Vol. 24, No.2 | SPRING 2024

MILITARY,
JOURNAL

National  Défense Cal Iada
Defence nationale



Guidelines for the Submission of Manuscripts

The Canadian Military Journal is the independent flagship quarterly publication of the Profession of Arms in Canada.
The Journal publishes professional and scholarly articles, commentaries, opinion pieces, book review essays, and
book reviews, as well as select Letters to the Editor.

It welcomes submission of manuscripts on topics of broad relevance to Canadian defence and the Defence Team, including, but not limited to, the
profession of arms, security and defence policy, strategy, doctrine, operations, force generation, force employment and force structure, technology,
procurement, military history, leadership, training and military ethics, institutional culture, recruitment, diversity, etc. Forward-looking pieces that
present original concepts or ideas, new approaches to old problems and fresh interpretation are especially welcome.

The Journal welcomes submissions from members across all uniformed ranks. The Deputy Minister and Chief of the Defence Staff have delegated
authority to approve manuscripts for publication in the Canadian Military Journal to the Journal's Editor-in-Chief, acting on recommendations of the
Editorial Board. Serving members of the Canadian Armed Forces and civilian employees of the Department of National Defence need not and should not
obtain prior clearance from their superior when submitting a manuscript.

In return, the Journal follows a rigorous double-blind peer review processes that draws on both uniformed and civilian expertise to ascertain
suitability of submissions. Manuscripts will be assessed on originality and quality of the argument or discussion, relevance and timeliness of the
topic, and quality of the writing style. Unless otherwise agreed upon, the Canadian Military Journal insists upon right of first publication of any given
submission. Submissions should not be under review by any other publication while under consideration by the Journal.

Submission uidelines:
QO  Authors should submit two copies of their manuscript:

Q  The first copy: A complete manuscript with a title, author name, author bio, author contact information, abstract, etc. Named and
submitted as “Manuscript X Title-Author Name-Anonymized"”

QO The second copy: An anonymized version with the author's name, contact information, and bio removed. Named and submitted as
“Manuscript X Title-Anonymized"

Manuscripts may be submitted in either of Canada's official languages;

As a general rule, manuscripts should not exceed 5,000 words in length (but may be shorter), including endnotes.

Manuscripts must be submitted in Word format (.docx or .doc) by email at cmj.rmc@forces.gc.ca;

0 0 0 O

Since the Journal is a bilingual publication, manuscripts accompanied by graphics, tables, figures, charts, or maps which support the

context of the article must be sent to us separately in a modifiable format to translate them in either official language. Acceptable formats

include Word (.docx or .doc), PowerPoint (.pptx or .ppt), Excel (.xIs or .xIsx), Vector file (.ai, .eps, .pdf) and any other format that allows the

text to be modified. Any supporting photos must be provided in high resolution (minimum 300dpi) in .jpg or .tiff format for print quality and

be followed with their appropriate caption and source.

O Manuscripts should conform to standard academic style, using Oxford English or Petit Robert spelling, with endnotes rather than footnotes.

O Endnotes should be embedded and not attached. Full bibliographic references are to be contained in the endnotes. Consult recent editions
for examples of appropriate formatting.

O  Acronyms and military abbreviations should be used sparingly, but, if unavoidable, they may be used in the body of the text provided

that the term is written out in full the first time it is used, followed by the abbreviated form in brackets. Military jargon and slang terms

should be avoided: all manuscripts should be readily intelligible to a general informed public readership.

Retraction Policy

The Canadian Military Journal is committed to integrity in publication. In consultation with the Editorial and Advisory boards, the Editor reserves the
right to correct the record by publishing a subsequent correction or retraction. Retraction is based on the Committee on Publication Ethics (COPE)
guidelines. That is, for an article to meet consideration for retraction, the article must have: unreliable findings (due to major error or falsification),
plagiarism, copyright infringement, cases of redundant publication without full disclosure, failure to disclose competing or conflicting interests,
substantiated reports of unethical research, or at the Editor’s discretion should it turn out that content violates the Journal's ethical, professional,
scholarly and other expectations.



Her Majesty’s Canadian Ship Charlottetown's
Rigid Hull Inflatable Boat on its way back from
a dropping off members on an exchange with
ESPS Alvaro De Bazan during Operation ACTIVE
ENDEAVOUR with, Standing NATO maritime
Group 1in the Mediterranean Sea on

March 20, 2012.
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FROM THE EDITOR

Her Majesty's Canadian Ship WINNIPEG sails into a sunrise in the Eastern Atlantic Ocean on the morning of November 8, 2015 during Operation REASSURANCE.

Photo: Cpl Stuart MacNeil, HMCS WINNIPEG ET2015-5136-001

Introductory Note from the Editor

As the Canadian Military Journal approaches its 25" anniversary, recent debate highlights the publication's evo-
lution over the past quarter-century. Initial articles tended to cover more conventional topics in military studies,
such as equipment, doctrine, strategy, and history. CIMIC operations, parliamentary roles in NATO, and tactical
nuclear doctrine, exemplify topics that dominated earlier issues. That is, CMJ's articles have always reflected the
concerns and priorities of the day.

CMJ emerged from the realization that the post-Cold War Canadian Forces were struggling with uncertainty about future security threats.
Post-Somalia, critics highlighted to then Minister Young the liability of an anti-intellectual climate within the CAF. There are interesting
and important continuities between concerns raised with Minister Young at the time, and what, a quarter-century later, Madame Arbour
reported to then Minister of National Defence Anand. These echoes bolster the rationale for CMJ, and the editor’s renewed steps to
strengthen intellectual debates and exchanges of ideas among military professionals, scholars, and defence scientists. CMJ's role, then
as now, is to kindle a spirit of inquiry within the profession of arms.

CMJ aims to strike a balance. Articles may examine external factors that will cause the military to adapt, such as shifting security
threats, new roles/missions, and new technology, or they may look internally at facets of organizational or professional functions that
may need to be changed. For drivers of external change, CMJ can stimulate debate on professional judgment regarding how to adapt
and implement changes. But in all democracies, there is also a recurring debate in civil-military relations about the extent to which the
military should adapt to societal change. As the CAF's institutional culture, personnel system, approaches to leadership, and professional
values have been coming under extensive scrutiny, the way forward is necessarily subject to intense debate, especially in an organiza-
tion whose members sign up for unlimited liability.
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£€ The mandate of CMJ's
Editor-in-Chief is enshrined in
ministerial serial #63: “To create
further intellectual debate
among military professionals,
public servants, researchers,
academics, students and
Canadians generally.” CMJ's
relevance and timeliness hinges
on remaining true to its mandate.
That means not all readers will
necessarily agree with what
they read.”

Traditionalist disciples of Samuel Huntington insist on pro-
tecting the military's martial culture from the perceived threat of
broader societal changes to set the military apart from society
as a force capable of fighting high-intensity conflict. By contrast,

progressive critics inspired by Morris Janowicz believe that a mil-

itary that relies on volunteer service should not be isolated from
broader societal change. They contend that a volunteer military's
functional imperative is best served when it reflects, represents,
and practises the same societal values it purports to defend.
The mandate of CMJ's Editor-in-Chief is enshrined in minis-
terial serial #63: “To create further intellectual debate among
military professionals, public servants, researchers, academics,
students and Canadians generally.” CMJ's relevance and timeli-
ness hinges on remaining true to its mandate. That means not
all readers will necessarily agree with what they read. The dis-
claimer at the bottom of the Table of Contents states: “Opinions
expressed or implied in this publication are those of the author,
and do not necessarily represent the views of the Department of
National Defence, the Canadian Armed Forces, Canadian Military
Journal, or any agency of the Government of Canada.” As the
former CDS insists in his foreword to this issue: “The purpose
of professional journals, such as CMJ, is to provide a forum for
informed discussion [...] to strengthen professionalism and [...]
acknowledge we cannot assume to have all the answers.”
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By means of rigorous peer review as enabled by the editorial
board, the Editor-in-Chief ensures that CMJ is a constructive con-
tributor to professional debate. To this end, contributions need
to meet standards of scholarly merit, including consideration
of different identity attributes. CMJ's quality assurance process
benchmarks professionalism and strives to balance academic
rigour with professional knowledge. Professions exercise a degree
of self-requlation, including over which ideas are endorsed as
relevant. This can lead to “the closing of the profession mind” or,
worse, the institution's social isolation. CMJ's mission is to create
space for debate that might otherwise be difficult or impossible
to have. In an institution whose role some claim is to defend
democracy, not to practise it, CMJ mitigates professional isolation
by counteracting the risk that restrictive echo chambers pose by
creating and championing a free(er) marketplace of ideas con-
cerning the profession of arms in Canada.

CMJ 23.3 was a milestone: the first special issue, curated by
an accomplished all-female guest editorial team and fostering
debate on military culture. The Special Issue brought together
authors who are serving and former military members, defence
scientists, and civilian academics. It reflects concerns that ser-
vice members and civilians working together are having about
diversity, equity, inclusion, and fairness. Not unlike debates
that Canadian society has been having for decades, they have
just taken longer to play out in the military, and they manifest
somewhat differently given the organization's unigue mandate
in Canadian society. The Federal Public Service is the largest
employer in the country. As the largest employer in the Federal
Public Service, Canadians expect their armed forces to lead by
example. Despite vigorous debate within and outside the CAF on
how to move forward, there seems to be a broad consensus that
the CAF has fallen short of the golden rule: the principle of treat-
ing others the way one would want to be treated by them.

Is the answer revolution or evolution? Far from impugning
and tearing down the whole edifice to start anew, articles in 23.3
make the case for rehabilitating the CAF, akin to renovating a
venerable institution whose institutional culture shows the same
structural deficiencies as some of its physical infrastructure and
fighting platforms. That renovation is up for debate, and the crit-
ics are right insofar as the stakes are far too high to get it
wrong (again).

The same, of course, holds for many other dimensions of the
CAF. The silver lining of an organization in need of reconstitution
and modernization is the opportunity for debate to shape its
future. To this end, contributors can submit articles, op-eds, com-
mentaries, letters to the Editor, and book reviews on CMJ's new
online submission portal. CMJ is, after all, the official journal of
the profession of arms in Canada. In that spirit, the editorial team
cherishes engagement and feedback from readers. As authors,
readers have the opportunity to shape the organizational odyssey.



In the spirit of debate, this issue starts with a Foreword by
Canada's Former Chief of the Defence Staff. From among the
letters to the editor received, the editorial team, quided by the
aforementioned principles, has selected to publish two letters
that represent the spectrum of views expressed. These letters

have scholarly merit insofar as they make a professional and con-

structive contribution to the debate on the profession of arms.
One contributor’s rejoinder to 23.3 follows.

The following section contains three articles on military per-
sonnel. The first article is by the former CDS, co-authored with
Lieutenant-Colonel (retired) Bill Cummings: reflections on char-
acter-based leadership, a topic we'll be revisiting in forthcoming
issues of CMJ.

In “GOFO Selection,” Major T. Kelley examines the lack of back-

ground diversity among General and Flag Officers (GOFOs) within
the Canadian Armed Forces. Major Kelley analyzed a decade of
GOFOs and identified their trades of origin. The data revealed
that specific trades, such as the armoured corps, are dispropor-
tionately overrepresented among GOFOs. In comparison, support
trades (such as personnel selection) are underrepresented. The
Canadian Armed Forces can overcome this gap by identifying
support trade personnel for operational command positions, thus
broadening the leadership pool and fostering diversity of trade
backgrounds among senior leadership.

In their article, "RISE to Resilience: A Strategy for Leveraging
Positive Emotions,” Cherif, Wood, and Lt Parnell discuss the
prevalence of stress following the pandemic and the need for
the Canadian Armed Forces to develop strategies to address
these stressors. They propose the RISE framework (recognize,
investigate, savour, and enhance) as a potential mindful-
ness-based practice for leveraging positive emotions. When
properly harnessed, mindfulness can improve cognitive function
and resiliency, reduce stress and reactivity, and minimize the
effects of burnout. The article concludes that mindfulness can be
combined with positive emotions to navigate the post-pandemic
period and challenges within the workplace.

In "The CAF as an Employer of Choice for Indigenous and
Visible Minority Canadians,” Major Odartey-Wellington, Ph.D.,
discusses diversity and inclusion within Canadian institutions
and focuses particularly on the Canadian Armed Forces. In
his article, he notes that the CAF can become an employer of
choice for Indigenous and visible minority Canadians if it cre-
ates an inclusive environment, fosters a sense of belonging and
empowerment, and embraces transformational leadership.

Major-General (retired) J. G. Milne examines the income
replacement benefits (IRB) provided to disabled Reserve Veterans
in the Canadian Armed Forces in “Assessing VAC's research
and its influence on income replacement policy for disabled
Reserve Force Veterans.” He finds that Reserve Veterans, who
represent 47% of Veterans and 17% of IRB recipients, face
potential unfairness in the calculation of their benefits, partly

FROM THE EDITOR

because the income for Reserve Veterans (a crucial component)
is based solely on their military salary at the time of the injury
and excludes civilian income. The article makes the case for an
income definition that better represents a reservist's civilian
earnings, so IRBs can be more equitable.

“The Roles, Duties, and Recollections of Chief Petty Officers in
the Royal Canadian Navy,” by Samantha Olson, delves into the role
of Chief Petty Officers (CPOs) in the Royal Canadian Navy (RCN).
Her interviews with retired CPOs provide a more nuanced under-
standing of the value of their roles, which are often overlooked
and classified as organizational. This article offers excellent
insights into the day-to-day responsibilities of CPOs, including the
distinctions between sea and shore duties, the CPO's role as an
intermediary, and their efforts to fill an advisory role.

Finally, Captain Nicolas Provencher emphasizes the import-
ance of military intelligence. His article, “Trench Raids and Patrols
in Intelligence Gathering,” revisits the summer of 1916 to review
the consequences for soldiers who were not properly informed
about the terrain, the enemy, and the purpose of their relief oper-
ations. He describes the “baptism by fire” of the soldiers of the
2" Division experienced in the Saint-Eloi sector during the First
World War.

NATO Maritime Group 1 conducts naval gunfire drills in coordination with
Forward Observers and Joint Terminal Attack Controllers from Canada,
Latvia and Spain in Liepaja, Latvia, on April 10, 2024.

Photo: Corporal Bryan Bodo, Canadian Armed Forces Imagery Technician
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Chief of the Defence Staff change
of Command Ceremony for
General Wayne Eyre to General
Jennie Carignan at the Canadian
War Museum, Ottawa, Ontario on
July 18, 2024.

Photo: Private Michael Seelt

Foreword by the Former Chief of the

Defence Staff

BY GENERAL (RETIRED) WAYNE D. EYRE

More so than ever, we are operating in a global security environment characterized by uncertainty and change. The
profound changes underway in geopolitics, climate, technology, and our society are highly complex, consequential,
and beyond the expertise of any one individual or institution to address. Change is always uncomfortable, and
that feeling often expands to one of insecurity when one’s underlying beliefs or assumptions are questioned. The
nature of the confluence of challenges we face demands that a rich palette of ideas, concepts, and options from
widespread sources, including from outside the CAF, be explored and discussed. We must have the intellectual

confidence to do so.

The purpose of professional journals, such as CMJ, is to provide a
forum for informed discussion of scholarly work relevant to the
readership. This has a dual function: to strengthen professional-
ism, in particular individual conduct, which means understanding
and addressing the context in which we live and operate; and,
to acknowledge we cannot assume to have all the answers. In
fact, recognizing this complexity emphasizes the importance of
challenging assumptions, comprehending the experiences and
backgrounds of all members, and remaining open to new perspec-
tives, ideas, and theories that we have not previously considered.
While we are happy to draw on the scholarly work these
experts have to offer, all must appreciate that the responsibil-
ity to make decisions with respect to the profession of arms in
Canada resides solely with the CDS. CMJ articles do not constitute

Canadian Revue militaire
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doctrine, policy, or direction. There are well-established pro-
cesses for how new ideas inform doctrine, policies, and programs.
Our recent doctrinal update Trusted to Serve illustrates how schol-
arly work and professional perspectives intersect: the responsible
staff | assigned to this task did extensive reading, engaged with
academic experts, and consulted with individuals across the

CAF to produce recommended updates to previous doctrine,
which were assessed by the members of Armed Forces Council
and formally published under CDS authority. The CMJ remains

an extremely valuable forum for all of us, keeping us informed
about important issues and, as | point out in the accompanying
article, facilitating the self-awareness and inner work required to
strengthen one's character.



LETTERS TO THE EDITOR

Her Majesty's Canadian Ship FREDERICTON's Air Detachment deck director signals the deck crew during the start-up of the embarked CH-124 Sea

King helicopter on Operation REASSURANCE on March 3, 2015.

Photo: Maritime Task Force - OP Reassurance, DND HS41-2015-0043-025

Letter to the Editor

BY LIEUTENANT-GENERAL (RETIRED) MICHEL MAISONNEUVE

Lieutenant-General (retired) Michel Maisonneuve served 35 years in the CAF and 10 more as Academic Director of RMC

Saint-Jean. He served as the last Chief of Staff of NATO's Supreme Allied Command Atlantic and the first Chief of Staff of
NATO’s Supreme Allied Command Transformation in Norfolk, Va. He was named the 30t annual laureate of the Vimy Award

in 2020.

Dear Dr. Leuprecht:

[ am writing this letter to comment on your summer 2023 issue,
Vol. 23, No. 3, which dealt primarily with the transformation of
military culture. The magazine raises important issues and pro-
vides much fodder for discussion.

As a general comment, | am surprised that such an important
topic was featured in the CAF's professional journal without a
single introductory comment from the editor. The editorial by
the three civilian co-directors of the MINDS Network only served
to further criticize the CAF and undermine morale: “Sexual
misconduct is widespread as are discrimination and hostility
towards women, two-spirit, lesbian, gay, bisexual, transgender,

queer, intersex, inclusive (2SLGBTQI+), Indigenous, Black, and
People of Colour military members” (emphasis added). Really?
“Widespread"? By what measure is this judgment made, and how
widespread is it compared to that of society in general? And are
there really many examples of a “toxic leadership culture” still to
be found within the CAF?

The CAF have been on the path of eliminating discrimination
for many decades. | was serving at NDHQ in the 1980s when the
CDS, General John De Chastelain, published the first CANFORGEN
about harassment; it emphasized that the CAF needed to respect
all persons, notwithstanding their gender or sexual orientation.
It was a powerful message that was a step ahead of what other
nations were doing in their armed forces. | was proud to see what

CANADIAN MILITARY JOURNAL | Vol. 24, No.2 | Spring 2024



followed, when all military positions were opened to women,
including those on submarines. Who were we, the men, to say
that a woman cannot serve in a position, whatever it may be, if
she wanted to and if she met the required standards? As General
Maurice Baril's Executive Assistant, | remember him saying to me
that removing barriers to women in the military is only a first
step; making them feel welcome was still required, but we were
not there yet. I also remember well the mandated programs of
the 1990s such as SHARP (Standards for Harassment and Racism
Prevention). Granted, some went through the programs with
tongue firmly in cheek, but these programs have shown that the
CAF recognized the need for a culture change in light of society's
changing norms, and that it was making an effort by involving all
its members.

Following the investigation by Maclean's (“Rape in the
Military”) in 1998, a maelstrom of sexual misconduct issues
emerged, leading to the CDS Operation Honour, the Deschamps
report, senior officers being charged, the Morris Fish report, the
Arbour report. It was an avalanche of “gathered” evidence claim-
ing that the CAF was filled with horrible men who were racist
Neanderthals. Very few or no interviews were held with service-
women whose experience was nothing but positive, including in
operations where the men were honourable and respectful. My
basic training instructor in 1973, a Black sergeant, has a myriad
of stories detailing how his white comrades came to his defence
whenever he was slighted. And my personal impression of Ms.
Deschamps’s visit to RMC Saint-Jean is that she was not really
interested in positive experiences. Obviously, the sentence from
the editorial in the second paragraph above leaves no room for
reason or for what my friend and colleague Dr. John Cowan calls
the “"middle ground.”

The Motor Vessel (MV) ASTERIX and His Majesty’s Canadian Ship
(HMCS) OTTAWA lead the way for HMCS VANCOUVER during a sail past
of the Victoria shorelines after departing Canadian Forces Base
Esquimalt, British Columbia, for the Indo-Pacific on August 14, 2023.

Photo: Corporal Alisa Strelley, Canadian Armed Forces Photo
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| have issues with a number of other precepts discussed in
the published pieces. Must DEI offices really be created? Some
major companies are now reducing their DEI efforts because
they can make people feel tokenized. Are racist policies really
embedded in our reqgulations? As per critical race theory, does
the fact that a CAF member is white immediately make him or
her racist in a binary manner? The editorial states that “military
culture, policies and support are still largely informed by the
heteronormative patriarchal assumption that families consist
of a military man married to a civilian woman who cares for the
family and home.” Traditional families undoubtedly still represent
the great majority and thus need to be supported, but | would
venture to say that our network of MFRCs caters well to all types
of families, hopefully including our young single privates whose
family consists of their parents and siblings. | know from personal
experience that this wasn't always the case, but it has improved
and once again the CAF is given no credit for the steps
already taken.

E€ The editorial asserts

that there has been no
acknowledgement; | disagree
totally. The scrutiny and
proliferation of studies that have
come about are vivid examples
that acknowledgement has
indeed occurred.”

