracteristics of the soldiers, such as
feelings, attitudes, and commitment, as well agunsental characteristics, for instance, task
motivation and effective performance. The cadetplteamize that the conscript leader should
be one of the other team members but at the same $iet exemplary attitudinal and

behavioral standards. Thus, avoiding a “conscrightality” while living and serving with the

troops is the key issue that every conscript leadeds to solve.

The cadets also mention that the conscript leadsr mot be ready to carry out his or her
responsibilities as a competent leader. This istdubat the conscript leaders may be at their
first time as leaders and therefore some of theamat mentally prepared for carrying out the
new role. As a result, few squad leaders act lke“garrison lions” that shout their orders,

focus only on controlling of the subordinates, eagibe management instead of leadership,

and forget that they should work for the benefithaf new recruits.

Group norms direct behavior and aspirations ofgiteeip members. Therefore, it is necessary
to have formal and informal goals as similar assgme. Clear goals where people are
required to work together toward the common digetiput the group members actively and
independently perform for the benefit of the groDpie to common goals and working as a
team, the person understands that a personaleadualways the group’s failure. Optimally,

everyone participates in training, and somebodiyseace is a responsibility of the whole

group to integrate the absentee and teach himrahdopics. Such group mentality provides
a powerful motivating norm for behavior and setndards for personal performance. With

consistent norms in nested organizations, the esofgBrforms based on his or her role in the
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group for satisfying the expectations of the graugmbers and at the same time supports the
achievement of the organizational goals. Challem@ducation and training that require the
effort of the whole group for fulfilling the task ia perfect method for integrating the service

members into the military.

Organizational Factors in the UnifThe unit commander and the instructors reprefstner
figures or big brothers who should focus on theefieand development of their subordinates
in order to sustain the conscripts’ commitment.i&aly, fair, strict, honest, and praiseworthy
instructors will have strong commitment among theops. Therefore, exemplary behavior
and positive attitudes and commitment of the irtstus are required for having positive
impact on the subordinates’ attitudes and perfoo@aihe cadets suggest that the instructors
should dedicate themselves to their work as (cimatis) leaders and educators and put their
heart and soul into training. Thus, the instructsineuld be interested in and enthusiastic
about training and leadership which is indicated,example, by setting an example in field
exercises. The devotion to the conscripts’ devekquns also shown by providing systematic

face to face feedback to all subordinates (inclgdire rank and file soldiers).

The instructors need to have a strong belief thair twork is valuable. The recruits sense
whether their leaders believe in the system anctamemitted to do their best. Therefore, the
exemplary behavior of the leader is a prerequisitéis or her effect on the subordinates. The
instructors who lack of commitment should be trarsfd to the tasks where they do not have
conscripts as subordinates. Moreover, the cadstass the instructors who are consistently
incompetent from the conscripts’ viewpoint in leegt#p and training skills, and who should

be relocated to another place in the system. Tthesnstructors should stake themselves and
not just “yell from the Defender’'s window.” Even neg the leaders should dismount to the
conscripts’ level in order to understand their mesi and valuable things in service. Thus,
easy-going leadership behavior would more easilgtrittee expectations of the conscripts, and
open communication and transparent leadership @oks tfor showing that the military

represents the same values as the rest of theysecfair and equal terms for dealing with

people.

Although it is generally known that when the sotdias a purpose for what he or she is
doing, this person also perseveres more easihaily dctivities, but yet instructors do not

explain issues clearly enough to soldiers. Theegfaris essential that the instructor starts
every exercise by explaining how the upcoming hdimksto the end state in terms of group

goals and personal development. The instructors thee key representatives of the
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organization, and it is their responsibility to Bpmut the reasoning behind daily tasks and

justification for the training procedures and goals

The meaningfulness of service is obtained thoughllemging training which provides

memorable shared experiences to the soldiers. atets ask for providing realistic training
to the conscripts. For example, the field exerctsasy great weight on sustaining motivation
and providing unforgettable experiences. On therottand, planning unit exercises where
troops fight constantly against one another wietaequipment makes training purposeful
and well-organized. Thus, when conscripts are édirthe plan and execution of training
should be professional and resourceful in ordefutty utilize the conscripts’ time and

nourish their motivation and commitment.

The cadets also note that proper gears and piéeepipment indicate that the conscript and
provided training is valuable from the organizatopoint of view. In other words, lack of
materiel is not bad as such but the way in whiglragents a decreasing value of conscript
training in the Finnish Defence Forces lowers tbascripts’ commitment to serve in the

military.

The precondition for the positive effect of servisea versatile training program that offers
everyone challenges. The cadets propose to estatibar training standards which every
person is expected to meet in the end. Meetingsthedards represents success in training
which is marked, for example, by wearing beretshaving other insignia in a uniform.
Moreover, the instructors and the unit commandeukhclarify the logic of the methods and
be prepared to adjust the training curriculum ideorto improve education. Particularly, the
cadets emphasize the importance of upwardly ddeitgening programs during all phases of

the conscript service (not only during the basaming period).

The strain of training should be planned and meoeddecause boredom goes together with
frustration, and on the other hand, too much strareases mental and physical stress of the
person. By planning demanding exercises and orgenenough rest and day-offs between
drills and training keep workload bearable and pglople busy in their business. Basically,

the conscripts value outdoor activities more thratoor lectures.

Clear, attainable goals could provide a directiongersonal and team effort and repay the
conscripts when they have achieved a certain leveperformance. The optimum for

commitment is to combine organizational and indialdgoals together. One of the tools for
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supporting commitment is to organize group goald emcentives in a way that the person
benefits once the group achieves its tasks. Theirigpexaminations in the unit after every
training period would provide natural goals where instructors prepare their troops for and
show that the commanders are interested in theitgual groups. Consequently, the
instructors could identify and endorse individuaarhing and development together with

teamwork and group performance during and at thleoéthe examination.

Although the military life is quite a strictly gued business, the cadets suggest breaking the
routines when possible. In addition, personal aersition anchumorare mostly welcomed

by the conscripts, and therefore the utilization “situation comedy” could turn the
experiences into even more positive ones. Moredkercadets recommend utilizing different
kinds of playful games where the conscripts negaetform in order to support the success of

the group. Such activities unite the troops andigememorable experiences.

The cadets contemplate whether there should betimes for choosing the 12-month service
instead of serving 6 months, because currentlydifierence between these two options is
considerable from conscripts’ point of view. Anathguggestion is to increase the daily
allowance for those who serve 12 months insteg@l @f 6 months. On the other hand, there
could be a larger difference in the daily allowant¢he soldiers whose group achieves their

tasks would gain a small increase in their alloveanc

One of the most often mentioned details in the sAd@®emments about commitment was that
the conscripts should understand their serviceaas qf the larger purpose. Therefore, the
cadets’ advice to the instructors is to put thescapt service into the context and clarify the
frame of reference where the soldier can link i@ service with the benefits of the unit
and the country. In the end, the performance oféervists (and the conscripts) determines
the fate of the country in wartime. This is alse tieason why military service should start
with reasoning why the conscripts are there fromittdividual, group, unit, and the national
defense viewpoint. As a recommendation, the cga@tg out that teaching and training the
conscript to handle tasks in one position above tiim or her with the demands of the group
and open his or her view to the military. In aduhti such training supports the existence of
the military troops in a crisis where casualtied andden changes in tasks require the groups

to be flexible in order to survive.