The editorial asserts that there has been no acknowledge-
ment; | disagree totally. The scrutiny and proliferation of studies
that have come about are vivid examples that acknowledgement
has indeed occurred. There are so many root causes listed for the
current situation that | had trouble reading them all: “Patriarchy,
colonialism, white supremacy, heteronormativity, ableism, and
classicism ... sex, gender, sexuality, relationship status, parental
status, race, ethnicity, skin colour, indigeneity, income, socio-
economic class, education, language, ability, age, region, and life
experience.” Wow! There is no doubt that such a list will com-
pletely deter anyone from joining such a corrupt institution, and |
still doubt that letting military personnel express their individual-
ity with their uniforms will improve recruiting.



A child patiently waits for his loved one as he waves his Canadian
flag during the arrival Her Majesty’s Canadian Ship (HMCS)
WINNIPEG, who is returning home after an eight and a half month
deployment to Canadian Forces Base (CFB) Esquimalt on
February 23, 2016.

Photo: Cpl Brent Kenny, MARPAC Imaging Services ET2016-0056-13

Notwithstanding the opinion expressed in some of the
articles, | believe meritocracy should still be paramount in pro-
gression decisions, with inclusion used as a means of deciding
between equally qualified candidates; we could call it “inclusive
meritocracy.” History and tradition are issues that must be con-
sidered carefully. History does not change despite those who
want to rewrite it. But it must be understood in the context of
the era, appreciated (not necessarily agreed with) and learned
from—not destroyed. | agree that some examples of what is called
“tradition,” such as Colonel Nobody, need to be removed; snuff
can be kept in much more appropriate containers with just as
much or more positive history. The Commanding Officer of that
unit should have taken the initiative instead of waiting for a cour-
ageous subaltern to point it out. However, the example also shows
that courageous young men and women within our CAF can be
real agents of culture change. My personal experience with Happy
Hours, for example, showed me that even in 1990, fitness-focussed
young officers and soldiers were beginning to change attitudes
towards alcohol and health. If young people don't want to go
curling, change the tradition! The aim of these events and cere-
monies is to promote teamwork and inclusivity while celebrating
unit history. They can be modified but should not be outlawed.

Regarding underrepresented groups in the CAF, our recruiting
efforts have not been as successful as some would like. We could
ask, “who will fight for Canada?"” Here again, inclusive meritoc-
racy should be the norm; we should encourage the groups we are
targeting, focus on getting the best candidates, and not penalize
those who are not from underrepresented groups. Perhaps our
efforts to move bases away from urban centres have also not
helped us recruit from underrepresented groups.
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EE€ Perhaps our efforts to move
bases away from urban centres
have also not helped us recruit
from underrepresented groups.”

| take issue with the points in Dr. Taber's article regarding
warrior culture, including conformity and uniformity being the
wrong paradigms for an effective, operationally ready military
force. | thought we had done away with the harassment and
abuse of the past and believe that our instructor cadre and
non-commissioned officers have a better understanding of how to
build an effective fighting force. | have total faith in these individ-
uals. If our military's most demanding fighting operations do not
demand warriors with emotional fortitude and resilience, what do
they require?

| found the articles by Capt (N)(retired) Al Okros and Dr.

Karen Davis balanced and reasonable. As Karen states, there are
(hopefully a majority of) women who were treated equitably in
the CAF and who are frustrated by feminists who push for change
without any experience. Al's discussion of identity is useful; we
who serve or have served in uniform have adopted an identity
that is sometimes not understood. Any future culture change will
need to consider identity as an important factor, notwithstanding
its patriarchal roots.

At this point, we must ensure all these CULTURE CHANGE
efforts are not put above the requirement for military effective-
ness. In my view, the pendulum has swung too far. Culture change
is necessary, but not everything and everyone is bad in our
armed forces; the word “widespread” is inappropriate. The CAF
are the protectors of our sovereignty and the defenders of our
values. Leading our military forces in today’s world with the woke
trends that permeate our society is a huge challenge for young
officers and NCMs. The series of articles and other pieces in the
issue paint everyone in the CAF with the same brush and will hurt
the morale of those serving. It is time to end the self-flagellation.

Sincerely,

LGen J.0. Michel Maisonneuve (retired), CMM, MSC, CD
Academic Director, RMC Saint-Jean, 2007-2018
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A soldier of the 2" Battalion, Princess Patricia’s Canadian Light Infantry, acts as the enemy force, before the final firefight during Exercise
MAPLE RESOLVE in the 3™ Canadian Division Support Base Detachment Wainwright, Alberta on May 10, 2021.

Photo: Cpl Rachael Allen, Canadian Forces Combat Camera, Canadian Armed Forces Photo

Culture Change is Difficult
but Necessary

DR. STEPHEN M. SAIDEMAN, PATERSON CHAIR IN INTERNATIONAL AFFAIRS AT CARLETON UNIVERSITY,
DIRECTOR OF THE CANADIAN DEFENCE AND SECURITY NETWORK

DR. STEFANIE VON HLATKY, CANADA RESEARCH CHAIR IN GENDER, SECURITY, AND THE ARMED FORCES AT QUEEN’S
UNIVERSITY, CO-DIRECTOR OF THE CANADIAN DEFENCE AND SECURITY NETWORK AND FELLOW, CENTRE FOR
INTERNATIONAL AND DEFENCE POLICY

In the Summer 2023 issue of the Canadian Military Journal, the co-directors of the MINDS Collaborative Network
Grant Transforming Military Cultures (TMC) curated a collection of articles on changing the culture of the Canadian
Armed Forces. Drs. Maya Eichler, Nancy Taber, and Tammy George received much more attention than most CMJ
issues receive, going well beyond the expected scholarly exchanges between academics and practitioners. The
co-editors of this issue have been the target of vitriol for suggesting that critical theories can offer insights in
support of CAF culture change efforts. Let there be no doubt, however, that while the Department of National
Defence produces CMJ, it operates independently and holds all submissions to a double-blind peer review process.
It is important to protect this space for respectful dialogue between civilian and military experts.

Addressing the past and current problems that have harmed quite heated. We support the co-editors and contributors of the
many of those serving in our military can be provocative, and we special issue for not shying away from the challenge of intro-
live in a time where conversations, academic or otherwise, about ducing ideas they no doubt knew would elicit strong reactions.
race, gender, discrimination, and the legacies of the past can be Indeed, the vocabulary of feminism and critical theories that
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focuses on exposing and dismantling structural inequalities can
be triggering to those who see no problem with the status quo.
This should not distract the security and defence community from
engaging with the core contribution of the special issue, which

is to show how anti-oppression frameworks drawn from critical
theories can inform strategies for culture change in the CAF. We
may or may not agree with every word in this issue, as academics
rarely see eye to eye, but the freedom to engage in critical think-
ing is essential not just for a free society but for a more effective
military. Just as every military exercise or campaign should have
a lessons-learned process afterwards, every democracy is better
off for having a vibrant conversation with academics pursuing
their ideas freely.

We wrote this letter to demonstrate the need for the CAF to
change its culture, to demythologize existing efforts and the
broader conversation about diversity, equity, and inclusion, to
consider some of the resistance to culture change, and to explain
the importance of academic exploration in democratic civil-mil-
itary relations.

There are at least three reasons for the CAF to change its cul-
ture: to better reflect contemporary Canadian society, to reduce
or repair the harm done to current and former CAF members,
and to broaden the recruiting pool so that the CAF can reverse
its personnel crisis by attracting Canadians from all walks of life.
The military recognizes the need to change the CAF's culture,
rather than just launch a short-term operation to “fix" the sexual
misconduct problem. It has stood up a key agency—the Chief of
Professional Conduct and Culture—to head these efforts. Retired
Supreme Court justices have repeatedly recommended not just
tweaking a few institutions,? but changing norms and values, the
shared understanding of appropriate behaviour—that is, the cul-
ture of the military. Defence Ministers have committed to these
recommendations, and there are different mechanisms to hold
their progress to account, like the appointment of an External
Monitor, as stipulated in the Arbour Report. The CAF needs to change
and continue to adapt, so we will not relitigate the point here.

This brings us to the special issue and the terms that crit-
ics of culture change find so upsetting—feminism, critical race
theory, and diversity, to name a few. While critical race theory
has become a slur in American politics, something used to justify
removing references to racial injustice from history books, the
CMJ special issue recognizes that the military used to be run
entirely by white men and largely excluded others from powerful
positions. In the introduction, Drs. Eichler, George, and Taber
argue: “Culture change requires not just addressing sexual mis-
conduct or homophobia or racism or the legacies of colonialism,
but understanding them all as interrelated root causes of the
military’s culture problem.” This approach is at the heart of TMC,
from which the special issue emerges as one of the key contri-
butions. To support this position, the contributors rely on the
root causes, lived experiences of racialized military personnel,
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Technicians from Air Task Force-Romania change one engine on a
CF-188 Hornet in Constanta, Romania during Exercise RESILIENT
RESOLVE on March 17, 2016.

Photo: MS Steeve Picard, 3 Wing Bagotville BN03-2016-0125-021

contested military identities, familial norms, critical feminist
education, and trauma-informed pedagogy as they relate to
transforming military cultures (p. 4)."Drs. Eichler and Brown start
with an article that shows how critical scholarship can provide a
different take on the root causes of sexual harassment, assault,
and abuses of power in the military. Dr. George shifts gears to
assess how lived experiences measure up to such analytical
frameworks, highlighting the work performed by racialized mem-
bers who must constantly negotiate and adjust to an institution
that is rigidly rooted in traditions and customs. Belonging, in that
context, can be arduous and alienating. In another article, Dr.
Taber grapples with questions that are critical to the implemen-
tation of the new CAF ethos and supporting doctrine relevant to
the profession of arms. She makes the case for critical educa-
tion as a necessary component of how members of the armed
forces can transcend the antiquated “warrior ideal” (p. 31). It

is antiquated partly because CAF members in the 21t century
must be proficient in much more than the use of force. In today's
complex environment, adaptation and challenging the status
quo are essential, which makes critical education and learning
crucial for military leaders who strive to meet the challenges of
the modern battlespace, at home or abroad. Dr. Davis presciently
noted, commenting on her own military experience, “When we are
confronted with a new perspective that challenges our identities
and understandings of the world, we look for flaws and ways to
discount or undermine that new information or the person who
conveys the information (p. 70)."

This is no time to dismiss alternative ways of thinking on a
defensive impulse. What could be more important for members of
the CAF than to seriously consider all knowledge that could make
the institution better. Throughout these contributions, and we
have only picked a few highlights, the special issue is challenging
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£€ What could be more
important for members of the
CAF than to seriously consider all
knowledge that could make the
institution better.”

conventional ways of thinking but is far from presenting the mil-
itary as beyond repair.

Critics of greater inclusivity often argue that efforts to bring
in group x or y will harm unit cohesion—that the ship or the
squadron or the platoon will not be that united because it was
forced to include different people. This argument was used to
keep African Americans out of the US military,? to keep women
out of combat,* and to keep gays and lesbians out of the military.®
In each case, the real threat to unit cohesion was not those
previously excluded groups but the intolerant inheritors of past
privilege. Why, then, is there such resistance to efforts to make
the military more diverse, equitable, and inclusive? Why do people
get upset when they point out that the military was once entirely
dominated by white men? First, as Machiavelli noted a long time
ago, the beneficiaries of the old way of doing things do not want
change as that would reduce their power and privileges.® Second,
one’'s self-esteem essentially rides on how one’s group is doing,
and if one's group is no longer better off than others, then that
relative loss can be most upsetting to how one feels about one-
self.” To be sure, there is much confusion, and academic jargon
can cause unease. But there is also politics—that some actors are
hoping to use fear of the loss of status to mobilize support. This
is the populism we see doing much damage around the world.®

Finally, this controversy is focused on academics presenting
their perspectives on culture change in the CAF. What is the role

of academics here in Canada and especially in defence?® Many
democracies have very little expertise in military matters, and,
indeed, few civilians are engaged in the management of the mil-
itary or control of the armed forces. In Canada, parliamentarians
have little interest or knowledge of the armed forces,® and gen-
erally stick to talking points and point scoring as we saw in the
aftermath of the Vance controversy. Few democracies have the
think tank environment that is present in the US and the UK. Here,
research on the Canadian military and on defence in general is
almost entirely done by professors and graduate students at uni-
versities and colleges across Canada. And indeed, this is on full
display in this special issue, with most contributions coming from
university professors and doctoral students.

The 2019 Defence Review concluded that this expertise
needed to be better connected to government," which led to the
Mobilizing Insights in Defence and Security [MINDS] program
within the Policy branch of the Department of National Defence.
The Transforming Military Cultures network is one of nine that
MINDS currently funds. We have co-founded two of the other
networks (the Canadian Defence and Security Network and the
Network for Strategic Analysis), connecting the military and DND
to the research that academics are doing on military personnel,
civil-military relations, great power competition, domestic emer-
gency operations, and more. TMC was funded because it was and
is presenting alternative views of the culture change challenge,
forcing the military not to adopt specific strategies, but to be
more aware of the legacies of the past, to consider the challenges
of maintaining the status quo, and to consider the multiplicity of
groups who have been harmed in the past and how to avoid doing
such harm in the future.

We should therefore read this special issue of CMJ seriously,
go beyond being offended by various terms and labels, and
assess how Canada and the CAF can do better, to build on the
capacities and talents of all groups.
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Canadian Army troops and Canadian Rangers deploy from Goose Bay to northern Labrador on a Royal Canadian Air Force-piloted Chinook

helicopter during Operation NANOOK on August 18, 2017.

Photo: Mona Ghiz, MARLANT PA NK50-2017-223-028

CAF Culture Change: Let's avoid finding
new ways to make old mistakes

BY CAPTAIN(N) (RETIRED) ALAN C. OKROS

Dr. Alan C. Okros is a full professor at the Royal

Military College Department of Defence Studies and
has been supporting Chief Professional Conduct and
Culture initiatives.

To echo the Editor and the former CDS, the CMJ's goal
is to provide a forum for informed exchanges of ideas
that have scholarly merit. On occasion, it also seeks to
provide responsible journalists the opportunity to con-
vey ideas to a broader audience by preparing balanced
articles that are subject to fact-checking and their
editor’s review of tone and bias. One may suggest that
the recent CMJ Special Issue on Transforming Military
Cultures has achieved the first of these outcomes.

The Special Issue brought together authors who are serving and
former military members, defence scientists, and civilian academ-
ics. As a contributor to that special issue, | offer some comments
to “continue the conversation.” | will start with my reference to
“scholarly merit,” particularly for journals intended to inform
a specific profession such as medicine, law or, in this case, the
profession of arms. | see scholarly merit as coming either from
arguments that have academic rigour or those based on reflect-
ive professional experience. Individuals’ perspectives drawn from
their relevant professional experience are a valid component of
the informed discussions CMJ seeks to facilitate. However, | added
“reflective” to indicate there is a difference between one having
accumulated 25 years of experience (and a degree of professional
wisdom) and having experienced the same thing every day for
25 years.

Some who seek to defend the status quo have done so draw-
ing on their own experiences without fully recognizing that the
same experience is not shared universally by all who have served
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in the CAF. Following the report by Justice Deschamps and again
that of Justice Arbour, | have had numerous exchanges with CAF
members who take exception to descriptions of the CAF as having
a problematic culture of systematic harassment, discrimination,
and sexual assaults, usually justified by, “I've never seen any

of this nor would I tolerate it.” Following the 1998 Maclean's arti-
cles highlighting rape in the military, my colleague Karol Wenek
explained that round of “never seen/wouldn't tolerate” statements
by CAF senior officers of the day—and the rash of inside stories
leaked to the media—by describing what he called the “unrespon-
sive chain of command."" He highlighted how “inability to hear”
and “unwillingness to listen” combined to enable those in the
chain of command to claim they had been unaware of issues.

This may explain why some readers might concur with Michel
Maisonneuve's skepticism that sexual misconduct and discrimin-
ation towards those in several equity-deserving groups are
“widespread.” The facts speak for themselves: 25,9162 serving or
former CAF members have become claimants under the Heyder-
Beattie sexual harassment class action settlement® (42% of whom
are men*); during 2022, 3.5% of Reqular Force (7.5% of women,
2.8% of men) and 3.4% of Primary Reservists (8.9% of women,
2.2% of men) were subject to criminal code sexual assaults in the
previous 12 months; 34% of women in the Regular Force and 38%
of women in the Primary Reserves experienced a sexualized or
discriminatory behaviour in the previous 12 months; and 61% of
Reqular Force and 67% of Primary Reservists agreed that sexual
misconduct is a problem in the CAF. It should be noted that the
“good news"” from this survey was that the percentage of Reqular
Force members who stated that they witnessed (saw or heard) or
personally experienced sexualized behaviour or discrimination
based on gender, gender identity, or sexual orientation in the mil-
itary workplace or involving military members in the 12 months
prior to the survey has dropped to only 67% from 2018 (70%)
and 2016 (80%). So, to the almost 26,000 who have experienced
sexual misconduct, the CAF is adding almost 20% of the Regular
Force each year and the majority of those in uniform know it
is happening.

Michel is correct that the CAF has been on the path of elimin-
ating discrimination for many decades, which the Special Issue as
a whole also highlights. | contributed to the initial development of
the SHARP programme and provided input to aspects of Operation
HONOUR (i.e., challenged some of the assumptions on which this
programme was based). Unfortunately, the 2022 StatsCan data
amply demonstrate that these initiatives have not yielded the
expected results.

Why does the CAF still have the number of sexual assaults
and extent of harm reported by StatsCan? The CAF responded
quickly when troops started encountering improvised explosive
devices (IEDs) particularly when driving the padded roller skates
that were the lltis jeeps. Would we just write off 8% of soldiers
being killed and 37% wounded every year due to IEDs? Bonnie
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E€ Why does the CAF still have
the number of sexual assaults
and extent of harm reported by
StatsCan? The CAF responded
quickly when troops started
encountering improvised
explosive devices (IEDs)
particularly when driving the
padded roller skates that were
the lltis jeeps.”

Robichaud filed her sexual harassment complaint against a CAF
supervisor with the Canadian Human Rights Commission on 26
January 1980, so it has been 44 years since this issue was formally
brought to the attention of senior military leadership. Would folks
have walked around in 1961 saying, “Yup, that ridge up there in
Vimy is a tough nut to crack; pity about all the troops we've lost
each year but let's try the same mass assault one more time!”

To distinguish between lessons identified and lessons learned,
there are two parts to the issue of acknowledgement that Michel
highlights: properly understanding (and acknowledging) what
the core problem is and developing effective solutions (including
verifying the solution actually worked). We have difficulty even
achieving the first when criticisms are dismissed because the
researchers ostensibly did not talk to the right people,® or when
someone drags out a great anecdote from a senior NCO to trump
rigorous social science analyses. The research conducted by the
Canadian Forces Personnel Applied Research Unit in the mid-80s
clearly illustrated there was a problem—so it's not for want of
initial lesson identification.” In moving to solutions and lessons
learned, Connie Kristiansen's scathing 19898 critique of the way in
which some of the research data were interpreted and the dismis-
sive rationalizations by senior officers in order to preserve the
status quo served as an early indicator that external perspectives
were likely to disrupt the comfortable narratives that tended to
dominate the internal military echo chamber.

Let's start with the reality stated by the former CDS and
incorporated in the introductory article by the guest editors: yes,
there is something wrong with military culture and no, the cur-
rent military leadership does not purport to have all the answers.
Successive Ministers of National Defence have stated they want
it addressed as a high priority. Thus, the political authority has



issued definitive intent. This is where the CMJ Special Issue
comes in. The various articles present different scholarly per-
spectives in the spirit of assisting Defence leadership and serving
CAF members. As recognized by Stephen Saideman and Stéfanie
von Hlatky, the intent is to present ideas, frameworks, and ques-
tions—drawn from scholarship that has applied these specifically
to the context of the armed forces—to assist leaders to avoid
finding new ways to make old mistakes. These include focussing

on competence but not attending to character?; rewarding mission
success but not assessing toxic leadership, demoralized teams, or
broken individuals'®; overemphasis on a narrow set of war-fighting
skills as the basis for delivering the full range of integrated security
solutions™ leaders relying solely on position power and not earning
subordinates' trust and confidence to be able to draw on personal
power'z applying legal mechanisms to enforce the law rather

than professional approaches to ensure discipline and maintain
professional standards; and, seeking to change the behaviours of
individuals (offenders, potential complainants, bystanders, com-
manders) without amending dysfunctional aspects of the social
systems in which they are embedded. As stated by the co-editors
of the Special Issue in their introductory article, the authors are,

in fact, answering the call from CAF leadership for informed schol-
arship and seeking to engage with those who have the intellectual
confidence to consider perspectives that can help them understand
deeper causal factors.

Steve and Stéfanie identified the vitriol evident in certain
responses to some of the concepts, particularly, critical race
theory (CRT). Reference to CRT appears a total of five times in
four of the 14 articles in the special issue but drew some atten-
tion in certain ideological echo chambers. CRT is an example
of academic work that has been subject to significant mis-
information and disinformation.” It can be traced to scholars
at the Frankfurt School in the 1930s and emerged in the late
1970s through work by Derrick Bell, Richard Delgado, and Jean
Stefancic, among others. CRT puts an emphasis on structures and
systems that produce broad social outcomes, not on the beliefs
of individuals. It does not label all white persons as racist but,
when properly understood, can enable those responsible for
changing the underlying systems and structures to take (more)
informed decisions. We do need to root out bad apples but also
understand the consequences of putting good apples in warped
barrels. CRT and other theories can enable us to understand how
the social systems in which we are embedded shape our thinking
and actions. The Truth and Reconciliation Commission called
on us to find ways for each person to consider how they know
certain facts, why they hold certain assumptions, and how their
personal preferences influence their decisions and actions. We all
hold our own worldview which embodies a host of stereotypes,
mental schemas, preferences, and biases; when we act on biased
information without consciously thinking about it, we can cause
preventable harm or discrimination. Thus, just as with drawing
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on ethical frameworks or enhancing our understanding of
Indigenous ways of knowing and doing, CRT informs self-insight
and self-understanding.