The above discussed cadet officers’ views repradeas stemming from committed trainers-

to-be who have all relatively recently completeéitltonscript service. Thereby, these freshly
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topical views provide food for thought and aid iavising practical tools for increasing

commitment to the military service among conscripts

6.4 Practical Implications and Recommendations

Harinen and Leskinéf detail several reasons for being committed tortbfhe nation. At
the same time, their causes could be used as angsifioe sustaining general conscription in
Finland, because conscription offers an opportutaty) provide realistic knowledge about
the national defense system, b) increase confidend¢kee Finnish Defence Forces and the
credible ability to defend the country, c) educat®ialize, and maturate young men, d) unite
them into society, and e) offer experiences andabaapital that are beneficial later in
civilian life. Since conscription is advantageooaghe person in terms of personal growth and
development, and to the society in terms of in@daommitment and the will to defend the
nation, the best should be taken out of the systdéma.most fundamental recommendation of
this study is to sustain general conscription inldid in all circumstances since it serves in
multiple ways the nation and at the same time $rgimung men for defending the Finnish
values and interests. In the following, the resthaf recommendations intend to be useful in

the upcoming improvements in the military.

The Finnish Defence Forces should positively affeet recruits expectations and attitudes
and provide accurate information prior to the smgyvifor making it possible that the
conscripts have realistic expectations about tredmning service and knowledge about how
they could ease the service by preparing for &dwance. Particularly, the social media of the
recruits should be influenced by information cargpai For example, the internet could be
more effectively utilized as a platform for shargwgd communicating information. Therefore,
the recommendation is to establish contacts with ricruit prior service via email and
intensify general information in different interngdges (such as YouTube). If the recruit is
allowed to ask questions and acquire more knowledgmit the service, the likelihood for
more realistic expectations and their fulfillmestincreased. Similarly, a visit to the unit

before service would clarify the prospects of theruits.

As suggested by the cadets, the Finnish DefenogeBareeds more thoroughly focus on the
perception management through a comprehensive,-ldstigg imago campaign. The

particular target audience should be the adolescgnte they have more doubts about the

574 Harinen & Leskinen 2008, 79
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military service and the lowest personal will tdfedel the country among the citizens. The
campaign could start already at school and contimakfferent occasions, such as in national
holidays, refresher training exercises, and natiosport events. Specifically, more
information is needed for clarifying the reasonstaving a credible national defense system
in Finland, and about the aims and tasks of thaisinDefence Forces, and the consequences
of conscript service at the individual and natide&kl. At the comprehensive school, lessons
could be given by a conscript leader who has gtadiuaom the same school in order to have
an impact on the teenagers’ impressions aboutcgerin addition, the call-ups provide an
opportunity to explain the importance of persoreatipipation in national defense. Basically,
the military should clearly articulate in a simppgactical manner the meaningfulness of the
conscript service. The emphasis could be on theopat benefits, positive experiences, and
the value of the conscription to the society. la gferceptions management campaign, an old
rule still applies: images are much more poweihant words and stories are more effective

than lectures.

Action Competence Research 208%xamined psychological, social, and organizational
aspects of the military service and personnel padied their impact on turnover, attitudes,
and performance of the conscripts. The researcfegirbrought up details that should be

taken into account in order to improve the consgsripommitment to the military service.

The influence of the battalion- and brigade-leveinmanders is indirect on commitment.
There are so many “filters” between the commandtent and the conscript that it is an
exception if the commander quickly improves the ootment of his or her troops. However,
the commander has eventually an impact, but itstakere time than typically expected to
perceive the effect. Generally, the commander hatranger and more sudden impact on

negative than positive things in the organization.

In the future, theunit commandershould have enough time for planning and monitprin
education and training because they can have aorier impact on the atmosphere by
directing the instructors and encouraging the agpisc Currently, the commander is too
much burdened with bureaucratic management, althbigyor her expertise could be utilized
in leadership. Therefore, organizational effores meeded for keeping the unit commanders as

the supervisors of training.

*75 Toimintakykytutkimus 2009.
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The best leadershould be appointed to be the conscripts’ instmscand to welcome the
recruits when they enter the service. Similarlye thest conscript leaders should be
responsible for training the recruits. Therefohe, students of the reserve officer course could
be integrated for a few weeks during their coursevélcoming and training the recruits and
supporting their adjustment and commitment to thétary. When the best leaders are
available for the basic training period, the instous and conscript leaders could work more

closely together and coordinate the entry anditrgiof the recruits.

Education of the guidelinds the conscript leaders is crucial before theyawitthe recruits in
order to shape the conscript leaders’ way of congum establish the procedures for
indoctrinating the recruits during the first weelsservice. Normally, there is a one or two
week time frame before the recruits’ entry whendbescript leaders and the instructors can
focus on the planning and preparing the basicitrgiperiod. Since it is quite impossible to
extend the period due to other schedules, thesalégw should be used effectively. Through
continuing education, the leaders are ready towvedbe recruits, get acquainted with them,
teach the “ropes,” and help in the adjustment ¢ortéw culture and circumstances. The main
idea of cooperation is to unite both thinking amthdvior of the different levels of leaders and
to share responsibilities with the conscript leadarorder to increase their commitment to
educate the recruits. In that way, the fresh iddate conscript leaders could be utilized in

training.

In terms ofturnover strengthening commitment is central to militagtention effortS’®
Currently, the conscripts see that an interruptibservice is a noble and justified deed. Thus,
the attitudes of the citizens towards the consorpd does not finish his or her military
service have notably changed over the past decatiesefore, the whole conscript system
should be reorganized to match the current needi®gpectations of the society and people.
On the other hand, the selection and release oé smuple from the military obligation do
not support the idea about general conscriptioncanamitment of young men. Therefore, the
iImago campaign and practices should be logicalsumport the impression thaveryone’s
service is meaningfuEqual standards and opportunities for the coptsctay a foundation
for the whole conscript system. Currently, the peas will to defend the nation is vague
among teenagers. The situation is not supportédeife is the impression that the military

obligation is no longer a requirement.

57 Tucker et al. 2005, 276
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The recommendation is to eliminate the loopholest thre unintentionally opened (for
instance, the increase of C-class soldiers in naédixaminations) and to plan ariegrated
conscript systerthat meets the concerns and expectations of theit® Thus, there is a need
for a comprehensive arrangement of a national arwhere civil and military services
constitute an integrated system. Therefore, theiditin of Defence and the Ministry of
Employment and the Economy should work out a stimecthat would more closely meet an
individual's viewpoint and the needs of the natiothefense. Furthermore, the discharge of a
soldier could be integrated into the standardshef $ocial Insurance Institution of Finland
(KELA). Consequently, the soldier would be compietexempted from military duty (to the
C-class) only if he meets the standards of diggtplension (“ty6ttomyyselake”). Otherwise,

he is required to complete civil service becausei®txemption from the military.

Moreover, there should ®mmon rules for retention and turnowarconscripts. Currently,
there is considerable variation in turnover politye to different courses of action among
medical doctors and the commanders. The recommendatto educate the key personnel
for supporting service motivation of the conscriptsd having unified lines of action for
turnover. The basic message from the organizatothé conscripts should be that every

person’s service is valuable.

The general conscription offers an opportunity fiea the whole male population. At the
same time, it enables to affect the citizens’ &ttaent to the Finnish society, “the will to
defend the nation,” the willingness to participate refresher training, and the general
attitudes towards the Finnish Defence Forces. Kkamele, there is a visible difference
between 17-18- and 19-21-year-old men in termsheir tattitudes toward defending the
country. Specifically, the conscript service makeational defense more salient, and
consequently, strengthens their will to defendrthon®’’ The conclusion is that the general
conscription is vital for sustaining the citizem®mmitment to the country and the national

defense.