The two letters presented in response to the Special Issue
also highlight another recurring clash of narratives: the social
imperatives for culture change related to addressing harm and
ensuring the CAF reflects the population it serves versus the per-
ception that changes will erode morale and military effectiveness.
Elsewhere, | have argued that this is not a zero-sum game.” To be
sure, the military demands individuals with emotional fortitude
and resilience, but the CAF does require more. This starts with
the secondary outcomes highlighted in CAF leadership doctrine:
maintaining the profession’s reputation and earning public trust,
confidence, and support.'® As the doctrine identifies, reputation,
trust, confidence, and support are enhanced or eroded through
the public's perceptions of the CAF's effectiveness and legitim-
acy. As demonstrated in the fallout of the Somalia affair, both
are assessed based on whether the behaviours members exhibit
reflect principles that Canadians value. So, at the individual level,
the more important of the two is maintaining high standards of
professional conduct and, again, the StatsCan data is discour-
aging—as was the parade of senior officers who were parked in
the penalty box when juniors finally had some confidence they
would be listened to if they came forward.

More critically, the CAF does not rely primarily on individ-
uals to be successful, the emphasis being on building cohesive,
effective teams that will succeed under arduous conditions. And
we are not going to have cohesive teams when some members
experience being shunned, marginalized, discriminated against,
or subject to harmful actions. Also crucial is that the key idea
missing in the conflicting narratives on culture change and

A Canadian Armed Forces member of NATO's enhanced Forward
Presence Battle Group Latvia fires a C7TA2 Automatic Rifle from a
defensive position against 1t Fusiliers, Royal Regiment of Fusiliers,
British Army from eFP BG Estonia acting as opposition forces during
Exercise BOLD FUSILIER in Tapa, Estonia on October 13, 2023.

Photo: Captain Joffray Provencher, eFP BG Latvia Public Affairs and Imagery Section,
Canadian Armed Forces Photo
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combat effectiveness comes from the literature on why soldiers
fight. In the context of the US military in Irag, Wong et al. (2003)
picked up on the academic consideration of this issue from
seminal publications by Shils & Janowitz (1948) and Stouffer et

al. (1949), along with the still debated and often misquoted work
of S.L.A. Marshall (1947). In his 2005 reply to commentary on his
work, Wong (2005) asserted, “today’s soldiers, just as those in the
past, fight for each other. Why They Fight also reports, however,
that today's soldiers are motivated in combat by notions of free-
dom and democracy.”

Issuing orders informs when soldiers engage in combat;
understanding peer loyalty and internalized values explains why
they do so and, more critically, why they persist when the going
gets really tough. As for the importance of cohesive, effective
teams and professional socialization, none of the articles in the
special issue argue against these concepts. However, as | pre-
sented in my article:

“The focus on teams explains the emphasis given to
small group cohesion and the personal judgments
that occur in policing social hierarchies: individuals
assess whether their peers will be able to ‘cut it’ when
the moment arises and if they will have their buddy's
back. As illustrated in Brown and Tait-Signal’s work,
the challenge is that many military members are using
gendered and racialized stereotypes to erroneously
judge others.”

Lenny Wong's comment on the shift in motivation to notions
of freedom and democracy and Michel's statement that “the CAF
are the protectors of our sovereignty and the defenders of our
values” raise an interesting question. There has been an ongoing
professional debate since the Somalia Commission on the val-
ues integrated in the military ethos. But which values? Those

Family members and friends wait for the arrival of Her Majesty's
Canadian Ship (HMCS) FREDERICTON, which returns from Operation
REASSURANCE, at Halifax, Nova Scotia, July 5, 2016.

Photo: MS Ronnie Kinnie, Formation Imaging Services Halifax
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interested in the most recent updates might wish to read the
article in this journal by Martinelli et al. on the 2022 publication
of The Canadian Armed Forces' Ethos: Trusted to Serve. As they
pointed out, “as part of CAF efforts to address the harmful sub-
cultures that led to such class actions,” the Chief of the Defence
Staff (CDS) ordered the renewal of Duty with Honour. Reflecting an
idea incorporated in the original Duty with Honour'® is the need to
balance continuity with change. This means acknowledging that
some will look back to history and tradition seeking to see certain
facets preserved; however, also recognizing that the profession of
arms is never static and must evolve.

[ will offer three key points from the work on Trusted to Serve.
First, for the majority of those currently serving who agreed
with the StatsCan survey that sexual misconduct is a problem
in the CAF, Trusted to Serve, along with initiatives such as char-
acter-based leadership and emphasis on inclusive behaviours,
demonstrate that senior military leadership is giving thoughtful
consideration to academic input and is not rejecting novel ideas
or being misled by disinformation campaigns or manipulative dog
whistles. As the former CDS highlights in his comments, the CDS
exercises control over the requlation of professional standards
and professional practices—which also means charting the course
for needed culture changes. Those who suggest current culture
initiatives have been politicized are not criticizing the govern-
ment of the day; they undermine the vital ground of the CDS as
the head of the profession of arms.

Second, the associated work on character-based leadership
illustrates that CAF doctrine and daily leadership practices also
need to be kept up to date. While some have stated that the
current CAF description of effective leadership reflects what has
always been emphasized, the reality is this is an example of the
type of wishful misremembering used to justify the status quo. As
part of the review our team conducted in 2001-2003, | noted three
key aspects of the doctrine that was in force at that time. The
first was that there were separate manuals for junior officers and
non-commissioned members and none for senior officers. The two
assumptions were that officers and NCMs led in different ways
and that once one was promoted to Major/Lieutenant Commander,
there was nothing more to learn. Second, there were 14 instances
in the Junior Officer manual that emphasized that the reason
one undertook these leadership activities was to get promoted.
My favourite was the statement, “Commanding Officers should
closely monitor the work the men do as they will always do the
least possible.”

Third, the primary rationale for an update to leadership doc-
trine is to address the “huge challenge for young officers and
NCMs" presented by Michel. Instead of turning the clock back, the
solution is to inform and enable leaders at all levels. Character-
based leadership and inclusive behaviours exemplify the
continued evolution of leadership concepts and practices which
will enable the CAF to harness the strengths of Canadian diversity



and enable each person who chooses to serve in uniform with
the opportunity to attain their career potential. The vast majority
of the CAF consists of straight, white men. In view of the recruit-
ment crisis, this is not sustainable. Let's combine a few statistics:
almost 58% of all Canadian undergrads are women,” 37% are
visible minorities,?? and 4% of adult Canadians identify as part of
the 2SLGBTQI+ communities.?! This means that about two thirds
of the Canadian university population is not straight, white men.
The CAF needs and eagerly wants as many of these men who wish
to join as possible. However, contrary to critics who claimed the
special issue eschewed recruitment challenges, this is precisely
one of the central points conveyed throughout the articles in

this issue. Because the CAF has not successfully diversified, it

is not meeting minimum levels of recruitment or retention, let
alone harnessing the full range of talents, worldviews, and lived
experiences of those who might join.Z2 Demographic trends are
unequivocal, especially on natural birth rates as well as family
composition.?® The 2021 census revealed almost 25,000 Reqular
Force members were either in common-law relationships or single
parents.? When combined with dual-service couples and those
whose partners also have a demanding career, the chain of com-
mand and supporting Military Family Resource Centres must find
“workarounds"” to enable all families to survive and ideally thrive
when constrained by policies designed for traditional family struc-
tures. Whistling past the graveyard and asking external academics
not to make pointed observations does little to help senior leaders
move from lessons identified to effective lessons learned.

LETTERS TO THE EDITOR

Thus, my fourth comment from the work on Trusted to Serve
and my observation on diversity statistics, is to turn to Michel's
valuable contribution on the concept of “inclusive meritocracy.”
In other fora | have put forward the idea of preserving merit-
based career decisions while attaining the objectives under
the Employment Equity Act by applying selection based on the
concept of “first amongst equals”: amongst individuals who are
equally qualified, base initial selection on institutional goals (not
quotas) to increase representation across all levels. Articles that
examine how the CAF might advance inclusive meritocracy are
likely to pique the interest of the CMJ readership.

As for my overall comment on responses and reactions to the
special issue, there are significant problems when some believe
the best course of action to move forward is to rely solely on
using a rose-coloured rear-view mirror. The fundamental reality
remains that a significant number of those currently serving—
women, men, and diverse individuals—are being subjected to
preventable military sexual trauma,? physical abuse, bullying,
and harassment. The actions needed to address required changes
while preserving critical professional capacities requires that
senior CAF leaders sift through a wide range of perspectives
to take decisions. Fortunately, they are prepared to consider
concepts, theories, and empirical research that challenge taken-
for-granted assumptions, professional worldviews, and their
personal preferences to do what is right for those serving, and
for the Canadians who rely on the CAF to deliver the military com-
ponent of integrated national security.
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The former Chief of Defence Staff (CDS) General Wayne Eyre, CMM, MSC, CD speaks with soldiers deployed on Operation UNIFIER-UK on
October 28, 2022 in the United Kingdom.

Photo: Corporal Eric Greico, Canadian Armed Forces Photo
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Over the last several years, we have put much emphasis on “character” as central to who we are as members of
the Canadian Armed Forces. The concept of “competence,” where we have traditionally focused, remains vital, but
not as much as character. Character leads, competence follows—meaning that with good character as a foundation,
competence can be built. To take this further, arguably most of our strategic failures over the past half-century
have been the result of flaws in character, and not competence. Thus, its centrality in our new professional ethos,

Trusted to Serve.!

So, what is “character”? Many people use the term character,
but few take the time to understand its true meaning. The
Concise Oxford dictionary cites character as the mental and
moral qualities distinctive to an individual.2 The Concise Oxford
is channeling an over 2,300-year-old understanding of character
originally established by Aristotle, who viewed virtue? as both
intellectual—meaning the excellence of reasoning powers in
terms of prudence and wisdom, and moral—meaning the con-
trol of emotions or desires in obedience to reason, in terms of
temperance. Character is about pursuing such virtue as a way of
being. Aristotle’s conception was based on an understanding that
humans find their highest purpose in the active pursuit of a life
well lived, a virtuous life.

Recent study of the concept of character by Positive
Psychology researchers builds on the work of Aristotle and a
great many others to posit that, from an internal perspective
based on trait theory, character is founded upon a set of virtues
supported by character strengths.* Academics have taken this
research further to develop a leader model based on character
whereby character is comprised of values, virtues and personality
traits.> Whether a value, virtue, trait or strength, each represents
a positive statement towards human thriving and excellence that
echoes Aristotle's conception of phronesis or practical wisdom.

David Brooks provides an enlightening insight into character
when he describes “résumé versus ‘eulogy’ virtues. Résumé vir-
tues ‘are the ones you list on your résumé, the skills you bring to
the job market" and are akin to the competence discussed above.
Eulogy virtues are more character oriented, and ‘are the virtues

that get talked about at your funeral, the ones that exist at the
core of your being—whether you are kind, brave, honest or faith-
ful.® In the sense of the military profession, to combine the two,
a professional life well lived is one that strives for excellence in

living the military ethos and pursues the highest levels of profes-

sional competence in a virtuous, or positive manner.

One might ask then, what exactly are the virtues? Marcus
Aurelius summed it up well when he said, ‘A person's worth is
measured by the worth of what they value.” What we value as
a profession is summed up in our military ethos. Our ethical
principles, military values.” and professional expectations set
the standard for how we achieve military results. Ultimately, a
professional life well lived is living what the profession values,
so that there is no gap between what we think, say, and do.® This
is leading a life of integrity; it is not an easy path, and the work

E€ One might ask then, what
exactly are the virtues? Marcus
Aurelius summed it up well when
he said, ‘A person’s worth is
measured by the worth of what
they value.”
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E€ The true test of character

IS whether you manage to

stand by lived values when the
deck is stacked against you. If
personality is how you respond
on a typical day, character is how
you show up on a hard day.”

is never done. There is no perfection, there are always areas for
improvement. Like physical fitness, it requires commitment as a

professional daily practice: living the profession's ethos and pursu-

ing the highest standards of personal character and professional
competence—in a word, professionalism. For this reason, the ethos
is not something that is read once and then left on the shelf to
collect dust. It needs to be our constant companion and guide.

It is in times of adversity—personal and professional—that
genuine character manifests.? ‘The true test of character is
whether you manage to stand by lived values when the deck
is stacked against you. If personality is how you respond on a
typical day, character is how you show up on a hard day. It is
in these trials that the negative characteristics of ego can mani-
festmwhere embracing a sense of victimhood and/or entitlement

runs roughshod over asserted values and true character emerges.

We are in a profession that prepares for, and occasionally prac-
tices the most challenging of human endeavors—war—and thus
strength of character is essential. Hard days are what we do.
Since the publication of Trusted fo Serve, the CAF has had
more time to delve into the concept of character and unpack it.
What we have come to realize is that the military ethos alone is
insufficient to fully impart the values and virtues that sailors,

soldiers, aviators, and operators need to internalize and live if the

CAF is to become a better place to work and a more effective mil-
itary force. Why? Because human behaviour is complex and defies
nuanced description by an ethos containing only about twenty
terms. Remember, an ethos is only a characteristic spirit of an
organization, which in essence describes a profession’s idealized
identity. It is not the full description of the organization's norms
and practices, which at times has led to some serious failures in
professionalism in terms of character. Certainly, that lived cul-
ture has privileged ways of being, especially in terms of narrow
leadership approaches focused predominantly on competence
and results, which have reduced our military's effectiveness by
harming subordinates, marginalizing others, and diminishing
trust across our teams.

Canadian Revue militaire
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Can character be taught? Great minds have wrestled with this
question for millennia. While some believe it is innate and fixed,
others believe it can be developed. We are in the camp of the
latter, but it requires constant effort: “Moral excellence, according
to Aristotle, is the result of habit and repetition.”? Petersen and
Seligman speak of developing character strengths through prac-
tice (moral habit).® Crossan, Seijits and Gandz echo this approach
in terms of intentionally developing character dimensions and
elements Aristotle’s way, through a commitment to practice.”

It is for this reason that we are moving towards positive leader-
ship models based upon a set of universal virtues and character
strengths which transcend ethnicity, culture, religion, and time,
and that reside in everyone. The universal virtues and character
strengths stem from the foundational research of positive psych-
ologists Petersen and Seligman into a classification of universal
virtues and character strengths for human thriving.® Twenty-four
character strengths build to support six core virtues of wisdom,
courage, humanity, justice, temperance and transcendence.

Building on this foundational research, The University
of Western Ontario Ivey Business School's Leader Character
Framework adapts these virtues and character strengths into
eleven interdependent character dimensions and fifty-three sup-
porting elements working together, with the character dimension
of judgment fulfilling the special role of mediating “... the way
that the other dimensions determine individuals' behaviours in
different situations.""



Both the VIA classification of character strengths and this
transformational leadership approach have, enhanced individ-
ual and team wellbeing and sustained excellence as their goal.
Therefore, it is entirely in harmony with our extant leadership
doctrine, ethos, and the imperative of military effectiveness.

Key to this Leader Character approach is a focus on improving
our leaders” judgment so that the military imperative of mission
success and the welfare of our teams receive a more balanced
consideration in military decision-making regardless of the
nature of that military duty.

It will come as no surprise when we say that leadership, like
living the military ethos, is a constant professional practice. For
the ethos it is pursuing professionalism, for leadership it is devel-
oping strength of character. It is the mindful habit of ensuring
that what you think, say, and do aligns with our ethos and the
leader character strengths as we perform our military duty. But
the question that begs asking here is, “How does one live the
ethos and how does one develop strength of character?” And to
be fair, we as the profession of arms need to do better in this area
than we have done in the past. Our colleges and individual train-
ing establishments have done a good job of providing theoretical
frameworks and knowledge, but the profession has not placed
enough emphasis on experiential learning in the workplace,
where this new knowledge needs to be reinforced and mastered.

The process of living the ethos more strictly or developing
one's character strengths is identical and frustratingly simple, yet
difficult to implement. The method for living a professional life
of character, whereby there is no gap between think, say, and do
is Aristotle's method—becoming while doing. Internalizing, living,
and developing values and virtues is no different than learning
how to play quitar or swim competitively. It requires the intention

LEADERSHIP

and commitment to develop this competency in terms of time,
effort, persistence of habit, and mindset. It helps to develop this
competency with a group of like-minded people who have a sim-
ilar commitment to pursuing excellence in that competency, and
who will also provide you frank yet helpful feedback and positive
support. This feedback is critical, as aspects of our character are
built up or toned down based on use or lack thereof, and honest
feedback from those around us is required to see this ebb and
flow if we are to be successful in this lifelong commitment.

Research by Tascha Eurich indicates that one of the many
challenges that face us in this journey is that only about 15% of
people are truly self-aware. Self-awareness has two aspects—
internal and external. Internal self-awareness is “... how clearly
we see our own values, passions, aspirations, fit with our environ-
ment, reactions..., and impact on others.” In a sense it is what
Marcus Aurelius believed in knowing what one values. Though
some research indicates that reflection in-action and reflec-
tion on-action are ways to achieve self-understanding,” other
research indicates that more than just introspection is required.”
To be clear, self-reflection and introspection are still required
to come to an understanding of oneself, though we need honest
feedback from those around us to best understand our biases
that come to affect such reflection and introspection.”

The second component, external self-awareness is “... under-
standing how other people view us, in terms of those same
factors listed above.”2? Given that the majority of people are
not self-aware in general, it should come as no surprise that in
order to change in a meaningful direction most people will need
relevant and constructive feedback from those people around
them. In effect, living the military ethos and developing strength
of character to improve one’s leadership potential are both team-
based activities.

If our desire is to develop strength of character in leadership,
as we should, then the most important group of people around us
to solicit feedback from is our subordinates. Although we have a
formal performance review process for developing our subordin-
ates, which has implications for career progression and command
succession, the CAF does not have a widespread mechanism for
upward feedback for purely developmental purposes.? This is
where leaders at all levels need to accept the risk, bridge the
power-distance gap, and create the leadership climate for such
upward feedback for developmental purposes. The risk of which
we speak is not risk to the team, but risk to the leader’s ego. Ryan
Haliday reminds us, “... [L]earn from everyone and everything...
Too often, convinced of our own intelligence, we stay in the com-
fort zone that ensures that we never feel stupid (and are never
challenged to learn or reconsider what we know). The second we
let the ego tell us we have graduated, learning grinds to a halt."2
And such self-assessment needs to be informed through honest
feedback from those around us.
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Probably the most important aspect to developing strength
of character or living the military ethos is one’s mindset. Carol
Dweck's research tells us that a growth mindset is the belief
that abilities can be cultivated and that a growth mindset is the
starting point for change.? Talent only takes us so far. Those

with a growth mindset understand this and use their humility to
know that they could be better and their curiosity to seek ways to
achieve it. Angela Duckworth'’s research reinforces this by show-
ing us that effort counts twice towards success, and that grit, or
the passion and perseverance to see something difficult through
to completion, is also required to ensure that we put that effort
in.? Like fighting spirit, it is the determination to commit to and
pursue this learning and change as a daily habit or practice.

Key to developing this positive experiential learning environ-
ment are the leaders’ personal examples of courage, humility,
and vulnerability? in creating that safe psychological space? to
share each other's varying perspectives so that we can all better
connect and grow in strength of character and move closer to a
life of professionalism. Dr. Brené Brown's foundational research
on vulnerability and connection tells us that the two most power-
ful forms of connection are love and belonging. Belonging is
described as the “... innate human desire to be part of something
larger than us,"2 which is something that all military profession-
als can relate to. Brown goes on to further explain that
“... [clonnection is why we are here. We are hardwired to connect

Students on the Infantry Officer Development Period 1.2 Course (Infantry Mechanized Platoon Commander Course) receive a set of orders during
the assessment phase of the course at the Infantry School Combat Training Center, 5" Canadian Division Support Base (5 CDSB) Gagetown,
New Brunswick, November 26, 2021.

Photo: Corporal Morgan LeBlanc, Canadian Armed Forces photo
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with others, it's what gives purpose and meaning to our lives."?
Many military professionals believe that sharing one's profes-
sional difficulties with their subordinates would erode their
subordinates’ confidence in their superior's leadership. Actually,
it is the other way around. Having the courage to be authentic
about one’s challenges with others allows people to better connect
with you, and Brown’s deep research demonstrates this time and
again. We connect with people’s humanity, not their perfection.
Upward feedback is not innovative, but it is essential to
develop better leadership. CAF doctrine identifies it as reverse
mentorship.2? Our challenge is that we have not developed a
supportive culture that allows for the safe flow of that much-
needed feedback, especially from our subordinates, for purely
developmental purposes, even though we have made it clear in
Trusted to Serve that is it entirely acceptable for a junior military
professional to respectfully correct or provide feedback to a
senior military professional. Similarly, our mentoring networks
and frameworks that would facilitate such dialogue are not well
established and resourced to do so. Not that such exchange of
perspectives need be strictly facilitated by a formal mentoring

LEADERSHIP

program. Other organizations such as the Canada Revenue
Agency have been successful in implementing a digital feedback
system for purely character-related developmental purposes.3
There are many ways to connect with people and we do not
necessarily need more institutional tools to do so. Rather, we
must prioritize courage, humanity, vulnerability, and humility to
better connect with the people in front of us in more meaningful
ways that inspire trust. That trust will allow for a more permissive
environment for the candid exchange of perspectives that will
help everyone involved grow in strength of character and deepen
their levels of professionalism. We are significantly short on
personnel right now and everyone is pressed for time in achiev-
ing results. However, if we do not take the time to develop our
subordinates more equitably and allow their feedback to shape
our leadership character, we are missing an opportunity to accel-
erate experiential learning within the profession of arms that will
generate higher levels of military effectiveness. Character can be
developed, and becoming better every day is a true sign of mil-
itary professionalism. Our people and our country deserve
no less.
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Member of the Canadian Joint Operations Command (CJOC) speaks during the Rehearsal of Concept (ROC) drill on April 3, 2020 in preparation to
deploy Canadian Armed Forces (CAF) personnel under Operation LASER in response to COVID-19.

Photo: Master Corporal True-dee McCarthy, Canadian Forces Combat Camera
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Diversity in the Canadian Armed Forces (CAF) and particularly diversity among its senior leaders are critical topics
today. There are many sources of diversity and today’s topical issues are gender and race. However, in selecting
its General and Flag Officers (GOFOs), the CAF lacks diversity in another area as well, and it is one over which it
has much more control: the military experience of those selected to join the ranks of GOFOs. Because GOFOs are
divorced from their entry trade when they are promoted to their first star, there is no simple way to measure
what trades are represented in what proportion among the senior leadership. However, when carefully counted,
it is clear that certain military trades are disproportionately represented among GOFOs compared to the number
of subalterns they intake. Understanding which trades are overrepresented and what CAF doctrine says about
grooming senior leaders allows comparison with allies, the private sector, and the civilian public sector. This sheds

light on changes that might help to improve diversity among the CAF's GOFOs.

Diversity of trade of origin matters for the same reasons as
diversity of gender, race, or other factors. In particular, it brings
two things: a larger pool of candidates and a broader perspective
among incumbents. If talented and capable young people with
the potential to become key leaders in the institution happened
to have a passion for training and became personnel selection
officers, they would have almost no chance of bringing those
aptitudes to bear on behalf of the CAF; their candidacy for stra-
tegic leadership positions is erased by the lack of diversity in the
GOFO corps in terms of trade of origin. Likewise, different back-
grounds bring different perspectives to the institution's strategic
problems and this applies to trade background as well as more
fundamental background characteristics like race or gender.

Representation of the Trades
Among GOFOs

Most officers in the CAF intuit that certain trades are dispropor-
tionately represented among GOFOs. They see the many infantry,

armoured, pilot, and naval warfare officers among GOFOs and con-

clude that being one of these “operator” trades greatly increases
one’s chance to join the most senior levels of the CAF. However,
many members of the operator trades remark that they are more
numerous than most trades and are therefore simply represented
in proportion to the size of their trades. This is not the case.

In 2020, the author, as a student at the Canadian Forces
College, completed a Defence Research Paper in which he
enumerated GOFOs over sample years for the preceding decade.
Comparing the trades of origin of GOFOs to the Chief of Military
Personnel production figures' for 2019 provided an estimate
of the proportion of subalterns from each trade who go on to
become generals. While not a perfect estimate as the number
of subalterns in a trade may have changed in the decades
between recruitment of the current GOFOs and 2019, it provides
a reasonable approximation. This approximation is supported
by the fact that the conversion rates for colonels into GOFOs
generally resembles those for subalterns. While there are some
improvements possible in the method used, the sensitivity analy-
sis conducted showed the results to be relatively insensitive to
errors of the scale introduced by the method's weaknesses.

A Canadian Armed Forces member of NATO enhanced Forward
Presence Battle Group Latvia stands ready on a presence patrol in a
Light Armoured Vehicle 6.0 during Operation FORTRESS in Vilani,
Latvia on September 19, 2023.

Photo: Corporal Lynette Ai Dang, eFP BG Latvia Imagery Technician, Canadian Armed
Forces Photo

E& An officer who wants to be a
GOFO should join the armoured
corps. In 2019 there were 7.5
generals with an armoured
background for every 100
subalterns in that trade. There
were 14 armoured GOFOs for 20
armoured colonels (equivalent to
70 GOFOs for every 100 colonels).”

CANADIAN MILITARY JOURNAL | Vol. 24, No.2 | Spring 2024

25



An officer who wants to be a GOFO should join the armoured
corps. In 2019 there were 7.5 generals with an armoured back-
ground for every 100 subalterns in that trade. There were 14
armoured GOFOs for 20 armoured colonels (equivalent to 70
GOFOs for every 100 colonels). The average for non-medical and
non-chaplain trades (excluded because of their special status in
CAF doctrine?) was 2.5 GOFOs per 100 subalterns and 40 GOFOs
per 100 colonel/captain (Navy). These numbers fluctuate with
the number of GOFOs in the CAF, which increased by over 20
between the 2016 and 2019 samples but remain proportionate in
all the sampled years. Sampling every three years was chosen
for a 9-year period based on the availability of data which was
increasingly limited going further back in time. It is possible
that longer-term cycles are in play and that further research is
warranted, but for now, these trends provide a starting point
to review the impact of trade on advancement as the CAF looks
more closely at GOFO selection and advancement. See Figures 1
and 2 for a graphical presentation of these data.

Figure 1: GOFO per 100 Subalterns

Figure 2: GOFO per 100 Colonels

Naval warfare officers and infantry officers were the next
most likely subalterns to become GOFOs, and infantry officers had
71.5 colonels per 100 generals. These outcomes were consistent
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across the decade surveyed. Exceptionally, in 2019, Public Affairs
Officers and Military Police Officers were tied for 3¢ place in
conversions from colonel/captain (Navy) to GOFO with 67 per 100;
this is a function of the law of small numbers because there were
3 colonels/captains (Navy) and 2 GOFOs in that year but that was
not repeated in other years surveyed. Both trades were near but
below the CAF average for GOFOs per 100 subalterns. Pilots were
also consistently likely to advance from colonel to general, but
because of the very large number of subaltern pilots, they were
around the CAF average for converting subalterns to GOFOs.

Even clearer than the winners are the losers. In the decade
studied, no Personnel Selection or Training Development officer
was made a GOFQ. Between the two trades, there were 160 sub-
alterns in 2019; the 186 subalterns in the armoured officer trade
had 14 generals that year. This partly reflects the narrowing of the
trade, with only 1 colonel/captain (Navy) each compared to the 20
colonels for the armoured corps. However, the Intelligence Corps,
with 11 colonels/captains (Navy) also had no GOFOs in 2019 and
only 1in the decade studied. The logistics branch, with the most
subalterns at 746 and the second most colonels/captains (Navy)
at 43 had 6 GOFOs in 2019; in other words, less than half as many
GOFOs created from more than twice as many colonels/captains
(Navy) as the armoured corps.

Canadian Doctrine on the Matter

Canadian doctrine is clear that this is not what is supposed to
happen. The seminal doctrine for the training and development of
officers is found in the Report of the Officer Development Board,
commonly known as the Rowley Report, written by MGen Roger
Rowley in 1969. Three key ideas from this document remain quid-
ing principles for officer development today. First, the concept of
development periods, which direct different skill development at
different stages of the officer’s career. Second, the emphasis on
education over training, which dictates the approach to officer
development at Canadian Forces College. Finally, it dictates a
balanced approach to development with trade-specific, elemental,
and joint requirements, as well as a balance between technical
and human leadership for successful officer development.

Rowley dictates an egalitarian approach to officer selection
and development, which he traces to the Prussian Government of
1808: “The only title to an officer's commission shall be, in times
of peace, education and professional knowledge ... all individuals
who possess these qualities are eligible for the highest military
posts."* Rowley wrote in an era when technical mastery was
emerging as a critical aptitude for warfighting and he showed
foresight in identifying the need for officers versed in communi-
cation, logistics, acquisitions, and combat support. This led to his
vision of the ideal general officer: someone with a general apti-
tude for the organization's function and specialized knowledge of
key emerging technologies and problems.®
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Rowley does not dismiss the importance of an officer's back-
ground trade, although he specifies that it becomes decreasingly
relevant as the officer progress through the ranks. For example,
he does not contend that the commander of the Air Force could
just as easily be a combat engineer as a pilot. Further, he notes
that certain highly specialized positions require very precise
background experience, such as the Judge Advocate General,
which calls for a legal background. Rather, his interpretation is a
warning against over-specifying the background required to hold
many senior positions.®

The guestion of which positions require what degree of
specialization is a key issue of contention. While a professional
background in medicine or law is a clear prerequisite for the
Surgeon General or the Judge Advocate General, there is
decreasing clarity about when a specialist versus a generalist
is required as you go through the professions. Does the provost
marshal need a police background? Does the commander of the
CAF cyber force need a cyber background? Does the commander
of Canadian Forces Intelligence Command need an intelligence
background? Major Brent Robart argues for the specialty of cyber
command in his paper, “Leadership Requirements in Emerging
Domains of Operations.”” Rear Admiral Bishop arqued that, since
four of five intelligence chiefs among the five-eye intelligence
partnership in 2019 did not have an intelligence-specific back-
ground, a specialist was not required to lead intelligence.? There
is no clear consensus in the CAF for when a specialist background
is needed for a GOFO, when an operator background is required,
and when a generalist is most suited.

Rowley's work was followed in 2008 by the CF Executive
Development Program concept by LGen (Ret) Michael Jeffery.?
Jeffery's primary source was a series of interviews with con-
temporary GOFOs as well as some training and professional
education specialists. His analysis to some extent reflects the
view of the incumbent GOFOs that the current system is effective,
but they recognize, as he does, that there is room for improve-
ment. Jeffery's primary concern, based on these interviews,
is the lack of expertise. GOFOs in his study had the experience
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and knowledge to lead operationally, but they lacked contextual
exposure to handle the “complexities of Ottawa.” He recommends
exposure to an international and political/military interface

as part of the preparation for advancing to the strategic level.
While this would not be uniquely solved by recruiting from the
supporting trades into the GOFO cadres, many of them are more
exposed to the civilian components of DND and to partners than
the operator trades.

Similarly, most of Jeffery's other concerns about the 2008
GOFO corps could be interpreted to partly stem from the nature
of the experience of the operator trade alumni, who typically
hold primacy at the tactical levels and may therefore not develop
the same skills for compromise and adaptation that are needed
at the strategic level, when defence is only a component of the
government's security approach. He specifically notes that “the
cultural bias within the CF is that our primary mission is oper-
ations, so every opportunity must be taken to be in operations.”?
He goes on to acknowledge that the consequence is an operation-
ally astute GOFO corps with strategic weak points. Although the
details of Jeffery's report focus on the design of professional
development to address these concerns, the context setting
shows the problems and successes of the current model and sug-
gests the potential for diversification of trade to address some of
his identified gaps.

The latest work on the topic, the Officer Developmental
Periods 4/5: Project Strategic Leader report" from 2014, starts
by confirming that the concerns raised by Jeffery remained
relevant at that time, as did the fundamental theory articu-
lated by Rowley. One of its key conclusions was that “what got
us here is not going to get us there,” reaffirming the need to
break out of the approach which has been inherited from the
successes of the Second World War. It goes on to describe five
interconnected “domains of employment” for GOFOs: machinery
of government; socio-political milieu; domestic and international
operations; the profession of arms; and the business of defence.
It acknowledges that different GOFO positions needed different
mixes of these aptitudes. These positions are divided into Force
Employment; Force Generation; Force Development; National
Security Professional; and Strategic Systems. Chief of Military
Personnel is an example of Strategic Systems; National Security
Professionals are the senior advisors, liaisons, and related roles
for GOFOs. Looking at the five domains across the five roles, the
conclusion is that all GOFOs need some ability in all domains
and in all roles—a conclusion echoed ubiquitously that generals
are ultimately generalists. However, it places the emphasis on
Force Generation and Force Development, which favours the
current model for training and employing operator trades. This
conclusion indicates that support trades would need to retain a
connection to CAF soldier and equipment basics in order to be
effective GOFOs; full specialists would lack the required general-
ized aptitudes revealed in the study.
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Overall, Canadian doctrine has not addressed military trade
specifically, except for Rowley's rejection of it as a relevant cri-
terion for advancement at the higher levels. However, subsequent
reviews to Rowley's have found gaps in the operational focus of
the strategic leadership, which may be partly due to the pref-
erence for operator trades and the specific military experience
which accompanies them. Other nations have looked at the prob-
lem as well and reached similar conclusions.

Allied Thought on the Matter

The process and criteria for selecting GOFOs are not a matter of
academic research for most of Canada's allies. However, for the
United States (US), and particularly the US Army, it is. Although
the US Army is not an ideal model for the CAF due to its vastly
different scale and culture, it can provide general insights

into the leadership of soldiers and the management of large
organizations.

Journalist Thomas Ricks analyzed the management of US
Army generals from the Second World War to the wars in Irag
and Afghanistan in his comprehensive work “The Generals.”
Philosophically, the US Army sees generals as generalists, like
the CAF, and independent of trade of origin, but in practice they
are not. In the Second World War, 59% of US Army generals
emerged from the infantry branch.? This was proportionate to
the other combat arms, including artillery and engineering, but it
was twice as many as would have been expected if the non-med-
ical supporting arms (mainly logistics) had been represented
proportionately.’

One of Ricks' key findings was that combat leadership
experience produced successful generals in combat. This was
consistently the case with division and higher commanders in

Military task force leaders from several NATO countries, including
Canada, Czech Republic, Germany, Latvia and the United States,
attend an exercise planning brief in the Hohenfels Training Area,
Germany on Exercise ALLIED SPIRIT VI during Operation
REASSURANCE on March 18, 2017.

Photo: MCpl Jennifer Kusche, Canadian Forces Combat Camera 1S06-2017-0004-066
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the Second World War, where those with combat experience at
the battalion and brigade levels were more successful at higher
levels. However, it remained valid through Korea, Vietnam, and
even up to General Petraeus in Irag. Petraeus was also cited as
considering combat experience a key aptitude in selecting col-
onels for promotion. This may reflect the Project Strategic Leader
report’s finding of the importance of Force Generation and Force
Development for all strategic positions.

This perspective was echoed by a surprising source:
Lieutenant-General Pagonis who commanded the logistics effort
in support of the first Gulf War. He was an army logistician but
credited his experience commanding an infantry platoon as a
lieutenant in Cold War Germany, as well as his time supporting
artillery in Vietnam, with his capability to support operations
including leading logistics in the Gulf. Pagonis" technical know-
ledge was essential to his role, but his generalist knowledge and
combat experience enabled him to successfully link in with the
perspectives and requirements of the operational and tactical
commanders of that theatre.

Modern thinking in the US calls for the explicit recognition
of a seemingly similar distinction. The Centre for New American
Security, a US defence think tank, published a report entitled,
“Building Better Generals."™ The core proposition of this report
was to explicitly stream US GOFOs into operational or enterprise
roles. Division commanders, the commander of the Army or the
Chair of the Joint Chiefs, among others, would be operational
and these would draw from the operator trades primarily. The
deputies, the support service commanders, and others would be
in the enterprise stream. The argument is that such streaming
from the rank of colonel and up would enable education to be
tailored towards the chosen role and deepen experience since a
GOFO would not need both operational and enterprise experience
at each rank to be seen as ready to advance. This approach has
not been endorsed officially by the Department of Defense, but
similar ideas are common when discussing this problem in both
Canada and the US.

In the Ministry of Defence (MOD) of the United Kingdom,
thinking that mirrors Robart's is emerging. Captain Parker, Royal
Engineer, developed a similar thesis about a Jack of All Trades
and the leadership of different trades.” He follows Robart's logic
that specialized domains, particularly those which are rapidly
evolving, require specialist leaders to keep up, even though more
stable domains benefit from generalist leaders. He notes that
emotional intelligence is more important for strategic leadership
than either technical or generalist experience, but given compar-
able candidates, specialists are needed in some strategic roles.
Like the CAF, the MOD struggles to generate sufficiently special-
ized leaders, especially in technical fields. Parker recommends
various ways of cross-pollinating the defence leadership with
specialist leaders developed in the private and civilian
public spheres.



Civilian Perspectives and Experience

The questions of specialist and trade background are closely
related but not identical. However, the civilian world has no
concept of trade in the way that the military does, at least not
at higher levels. Consequently, background and level of special-
ization are useful proxies. The study of both private and public
employment models provides some insight.

In the private sector, research is focused on Chief Executive
Officers (CEQ), but not on the senior executives who support
them. This may raise the question of its applicability to selecting
GOFOs that are not the most senior. University of Windsor scholar
Eahab Eslaid conducted a study similar to the author's Defence
Research study but focused on CEOs rather than GOFOs. Elsaid
classifies backgrounds into four categories: founder, output,
throughput, and peripheral.® He defines an output background as
related to the external links of the organization, like marketing
and sales. The throughput group are engineers and operations
planners who manage the core business of the firm. The per-
ipheral group includes accountants and lawyers who provide
specialized support. Founders are a unique category of CEOs who
originally established the corporation and have special personal
and emotional ties to it; their unique connection to the firm has
no parallel in modern western militaries.

The throughput group corresponds closely to the operator
trades who conduct the core business of controlled application of
violence. The specialist groups are similar to the CAF's specialized
trades who bring vital but non-core skills to enable throughput.
In the CAF, the output function is not filled by trades but by indi-
viduals from the operator or support groups who are temporarily
assigned to output-oriented tasks like recruitment or policy. This
is an important link to Jeffery's perspective that officers should
be exposed to exterior organizations, as part of their more junior
development, to prepare them for later employment at the stra-
tegic level.” Given this correspondence between Elsaid's research
and the military question of the impact of trade on GOFO selec-
tion, his results are worth reviewing.

Elsaid's most profound discovery was that companies con-
sistently hire CEOs with similar background to their predecessors
when things are going well. Engineers are replaced by engineers,
lawyers by lawyers, etc. This is not the case when things go
poorly; often the CEQ is replaced by someone with a different
background, usually a specialist with accounting expertise when
finances are an issue or a lawyer when legal problems are the key
concern. This finding implies that the CAF may be led by operator
trades because they were the right choice in the Second World
War, which is why similar leaders were selected and encouraged
to replace them.

Elsaid's research does show some reasons why operators
might be the best choice for leading the CAF, but only generally.
He found that companies focused on throughput activities like
research and development tend to prefer CEOs with throughput
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backgrounds. If the Department of National Defence (DND) is the
nexus for administration, support, finance, and management, it
may be logical to view the CAF as the operational arm of DND
and therefore having operators as its leaders might make a great
deal of sense when the influence of the civilian aspects of the
Department is factored in.

Research into the recruitment of senior public sector execu-
tives provides less understanding of why but important insights
into how it is done. In Canada, public servant positions are tied to
a list of experience, knowledge, and competency requirements.
These requirements are subject to universal scrutiny, so indi-
viduals who want the positions can work towards meeting the
requirements as much in advance as desired. Further, the require-
ments are subject to review and dispute in the long term, so a
prerequisite of operator experience in a position can be argued
against and established as necessary (or not) by open debate,
rather than by the existing (operator dominated) power base.
The importance of mentorship and grooming of senior leaders
in preparation for assuming the most senior positions cannot be
overlooked, but it can be included in the requirements.

A study of the effectiveness of this approach was conducted
by Sakinah in Indonesia. Historically, Indonesia’s hierarchical
public service filled vacancies above the entry-level by promo-
tion of a subordinate of the vacant position.2’ The study tracked
outcomes of a pilot group that applied South Korean approaches
to public service hiring, which were broadly similar to Canadian
approaches: competency requirements were defined for each
position, and all applicants were invited to compete for the
position against those requirements. The study revealed a sig-
nificant increase in employee mobility in the bureaucracy and
expected longer-term results to show improved outcomes. The
brief description Sakinah provides suggests that the Indonesian
process is similar to the CAF hierarchical model, while the South
Korean approach advocated resembles the Canadian Public
Service approach, at least as it is set out formally.
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Review of Possible Courses of Action

The data are very clear that an individual's trade has a direct
and significant impact on an individual's likelihood to become a
GOFO. There are a variety of explanations that combine to explain
why that is. Is the status quo a problem? If a change needs to

be made, then three options are presented by this research: the
Barno model which streams GOFOs into operational and support
categories; the Pagonis model which emphasizes cross-training,
especially for support trades; and the Public Service Model which
defines the competencies required for all positions and allows
everyone to compete to best satisfy these requirements.

Barno et al.'s idea of grouping US military generals into
operational and support categories and assigning positions to
each of them is a popular one. It is an intuitive approach to the
problem based on the analogy to the practice used at lower
ranks of grouping different specialties to different positions. This
course of action should be avoided without extremely careful
study. Among the senior officers interviewed regarding this
research, this was the point raised most consistently by each of
them: the CAF is small enough to manage each GOFO and each
GOFO position individually; categorizing them ties the hands of
our planners and administrators without promising any better
results.? Representatives of support trades including logistics
and intelligence, which might be among the most disadvantaged
by the current system, agreed with GOFOs from operator back-
grounds that this was the wrong way to approach the problem.
This is further emphasized by the conclusions of Project Strategic
Leader which notes five different fields of GOFO employment and
nuances between positions in those fields.2

The approach proposed by Pagonis is better but can be chal-
lenging in cultural and practical terms. Practically speaking, given
the number of extra-regimental duties required of CAF officers,
if one platoon in every battalion were reserved for command by
a support trade captain to gain experience as Pagonis did, there
might not be enough infantry captains to fill the extra-regimental
duties expected (as that would represent about a 10% decrease
in infantry production). More importantly, without additional
training, could that support trade officer meet the expectations
of commanding officers and the troops under their command?
Even additional training for the CAF's junior support trade officers
seems impractical, and giving them easier jobs than their peers
would negate the effectiveness of this proposed method.

The idea of promoting CAF advancement through applications
rather than attrition, as the Public Service does, deserves to be
investigated in greater detail than has been the case to date.