However, there are few caveats. First of all, despi the positive effects of military training
on the military-related attitudes, the strong cotnment and motivation weakens over time
during servicé’® Second, the overall tendency among young peopénisring commitment

to the national defensé&’ Particularly, the young adults have significartiwer commitment

577 Sinkko 2009, 26
578 Kuronen 1995 Salo 2008a; Tannenbaum et al. 1888,
570 Sinkko et al. 2008, 59; Sinkko & Nurmela 2009, 142
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to defend the count®f and the conscripts may perceive their service mscassary evit:
Third, the number of the discharged soldiers hasreased during the last decade.
Consequently, there is a tendency that the gemeradcription does not anymore apply to
everyone due to the increased number of those whoraieved from all the military
responsibilities during peace time. However, therack of research about the consequences
of such a change in the overall system. The mamcem is that the meaningfulness of
conscription weakens if nothing is done to balatiee situation. Fourth, the willingness to
participate in refresher training exercises has kemed>®? Although the significance of
regular refresher training exercises is evideffitesher training has nevertheless been the aree
where the Defense Forces has saved money and ledftatise of economic reasons during the
past years. The reduced number of military exesamsay have given a signal to the citizens
that refresher training is no longer a necessayftw keeping up the capacity of the national
defense systert?® Consequently, the soldiers do not anymore perceifresher training as
meaningful as earlier which is also indicated byimatreased number of application for
deferring the exercis®® The military fails to have a positive influence tre “common”
soldier. In the worst case, the initial positivepegtations turn to concerns that eventually

result in a cynical approach to the military.

Based on the results, the conscript leaders hawefisantly stronger commitment and “the
will to defend the nation” than the rank and fildders. The reason may be due to the more
positive expectations, motivation, and commitmenthe leaders prior to service and more
positive experiences in training as suggested abidwes, the conscript leaders are taken care
of by providing challenging leadership training ampportunities for personal growth and
development. However, the rank and file soldiergehserious problems in terms of their
attitudes toward the personal readiness to workHernational defense. It seems that their
whole energy is spent in tolerating their unconable situation. Based on the results, most of
them just want to get away from conscript serviEs@on as possible. Moreover, they have an
extremely low willingness to participate in the resther training exercises in the future.
However, the decline of attitudes could be prewkrterough qualitative leadership and
education. Therefore, the recommendation i®tws on the training quality of the rank and

file soldiers particularly during the advanced training period.

%80 Nurmela 2005, 100

%81 Sinkko 2009, 49
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The research on leadership, military pedagogy, and tamji sociologycould examine the
causes and consequences of the declined motivatidrcommitment during the service, and
specifically, whether poor leadership, negativéntrg experiences, or sociological changes
between generations influence the conscripts’ leddecommitment levels. The possible
research questions are: What are the sociologéeeons for “the will to defend the nation”
and the attitudinal differences between the gem#rs® What proportion of the declined
training motivation and commitment is explained thg social and organizational factors?
What are the relations between the changes in ataiiv, commitment, task importance, and
social experiences in the unit? Why do some unitsdathe motivational problems? How is
the process of group membership related to theessldattitudes and aspirations and how
much does social influence affect the personaiuditial decline? Do the same factors that
cause a decline in motivation also cause decreasatmitment? Finally, what are the
relations between personal commitment and perspedormance, between group-level
commitment and group performance, and between gexgd commitment and personal
performance? The last question refers to the needrbup level examinations that, in this
case, could explain the reasons for decline, maamee, and even increase of motivation and

commitment

As emphasized in this study, conscript servicetereaxperiences through which commitment
and “the will to defend the nation” could be crebtnd sustained. However, the growth of
commitment and motivation requires positive soaiadl training experiences in service. The
results suggest that the service period is idegbfoviding personal growth and development
for the young men. For example, military servicemsgthens a sense of responsibility, and
prepares the person for the work life by adoptimg ar her to wake up early, to follow orders
and timetables, to interact with peers and leaderd, to work as part of a group to fulfill
tasks>®® In the military, educational experiences bendiit person due to increased self-
confidence, the ability to organize tasks and cautyresponsibilities. Furthermore, leadership
experiences, and growing up as a person are medtitny the conscripts as positive
experiences in the servic®.Sinkko and his colleagu® report positive experiences, quality
training, and personal trust in the group’s figgtabilities as the components that predict the
personal “will to defend the nation.” Especiallpetsoldiers value their strengthened self-

confidence, while the leaders benefit from leaderstaining which has a strong relation to

%85 5alo 2005
%86 Flovainio, Metsaranta & Kivimaki 2002, 24-28, 30
%87 Sinkko et al. 2008, 41-42, 57
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the success in the civilian Iif& Basically, educational experiences are producthigt-
quality leadership and training. Therefore, the sgmbties for supporting the soldiers’
personal growth during the service highlight thio$ of the instructors and the conscript
leaders, especially in their exemplary conduct eadership as well as thoroughness in

training.

The research on commitment expresses factors th@atove the fit between the personal
needs and expectations and the experiences imih€1Based on the commitment literature,
the recommendation is that conscript service shpuddide such organizational experiences
as clear-cut rules and procedures, comfortable iwgr&onditions, rewards, recognition, and
encouragement, challenges and feelings of acconmpéist, respect by other people,
responsibilities, admirable and respectful leadprsind satisfaction with work and social life
that all together would positively affect experieacin the service and lead to increasing
commitment to the military service. On the othendhatraining is a perfect tool for creating
memorable experiences. For example, well-organezddhusting exercises that test personal
limits, show the importance of the “never leaveftiend” spirit, and prove the abilities of the
person and the group to survive challenging sibnatthat offer experiences that make service
worthwhile and strengthen commitment to the naliatefense. Even an individual event,
such as shooting with different kinds of weapons foster motivation and commitment due

to shared, positive experiences.

In the end, the conscript should sense that hd@mbenefits from the service, for example,
due to the aforementioned skills learnt or streagéd in the military. For example, photos
and test results taken over time could visualizgromements of skills and knowledge.
Moreover, recognition of the best personal perfaroesand development at the end of service
based on the standards that everyone knows aliaaalyvance could increase the soldiers’
motivation to strive for learning and physical tiaig. In conclusion, the primary objective of
training, leadership, and other organizational rieff@hould be on thpositive, challenging
service experience® since they are vital for supporting adjustment améhforcing

motivation and commitment of the conscripts.