It may make sense to spell out the required competencies for
each position and then open them up to applications from any
trade or even beyond the military. This certainly follows Parker’s
logic of opening the doors to expertise gained outside of uni-
form.2 In other words, would someone who had been a reserve
infantry company commander and was now a CEO of a major
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tech company be a better commander of CAF cyber forces than
a recent mechanized brigade commander? Maybe. This approach
requires a more detailed investigation.

Barring the idea of looking more closely into a com-
petency-based and application-oriented public service model
for advancement, what is left to the CAF is the status quo. The
status quo is working. The CAF continues to succeed in oper-
ations and to support its personnel. General Gosselin makes the
key point that the current practice of selecting GOFOs based on
experience and suitability for the duties of a particular task is
working.2* However, it is logical that having the most potential
candidates for those positions will produce a better average out-
come. Preventing someone with leadership qualities, emotional
intelligence, and overall aptitude from advancing to the most
senior ranks because they were interested in signals, logistics, or
another support trade is not an optimal way to ensure that the
CAF has the best leaders available.

The status quo can be modified very slightly to significantly
reduce the incidence of that undesirable outcome. The change
required is slight, but it is deadlocked between two factors: the CAF
culture does not trust support trades to lead operational issues, and
the support trades lack the experience to lead operational issues.
Each of these problems prevents the other from being solved; an
interventionist approach is needed to break the deadlock.

Recommendation

The CAF should review the merit of a competency-based and
application-managed advancement process similar to that of the
Public Service. There may be reasons why it may not be viable,
but since none were discovered in this study it may warrant fur-
ther exploration.

In the interim, the CAF can take specific action to improve the
status quo without major upheaval in the personnel management
approaches and philosophies that are currently proving effective.
To enable the best candidates to be available for selection into
GOFO ranks, the CAF must identify positions with an operational



command nature, but without specific requirements for particu-
lar operator trade training or experience, and then ensure that
support trade personnel are given those jobs. Support trade
managers must identify and select members of their trades to
fill those positions; those selected must have the potential for
leadership and advancement in generalist roles

Once good leaders with support backgrounds are being
developed into generalist leaders through this program, there will
be evidence generated to show the effectiveness of support trade
leaders in operational roles, thereby challenging the present
culture which denies this possibility. Eroding the culture that
precludes support specialists from leading operational issues
will open new positions for leadership-capable support special-
ists whose successes will further erode the adverse culture and
cyclically break the deadlock.

The soldiers of the CAF deserve the best possible GOFOs. The
best system must not exclude those with the talent and aptitudes
to be GOFOs from reaching that rank because they were denied
the experience necessary to hone those talents. The current sys-
tem does exactly this to those who begin their careers in support
trades. Simple changes can break the cycle which perpetuates
this situation.
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A member of the British Armed Forces listens for orders after look-
ing through a window for enemy positions during a simulated attack
in the Rocky Ford Urban Training Area, during Exercise MAPLE
RESOLVE in Wainwright, Alberta on May 15, 2022.

Photo: S1 Zach Barr, Canadian Armed Forces photo
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Sailors from Her Majesty’s Canadian Ship Fredericton wave to the Italian Ship Aliso during Operation REASSURANCE on March 10, 2015.

Photo: Canadian Forces Combat Camera, DND 1S09-2015-0012-071

R.L.S.E. to Resilience: A Strategy for
Leveraging Positive Emotions

BY DR. LOBNA CHERIF, DR. VALERIE WOOD, AND LT STAN PARNELL

EE Sometimes your joy is the source of your smile, but sometimes
your smile can be the source of your joy."

- Thich Nhat Hanh in Creating True Peace
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Positive Emotions and Resilience

The stress imposed by the COVID-19 pandemic is a nearly
unavoidable challenge, which highlights a need to address these
stressors head-on. While several factors have been identified as
significantly contributing to psychological resilience during the
pandemic, the increased experience of positive emotions is one
contributor that is less susceptible to the constraints of COVID-
related restrictions, relative to others such as physical exercise
(e.g., Sun et al., 2020). Indeed, the experience of positive emo-
tions is associated with a resilient mindset (Israelashvili, 2021).
Increasing the experience of positive emotions is effective for
building resilience and buffering the impacts of stress, not just

at a cognitive level but also at a neurobiological level (Hamilton-
West, 2010). Emotional states that are of high intensity or arousal,
and are high in their hedonic content (i.e., pleasure) are most rel-
evant for resilience (Cabanac, 2002; Fredrickson, 1998; 2001; 2013).
Specifically, the positive emotions of joy, gratitude, serenity,
interest, hope, pride, amusement, inspiration, awe, and love have
been found to dampen our reactivity to stress (Ong et al., 2006)
and enhance our ability to cope with stressful life events (Tugade
et al., 2004).

It was previously thought that positive emotions were useful
in mitigating the effects of acute crises (see Fredrickson et al.,
2003); however, more recent work on positive emotions during
the COVID-19 pandemic indicates that they can also build resili-
ence in more prolonged stressful situations. Thus, there is a need
for more self-directed interventions that encourage the lever-
aging of positive emotions in our daily lives, to combat the stress
of COVID-19, and bolster our resilience.

We have developed a tool for promoting positive emotions
and thus boosting our resilience. R.I.S.E. is an acronym that
stands for Recognize, Investigate, Savour, and Enhance and
represents the four steps of a mindfulness-based practice for
leveraging positive affectivity. Grounded in Buddhism, mind-
fulness is understood as increased awareness resulting from
increased attention to the present moment and lack of judgment
(e.g., Kabat-Zinn, 1994). In this context, non-judgment refers to

being open and accepting of various thoughts, emotions, and sen-

sations. A growing body of research overwhelmingly indicates the
effectiveness of mindfulness practices in increasing the amount
and degree of positive emotions that individuals feel on a day-
to-day basis (e.q., Davidson et al., 2003; Ryan & Deci, 2001) and
contributing to resilience and our physical and mental well-being
(e.g., Keng et al., 201).
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Soldiers from the Royal 22¢ Régiment wave to a patient as they
leave the Henri-Bradet long-term care centre (CHSLD) in Montreal,
Quebec during Operation LASER on June 19, 2020.

Photo: Corporal Marc-André Leclerc

How Positive Emotions Enhance Resilience

Other than simply feeling good, how does the experience of posi-
tive emotions enhance resilience? Positive emotions are thought
to perform an adaptive cognitive function in broadening our
thought-action repertoires or by expanding our list of possible
thoughts and associated actions in a given situation. In contrast,
negative emotions tend to narrow our mindsets (such as fight or
flight in response to fear). For example, think of a child engaged
in free play, which triggers the emotion of joy. Social play may
help develop social-affective skills, rough-and-tumble play may
develop physical skills, and object-related play may help develop
cognitive skills. Indeed, through play and exploration, positive
emotions broaden our abilities and thought processes, and
builds resources like skills and neuro-connections, which in turn
contributes to our good health and overall functioning (Folkman,
1997; Fredrickson, 2004). While the thought-action repertoire is a
momentary tendency, the psychological resources that positive
emotions help develop are long-lasting and can be recalled for
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£€ Indeed, positive emotions
help us acquire resources
that contribute to personal
transformation as we become
more creative, knowledgeable,
and resilient.”

future use (Fredrickson, 2004). Indeed, positive emotions help

us acquire resources that contribute to personal transforma-
tion as we become more creative, knowledgeable, and resilient
(Fredrickson, 2004). Ultimately, this broaden-and-build theory
suggests that positive emotions are antecedents of optimal func-
tioning, and that they are not merely the emotional projection of
optimal functioning.

Positive Emotions and Resource
Acquisition

The following are descriptions of the 10 most frequently experi-
enced positive emotions, from the most frequent to the least
frequent. Each has a trigger, thought-action repertoire, and
physical or psychological resource that is developed
(Fredrickson, 2013).

Love is triggered when another positive emotion is felt in the
context of a safe relationship. Love strengthens social connec-
tions, leads to self-expansion, and builds resources such as social
support, cohesion, and a sense of community.

Joy arises from unexpected good fortune, such as receiving
good news or a pleasant surprise. Joy promotes playfulness and
involvement in opportunities. Joy develops physical and psycho-
logical skills associated with the relevant activity (through play
and participation).

Gratitude is triggered when we acknowledge that someone
is the source of our good fortune. In other words, joy is the
antecedent of gratitude. Gratitude creates an urge to reciprocate
that kindness and develops skills including the generation of
new ideas for expressing gratitude and kindness to others, the

strengthening of social support, and other relationship indicators.

Serenity is experienced when we perceive our circumstances
as satisfying and cherished. When serene, we are at ease and are
comfortable in our current situation. Serenity creates the urge to
savour the moment, helps to develop this capacity, and highlights
our priorities.

Interest blossoms when something is perceived as both safe
and novel. Something new, unique, or challenging, but not over-
whelming, tends to pique our interest. Interest creates an urge to
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explore and learn, with knowledge gained from acting upon our
interests and acquiring resources.

Hope is exceptional in that it, ironically, arises under negative
circumstances. People experience hope when they are in dire
straits yet envision the occurrence of a positive outcome. Hope
encourages us to be innovative or creative when developing solu-
tions to problems we face and helps develop optimism
and resilience.

Pride results from taking at least partial credit for something
that is socially valued. Pride encourages goal setting for even
greater accomplishments in similar fields, develops skills that help
us reach our goals, and contributes to achievement motivation.

Amusement is triggered when we observe a noticeable but
non-serious mishap in a social context. For example, watching a
friend walk into a glass door can bring us amusement if we per-
ceive the blunder to be harmless. Amusement creates an urge to
experience and share laughter and joy, which helps to build and
strengthen social bonds.

Inspiration is experienced when we bear witness to human
excellence such as observing a great act of self-sacrifice or being
in awe of unimaginable skill. Inspiration motivates us to excel in
response and facilitates personal growth.

Awe is triggered when we are overwhelmed by beauty, excel-
lence, greatness, or power. For instance, we may feel in awe when
witnessing role models that we deeply admire. Awe allows us to
savour and appreciate the world around us and contributes to
the development of new worldviews and consideration of
differing perspectives.

How Mindfulness Enhances Resilience

Mindfulness, resilience, and well-being are intimately connected
(e.g., Pidgeon & Keye, 2014). Mindfulness is specifically thought to
contribute to resilience through the mechanisms of self-control
and emotion regulation (e.g., through reducing amygdala activity
which decreases fear and anxiety; Loos et al., 2020). Mindfulness
also enhances our physical health, by decreasing stress reactivity
and helping to mitigate against the ill effects of burnout. Several
studies have found that mindfulness practices are associated
with reduced rates of burnout, making it a useful work-related
resource to cultivate (Cohen-Katz et al., 2005). In addition to
preventing burnout, mindfulness can be an effective resource for
reducing emotional exhaustion, cynicism, and the loss of profes-
sional efficacy (Taylor & Millear, 2016). The utility of mindfulness
in organizational settings is apparent; it helps reduce the employ-
ee's susceptibility to burnout and enhances their well-being.

A growing interest in the use of mindfulness-based interven-
tions likely stems from their effectiveness in helping individuals
become less reactive to, and stronger in the face of, stressors
(Spijkerman et al., 2016). A meta-analysis of 15 online mindful-
ness-based interventions found substantial positive impacts
on depression, anxiety, and management of other stress-based



E€ When you R.I.S.E., you are
capitalizing on both the benefits
of leveraging positive emotions
and engaging in mindfulness-
related practice. By being
wholly attentive to our present
experience, we can appreciate,
savour, and prolong positive
engagement with our physical
and social worlds, and contribute
to our subjective well-being.”

outcomes (Spijkerman et al., 2016). A further benefit of mindful-
ness is that these practices blend East Asian and North American
cognitive behavioural practices (Hofmann & Gomez, 2017). This
blending of cultural practices could potentially improve their uni-
versality and receptivity.

R.L.S.E. to Resilience

R: Recognize your positive emotions. Pay careful attention to

what is happening in the present moment. Take a step back, pause,

and observe the situation more holistically (the bigger picture).

I: Investigate your inner experience. Explore your positive
thoughts and sensations with curiosity and openness. "I think
| am feeling ___. What is it about this person’s behaviour/this
experience that makes me so ___? Why is this so important
to me?”

S: Savour and appreciate the positive emotions and current
situation. Stay in this experience for at least 30 seconds with-
out getting distracted by something else. Research shows that
savouring is linked with greater subjective well-being (Smith &
Bryant, 2017). Specifically, some documented benefits of devel-
oping and using an increased savouring ability include greater
perceived emotional control (Bryant, 2003), reduced depression

and anxiety (e.g., Borelli et al., 2015), increased disclosure of posi-

tive events to one’s partner, and improved relationship quality
(Pagania et al., 2015).
E: Enhance your felt experience of these positive emotions.

Bryant and Veroff (2007) distinguish specific strategies for enhan-

cing positive emotions during positive events, including memory

LEADERSHIP

building (intentionally creating a memory for that event by taking
a mental picture), sharing with others (including others in the
experience allows the positive emotions to be reciprocated, which
allows others to benefit from it), sensory-perceptual sharpening
(exploring that event in more perceptual detail), absorption (pro-
motes the sensation of slowing down), and counting blessings
(increasing felt gratitude). In addition, it is important to avoid kill-
joy thinking which includes efforts to downplay or devaluate the
positive experience.

Why You Should R.I.S.E

Positive emotions play a critical role in broadening our minds and
building our resources. They promote creativity, social connec-
tions, personal resources, and resilience. As we enter the COVID-19
post-pandemic era, the experience of positive emotions can be

an effective mechanism for nurturing resilience. The experience
of positive emotions is positively linked with a resilient mindset,
even in periods of prolonged stress like that experienced during
the pandemic. Resilience is also strengthened by mindfulness
practices that reduce the reactivity of our amygdala and develop
our stress management.

When you R.LS.E., you are capitalizing on both the benefits of
leveraging positive emotions and engaging in mindfulness-related
practice. By being wholly attentive to our present experience, we
can appreciate, savour, and prolong positive engagement with
our physical and social worlds, and contribute to our subjective
well-being. We also gain plenty of opportunities to broaden our
skills and experiences, and build key resources needed when
times get tough in the future. We encourage you to R.LS.E. to the
challenge and cultivate positive emotions in your personal and
professional lives.

Crewmembers aboard HMCS WHITEHORSE participate in a yoga class
during Operation CARIBBE on April 2, 2020.

Photo: Canadian Armed Forces photo
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Commander Canadian Army and Defence Team Champion for Indigenous People, attaches the Survivor's Flag, during a ceremony commemorating
the National Day for Truth and Reconciliation held at Carling Campus in Ottawa, Ontario on September 29, 2022.

Photo: Sailor First Class Anne-Marie Brisson, Directorate Army Public Affairs, Canadian Army
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Introduction demographic shifts resulting from immigration. The Canadian
Armed Forces (CAF), for example, launched a Diversity Strategy in
2016° and Operation GENERATION in 2018, to, among other things,
make its workforce more diverse and inclusive.” Strong, Secure,
Engaged: Canada’s Defence Policy espouses that “the Canadian
Armed Forces must reflect the diversity of the country we defend.
We need a military that looks like Canada.”® It also states that,
“The Canadian Armed Forces is committed to demonstrating

The extent to which Canadian society and institutions reflect and
include Indigenous and visible minority" demographics is topical.2
With the adoption of multiculturalism in Canada as manifested

by policy objectives in the Multiculturalism Act,? there is an
imperative that state institutions would embrace diversity and
inclusivity.* This is made more pressing with the contemporary
salience of employment equity and diversity issues, as well as by
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leadership in reflecting Canadian ideals of diversity, respect and
inclusion.” The most recent Canadian Armed Forces Ethos: Trusted
to Serve also communicates CAF aspirations for inclusivity.® While
the CAF has embraced multiculturalism,” and “has a rich history
with respect to diversity, " studies and recent events contest this
image™. In 2022, the Minister of National Defence (MND) Advisory
Panel on Systemic Racism and Discrimination issued a report
identifying systemic racism in the CAF As well, recruitment and
retention of Indigenous and visible minority Canadians remains

a challenge, even while overall recruiting is challenged.” The
Diversity Strategy speaks of an aspiration to position the CAF

as “an Employer of Choice™ for all Canadians. A thought-pro-
voking essay in the Canadian Military Journal asks: “Can the
Canadian Forces Reflect Canadian Society?" Writing as a visible
minority immigrant who has had a positive experience serving

in the CAF since 2010, my paper addresses this question with
respect to Indigenous and visible minority Canadians. Drawing

on legitimacy theory,”® leadership theory,”” and Erving Goffman's
concept of total institutions, 2 it is suggested here that the CAF
has the potential to position itself as an employer of choice for
Indigenous and visible minority Canadians.

Background and Theoretical Context

In 1971, Canada adopted multiculturalism as an official policy
(subsequently codified into law in 1985%), the first country in the
world to do s0.2 As public policy, multiculturalism has ramifica-
tions for the ordering of Canadian society and its institutions. To
the extent that the former must be imaginable as a diverse and
inclusive nation community, the latter must reflect diversity and
inclusion in employment and leadership practices.2

Parliament’s Standing Committee on National Defence was
sufficiently concerned about diversity in the CAF to initiate a
study on the subject in 2018.2* Recognizing diversity in the CAF to
be less than adequate vis-a-vis institutional targets, the resultant
report argues for diversity on normative grounds: it is the right
thing to do within the context of Canadian policy, law, and val-
ues. It also makes an argument on pragmatic grounds: a diverse
military brings “strategic advantage"® and is a “force enabler."?
While the report is multifaceted, the focus of this paper is nar-
rower: Indigenous and visible minority Canadians.

In May 2022, the Office of the Ombudsman for the Department
of National Defence (DND) and CAF reported that despite insti-
tutional efforts, “The Department of National Defence and the
Canadian Armed Forces have deeply embedded barriers to
employment equity representation goals, recruitment, career
advancement, retention, and culture, which are all intertwined."?
Madame Louise Arbour made similar observations in the external
review of the DND and CAF in 2022.28

Academic research recognizes the CAF's lack of diversity and
institutional attempts to address this.?? Tammy George's 2016
doctoral thesis® notes the same shortfalls with regard to visible
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minorities that the Chief of the Defence Staff (CDS) highlighted
when he declared an unprecedented personnel crisis in 2022.%
George's research suggests institutional inability to recruit and
retain Indigenous and visible minority Canadians because of the
systemic racism flowing from the nation's origins that impacts
Canadian society and its institutions. This is consistent with the
MND Advisory Panel’s observations.®

In addition to articles authored by academics and CAF
leaders in the Canadian Military Journal, highlighting the value
of diversity and proposing diversity strategies,® and studies
conducted for the DND's research institution, Defence Research
and Development Canada (DRDC),® the subject of diversity in
the CAF has animated research in the Joint Command Staff
Program, which develops CAF senior leadership. For example,
Major Chris MacDonald proposes recognizing that visible minority
demographics are not homogenous when designing recruitment
strategies, involving visible minority communities in recruit-
ment, using social media to connect with these demographics,
and increasing visible minority representation in institutional
leadership.® Major Patrick Horsman proposes opening recruit-
ment to eligible permanent residents awaiting citizenship, with
appropriate caveats to manage risk.3’ For Major Daniel Gregoire,
“Changing policies, educating personnel on diversity, inclusion,
and applying gender-based analysis methods contribute to
changing the military culture to a culture more attractive to
a diverse Canada.”%® Lieutenant-Colonel Leslie Rediger's work,
which focuses on the female experience within the CAF, explores
how the CAF can become an employer of choice (EOC) for employ-
ment equity groups.®® Defining an EOC as “an organization that
employees consciously aspire to work for, given more than
one option, and one that they would recommend to others ...
an organization that is also able to retain its employees long-
term,"“0 Rediger arques that “the CAF needs to fundamentally
change its organizational culture and its members’ attitudes
towards diversity and social change in order to attract, retain and

E€ The CAF needs to
fundamentally change its
organizational culture and its
members’ attitudes towards
diversity and social change

in order to attract, retain and
support a diverse workforce that
serves Canadian interests.”



support a diverse workforce that serves Canadian interests.”
And the CAF clearly wants to be an EOC, as evidenced not only

by policy aspirations and institutional initiatives, but also by the
academic and market research it routinely commissions to under-
stand recruitment audience dynamics.”2

The ideas presented in the relevant reports, policies, and
research publications are best understood using legitimacy
theory. Mark Suchman defines legitimacy as “a general percep-
tion or assumption that the actions of an entity are desirable,
proper, or appropriate within some socially constructed system
of norms, values, beliefs, and definitions.”* Hence, legitimation
is a process by which an organization positions its culture within
the societal normative framework to justify its existence or oper-
ations. According to Suchman, institutional self-interest is in the
realm of pragmatic legitimacy. Public perception of institutional
adherence to the social normative system is in the realm of
moral legitimacy.

Pragmatic and moral legitimacy account for self-inter-
est-driven legitimation and legitimation informed by “the right
thing to do,"* respectively. This understanding captures the
rationalizations given for diversity in the CAF. For example,
Trusted to Serve, says: “As a national institution that needs to be
credible and trustworthy, the CAF must be representative of the
diversity of people, history and traditions of Canada."* Similarly,
“Inclusion within an equitable professional culture is essential
to creating a sense of belonging and cohesion. Within the CAF,
inclusion makes our military teams stronger."# Also, the Diversity
Strategy states that:

Maximizing the potential of a diverse workforce is not
only a social imperative, but is also an operational
advantage which was reinforced by our recent overseas
experiences where diversity made significant contribu-
tions to CAF operations.*

The reports, policies, and literature suggest that culture
change within the CAF is needed to facilitate legitimation. While
definitions of culture are diverse across academic disciplines and
professions, for the purposes of this paper, culture can be defined
as "the learned beliefs, values, rules, norms, symbols, and trad-
itions that are common to a group of people™®and “... the set of
artefacts, values and assumptions that emerge from interactions
of organizational members."# This translates into “the way things
are done around here"® through institutional socialization. For
example, what are the worldviews, perspectives, and lenses main-
streamed within the CAF? Are the organizational environment and
practices welcoming and supportive of Indigenous and visible min-
ority Canadians, given Canada's (and the CAF's) historical origins?

The CAF defines leadership as, “The process of directly or
indirectly influencing others, by means of formal authority
or personal attributes, to act in accordance with one's intent
or a shared purpose.”™ The goal is achieving “situational
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favourability."> In this case, within a contemporary multicultural
context, how can the CAF achieve situational favourability to
attract and retain Indigenous and visible minority members?%
Within CAF doctrine, transformational leadership, defined as “a
pattern of leader influence intended to alter the characteristics of
individuals, organizations, or societies in a fairly dramatic or sub-
stantial way,"* is “rooted in the value systems of the Canadian
military ethos and may refer either to the transformation of
people or to organizational transformation.”® Further:

Transformational leadership may be exercised by a
talented individual with a compelling idea and the skill
to communicate it to others, or by a leadership team
united by conviction in its transformational aims ...
the professional socialization of new CAF members
into the military ethos and its values represents the
institutionalized transformation of people... Similarly,
the adoption of CAF-wide practices that enable organiz-
ational learning and promote continuous improvement
represents institutionalized transformation of the
organization.*

It is useful to understand the CAF as what Erving Goffman
calls a “total institution"" or a unique organization bracketed
outside the mainstream, and in which member conduct is requ-
lated, all with the aim of achieving common organizational goals.
This is not a novel conceptualization.3® The CAF as an institution
is relatively bracketed out of the mainstream, and member cogni-
tion/worldview is shaped to uniqguely reflect institutional values.
Members develop capabilities and perspectives that they would
not have had but for their complete immersion within the total
institution. The total institution is conducive to transformational
leadership in this regard; it provides the incubation to keep mem-
bers focused, and thus a “captive audience” for transformational
leadership influence. It also possesses unique symbolic and cul-
tural levers through which member behaviour and worldview are
shaped.® Divergences from appropriate behaviour can be quickly
identified and corrected, or, when necessary, sources of negative
influence can be expelled. The military total institution exists to
engender public spiritedness, discipline, unlimited liability, cour-
age, integrity, and other warrior attributes in the civilian recruit,
and to sustain those attributes. Leadership inspires the cohesion
and esprit de corps necessary for the military total institution to
channel these warrior attributes for “militant mission"® success,
whether in traditional warfighting or in any other endeavour it
undertakes. Similarly, through transformational leadership, an
inclusive culture conducive to Indigenous and visible minority
members can be fostered within the total institution in ways that
would not be feasible in the mainstream.® Therefore, though the
total institution has been linked to problems of inappropriate
behaviour and exclusion within the Canadian military, it is also
recognized that this is not always the case® and, as is argued in
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this paper, the positive attributes of the total institution can be
harnessed for culture change through leadership.

Points for Consideration

As mentioned in the introduction, the CAF has the potential to be
the employer of choice for Indigenous and visible minority mem-
bers. Suggestions are proposed below, all consistent with Trusted
to Serve .

1. Transformational Leadership for
Culture Change

The CAF identifies leadership as critical for “the imple-
mentation of the strategy and the overall diversity climate
within their organizations.” Thus, “active engagement

of CAF leadership to accomplish culture change in favour
of a diverse CAF that is representative of Canada’s
population is paramount.”®> The CAF has been a learn-

ing organization,% taking steps to increase Indigenous
recruitment. However, as the MND Advisory Panel heard
from Indigenous members: ... Defence Team efforts seem
concentrated on influencing individual Indigenous People
to consider a career in the Canadian Armed Forces without
subsequently offering them a culture that welcomes their
unique perspectives or respects their traditions. Once these
Indigenous recruits enter the military, ongoing initiatives
to maintain or integrate Indigenous culture as advertised in
the summer programs are not prevalent.

Similarly, the CAF has expanded its outreach towards visible min-
orities, but:

Black people are not adequately represented at the senior
leadership level. Their representation at mid-management
level, such as director or senior officer, is also lower than
that of other visible minority groups. The absence of Black
representation and the failure of the organization to make
meaningful strides in this regard at the leadership level
have eroded trust in the DND/CAF among Black Defence
Team members.58

In other words, more work needs to be done. The way forward,
therefore, requires institutional acknowledgement of cultural
deficiencies and culture change through transformational
leadership (both arguably reflected in ongoing institutional
initiatives®). While Goffman conceptualizes the total institution
as a modernist disciplinary enterprise, it could be seen as a
space where multicultural normative values can be nurtured, and
where leaders socialize organizational members in a manner not
feasible outside this disciplinary space. Leadership will have to
continue addressing latent systems, structures, and (sub) cultures
that reproduce a status quo that works against attracting and
retaining Indigenous and visible minority members. In this regard,
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E€ The way forward, therefore,
requires institutional
acknowledgement of cultural
deficiencies and culture change
through transformational
leadership (both arguably
reflected in ongoing institutional
initiatives).”

the MND Advisory Panel report is a useful source of direction
because it consolidates previous studies as well as work done by
Defence Advisory Groups (DAGs), such as the Defence Indigenous
Advisory Group, the Defence Women's Advisory Organization,

the Defence Visible Minorities Advisory Group, the Defence
Advisory Group for Persons with Disabilities, the Defence Team
Pride Advisory Organization, and Defence Team Black Employee
Network. The Panel bemoans the fact that previous findings are
merely gathering dust. However, transformational leadership
has the potential to harness norms grounded in the institutional
ethos™ to shape member behaviour within the institution. This
recalls that “dignity of all persons” is the highest principle in the
pantheon of the CAF's ethical regime which speaks to "diversity,
equity and inclusion."™ The total institutional cultural, adminis-
trative, and disciplinary levers give leadership unique capabilities
to shape the organizational space by denying cultural terrain to,
or disrupting/interdicting, elements such as White supremacy
groups that challenge an inclusive environment.”

It is important that members understand the need for change,
and not merely pay lip service just for the sake of political cor-
rectness. As has been arqgued in reaction to the MND Advisory
Panel's report, “Historically, responses to racism and discrimin-
ation in the CAF have been superficial and reactionary in nature,
for example, focusing on providing courses or modules, with a
lack of buy-in and continued internal resistance.”” The social-
ization process within a total institution must be understood
as negotiated rather than being strictly top-down. Grassroot
adoption is necessary because passive or active member resist-
ance are always possible within the total institution.™ As Rediger
notes, given the size of the CAF, its dispersed nature, and its
deep traditions, member friction resulting from culture change
must be anticipated and pre-empted through communication and
education; “instant obedience and uniformity”™ are not quaran-
teed. Thus, transformational leadership requires role modelling,



constant feedback, and measurable culture change.” As Alan
Okros observes,” it is not unusual for dominant institutional ele-
ments to define benchmarks for success when “accommodating”
minorities. Thus, feedback from Indigenous and visible minority
members on their institutional experiences is important if they
are to have agency in the diversity and inclusion process.’® It

is in this spirit that Brian Selmeski's study proposes a path of
neqgotiation between leadership and Indigenous communities on
cultural elements that will make them “feel like full members of
the profession”™ while ensuring institutional viability is main-
tained. Naturally, as a profession of arms, “individual values and
beliefs must align with CAF values and be balanced against the
constraints of operational effectiveness and the principle of uni-
versality of service.”8 In this regard, Rediger observes:

Balancing diversity and culture change initiatives with

the critical needs of the organization is a delicate process.
Critical needs should not be confused with established
practices, procedures, culture and traditions. The needs of an
organization for operational readiness, or critical capabilities
need to be identified, validated and screened for bias in
order to really understand what the CAF needs to be success-
ful rather than what it has used to be successful in the past.®'

A classic illustration of the transformational leadership ref-
erenced in this section is the initiative taken by the commanding
officer of the Princess Louise Fusiliers in Halifax, Nova Scotia, to
launch the Diversity Soldier Experience Program (DSEP) in 2020.82
This program creates internal awareness about societal divers-
ity as well as historical Indigenous, racialized, and gendered
realities. This not only ensures that the unit is able to engage in

community outreach to obtain recruits, but also eliminates poten-

tial sources of othering that might militate against meaningful
participation by Indigenous and visible minority members once
they join.

His Majesty's Canadian Ship (HMCS) Vancouver participates in a re-
enactment of the Incheon Landing Operation and a Fleet Review with
Republic of Korea Navy Ships and United States Ship (USS) America
on September 15, 2023 in Incheon, South Korea.

Photo: Corporal Alisa Strelley, Canadian Armed Forces Photo
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E€ Thus, transformational
leadership requires role
modelling, constant feedback,
and measurable culture change.”

Indigenous and visible minority members must be integrated
into CAF leadership by means of a succession plan. This will help
signal inclusivity at the highest levels, help ensure that diverse
realities are reflected in decision-making, and reduce uncon-
scious bias and privilege.#

In addition, the CAF's diversity and inclusion space has a
multiplicity of groups. These produce discourses, that, in the
“Sense” operational function,® will need to be consolidated and

communicated for action by leadership and sharing as best practi-

ces among groups. This requires dedicated vehicles within higher
headquarters to manage this function. And where changes are not
possible, leadership must be able to communicate this candidly.

2. Public Communication

The CAF sets out the following diversity strategic communication
objective:

To remain relevant in an increasingly changing Canadian
society, the CAF must strive to effectively communicate
how it values and promotes diversity not only to build the
reputation as an employer of choice, but to foster deeper
more respectful relationships with all of Canada.®>

Drawing on EOC literature, Rediger suggests that:

Awareness of initiatives, cultures, values and work content
is key in becoming an EOC, as a choice can only be made if
the information is available, communicated and accessible.
It is about attracting people but also about selling the
organization. However, the messages need to be authentic
and backed up by honest testimonials.®

As previously mentioned, the CAF is a learning organization and
has evolved institutional norms and practices to be more sup-
portive of Indigenous and visible minority members. For example,
the CAF has established the following programs for Indigenous
recruitment;®
* Indigenous Leadership Opportunities Year;

Canadian Forces Indigenous Entry Program; and,

Summer training programs such as

> Bold Eagle;

=~ Raven;

~ Black Bear;

= (Carcajou; and,

= Grey Wolf.
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Research suggests that these programs resonate with
Indigenous communities as gateways for entry into the CAF® and
thus must be sustained. The CAF also employs diverse members
in recruitment, “and has addressed concerns that minorities
sometimes have regarding the military."8® However, without an
informed, active, strategic public communication of opportunities
for service in the CAF, Indigenous and visible minority Canadians
would not be attracted to join.% It has been said that, “the
under-representation of visible minorities may in part reflect the
fact that in some countries of origin (e.q., in Africa, the Middle
East, Asia and South America—increasingly the countries of origin
of immigrants to Canada) the military is not seen as a career of
choice or the defender of a nation, but as a machine of oppres-
sion.”” This may discount the agency exercised by immigrants
who make a conscious choice to make Canada their home based
on the distinction between Canada and their native countries.
Certainly, there is evidence that some immigrants conflate the
CAF with militaries in their countries of origin and this might be
a barrier to recruitment.®2 But, as Christian Leuprecht puts it,
“immigrants to Canada readily distinguish between armed forces
in their home country and the CAF."% Yet, the issue of community
awareness of CAF career options is a live one, as Justin Wright
and Felix Fonséca found in their 2016 focus group studies among
CAF members from immigrant communities.* Indeed, Ipsos Reid
surveys of visible minority demographics for the CAF in 201, 2012,
and 2014, corroborated by Wright and Fonséca's research, indicate
nuanced attitudes towards employment in the CAF, informed by
pragmatic concerns and comparisons with other professional
opportunities, similar to attitudes found within the general public.%
The 2012 Ipsos Reid survey found that:

Compared to general public youth respondents, Asian and
Arab-Canadian youth were more likely to see joining the
Canadian Forces “as a good way to help others” (78% v.
69%), as a way to gain “experience that is valuable experi-
ence outside of the military” (72% v. 64%), and “as a good
way to serve the country” (72% v. 58%).%

Similarly, 82% of parents within the immigrant demographic
surveyed indicated that, “joining the Canadian Forces is a good
way to serve the country,” with a comparable percentage agree-
ing that “joining the Canadian Forces is a good way to help
others."?" It is also observed that “legitimacy, integration, mem-
bership, and formal citizenship status”®® are benefits that visible
minority Canadians who choose to serve derive. Military service
is @ means for Indigenous and visible minorities, especially new
Canadians, to assert their agency, identity, citizenship, and sense
of belonging in society.”® All three Ipsos Reid surveys, however,
indicate limited familiarity with the CAF among visible minority
communities.” Anecdotally, most new Canadians | speak to as a
visible minority immigrant are astonished to find out that they
are welcome in the CAF. New Canadians might be oblivious to the
fact that barriers to service in their countries of origin (e.g., age,

Canadian Revue militaire
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gender, sexual orientation) do not exist in Canada. Therefore,
public communications focusing on new Canadians across mul-
tiple media platforms is important. The choice of channels must
be strategic, as should the choice of messaging. Messaging and
imagery must highlight professional opportunities in the CAF,
some of which might not be as accessible in the civilian space.”
For example, it is noted that:

... recent immigrants to Canada face high rates of both
underemployment and unemployment. Statistics Canada
reported that between 1991 and 2006, “the proportion

of immigrants with a university degree in jobs with low
educational requirements (such as clerks, truck drivers,
salespersons, cashiers, and taxi drivers) increased.” Even
after being in Canada for fifteen years, “immigrants with a
university degree are still more likely than the native-born
to be in low-skilled jobs.""%

However, visible minority new Canadians who, interested in
a military career, enter the CAF and complete their training are
guaranteed fulfilling positions. Whether serving in the Reqular
Force or as a Reservist, they are eligible for financial support
to complete post-secondary education and skills training, and
to obtain valuable career training and experience that they
can leverage in the mainstream economy. Thus, the practice of
conducting recruiting outreach during citizenship ceremonies
in urban areas'® must be sustained and expanded to non-urban
areas as well. Indigenous and visible minority members must also
have a role in recruiting and instructing to provide candid per-
spectives to prospective or new recruits. %4

It is important that the historical military service of
Indigenous and visible minority Canadians is woven into the
institutional narrative. The recent recognition of the efforts of
Indigenous Peoples like Tommy Prince'® and Black soldiers in the

EE Whether serving in the
Regular Force or as a Reservist,
they are eligible for financial
support to complete post-
secondary education and skills
training, and to obtain valuable
career training and experience
that they can leverage in the
mainstream economy.”



No. 2 Construction Battalion,% in the face of institutional preju-
dice and rejection during the First World War, are examples of that
kind of inclusive narrative. Such narratives would build trust with
audiences in demonstrating that the organization acknowledges
its wrongs, and values/reflects people like them. For example,
Felix Fonséca and Jason Dunn’s study found that many Indigenous
members joined because of family histories tied to CAF service.!”
But the narratives are also “culture embedding mechanisms"108
for institutional members. This is important as leaders are
expected to socialize and reinforce the institutional ethos,'®
e.g., by being “good teachers of unit and CAF heritage and hist-
ory"™0 to “create the conditions that will foster acceptance and
internalization of the ethos."™

Based on audience research, leadership can direct recruiting
advertisements with rhetorical/semiotic appeals directly focus-
ing on immigrant communities and in media that cater to these
communities.™ It is also important that CAF leadership build
dialogic relationships with relevant community representatives,
such as Indigenous and immigrant community stakeholder group
leadership. These representatives are gatekeepers or “influen-
cers"™ who can provide access to their communities once they
understand what the CAF has to offer. They can articulate com-
munity concerns with regard to the CAF and advise on shaping
the CAF workplace into a more inclusive one. This should be the
kind of respectful, dialogic relationship that Selmeski suggests™
and which has been enacted in programs such as the DSEP. The
preceding points are consistent with the “targeted attraction and
recruitment” strategy for underrepresented groups in the CAF's
Employment Equity Plan™ and suggestions made by respondents
to the Ipsos Reid surveys." Feedback gathered from the 2012 sur-
vey (and reflected in the 2011 and 2014 surveys) is noteworthy:

... personal involvement of Canadian Armed Forces mem-
bers—at cultural events, in the mosque, in community centres
and in schools—could go a long way towards addressing
their communities’ lack of familiarity with the Forces and in
making the CAF a real, rather than remote or abstract, career
option. Putting members of their community who wear

the CAF uniform at the front and centre of efforts in their
communities would help to alleviate some of the conflicted
feelings they have about military service in Canada. It
would also impress upon them that the CAF is serious about
becoming diverse and can truly include them, while enabling
them to retain their cultural identities and values."”

In addition, with regard to engagement approaches, respondents
recommended:

involving members from their ethnic community in recruit-
ment efforts, showcasing former CAF members from within
their community who had gone on to become successful
outside the CAF, and involving Asian and Arab-Canadians
who are highly ranked members of the Canadian Forces."®

LIVED EXPERIENCE

Interviewees in the 2014 survey stressed, “the importance of
going beyond the ‘tokenism' in which visible minorities simply
appear in advertisements and brochures, towards a more per-
sonal engagement."™

Conclusion

The CAF can certainly reflect Canadian society within its ranks,
and is making efforts at achieving this. Drawing on legitimacy
theory, leadership theory, and Goffman’s concept of total insti-
tutions, the argument is advanced that the CAF can be made an
employer of choice for Indigenous and visible minorities through
1) transformational leadership for enduring culture change, and
2) robust public communication of what the CAF has to offer
Indigenous and visible minority communities.

While this could be seen as an attempt to instrumentalize
certain demographics, it is important to recognize that the CAF
is a societal resource or “an important national program™'? that
must be equally and equitably available as a service opportunity.
Without appropriate communications strategies, Indigenous and
visible minorities would be oblivious to this opportunity. As well,
ensuring that the CAF is welcoming of these demographics is
already part of the institutional ethos.

However, a diverse CAF is not necessarily an inclusive CAF™
one in which diversity is not merely approached to meet requla-
tory imperatives but rather, one in which members have relative
agency to participate meaningfully. This is consistent with the
CAF's aspiration for “an inclusive environment where everyone
feels empowered to contribute their full potential in the execu-
tion of their military duties.""22 It is also consistent with the CAF's
understanding that, “Inclusion means producing a work environ-
ment in which all employees have a sense of belonging, are
valued for their unique capabilities, are encouraged to be their
authentic selves and are supported in achieving their full poten-
tial.""23 Thus, transformational leadership must start with culture
change that mainstreams multiculturalism as a non-negotiable
value and eschews ethnocentrism. In this regard, transforma-
tional leadership must be conscious of the fact that while overt
racism and discrimination may be untenable in contemporary
times and “may have all but disappeared” in the CAF,%* inferential
or subliminal racism exists,’? especially when rendered as institu-
tional “common sense."1%
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Veterans, civilians and over 350 military personnel participate in a Remembrance Day ceremony at the Citadelle in Québec, Québec,
November 11, 2016.

Photo: Cpl Nathan Moulton, Valcartier Imaging VL02-2016-0088-006

Assessing VAC's research and its
influence on income replacement policy
for disabled Reserve Force Veterans
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LIVED EXPERIENCE

The Canadian Armed Forces (CAF) consists of the Regular Force (Regulars), Reserve Force (Reservists), and Special
Force components. Reservists enroll in one of four subcomponents to perform duty' through three classes of service
as shown in Figure 1.2 Compared to Requlars, Reservists typically have lower military pay and a variable frequency
of military employment, relying to different degrees on civilian earnings.?

Figure 1: Summary of Res F subcomponents and classes of service

Primary Reserve
(P Res)

Canadian Rangers
(Rangers)

Cadet Organizations
Administration and
Traning Service (COATS)

Supplementary Reserve
(Supp Res)

Duty and training
as may be required

Duty and training as may
be required but not

Supervision,
administration, and

Not required
to perform any
military duty

of them annual training training of cadets
CIas§ A Part-time service Part-time service Part-time service
service

Long-or short-term Long- or short-term Long- or short-term

Class B full-time temporary full-time temporary full-time temporary
service training or administrative training or administrative training or administrative

service service service
Class C Full-time service on a Full-time service on a
service military operation military operation

When service-related injuries prevent Reservists from civilian

and military employment, they may seek financial compensa-

tion through four government programs* CAF Reserve Force
Compensation benefits; CAF Long Term Disability (LTD) insurance®;
Government Employees Compensation Act benefits” and VAC's
Income Replacement Benefit (IRB).8 Each program has unique
eligibility requirements, admissible injuries, duty circumstances,
and scales of benefits. This article focuses on the IRB for eligible
Veterans with service-related disabilities while enrolled in VAC's
medical, psychosocial, and vocational rehabilitation program.

Originally named the Earnings Loss Benefit (ELB) in the
2005 Canadian Forces Members and Veterans Re-establishment
and Compensation Act (CFMVRCA), sometimes called the New
Veterans Charter, the benefit was renamed the IRB with chan-
ges introduced through the 2019 Veterans Well-bring Act (VWA).
The government's objective for the IRB is to provide Veterans,
“replacement income to relieve financial pressures ... to success-
fully complete rehabilitation.”® Rehabilitation may take months or
years and, if unachievable, the IRB will be provided for life.