%88 Elovainio et al. 2002, 29

¥ |rving & Meyer 1994, 942

90 Cf. Sinkko et al. 2008, 43-45
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Overall, the main contribution of this researclthis identification of the essential constructs
that explain why people attach to and identify wtle military. In conclusion, commitment
represents a valuable property of an individual @rdvides fuel for organizational
effectiveness. At the individual level, commitmeéstincreased by disseminating knowledge
for supporting realistic expectations and awarena@ssiting challenges and responsibilities in
training, and facilitating social integration anahtpetent leadership in the unit. Every soldier
appreciates the feeling of having an importante¢féad value in the primary group and in the
military organization. At the organizational levehmmitment is the element that binds the
person to the larger entity. Through providing i@cdiion and meaning for the work and goals
and opportunities for personal development bothrtriduals and the organization flourish.
The following quotation links this research to ttiain of the earlier studies on “the will to
defend the nation” and commitment to the militagrvice and tangibly illustrates the

importance of personal commitment for a small matio

“The will to defend the nation is the most sigrafic part of the overall attitude on which
rests the freedom of the individual, the society the nationThe citizens of an independent

country cannot afford to compromise the power [aridciples] of this attitudg %2

“Maanpuolustushenki on sen yleisen mielipiteen d¢#érkosa, jonka varassa on yksilon,
yhteiskunnan ja maan vapaugaman mielipiteen voimakkuudesta ei vapaan maan

kansalaisilla ole varaa tinki&a

%92y/altanen 1957, 33
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Factors at Time 2 and 3

Table A

Factors at Time 2

Factors and their items 1 2 7 8 9 10 11 12 13 14
Attitude and Commitment. To me it is important to do well in the army .89

Getting military training (being in service) is imgant and significant to me .80

I am willing to participate in training that is eitectually demanding a7

| am not interested in military service .75

My personal contribution to military service is iorpant 72

| want to learn the things that are taught thordyigh .69

| want to participate in refresher training in aipte of years .68

I am highly motivated to complete my military sewi .68

| have felt at home in military service .64

| have tried to do my best in training 49

Military service is useless and unnecessary 42 31
Peer Cohesion. My current squad has a really good esprit desorp .84

My platoon has a good esprit de corps .78

My friends in military service have helped me sfgaintly in adjusting to military life .69

| get along with my barrack mates / squad .67

In case of war, | would like to be in my currentiad .60

In my squad | get help when | need it .59

My squad emphasizes common goals 53
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Table A (continued)

My squad feels responsible for succeeding as a team 41

The atmosphere in my company / battery is good 37

At war my squad members would help me even if ghthput them in danger .35

| feel appreciated in my squad / barrack room 34

Adjustment and Civilian Impact. | have adjusted to being away from my friends .83

| have adjusted to being away from my family 71

Military service has had a negative impact on nwl celationships .69

My situation in civilian life has deteriorated dugi my time in the army .59

The restrictions of freedom in military life havetraffected my mood 37

| have adjusted to dormitory accommodation .33
Emotional Stability. | have often had feelings that life is not wditiing .89

| have had suicidal thoughts 52

If I could live my life all over again, | would daimost everything differently A7

| am often anxious and tense 46

| often feel depressed 42

| do not feel a part of this society (system) low
Social Adjustment. It is easy for me to make new friends 75
| normally adjust to a new environment .68
| can adjust to being around people | do not know 59
| have felt uncomfortable with other people .58
| usually do not share my thoughts with other peopl 52
Belonging to a squad or a group feels pressing low
| have been able to influence the decisions madeyibarrack room / squad low
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Table A (continued)

Physical Health. | have managed the physical demands of militaryise .84

My health corresponds to the demands of militaryise .70

I am healthy and my physical health is better tinamy age group in general .69

Nor mative Commitment. Military service is every male citizen’s duty .80

All men should carry out military service as a pHrtotal defense 75

If Finland is attacked, Finns should defend theresemilitarily... .63

L eaders. During a crisis | would like to work with my cemt instructor .60

On part of the regular staff there has been noadthat could be classified as

48
degrading

On part of the conscript superiors there has beeaction that could be classified as 48
degrading

During a crisis | would like to work with my curreconscript superior A7

An explicit chain of command promotes action in dney 31

The nearest instructor has been really interestathd enthusiastic about training low

Military Adjustment. | have adjusted to military discipline .79

| cannot stand being ordered around and commanded 72

It is easy for me to obey given orders .67

| have adjusted to rush and strict timetables .59

| have adjusted to military service 45

| have coped with the mental pressure of constnding 43

| have been getting along well with my closest coip$ superior .35
Group Performance. The squad that | belong to would do well in re@ihbat .85
The platoon that | belong to would do well in reambat .84
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Hazing. My fellow conscripts have pressured me mentaily physically
Other conscripts have laughed at my failures

| have been hazed in the military

I have felt different from my fellow conscripts

Exemptions. | have applied for exemptions from the medicéicef or doctor, becaus
| could not care less about participating in mijitaervice

| have applied for exemption from field exercisemv¥hough | was not ill
Regimentation. Discipline during the training situations is tsioict

The last two weeks have been too busy

It annoys me that as a conscript | have to commeraver my personal comfort
Intent to Stay. | have considered applying to civilian service

| have considered dropping out of service

44

.55
.52
45
low

.82

.58

.52
A7

45
.33

Note n = 1,224. Principal axis factoring with promax teda. KMO = .96. Total variance explained = 50.4 %.
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Factors and their items

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22

Military Adjustment. | have adjusted to being away from my fami
| have adjusted to being away from my friends

| have coped with the mental pressure of constrdjriing

| have adjusted to military service

| have adjusted to rush and strict timetables

| have adjusted to military discipline

I normally adjust to a new environment (mutual iogd)

Emotional Stability. | have often had feelings that life is not worth
living

| am often anxious and tense

If I could live my life all over again, | would dalmost everything
differently

| have had suicidal thoughts

Belonging to a squad or a group feels pressing

| often feel depressed

| have felt uncomfortable with other people (mutiealdings)

| cannot stand being ordered around and commaruieyihg)
It is easy for me to obey given orders

Attitude and Commitment. AC: Getting military training is
important and significant to me

AC: To me it is important to do well in the army
NC: Military service is every male citizen's duty
AC: | am not interested in military service

.90
.87
.61
.60
.56
Sl
45

.92

a7

73

73
.66
.55
.55
.38

low

.80

75
71
.65

A2

31
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AC: Military service is useless and unnecessary

NC: All men should carry out military service apat of total defens

Mot: | want to learn the things that are taughtdughly

CC: | have considered applying to civilian service 31
Mot: | have tried to do my best in training

CC: | have considered dropping out of service .34

Mot: | am willing to participate in training thad intellectually
demanding

Peer Bonding and Friends. | have felt appreciated in my squad

| have been able to influence the decisions madeyisquad

| have made some real friends in the army

In my squad | got help when | needed it

| have a friend in the army to whom | can talk atanything

| have spent almost all of my free time with my adu barrack friend
My squad emphasizes common goals

It easy for me to make new friends .35
My platoon has a good esprit de corps

Platoon Leader. On the whole my platoon leader is a good persot
During a crisis | would like to work under my platoleader

My platoon leader masters his or her duties

During field practice my platoon leader has se¢xample and tried
his or her hardest

My platoon leader has dealt fairly and straightfarey with me

.65
.65
.62
.50
45
.38

.38

.80
74
51
51
48
46

43
37

.79
.78

.78

71

.36

.39

47
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Information and Feedback. After training, an instructor told my
squad how well we performed

| have been informed how well | have done in tragni

After training, we were told what went well and wiad not

The instructor's feedback helped me to understamdtb perform

| have been aware of how | have done in trainingmgared to others
| have been aware of whether | have achieved thes gd training

At the beginning of training | was clearly told tbie training goals
Squad Leader. On the whole my squad leader is a good person
My squad leader masters his or her duties

During a crisis | would like to work with my curresquad leader

During field practice my squad leader has set amge and tried hi
or her hardest

My squad leader has dealt fairly and straightfodiawith me

| have been getting along well with my closest coip$ superior
(weak loadings)

Physical Training. The conscript service strengthened or inspirec
lasting interest in exercising, which will continager the service
The physical training program took into accountitigividual
differences of the trainees