VAC determines the benefit using an “imputed income”
formula defined in the Veterans Well-being Regulations (VWR).
While VAC's website notes the IRB ensures “Veterans' total income
will be at least 90 percent of their gross pre-release military
salary,” this is not the case for disabled Reserve Veterans.”

Comprising 47% of CAF Veterans®” and 17% of IRB recipients,”
the imputed income for Reserve Veterans is defined as their
military pay backdated to the “event that resulted in the ...
health problem.” First defined in 2006, subsequent changes are
summarized in Figure 2. Despite Reservists relying to different
degrees on civilian earnings, the imputed income is based solely
on their military salary at the time of the injury, even if it is of

a previous pay rate or rank. In 2015, a minimum amount payable
for all Veterans was introduced, and in all versions, the benefit
is adjusted annually for inflation. Noting that this method of IRB
calculation can result in unfair outcomes for Reserve Veterans, in

EE While VAC's website notes

the IRB ensures “Veterans' total
income will be at least 90 percent
of their gross pre-release military
salary,” this is not the case for
disabled Reserve Veterans.”
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Figure 2: Summary of VWR Res F Veteran imputed income definitions

Imputed income is military salary at...

> (Reqular)... release from the Reqular Force

> (Reservist Class C)... completion of the Class C when originally injured
> (Reservist Class B over 180 days)... time of release

> (Reservist Class A & B)... deemed monthly salary $2,000

Imputed income is military salary at time of...

2011

> (Reqular)... no change
> (Reservist Class C).. no change

(
> (Reservist Class B over 180 days)... completion of the Class B when originally injured
> (Reservist Class A or B)... deemed monthly salary $2,700

Imputed income is military salary at time of...

2015

> (Reqular)... no change

> (Reservist Class C)... no change

> (Reservist Class A or B)... completion of the Class A or B when orignally injured

2020 the Veterans Ombudsman cautioned of an “unconscious bias
in favour of Reqular Force Service as compared to Reserve Force
Service;" this echoed a similar 2013 Ombudsman’s report.”

As the official newspaper of the Government of Canada, the
Canada Gazette publishes new and proposed government requla-
tions.® Prior to the 2006 requlations and for each amendment, it
announced that modern disability management studies, research
on successful transition, committees, organizations, and evalua-
tions on gaps and improvements were used to develop the ELB."
As the Gazette claimed changes were made “in response to...
VAC's own research," this article reviews VAC's research between
1992 and 2018 in order to determine how findings have been used
to define “imputed income” for disabled Reserve Veterans.

METHODOLOGY

To examine the extent of VAC's research related to income
replacement for disabled Reserve Veterans, this article uses a
four-stage methodological framework to identify relevant VAC
publications. Publications are compared to legislation, requla-
tions, and the corresponding Canada Gazette editions providing
VWR background. It should be noted that the CFMVRCA and requ-
lations were renamed the VWA and VWR in 2019, at which time the
IRB replaced the ELB and other benefits. This article will use IRB
to describe IRB or ELB.

Canadian Revue militaire
MilitaryJournal cm | Rm canadienne

Stage 1. Identifying the research
question

This review examines the extent to which VAC research has
informed the IRB imputed income to meet the government'’s
objective of relieving financial pressures for the study population
of Reserve Veterans. Not defined in legislation or VAC's policies,
financial pressures in this article are defined as “threats to

the Veteran's financial well-being," where financial well-being

is defined by Skomorovsky et al. as the “state where one can
fulfill current and ongoing financial obligations, have a sense of
financial security, and is able to make choices that allow enjoy-
ment of life." As the IRB supports disabled Veterans undergoing
military to civilian transition, this article uses the CAF's definition
of transition, that is, “the period of reintegration from military
to civilian life and the corresponding process of change that a
serving member/Veteran and their family undertake when their
service is completed.”?

Stage 2. Identifying relevant studies and
documents

VAC's Annotated Bibliography of VAC Research Directorate
Publications for 1992-2018 (Annotated Bibliography)?' lists “all of
the English reports"22 and presents 161 publications which provide
“sound scientific evidence” informing VAC policies, programs, and



services; twelve additional research publications were retrieved
from the VAC Research Directorate website.?® Of these, 123 were
available in full or as abstracts at websites of the VAC Research
Directorate, Canadian Institute for Military and Veteran Health
Research, the Journal of Military, Veteran and Family Health, and
the Veterans and Families Research Hub. For the remaining pub-
lications, the Annotated Bibliography provided 50-word citations.
Current and past versions of the CFMVRCA, VWA, and VWR were
available at the Department of Justice website and the Canada
Gazette was retrieved from www.canadagazette.gc.ca.

The VAC-CAF Advisory Council's 2004 report, The Origins and
Evolution of Veterans Benefits in Canada 1914-2004,2* with for-
ward by Peter Neary, helps frame the introduction of the 2005
CFMVRCA. In addition to VAC research publications, L. Williams and
J. Anderson's, The unique financial situation of a Primary Reservist:
Satisfaction with compensation and benefits and its impact on
retention,? presents a picture of the Reservist's mix of civilian
and military earnings, while the Auditor General of Canada's
2016 report on the Canadian Army Reserve® helps to understand
physical risks inherent in Reserve service.

Figure 3: Process to select relevant VAC research publications

LIVED EXPERIENCE

Stage 3. Study selection

The 173 publications were reviewed using the theme of
“Transition,” including topics such as military to civilian tran-
sition, post-release rehabilitation, compensation, pre- and
post-release financial health, and life after service; Figure 3
illustrates that 49 publications met the “Transition” theme.
“Population Group,” was assessed to determine research related
to Reserve Veterans or all Veterans, resulting in 19 publications
meeting “Transition” and “Population” criteria. These were
reviewed for IRB-specific criteria, such as financial well-being,
employment, and income issues, with nine meeting the full scop-
ing criteria; eight concerned all Veterans and one exclusively
studied Reserve Veterans.

163 publications identified in
Annotated Bibliography

Ly

173 publications screened using

Additional 12 publications on VAC website

124 publications removed that did not

“Theme" criteria 5 meet “Theme" criteria
49 publications meet “Theme" criteria, s 30 publications removed that did not
screened for “Population Group” meet “Population Group” criteria
19 publications meet “Population Group s 10 publications removed that did not

criteria, screened for “IRB-specific”

)

9 publications included in review

meet “IRB-specific” criteria
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Stage 4. Collating, summarizing, and reporting the results

The selected publications are listed in Table 1. Each was reviewed in detail and the findings are discussed in the Results section.

Table 1: Selected VAC research publications

CAF clients of VAC: Risk factors for post-release socioeconomic well-being Marshall and Matteo 2004
The origins and evolution of Veterans benefits in Canada 1914-2004 VAC-CAF Advisory Council 2004
Work-related experience and financial security of VAC clients Marshall et al. (1) 2005
Post-military experiences of VAC clients: the need for military release readiness Marshall et al. (2) 2005
Pre- and post-release income: Life After Service Studies MacLean et al. 2014
2013 synthesis of Life After Service Studies Van Til, et al. 2014
Income adequacy and employment outcomes of the New Veterans Charter MacLean, et al. 2014
Veterans of the Reserve Force: Life After Service Studies 2013 Van Til, et al. 2016
Income recovery after participation in the rehabilitation program MacLean and Poirier 2016
;2;2%:(31?\l:teigg;tlsncé:c::ceeAuditor General of Canada Report 5 Canadian Army Auditor General of Canada 2016
Veterans' identities and well-being in transition to civilian life Thompson et al. 2017

Reservists of 14 Military Police Platoon, 12 Military Police Platoon and reqular force members of 1 Military Police Regiment conduct a C8 rifle
range at 3 Canadian Division Forces Base Edmonton Detachment Wainwright, March 9, 2021.

Photo: Corporal Djalma Vuong-De Ramos, Canadian Armed Forces photo
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RESULTS

Categorizing, grouping, and measuring

Reserve service

Reserve data is grouped five ways for the nine selected publi-
cations, as shown in Figure 4. In contrast, Reqular Veterans are
normally analyzed as a homogenous population. Publications
from the Life After Service Studies (LASS) are highlighted by an
asterisk (*) and will be discussed separately.

Figure 4: Reserve groupings for selected VAC research publications

RESERVE SERVICE
GROUPING FOR
ANALYSIS

VAC RESEARCH
PUBLICATION TITLE

Five groups based on > Veterans of the Reserve Force:
class of service LASS*

> Pre- and Post-Release Income:
Two groups based on LASS*

class of service
Y > 2013 Synthesis of LASS*

Reservists as a
uniform block

> Work-related Experience and
Financial Security of VAC Clients

Part- and Full-time
Reservists

> Veterans' Identities and Well-being
in Transition to Civilian Life

> CAF Clients of VAC: “Risk Factors”
for Post-Release Socioeconomic
Well-Being

> Post-military Experiences of VAC
Clients: The Need for Military
Release Readiness

> Income Adequacy and Employment
Outcomes of the New Veterans
(LASS)*

> Income Recovery after particiap-

tion in the Rehabilitation Program
(LASS)*

Refers to all of CAF

VAC research prior to the 2006
imputed income

Painting a “complex picture of ... post-discharge work and income
security,” Marshall et al. (2), found “the need for finely tuned
policy initiatives to enhance ... economic security” for disabled
Veterans.Z Marshall et al. (1) determined that those releasedmed-
ically are “in jeopardy of economic difficulties upon release due
to early and unexpected discharge.?

LIVED EXPERIENCE

To "place the case for renewal squarely on the public agenda,”
the VAC-CAF Advisory Council prepared a 163-page report in 2004
on the evolution of Veterans benefits in Canada. Recognizing
contemporary CAF members and Veterans as a client group with
complex needs, the report outlined recommendations for pro-
grams supporting military to civilian transition and ongoing care
of those injured. It noted that in 1976 Primary Reservists became
eligible for CAF LTD insurance if released due to injuries sustained
during military operations; eligibility was expanded in the 1990s
to include all service-related injuries. For Reservists disabled
on part-time service, the benefit was 75% of $2,000 per month,
regardless of military rank or actual lost income.

Two 1997 CAF studies, JW. Stow's A Study of the Treatment
of Members Released from the CF on Medical Grounds, and R.G.
MacLellan's Care of Injured Personnel and the Families Review:

A Final Report, were highlighted by the Advisory Group report.
Interviewing exclusively Reqular Veterans, Stow made 15 recom-
mendations concerning administration of medically released
personnel and improving access to and relevance of post-release
benefits, arquing for “a source of income to bridge the gap
between one career and the next.”?® MacLellan confirmed this
and included Reservists in the following investigation. Outlining
problems gaining access to medical care, MacLennan noted that
“obtaining appropriate compensation for lost civilian income was
also a major concern” of Reservists.3

Promising financial pressures would be minimized by the IRB
“to enhance the opportunity for successful rehabilitation,” the
2006 Canada Gazette announced the benefit will “mirror” the
existing CAF LTD insurance program.® While disabled Reqular
Veterans would receive 75% of their salary at release regardless
of when the injury occurred, the benefit for similarly disabled
Reserve Veterans injured on part-time service would be 75% of an
imputed income of $2,000 per month. While the imputed income
definitions reflected a “finely tuned policy,” the 2006 IRB only
addressed the “jeopardy of economic difficulties” for disabled
Regular Veterans.

VAC research supporting the 2011 release

Prior to 2011, VAC released nine research publications concerning
the transition of Reqular Veterans. The 2011 Gazette announce-
ment mentions that “many (unnamed) studies” supported the IRB
being based on 75% of the greater of Veterans' military salary at
release (for Reqular Veterans) or a new minimum pre-tax annual
income of $40,000. The new minimum income was justified by
quoting research by Statistics Canada and Human Resources and
Skills Development Canada (HRSDC)* defining a “low-income cut-
off" wage at $37,000 annually; this research was not applied to
disabled Reserve Veterans injured on part-time duty, whose bene-
fit was 75% of the deemed monthly salary of $2,700, or $24,300
annually. Although the Gazette notes that “certain reservists”
are at the highest risk of receiving insufficient “financial support
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required to meet basic needs,” the benefit for those injured on
long-term full-time service was reduced from being 75% of the
military salary at release to 75% of their salary when originally
injured.

The Life After Service Study (LASS)
program and Reserve Veterans

To better understand the transition and health of Veterans, VAC,
CAF, and Statistics Canada conducted the LASS program in 2010,
2013, and 2016.33 Although Reserve Veterans comprise 47% of
CAF Veterans, they were studied only in LASS 2013.3 In 2010,
Reservists were not included as “data was not available in time
for the ... start date,"3 while no reason was given for 2016.36 LASS
was also conducted in 2019 for Reqular Veterans only.

Figure 5: Reserve groups in Veterans of the Reserve Force study

VAC's Annotated Bibliography lists 32 LASS publications. Five
from LASS 2013 met this article’s criteria, of which Veterans of
the Reserve Force™ is the sole publication focused on Reserve
Veterans. It organizes Reserve Veteran data into five population
groups based on “discriminating military characteristics,” as
shown in Figure 5. These are based on the classes of service
illustrated in Figure 1. LASS 2013 methodology excluded the data
of 8,900 Reserve Veterans with exclusively Class A (part-time)
service due to “administrative data” deficiencies® and subse-
quently excluded the data of 5,600 Reservists released in their
“entry rank.”%® The remaining data is a reasonable pool of Reserve
Veterans with service characterized by administration, local
training, formal courses, long-term employment, and operational
deployments.
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LIVED EXPERIENCE

Counting heads versus using full-time equivalents several weeks, they will be on duty approximately 60 days a year.
S. Tucker and A. Keefe's 2019 Report on work fatality and injury Regulars and full-time Reservists spend 220 days per year on duty
rates in Canada recommends using full-time equivalents (FTE) in when weekends, holidays, special leaves (e.g., statutory holidays,

assessing workplace injury compensation systems to reflect, “the sick leave), and vacation time are excluded. While Table 2 meas-
estimated total number of employees covered by a compensation ures “Length of service” in years enrolled, the annual paid days

board ... as opposed to the total number of people employed in a for the "<3.5 years of B service” group may be 25% to 33% of the

jurisdiction.”“° The groups in Figure 5 represent “people employed ~ duty year for full-time Reservists and Regulars. If compared using

in a jurisdiction” and not the full-time equivalents. full-time equivalents, the 2% VAC client percentage for the “<3.5
Table 2 summarizes characteristics, demographics, and years of B service” group would approach 6% to 8%.

transition data from LASS 2013. If Reservists from the “<3.5 years
of B service” group work one evening per week (one half-day's
duty) and certain weekends, and attend summer courses lasting

Table 2: Reserve Veteran military characteristic, demographic, and transition data

qervice | entryrank | of B service| FUltime | Res&RegF | Tota
Total Primary Reservists 8,901 5,569 10,503 4,067 4,628 33,668
% of total 26% 7% 31% 12% 14% 100%
VAC Clients 53 56 210 691 1,527 2,538
% of group 0.6% 1% 2% 7% 33% 8%
Length of Service
Less than 10 years 8,723 5,458 8,117 1,423 1,574 25,895
% of group 98% 98% 83% 35% 34% 7%
10 to 19 years 89 56 1260 1708 370 3,483
% of group 1% 1% 12% 42% 8% 10%
20+ years 89 56 420 895 2,684 4144
% of group 1% 1% 4% 22% 58% 12%
Age at Release
Under 30 years old 7,655 4,845 8,297 1,423 1,064 23,285
% of group 86% 87% 9% 35% 23% 69%
30+ years old 1,246 724 2,206 2,644 3,564 10,383
% of group 14% 13% 21% 65% 7% 31%
Reason for Release
Involuntary 1,691 1,225 1,891 407 324 5538
% of group 19% 22% 18% 10% % 16%
Medical 0 56 210 569 509 1,344
% of group 0% 1% 2% 14% 1% 4%
Voluntary 7121 4,232 8,087 2,806 3,332 25,579
% of group 80% 76% % 69% 2% 76%
Retirement Age 0 0 210 244 463 97
% of group 0% 0% 2% 6% 10% 3%

CANADIAN MILITARY JOURNAL | Vol. 24, No.2 | Spring 2024 53



54

Using LASS 2013 data, Figure 6 illustrates that close to 50%
of Requlars served 20 or more years before release, 95% of
Class A/B Reservists served less than 20 years, and over 80% of
Reservists with Class C service served under 20 years. While it
may appear that Reservists face less risk of injury than Regulars,
VAC client percentages for Reserve Veterans are lower than
Regular Veterans because they are on duty less frequently (60
days versus 220 days) over a shorter career (95% below 20
years versus 50% over 20 years). Indeed, the Auditor General
of Canada's 2016 report found that the differences in training
between Regulars and Primary Reservists “increase the risks of
injury to soldiers when they train or deploy."#

Figure 6: Comparing length of service of Regular and
Reserve Veterans

Reserve Veteran |
Class A/B

Reserve Veteran
Class C

Regular Veteran

0% 10%  20% 30% 40% 50% 60% T0%

>20 years 10 to 19 years 2to9years <2 years

Grouping Class C service

As shown in Figure 5 and Table 2, LASS 2013 publications group
Reservists having “any Class C service” together with those
having “more than 3.5 years of Class B service” with the ration-
ale that these groups show similarities in “age of release” and
“adjustment to civilian life."* Using information from Veterans
of the Reserve Force, Table 3 presents these characteristics
plus three others. Those with Class C service are more closely
aligned with the "<3.5 years of Class B service” group in being
from a combat arms occupation in the Army and, perhaps more
importantly, in post-service employment. This is likely due to
Class C service being performed for limited full-time periods

by typically part-time Reservists, who then return to part-time
service. Periods of Class C service range from a few weeks (e.g.,
flood response) to six to twelve months (e.g., deployment to
Afghanistan), and, as the study notes, the average accumulated
Class C service over a career is 0.9 years.®
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Table 3: Comparing characteristics of Reservists with Class C service

> 3.5-year | Class C < 3.5-year
Characteristics Class B service of | Class B
service any length | service
<2 years 0% 0% 13%
service
> 20 years 3% 20% 4%
service
Easy adjustment | g9, 61% 76%
to civilian life
Combat arms 19% 45% 62%
Army 52% 80% 87%
Post-release 65% 80% 84%
employment rate

* The LASS study advises that this number is unreliable due to
small sample size.

Regular and Reserve service

The “Res & Reg F" group includes Veterans who served as
Regulars then Reservists or vice versa. Of the former Regulars
who became Reservists, 81% served over 20 years as Requlars
before becoming Reservists. On average, they served 2.4 years on
Class B service and 1.3 years on Class C service before their final
release at an average age of 46 years. LASS 2013 does not advise
on the length of their Reserve service, but given their average
release age and length of Reqular service beforehand, their time
as Reservists was probably relatively short.

Revised military characteristics

By moving Reserve Veterans with Class C service into the “<3.5-
year Class B” group and removing the Veterans whose final
release was from the Reqular Force, the Table 2 information
changes as shown in Table 4. With this, the "<3.5 years of B ser-
vice" group's VAC client percentage becomes 5%. If this group
predominantly performs 60 duty days annually over their career,
with periods on Class C (total average 0.9 years) and Class B
service (total average 0.5 years), the VAC client percentage in

a full-time equivalent system would be 15% to 20%. With the
adjustments of Class C service and former Requlars released as
Reservists, Table 4 demonstrates that 87.5% of 32,342 Reservists
are employed in a predominantly part-time model.



Table 4: Summary of Reserve Veteran characteristics after regrouping

LIVED EXPERIENCE

Only A Release at < 3.5 years of . Reg released
. . Full-time . Total

service entry rank B service as Reservist
Total Primary Reservists | 8,901 5,569 13,894 676 3,302 32,342
% of Primary Reserve 28% 7% 43% 2% 10% 100%
VAC clients 53 56 77 169 1,090 2,085
% of group 1% 1% 5% 25% 33% 6%
Adjl:lsted for full-time 4% % 159%-20% 250 33%
equivalents

Reservists released at the age of 30 and older are three times
more likely to have Class C service and four times more likely to
be a VAC client, as shown in Table 5. This older group tends to
have higher pre-release civilian earnings, and, as VAC clients, are
twice as likely to fall below the low-income measure.

Table 5: Reserve Veteran breakdown by release age

Characteristics Released 29 and Released 30 and
younger (<29) older (30+)

0,

% Reserve 750 250

Veterans

Served Class C 10% 33%

% VAC Clients 20% 80%

Summary of LASS finding with adjustments

A summary of existing LASS findings, with adjustments and
comments, is provided in Figure 7. When viewed from a full-

time equivalent perspective and regrouping the Class C service
with the otherwise part-time group, the perspective that “few”
Reserve Veterans become VAC clients is adjusted. Reservists who
are over 30 years old at release come into focus as a small popu-
lation with a higher risk of service-related injury that is more
exposed to fall below the “low-income measure.”

Reservists from Montreal
Territorial Battalion Group
participate in winter warfare
training in Laval, Quebec during
Exercise QUORUM NORDIQUE on
January 23, 2016.

Photo: Cpl Myki Poirier-Joyal
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Figure 7: Summary of Reserve Veteran findings from LASS 2013

LASS Finding

Few (2%) Reserve Veterans were
VAC clients.

Clients are more likely than non-
clients to be older at release.

40% of Reserve Veterans clients
and 2% of non-clients were medially
released.

Officers make up less than 20%
of clients.

Reserve Veteran clients are more
likely to have released medically or
at retirement age.

Reserve non-clients are more likely
than clients to have household
incomes below the Low-Income
Measure (LIM).

Most Reserve age groups’ income
increased post release, with the
youngest showing the biggest
increase.

Comment or Clarification

Approaches 20% when based on full-time equivalents and with Class C service
assigned to the "< 3.5 years B service” group.