The physical exertion of the conscript trainingwhd an upward
trend

The physical training | received was varied

The training took into account factors relatedeicavery after
physically demanding exercises

g7

.76
73

& g

.83
.79
74

.69

.68

52

49

46
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Table B (continued)

Training Quality. In training, the weapons and equipment have b

- : 73
appropriate and functional

The training methods have been appropriate folsskdined 12

Generally, the field practices were organized eifety .62
The training facilities have been appropriate .59
The daily program was usually organized effectively 57
An explicit chain of command promotes action in dney low

Regimentation. The rush and strict timetables have considerably

o .80
decreased my motivation
In the mornings the wake up should be later .60

It annoys me that as a conscript | have to commemver my

55
personal comfort
The last two week have been too busy 37
Discipline during the training situations is tooat 34

Clothes. | believe that the provided outfits fulfill alseartime

. .79
requirements
The clothing has been adequate and appropriate .78
The change and care of clothing items has beenongsdinized .52

The instructions and training | have received comog the use and

. .50
care of clothing have been adequate

Instructors. During a crisis | would like to work under my cent

. .82
Instructor

My closest instructor has dealt fairly and strafigiwardly with me 7
My closest instructor masters his or her duties 75
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Group Cohesion at War. In case of war, | would like to be in my
current squad

At war my squad members would help me even if ghhput them in
danger

My current squad has a really good esprit de corps

Challenging Training. During training | have been allowed to try n
own ideas and solutions

During training my squad has been allowed to tnyawn ideas and
solutions

In training, one must think a lot

Tough Training. There has been at least one really tough field
exercise, where my physical performance was tested

There has been at least one really tough fieldots@rwhere my
mental toughness was tested

Too tough. The conscript service has been mentally too tdagme
The conscript service has been physically too tdagime

Hazing. Other conscripts have laughed at my failure

My fellow conscripts have pressured me mentallghorsically

| have been hazed in the military

Positive Experiences. | have experienced some really interesting ¢
exciting events / moments during conscript service

I will have some very positive memaories of my carpscservice
| have learned new things about myself during copsservice
Atmosphere. | am proud of my unit (company / battery)

The atmosphere in my company / battery is good

.30

.78

.69

.68

.89

81

32

82

.76

.60
.59
.56
.39

.65

.39
.66
.62
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Phygical Health. | have managed the physical demands of militan 75
service
My health has corresponded to the demands of myilgarvice .32 .56
Social Adjustment. | have adjusted to dormitory accommodation .41 .65
| can adjust to being around people | do not know 42 .64
| get along with my barrack mates / squad .34 .55

| usually do not share my thoughts with other peopl A7

Note n = 975. Principal axis factoring with promax rotati KMO = .93. Total variance explained = 52.6 % AAffective CommitmenNC =Normative Commitment
CC =Continuance Commitmenhtntent to StayMot = AchievemenMotivation
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Commitment Indices and Primary Scales at Time 3

A. Commitment and Intent to Stay (n = 1,534)

Affective Commitment = .82; item-totat range = .61 - .6M = 3.29;SD=1.08
1. Getting military training is important and sifjoant to me

2. To me it is important to do well in the army

3. Military service is useless and unnecessary

4. | am not interested in military service

Normative Commitmeni = .82; item-total = .69;:M = 3.98;:SD=1.15
1. All men should carry out military service asatmf total defense
2. Military service is every male citizen’s duty

Intent to Stayo = .80; item-total = .67;M = 4.22;SD=1.14
1. I have considered applying to civilian service
2. | have considered dropping out of military seevi

B. Competence (n = 1,534)

Instructor Ratings of Performance = .83; item-total = .71;:M = 3.63;SD= .77
1. Wartime field proficiency.

2. Overall estimation of military performance.

Expected Group Performance= .85; item-total = .75;M = 3.49;SD= 1.06
1. The squad which in belong to would do well ialreombat
2. The platoon that | belong to would do well ialreombat

Expected Personal Performanee= .78; item-totat range = .44 - .58/1 = 3.59;SD= .76

1. I have a clear picture of my duty during a war.

2. On the basis of my training | could do my dutyidg a war.

3. Training has given me the mental skills for leagituations.

4. In all circumstances, | master the weapons gniment needed for my duty.

5. On the basis of my physical condition | could tigough two weeks of battle and three to four
days and nights of decisive battle.

6. On the basis of my mental health | could gevugh two weeks of battle and three to four days
and nights of decisive battle.

C. Personal Characteristics (n = 1,534)

Emotional Stabilityo = .81; item-total range = .48 - .661 = 4.18;SD= .84

1. | often feel depressed

2. | have had suicidal thoughts

3. | have often had feelings that life is not wditing

4. |1 am often anxious and tense

5. If I could live my life all over again, | wouldo almost everything differently

Sociability a = .88; item-totat range = .66 - .831 = 4.32;SD= .74
1. I normally adjust to a new environment

2. | can adjust to being around people | do notkno

3. | get along with my barrack mates / squad

4. | have adjusted to dormitory accommodation

Physical Healtha = .78; item-total = .64;M = 4.15;SD= .87

1. I can manage the physical demands of militaryice

2. My health corresponds to the demands of milisenyice

3. I am healthy and my physical health is bettantim my age group in general
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Acceptance of Authority = .63; item-total range = .41 - .49y1 = 3.80;SD= .87
1. Itis easy for me to obey given orders

2. | cannot stand being ordered around and comndande

3. An explicit chain of command promotes actiothie army

Adjustment to the Militaryn = .88; item-total range = .64 - .7M = 3.93;SD= .85
1. I have adjusted to military service

2. | have adjusted to rush and strict timetables

3. | have adjusted to military discipline

4. | have adjusted to being away from my friends

5. I have adjusted to being away from my family

6. | can cope with the mental pressure of consargting

D. Situational Experiences and I nstitutional Factors (n = 1,534)
Experienced Hazing: = .66; item-total range = .45 - .50l = 3.83;SD= .97
1. I have been hazed in the military

2. Other conscripts have laughed at my failures

3. My fellow conscripts have pressured me ment@ilghysically

Peer Cohesiomn = .83; item-total range = .48 - .61 = 3.74;,SD= .74

In my squad | get help when | need it.

| feel appreciated in my squad / barrack room.

| can influence the decisions made in my barrackré squad.

My squad emphasizes common goals.

My current squad has a really good esprit de corps.

My platoon has a good esprit de corps.

In war my squad members would help me even iftitpem in danger.
In case of war, | would like to be in my currentiag.

NGOk~ WNE

Regimentationa = .68; item-totat range = .33 - .60y = 3.04;SD= .86

1. It annoys me that as a conscript | have to comfge over my personal comfort
2. The restrictions of freedom in military life Feawot affected my mood

3. Discipline during the training situations is tstoict

4. The last two weeks have been too busy

5. The rush and strict timetables have considerdétyeased my motivation

6. In the mornings the wake-up should be later

Training Information and Feedback = .83; item-total range = .50 - .64 = 3.49:SD=.76

1. At the beginning of training | was clearly tatithe training goals

2. | have been aware of whether | have achieveddhés of training

3. After training, an instructor has told my squmav well we performed
4. | have been informed how well | have done imirey

5. After training, we were told what went well awtiat did not

6. The instructor’s feedback has helped me undeidtaw to perform

7. 1 have been aware of how | have done in traicmgpared to others
Training Quality o = .77; item-total range = .48 - .6IM = 3.35;SD = .80
1. The training facilities were functional

2. The training methods were appropriate for thiksskained

3. In training, the weapons and equipment were@pfate and functional
4. Generally, the field practices were organizddatively

5. The daily program was usually organized effetyiv

154
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Allowed to Thinka = .86; item-total r = .751 = 3.11;SD=1.17
1. During training my squad has been allowed t@tryown ideas and solutions
2. During training | have been allowed to try myroideas and solutions

Quality of Physical Training = .72; item-total range = .44 - .5IM = 2.71;SD= .84

1. The physical training | received was varied

2. The training took into account factors relat@ddcovery after physically demanding exercises
3. The physical exertion of conscript training slkedvan upward trend

4. The conscript service strengthened or inspirkstang interest in exercising, which will contau
after the service

5. The physical training program took into accoatnet individual differences of the trainees

Confidence in Squad Leader= .86; item-total range = .63 - .79y1 = 3.55;SD= .91

1. My squad leader has dealt fairly and straightéodly with me

2. During field practice my squad leader has setxample and tried his or her hardest
3. On the whole my squad leader is a good person

4. My squad leader masters his or her duties (wegpmuipment, management)

5. During a crisis | would like to work under myroent squad leader

Confidence in Platoon Leader = .89; item-total range = .71 - .79 = 3.75;SD= .90

1. My platoon leader has dealt fairly and straigiwardly with me

2. During the field practice my platoon leader basan example and tried his or her hardest
3. On the whole my platoon leader is a good person

4. My platoon leader masters his or her duties

5. During a crisis | would like to work under myroent platoon leader

Confidence in Instructors: = .84; item-total range = .67 - .73; M =3.78; SD = 1.02
1. My closest instructor masters his or her duties

2. My closest instructor has dealt fairly and gfinsfiorwardly with me

3. During a crisis | would like to work under myroent instructor

Personal Growth and Development .87; item-totat range = .55 - .68/ = 3.39;SD= .86
Due to military service | can take other peopléoiconsideration as well

My mental stamina has improved considerably dumiigary service

The rules and restrictions of the army have beeedaicational experience

My independence has increased during military servi

In the army | have learned to take responsibilityrfiyself and others

The army has taught me self-control

During my time in the army, | have learned to ofigarmy schedule

The army has a significant education purpose

NGOk~ WNE

Career Intentionso = .87; item-total range = .69 - .80l = 2.07;:SD=1.11

1. Iwould consider working in the Defence Forcesraftg conscript service

2. Experiences in conscript service have increasethtayest for staying in the service of the
Defence Forces

3. In my view the Defence Forces would be a good eyaplo

Refresher Training Intentions
| want to participate in refresher training in aipte of years M =2.56,SD=1.46

National Defense Attitudes = .78; item-total range = .61 - .62 = 4.34;SD= .82

1. If Finland is attacked, Finns should defend thelres militarily, even if the outcome were
uncertain

2. If Finland is attacked, | am ready to particgat military national defense as part of national
service duties

3. Finland has to have functioning Defence Forces
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Effects of Commitment and Intent to Stay

Table A
Variables That Distinguish the Committed and Uncattech Soldiers Before Service

r with 1 2
Strongest Discriminating Variables the

Model M M
1) | am stepping into military service with poséiexpectations 57 253 4.07
2) Acceptance of Authority (S) .53 3.30 4.32
3) Friends have a positive attitude towards myliservice .50 299 4.46
4) Military Adjustment (S) 44 351 4.22
5) Intent to Stay (S) 42 3.95 4.89
6) Desire for duty and service period 42 1.68 2.82
7) Military service is going to have a negative aapon my civil 40 3.09 4.29
relationships
8) | am interested in occupations in the field @figity .39 1.98 3.30
9) Parents have a positive attitude towards mylisarvicé .32 224 2.89
10) If Finland is attacked, Finns should defendrbkelves... .32 3.54 448
10) I do not feel a part of this socigty .30 3.88 3.88
11) | was admitted to the brigade that | had wisfoedn advance .27 3.21 4.10
12) Emotional Stability (S) 26 3.95 4.39
13) Sociability (S) 25 3.64 4.13
14) Received enough information about conscrifition 24 245 290
15) Adjustment to Schooling (5) 23 339 3.96
16) Attitude towards drugs -22 1.78. 1.37
17) Physical Health (8) .20 3.33 3.78

Note 1 = Uncommitted Group = 351. 2 = Committed Group = 360. Variables are ordered by
absolute size of correlation with the discriminfumction (more than .20). (S) = A scafe= The
item was not part of the discriminant function miode
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Table B
Variables Distinguishing the Committed and UncortediSoldiers During Basic Training

r with 1 2

Strongest Discriminating Variables the
Model M M

1) The training has been challenging and intergstin 59 2.08 3.99
2) Normative Commitment (S) 58 3.01 4.78
3) | want to participate in refresher training io@uple of years 55 150 342
4) Organizational Climate (training and atmosph¢§) b3 324 444
5) Regimentation (S) 51 2.01 3.37
6) Desire for duty and service period 43 1.62 297
7) | am interested in occupations in the field @figity 34 172 3.09
8) Basic Training Leaders (5) 34 342 4.10
9) Service Impact on Civilian Life (3) 33 276 4.09
10) Intent to Stay (8) 32 355 4.80
11) Peer Bonding (8) 30 350 4.20
12) I do not feel a part of this socigty 27 359 471
13) | am stepping into military service with poggiexpectations 26 286 3.84
(t1)*

14) If Finland is attacked, Finns should defendrtkelves. 2 26 350 453
15) Friends have a positive attitude towards nmyliservice (t1) 26 3.26 4.31
16) Sociability (S) 22 3.77 4.35
17) Emotional Stability (S) 21 3.98 455
18) Group Performance (5) 21 3.05 3.91
19) My motivation has not decreased’(d) .20 05 .31
20) Received enough information about conscriftion 19 219 284
21) Parents have a positive attitude towards myjlisarvice (t1) 19 238 277

Note Uncommitted Groum = 402. Committed Group = 322. Variables are ordered by absolute
size of correlation with the discriminant functigmore than .18). (S) = A scale. (d) = A dummy
variable.? = The item was not part of the discriminant funetinodel.

The background variables that did not associate thi soldiers’ commitment (i.e., less than
.05 correlations with the discriminant function)géy gender, marital status, graduated
education level, GPA at school, learning probletscaool, working or studying before or
after service, parents had divorced, either onbath parents were died, living situation,

criminal record, 12-minute run test results, anti@vring loans.
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Table C
Variables Distinguishing the Committed and UncorteditSoldiers at End of Service

r with 1 2
Strongest Discriminating Variables the

Model M M
1) Refresher Training Intentions 51 1.71 2.93
2) Military Adjustment (S) 46 3.35 4.30
3) Positive Experiences (5) 43 3.04 394
4) | am interested in occupations in the field @fwity (t2) 43 1.96 3.17
5) Intent to Stay (S) 41 453 4.71
6) Personal Growth and Development!(S) .37 2.78 3.80
7) Normative Commitment (3) 34 312 4.67
8) Perceived Personal Performancé (S) .33 3.13 3.84
9) Regimentation (8) 31 252 3.27
10) Physical Health (8) 31 3.82 4.39
11) Friends have a positive attitude towards nmifitervicé 31 3.43 3.43
12) Had Friends in the Military (3) .30 3.24 3.99
13) | do not feel a part of this society (t2) .30 3.86 4.56
14) Training Quality (S) 29 3.04 3.63
15) My friends in military service have helped ngngicantly in .28 3.21 3.82
adjusting to military life (t2%)
16) Emotional Stability (S) 28 3.93 434
17) After basic training | received the trainingished for (t2) 27 298 3.79
18) National Defense Attitudes (S) 27 3.83 3.90
19) Confidence in Platoon Leaders¥S) .26 3.45 4.65
20) Sociability (S) 26 3.98 457
21) Performance Ratings (S) 24 3.32 3.66
22) Confidence in Squad Leaders*(S) 24 3.19 3.72
23) If Finland is attacked, Finns should defendrtgelves. (t2)* 23 3.77 4.52
24) Desire for duty and service period {t2) 22 1.80 2.58
25) Perceived Group Performance®(S) 22 3.12 381
26) Unit Climate (S) 21 3.02 393

Note 1 = Uncommitted Group = 312. 2 = Committed Group = 195. Variables are ordered by
absolute size of correlation with the discriminfumction (the items that had the correlation more
thanr = .20). (S) = A scal€.= The item was not part of the discriminant funetinodel.

The background variables that did not associate thi soldiers’ commitment (i.e., less than
.10 correlations with the discriminant function)géy gender, marital status, graduated
education level, GPA at school, learning probletscaool, working or studying before or
after service, parents had divorced, either onbath parents were died, living situation,
criminal record, 12-minute run test results, reedienough information about conscription

(t2), felt different from the fellow conscripts {{2nd frequency of drinking.
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Table D
Model for Discriminating Consideration to Quit otay Before Service

Standardized r with the
Coefficients Model

Best Discriminators

1) Affective Commitment (S) 48 71
2) 1 do not feel a part of this society .36 .63
3) Parents have a positive attitude towards mylis@rvice .29 54
4) If Finland is attacked, Finns should defend thelves... .20 41
5) Emotional Stability (S) A7 48
6) Thinks drug tests should not be allowed (d) -17 -.29
7) 12-minute run test 15 .09
8) Conscript did get along with parents 13 .37

Note n = 1,025. Variables are ordered by stepwise inclusn the model. (S) = scale. (d) = A
dummy variable. Wilk's Lambda = .62; Eigenvalue2;.Canonical Correlation = .62.

Table E
Predicting Considerations to Quit or Stay in thdidry Before Service
Predicted Group
Consideredto  Considered to

Actual Group Quit Stay Total
Considered to Quit o 0 0
(1-4.5 in Likert scale) 146 (57.9 %) 106 (42.1 %) 252 (100 %)
Considered to Stay 50 (6.4 %) 734 (93.6 %) 784 (100 %)

(5 in Likert scale)
n 196 840 1,036

Note The first number in each cell is the second number, in parentheses, is the pagefiased
on the row total. 84.9 % of original grouped casese correctly classified.
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Table F
Variables That Distinguish Considerations to QuitStay Before Service
o , r with the
Strongest Discriminating Variables Model
1) Affective Commitment (S) 71
2) 1 do not feel a part of this society .63
3) Parents have a positive attitude towards mylis@rvice 54
4) Acceptance of Authority (8) 52
5) Emotional Stability (S) 48
6) | am stepping into military service with poséiexpectations (t1) 42
7) Friends have a positive attitude towards mifiservicé 42
8) If Finland is attacked, Finns should defend thelves... 41
9) Military Adjustment (S) 40
10) Sociability (S) .39
11) Conscript did get along with parents .37
12) Military service is going to have a negativepant on my civil .34
relationship3
13) Adjustment to Schooling (5) .32
14) Thinks drug tests should not be allowed (d) -.29
15) Physical Health (8) .26
16) Desire for duty and service period .25
17) | was admitted to the brigade that | had wisloedn advancg .25
18) Attitude towards drug ude -.23
19) Received enough information about conscriftion 22
20) | am interested in occupations in the fieldeturity 22
21) | was hazed at schéol 21

Note 1 = Considered to Quity = 251. 2 = Considered to Stay= 774. Variables are ordered by
absolute size of correlation with the discrimin&mction (the items that had the correlation more
thanr = .20). (S) = A scale. (d) = A dummy variabte= The item was not part of the discriminant
function model.

The following background variables did not assecmaith the soldiers’ considerations to
quit or stay in the military before service (iless than .05 correlations with the discriminant
function): Age, gender, marital status, graduathacation level, parents’ divorce, either one
or both parents were died, living situation, wotkiar studying before and after service,

having loans, and/or criminal record.
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Table G
Variables That Distinguish Considerations to QuitStay During Basic Training
L , r with the
Strongest Discriminating Variables Model
1) Affective Commitment (S) .69
2) Normative Commitment (S) .65
3) Regimentation (S) .59
4) 1 do not feel a part of this society 57
5) Emotional Stability (S) 51
6) Service Impact on Civilian Life (3) 51
7) Organizational Climate (training and atmosphé®s) .50
8) Desire for duty and service period 45
9) Peer Cohesion (5) 45
10) The training has been challenging and intergsti 44
11) Sociability (S) 44
12) | have felt different from my fellow conscripts 43
13) Experienced Hazing (S) 43
14) Stressful Life Changes (S) 42
15) Basic Training Leaders (S) 40
16) Malingering (S) .39
17) | want to participate in refresher trainingaicouple of yeaf's .38
18) Physical Health (8) .34
19) If Finland is attacked, Finns should defendrtbelves... .30
20) My motivation has not decreased’(d) .30
21) | was admitted to the brigade that | had wisleedn advancé .29
22) Received enough information about conscrifition .29
23) Group Performance (5) .29
24) | am stepping into military service with posgitiexpectations (t1) .28
25) Attitude towards drug use -.27
26) Friends have a positive attitude towards nmifiervicé .26
27) | am interested in occupations in the fieldeéurity 23
28) Parents have a positive attitude towards mylisarvicé 21

Note 1 = Considered to Quity = 383. 2 = Considered to Stay= 612. Variables are ordered by
absolute size of correlation with the discrimin&mction (the items that had the correlation more
thanr = .20). (S) = A scale. (d) = A dummy variabte= The item was not part of the discriminant
function model.

The following background variables did not assecmaith the soldiers’ considerations to
quit or stay in the military during basic trainifge., less than .10 correlations with the
discriminant function): Age, gender, marital stateducation level, GPA at school, parents’
divorce, either one or both parents were diedngwvsituation, working or studying before

and after service, having loans, criminal recorahd al2-minute run test results.
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Table H

Variables That Distinguish Considerations to QuitStay at the End of Service
Strongest Discriminating Variables r with the Model
1) Normative Commitment (S) .58
2) Emotional Stability (S) A7
3) Affective Commitment (S) 45
4) Service Impact on Civilian Life (S) 43
5) Military Adjustment (S) 41
6) Regimentation (38) .34
7) Personal Growth and Development!(S) .32
8) | do not feel a part of this sociéty 31
9) National Defense Attitudes (S) 31
10) Physical Health (8) .29
11) Had Friends in the Military (3) 27
12) Confidence in Platoon Leaders (S) .26
13) Sociability (S) .25
14) Perceived Personal Performancé (S) 24
15) Friends have a positive attitude towards nmifitervicé 24
16) | am stepping into military service with positiexpectatiorfs 22
17) Peer Cohesion (5) 22
18) Attitude towards drugs (t1) 5) -.22
19) Unit Climate (S) 21

Note 1 = Considered to Quih = 72. 2 = Considered to Stay,= 120. Variables are ordered by
absolute size of correlation with the discriminfumction (the items that had the correlation more
thanr = .20). (S) = A scal€.= The item was not part of the discriminant funetinodel.

The following background variables did not assecmaith the soldiers’ considerations to
quit or stay in the military at the end of servige., less than .10 correlations with the
discriminant function): Age, graduated educatioreleGPA at school, learning problems at
school, parents’ divorce, either one or both parevere died, living situation, working or
studying before and after service, criminal recattifudes toward drug use, 12-minute run
test results, frequency of exercising, confideneethe instructors, quality of physical

training, career intentions, and/or receiving tirggrthat was wished for after basic training.
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Table |
Strongest Differences Between Committed and Uncibath8oldiers at the End of Service
(Based on the Commitment Levels Before Service)

Strongest Discriminating Variables r with the Model
1) Military Adjustment (S) 74
2) National Defense Attitudes (S) .60
3) Regimentation (8) .50
4) Career Intentions (S) 46
5) Sociability (S} 45
6) | am interested in occupations in the field @figity (i) 42
7) Positive Experiences (5) 41
8) Perceived Personal Performancé (S) 40
9) Physical Health (8) .39
10) Peer Cohesion (5) .39
11) Personal Growth and Development (s) .38
12) If Finland is attacked, Finns should defendrbelves...(if .36
13) Unit Climate (S) 34
14) Training Quality (S) .34
15) Normative Commitment (3) .33
16) Service Impact on Civilian Life (3) .33
17) My friends in military service have helped ngngficantly in .32
adjusting to military life (i}

18) Had Friends in the Military (3) .30
19) Confidence in Platoon Leaders¥S) .28
20) Refresher Training Intentions {S) 27
21) Experienced Hazing (5) .26
22) Malingering (i.e., Seeking Exemptions){S) .25
23) Emotional Stability (S) .25
24) Confidence in Squad Leaders’(S) 23
25) Allowed to Think in Training (S) 21
26) Perceived Group Performance®(S) .20

Note 1 = Uncommitted (before service),= 85. 2 = Committed (before service)= 85. (S) = A
scale. (i) = An individual item. Variables are oreld by absolute size of correlation with the
discriminant function (the items that had the catien more tham = .20). (S) = A scale. (d) = A
dummy variable® = The item was not part of the discriminant funetinodel.
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Table J
Strongest Differences Between Committed and Uncibeth8oldiers at the End of Service
(Based on the Commitment Levels During Basic Tingini

Strongest Discriminating Variables r with the Model
1) Perceived Personal Performance (S) .65
2) Refresher Training Intentions (S) 51
3) Military Adjustment (S) 49
4) Period of a conscript service (i) 46
5) Normative Commitment (S) 46
6) Positive Experiences (5) 45
7) | am interested in occupations in the field @figity (i) 41
8) Personal Growth and Development!(S) .37
9) Physical Health (8) .36
10) Performance Ratings {S) .36
11) National Defense Attitudes (S) .35
12) Peer Cohesion (5) .35
13) Confidence in Platoon Leaders¥S) .35
14) Perceived Group Performance®(S) .34
15) Regimentation (8) 31
16) Training Quality (S) 31
17) Malingering (i.e., Seeking Exemptions)¥S) .28
18) Training Information and Feedback{S) .28
19) Was promoted (i) 27
20) Sociability (S) 27
21) Career Intentions (5) .25
22) Allowed to Think in Training (S) .25
23) Confidence in Squad Leaders¥(S) .25
24) Unit Climate (S) .25
25) If Finland is attacked, Finns should defendrtkelves... (i) 24
26) Service Impact on Civilian Life (3) 24
27) Had Friends in the Military (3) 24
28) Emotional Stability (S) .23
29) Confidence in Instructors (S) 22

Note 1 = Uncommitted (during basic training)~ 87. 2 = Committed (during basic training)=
83. (S) = A scale. (i) = An individual item. Varials are ordered by absolute size of correlatioh wit
the discriminant function (the items that had tberelation more than = .22). (S) = A scale. (d) =
A dummy variable? = The item was not part of the discriminant funatiodel.
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Table K
Strongest Differences Between the Soldiers at titedE Service (Based on Their Intentions
to Quit or Stay Before Service)

Strongest Discriminating Variables r with the Model
1) Emotional Stability (S) T7
2) Normative Commitment (S) .64
3) Period of a conscript service (i) .54
4) Physical Health (8) 47
5) Military Adjustment (S) 45
6) Sociability (S} .39
7) Performance Ratings (S) .39
8) Affective Commitment (S) .39
9) Experienced Hazing (5) .39
10) National Defense Attitudes S) .37
11) Friends (S) .36
12) Peer Cohesion (5) .36
13) Personal Growth and Developmenf(S) .34
14) Service Impact on Civilian Life (3) .33
15) Was promoted during service¥(i) 31

Note 1 = Considered to Quit (before service)s 51. 2 = Considered to Stay (before servioes,
178. (S) = A scale. (i) = An individual item. Vablas are ordered by absolute size of correlation
with the discriminant function (the items that hid correlation more thar= .30). (S) = A scale.

% = The item was not part of the discriminant funatinodel (cf., Table L).

Table L
Effects of Before Service Intent to Stay on Attituaind Performance at the End of Service

Standardized r with the

Measures at the End of Service

Coefficients Model
1) Emotional Stability (S) .64 77
2) Normative Commitment (S) 44 .64
3) Period of Conscript Service 41 o4

Note n = 229. 1 = Considered to Quit (before servigek 51. 2 = Considered to Stay (before
service),n = 178. Variables are ordered by stepwise inclusiothe model. (S) = scale. Wilk's
Lambda = .89; Eigenvalue = .13. Canonical Corretati .34.
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Table M
Strongest Differences Between the Soldiers at titedE Service (Based on Their Intentions
to Quit or Stay During the Basic Training Period)

Strongest Discriminating Variables r with the Model
1) Normative Commitment (S) .63
2) Affective Commitment (S) .53
3) Service Impact on Civilian Life (S) .53
4) Perceived Personal Performance (S) 51
5) Military Adjustment (S) 51
6) Emotional Stability (S) 49
7) Performance Ratings (S) 45
8) Personal Growth and Development!(S) 44
9) National Defense Attitudes (S) 42
10) Positive Experiences (S) 42
11) Physical Health (8) 41
12) Peer Cohesion (5) .38
13) Sociability (S) .37
14) Perceived Group Performance?(S) .36
15) Malingering (i.e., Seeking Exemptions){S) .36
16) Regimentation (8) .36
17) Was promoted (f) .34
18) Interested in occupations in the field of sagyr) .34
19) Allowed to Think in Training (S) .32
20) Confidence in Squad Leaders’(S) .32
21) Had Friends in the Military (%) .32
22) Period of a conscript service®(i) 31
23) Training Quality (S) 31
24) Confidence in Platoon Leaders{S) 31

Note 1 = Considered to Quit (during basic training);: 86. 2 = Considered to Stay (during basic
training),n = 146. (S) = A scale. (i) = An individual item. Nables are ordered by absolute size of
correlation with the discriminant function (therite that had the correlation more thram .30). (S)

= A scale.? = The item was not part of the discriminant funetimodel. Wilk's Lambda = .70;
Eigenvalue = .43. Canonical Correlation = .55.