80% of Reserve clients were age 30 and above; four times higher than those
29 and under.

Accurate as stated.

Reserve senior officers and NCMs are three times more likely to be clients than
Reserve junior officers and NCMs.

40% released medically, 33% voluntarily, and 17% at retirement age.

Reserve clients aged 35-49 out-number non-clients 2:1in being below LIM.

Reserve clients' income decreased by 9% and non-clients grew by 38%
(47% differential).

Additional Reserve Veteran findings can be derived from LASS Reservists progress in rank, the military portion of their total
reports related to Reservist average pre-release total earnings, earnings decrease from 17% to 13% for officers and 20% to 16%
including civilian earnings, based on income tax information. for NCMs. With progress in rank, their yearly civilian income tends
Using LASS 2013 data* and an average 2014 daily Reservist to exceed the annualized military salary which would be used to
pay rate for each rank group,®® Figure 8 illustrates civilian and determine IRB if they were unable to work due to a service-re-
military earnings for part-time Res F Veterans.* As part-time lated disability.
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Figure 8: Reservist civilian and military earnings

LIVED EXPERIENCE

VAC research supporting the
2015 amendment

The Canada Gazette preceding the 2015 VWR amendment listed
VAC's own research and evaluations, committees, organiza-
tions, and the Veterans Ombudsman as identifying areas for IRB
improvement.*” As shown in Figure 2, the 2015 VWR amendment
changed the imputed income for Reserve Veterans injured on
Class A or any Class B service from the deemed salary approach
to be the imputed military salary at the time of the injury. While
this was an improvement for part-time Reservists, the new
method did not reflect the LASS 2013 findings.

In the context of the 2015 change, the Gazette claims the
Veteran's Ombudsman recommended that Reserve Veterans
injured on part-time service receive the same income support
as those injured on “full-time” Reserve service. The Ombudsman
report actually recommends using the “same salary level as that
used to calculate the benefit for full-time Reserve Force and
Reqular Force Veterans."* Similarly, the Gazette advises that a
“similar sentiment was echoed” by the parliamentary Standing
Committee on Veterans Affairs; the Committee's report states that
all disabled Veterans must “be entitled to the same benefits ...

whether they are former members of the Reserve Force or of the
Reqular Force."*

VAC research supporting the
2019 VWR amendment

As outlined in Veterans’ Identities and Well-being in Transition
to Civilian Life, military-civilian transition is one of life's most
intense transitions, bringing significant identity challenges that is
further exacerbated by chronic health problems or being forced
to leave.®® Part-time Reservists have “hybrid identities” and need
a “coherent personal narrative that integrates both lives to pre-
vent identity crises.” Facing identity reconstruction issues if they
lose their civilian employment returning from military operations,
they will also emerge with the loss of civilian employment due to
a service-related disability. Many identities are simultaneously
challenged for disabled Reserve Veterans, including their civilian
earning potential, civilian profession, and ability to sustain finan-
cial well-being.

Changes made in the 2019 VWR reflected the creation of the
IRB to replace five benefits, including ELB, and the increase of
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the benefit to 90% of the imputed income. The definitions of the
imputed income remained unchanged.

Unique financial situation of a
Primary Reservist

Released in 2020, William and Anderson's The unique financial
situation of a Primary Reservist: Satisfaction with compensation
and benefits and its impact on retention examines Reservist
reliance on military income and its relationship with civilian
earnings. It provides an understanding of potential financial pres-
sures inherent in using an annualized military salary as the IRB's
imputed income.5" In response to the question, “How necessary is
your income as a Reservist to your current household financial
situation?” as many as one third of Reservists, predominantly
Class A, see their military salary as completely, or fairly, unneces-
sary to their financial situation, or “without it my life wouldn't
change at all.” This cohort of Reservists are predominantly in the
aged 30 years and older group, which makes up 80% of Reserve
VAC clients. If disabled by a service-related injury, these Reservists
would be most at risk of IRB not relieving financial pressures.

Calculating the IRB by using an imputed income backdated to
time of the injury or the time of Reqular Force release creates a
different risk for longer-term full-time Reserve Veterans and the
ex-Requlars whose final release is as a Reservist. Their benefit
would be calculated using a potentially lower rank or salary, e.g.,
releasing as a Sergeant and receiving compensation based on a
Corporal's salary from the time of the original injury. When the
33% whose military salary is unnecessary to their financial situa-
tion is combined with the 12% who release as full-time Reservists
or ex-Requlars, close to one half of Reservists are at risk of
receiving an IRB insufficient to relieve financial pressures.

Evidence-based findings for Reserve
Veteran IRB

Figure 9 illustrates the twelve major findings from the nine VAC
research publications selected to reflect compensation and mil-
itary-civilian transition of disabled Reserve Veterans; the findings
show this article's adjustments. An income replacement benefit to
relieve financial pressures of disabled Reserve Veterans and their
families participating in the VAC rehabilitation program should
address these evidence-based findings.

Canadian Army reservists from 4th Canadian Division medical units unload a simulated casualty from a CH-146 Griffon helicopter during Exercise
STALWART GUARDIAN on August 21, 2015 at Garrison Petawawa, Ontario.

Photo: 32 Canadian Brigade Group Public Affairs
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Figure 9: VAC research evidence-based findings for Reserve Veteran IRB

LIVED EXPERIENCE

Disabled Reserve Veterans have
complex identity reconstruction
challenges, compounded by loss of
civilian employment and their finan-
cial compensation not
considering lost civilian earnings
and being based on a past rank.

80% of VAC Reserve clients released
at age 30 and above; four times
higher than those under 30.

Civilian earnings of Reserve junior
personnel are generally less than or
equivalent to an annualized
military salary.

The gap in “post-release earnings
change" between Reserve VAC cli-
ents and non-clients (47%) is almost
twice the Regular VAC client and
non-client gap (25%).

When assessed using full-time
equivalents, Reservists face the
same risks as Regulars.

Reservists releasing at age 30 and
above are three times more likely to
have Class C service than those
releasing under age 30.

Civilian earnings of Reserve senior
personnel are generally greater than
an annualized military salary.

Reservists who are medically
released after full-time service lose
their full military salary.

Reserve senior personnel are three
times more likely to be VAC clients
than junior personnel.

As part-time Reservists progress in
military rank, the military salary
ratio of their total earnings
decreases.

Reserve VAC clients aged 35-49
out-number non-clients 2:1in being
below the low income
measure.

40% of Reserve VAC clients released
medically, 33% voluntarily, and 17%
at retirement age.
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DISCUSSION

VAC research and IRB for Reserve Veterans

0f the 173 VAC research publications released between 1992 and
2018, only one is dedicated to analyzing Reserve Veterans. This
publication and eight others provide evidence-based findings
which should inform compensation and military-civilian transition
policies of Reservists with service-related disabilities.

Prior to the introduction of the New Veterans Charter, VAC
research identified that those released medically face economic
jeopardy and called for initiatives to enhance economic security.
Further, the VAC-CAF Advisory Council reported that a major
concern of injured Reservists was obtaining appropriate compen-
sation for lost civilian income. Despite this, the 2006 method to
calculate IRB “mirrored” the CAF LTD insurance. The 2011 method
was unchanged for those injured on Class C service, reduced

the benefit for those injured on longer-term Class B service, and
offered a slight benefit increase for those injured on part-time
service. No VAC research supported these changes, and HRSDC
research supporting the new Regular Veteran minimum benefit
was disregarded in the case of Reservists.

In 2015, the method to calculate IRB for Reservists was stan-
dardized and based on the individual's military salary at the time
of the disabling injury. The justification provided in the Canada
Gazette misstated recommendations made by the Veterans
Ombudsman and the Standing Committee on Veterans Affairs.
Despite claiming VAC's own research identified “areas for IRB
improvement,” the changed benefit did not reflect findings in the
LASS 2013 publications.

Analyzing Reserve Veteran data
Reqular Force service is a single period beginning at enrollment
and ending at release while Reservists conduct distinct periods
of service, or classes, from enrollment until release. Therefore,
the administration of Reservists provides a granularity of records
that is not available for Regulars. While this granularity presents
opportunities to examine various scenarios, it creates issues
when comparing publications, e.g., the nine VAC research publica-
tions chosen for this article had five different Reserve groupings.
Even the five LASS 2013 documents reviewed used three methods
to group Reservists.

Grouping of Reservist data should be based on a development
and employment model where Reservists generally perform
part-time Class A service of local administration and training,
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interrupted by periods of full-time Class B service for training
and full-time Class C service for military operations, all with a
background of full-time civilian enterprise. This applies to 87.5%
of Reservists (Table 4) with exceptions being Reservists fulfilling
full-time long-term Class B service. When measuring injury and
compensation rates, analysis of Reservists must be sensitive to
full-time equivalents of “duty” when compared to Regulars, public
servants, or other groups of Reservists.
The current imputed income definition is partially satisfactory

As currently defined, the IRB would meet its objective for 20%
of Reserve VAC clients: those released at age 29 and younger. For
the 80% released at age 30 and older, their financial pressures
are less likely to be relieved as the IRB considers only the military
salary backdated to the time of the injury with no consideration
of actual earnings lost.

An evidence-based and equitable imputed income definition
for disabled Reserve Veterans would reflect the findings from
this article. A possible evidence-based imputed income defin-
ition which meets the government's objective for IRB would be:
“Imputed income will be the greater of the highest of annual
taxable earnings from all sources over the five years before
their release, their annualized military salary at release, or the
monthly minimum amount.” This definition would apply equally to
disabled Regular Veterans.

CONCLUSION

The IRB for Reserve Veterans is not based on VAC's own research.
Unlike the assurance Regulars and their families have, it would be
coincidental if a Reserve Veteran's financial compensation for a
service-related disability or death relieves their family's financial
pressures and meets the government's stated objective of the IRB.
Sufficient evidence-based research exists to formulate the
IRB for Reserve Veterans. However, care must be taken in future
research in reflecting a more realistic grouping of Reserve data
and in applying full-time equivalences where appropriate.
Total lost earnings of Reservists and the consequences to their
family's standard of living must be considered, especially for
those who serve Canada longer, have more days on duty, are
more likely to have served in operations, and are more likely to
be VAC clients. While Reservists may serve on a part-time basis,
the consequences of a service-related disability can be full-time
and lifelong.
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Chief Petty Officer Second (CP02) Class speaks with a member of the Republic of Korea Navy during the Multinational Mine Warfare Exercise 22
(MNMIWEX 22) in the vicinity of Pohang, Republic of Korea on October 9, 2022.

Photo: Master Corporal Matthieu Racette, Canadian Forces Combat Camera

The Roles, Duties, and Recollections
of Chief Petty Officers in the
Royal Canadian Navy

BY SAMANTHA OLSON

Samantha Olson is a first-year graduate student at Georgetown University pursuing an MA in Security Studies with a con-
centration in terrorism and substate violence. In 2023, she graduated with an Honours BA in History from the University of
Victoria. Her research interests include United States Department of Defense directives, civil-military relations, anti-gov-
ernment terrorism, and radicalization/deradicalization.

The author would like to express her gratitude to Sylvain Jaguemot, Arnold Yates, and Mitch Wierenga for their indispens-
able contributions to this project and their willingness to share their experiences. She is also grateful for the support and
guidance of Dr. David Zimmerman at the University of Victoria.

Canadian Revue militaire
MilitaryJournal cm | Rm canadienne



LIVED EXPERIENCE

Much has been written about senior officers in the history of the Royal Canadian Navy (RCN). Flag officers and
captains have been the subjects of biographies and case studies, even receiving specific treatment in general
histories of the RCN.! However, as any sailor will tell you, the smooth functioning of day-to-day naval operations
depends on the leadership of petty officers. Despite their crucial role, Chief Petty Officers (CPOs), the highest
non-commissioned rank in the RCN, have been mostly ignored in studies of the RCN and Canadian naval oper-
ations. The literature that focuses exclusively on CPOs is written for the internal use of the RCN; it emphasizes
leadership efficacy and training protocols with the intention of future organizational improvement. While helpful
in providing a general picture of the role and duties of CPOs, these sources do little to inform those not already
familiar with naval operations and the chain of command. Furthermore, CPOs are evaluated only within the context
of organizational hierarchy; their individual experience and expertise are lost in these narratives.

Based largely on the oral histories of three Chief Petty Officers
(narrators), this article aims to expand the understanding of

the role of CPOs by highlighting the lived experiences narrated
by the CPOs themselves. Indeed, as these interviews suggest,
the roles and responsibilities set out on paper do not always
correspond to the reality of the rank. Thus, this article is by no
means a refutation of the existing literature's definition of the
role of CPOs. Instead, this article is intended to supplement the
existing literature, drawing attention to where the oral histories
of this project's narrators confirm, contradict, and contribute

to the generally accepted understanding of the role of CPOs in
the organizational hierarchy of the RCN. Whereas the existing
literature takes an organization-level approach to understanding
the function of CPOs, this article emphasizes the individual. By
allowing the insights revealed by the oral histories of these CPOs
to delineate the definitional boundaries of the role of CPOs in the
RCN, a more complete picture of the rank begins to emerge.

£€ Indeed, as these interviews
suggest, the roles and
responsibilities set out on paper
do not always correspond to the
reality of the rank.”

The available literature establishes a foundational definition
of “CPO," highlighting their general responsibilities. In their arti-
cle dedicated to exploring the role of CPOs, CWO Sherman Neil
and CWO Richard Gillis provide a cogent summary of the role:
CPOs are trusted advisors within leadership teams, co-stewards
of the Profession of Arms (POA), and custodians of the Non-
Commissioned Member (NCM) Corps.2 CPOs, specifically Chief
Petty Officers First Class (CPOT1), are the highest-ranking NCMs
in the RCN, having been promoted through the ranks based on

their merit, technical skills, and leadership capabilities.? Due to
their unique position and the breadth of their careers, CPOs can
provide expert input to their superiors supported by decades of
practical experience.* As such, they often develop unique advis-
ory relationships with their commanding officers; they bridge the
gap between senior officers and the NCM Corps.’

In recent years, the role of CPO has expanded to meet new
security challenges, which is the focus of the most recent avail-
able literature. Understandably, much of this work emphasizes
how the role of CPO has evolved at the organizational level.

In addition to their tripartite definition of CPO, Neil and Gillis
emphasize the need for CPOs to transform and adjust to oper-
ational complexity, balance institutional imperatives, foster
organizational efficiency, and adapt to new security challenges.®
CWO Necole Belanger examines the need for updated senior

NCM training in her article, “The Accidental Strategic Chief Petty
Officer/Chief Warrant Officer.” She asserts that strategic CPOs,
who operate beyond the tactical level and can adapt to meet
future security challenges, are produced by accident rather

than design. Thus, Belanger's research focuses on examining
leadership models that might produce CPOs who are prepared

to engage in some of the strategizing previously reserved for
officers. Belanger's approach requires an organization-level
framework within which to situate existing and future CPO
responsibilities as they pertain to the entire CAF. Again, in her
2021 article, “Deciphering the Roles of Chief Petty Officers/Chief
Warrant Officers within Command Teams,” Belanger suggests that
further personal and professional development of CPOs through
new career programs will help them play a more prominent role in
advising their commanding officers on strategic and operational
matters.® Similarly, CPO1 Alena Mondelli writes that the days of
senior NCMs operating in “a predominantly technical role” are
over? Non-traditional warfare involving asymmetric operations
has put senior NCMs in a position where they must be prepared
to act autonomously as leaders.® Thus, the existing literature
aims to flesh out the understanding of the CPQ's role—and the
boundaries of that role—of CPOs as it pertains to the overarching
organization of the CAF. As such, this approach does not tend to
evaluate CPOs in their own right. Given the transformation of the
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E€ The author conducted
interviews with three retired
CPOs as a means of augmenting
the aforementioned organization-
level approach with individual
recollections.”

CPO's role in recent years from a largely tactical-operational role
toward a strategic one, investigating how strategic CPOs ought
to fit within the RCN's organizational hierarchy is warranted.
However, this research is incomplete without the experiences of
individual CPOs.

The author conducted interviews with three retired CPOs as
a means of augmenting the aforementioned organization-level
approach with individual recollections. Spanning from 1962 to
2021, the collective service dates of raise some initial questions
about the applicability of these interviews to current discussions
of the transformation of the role of CPOs in the RCN. This arti-
cle does not assert that the definition elaborated by the CPOs
interviewed is entirely applicable to the present context. Rather,
this article suggests that by engaging with individual CPOs, the
definition of the role can be honed to reflect what is actually
occurring on the ground with a greater degree of certainty. Thus,
the purpose of these conversations was to elicit specific details
on how the narrators remembered their careers in the RCN and
then use these details to negotiate the lived experiences of CPOs
with the expectations of the CPQ's role. As each narrator had a
vastly different career path and operational specialty, the focus
of these interviews was the responsibilities associated with the
rank of CPO.

Chief Petty Officer First Class (CPO1) Ret'd Sylvain Jaguemot
enlisted as a Naval Electronic Sensor Operator (NESOP) and
served from 1987 to 2021. Jaguemot was appointed as Coxswain
of HMCS Winnipeg and, as the senior-ranking Non-Commissioned
Member, was part of its Command Team. In 2018, Jaquemot was
appointed as Fleet Chief for the Pacific Fleet, serving as an
advisor to Commander MARPAC. Chief Petty Officer Second Class
(CP02) Ret'd Arnold Yates joined the Sea Cadets at 12, the Naval
Reserve at 16, and finally the RCN at 17, enlisting in the boatswain
trade and serving from 1962 to 1989. Yates was posted to Royal
Roads Military College as a drill instructor and was later posted
to the Naden Fleet School to teach sailing. Retiring from the CAF
in 1989, Yates then went on to work for Victoria Harbour Ferries
for twenty-three years. CP02 Ret'd Mitch Wierenga enlisted as
a Radar Plotter and served from 1964 to 1997. As a Petty Officer
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First Class (PO1), Wierenga spent three years at the Canadian
Forces Recruiting Centre in Calgary, Alberta, as a Military Career
Counsellor. As a CP02 at sea, Wierenga was a Combat Department
and Training Chief; on shore duty, he was the Base Financial
Counsellor at CFB Esquimalt. Wierenga retired in 1997 and cur-
rently resides in Victoria, BC.

At this juncture, it is worth elaborating on the distinction
between CPO1and CP02 and its implications for defining the role
of CPO. As outlined by DAOD 5031-8, the main difference between
CPOTs and CPO2s is that CPO1s can operate at the strategic,
operational, and tactical levels, while CP0O2s operate mainly
at the operational and tactical levels." For example, CPO1s can
be integrated into the Command Team Triad, composed of the
Commander, Executive Officer, and Coxswain, to serve in a more
strategic role. As the only CPO1 interviewed, Jaguemot was the
only narrator able to provide insights on his formal role in the
Command Team Triad. By contrast, CP02s are specifically tasked
with “unit and sub-unit level missions and activities” rather than
serving as “organizational leaders.” The existing literature tends
to emphasize CPOls as the default unit of analysis for examin-
ing the role of CPOs in the RCN more generally. However, as will
be discussed later in this article, these roles are not always so
clear-cut. CPO1s maintain their role as mentors to junior non-com-
missioned personnel when they are integrated into the Command
Team Triad, just as CPO2s often take on some of the advisory
responsibilities of CPOls. Each narrator was asked the same ser-
ies of questions about the role of CPOs without reference to their
rank as either CPO1 or CPO2 (see Appendix A).

When comparing the existing literature with the oral histories
of this project’s narrators, three main trends emerge:

1. The organization-level definition of CPO is sometimes con-
firmed by the narrators. The significance of promotion, the
advisory role of CPOs for their commanding officers, and the
importance of the CPO as a bridge between the NCM and offi-
cers are all reaffirmed by their experiences.

2. The oral histories sometimes contradict the available litera-
ture. Notably, they all define the role of CPO by emphasizing
its managerial responsibilities, whereas the existing literature
normally defines it largely by its advisory function. The train-
ing of new sailors and the role of the CPO in passing along
naval customs and traditions are viewed quite differently by
each; the existing literature portrays these functions as
being innate.

3. The narratives contribute new information to the existing
literature. The fine details of the day-to-day responsibilities
of CPOs, the vast differences between sea and shore duty, the
unigue position of CPOs as an intermediary between civilians
and military personnel, and their personal recollections
deeply enrich the literature about CPOs.



Confirmations of the Existing Literature
on CPOs

A fundamental aspect of the attainment of the rank of CPO is
that it is achieved exclusively through meritorious promotion.
As Belanger notes, meritorious promotion guarantees a wealth
of expertise and leadership skills.® Neil and Gillis remark that
CPOs are developed over the course of their careers.” The CPOs
have spent decades and occupied many positions, and all three
are proud of having had a career in the navy. Yates addressed
this point specifically, noting that he was proud to have done
well and to have advanced fairly quickly through the ranks.”
When asked about pivotal moments in his career, Jaguemot high-
lighted his advancement from Petty Officer Second Class (P02) to
Petty Officer First Class (POT) as a moment that stood out. In his
case, the advancement meant going from an Electronic Warfare
Supervisor to the Section Head in charge of all above-water
warfare devices. "I remember not being successful on my course
at that point at the tactics phase,” he said, “basically, | failed."®
Armed with feedback, Jaguemot honed his skills as a PO1 and
went on to become a CPO1. When describing his path from Ordinary
Seaman to CPO2, Wierenga drew particular attention to the
courses taken and requirements met before each rank advance-
ment, giving a sense of how long the cultivation of a CPO takes.”
In this narrative, it becomes clear that a CPO is characterized not
only by the responsibilities and skills of their present rank but by
the mastery of all preceding ranks as well. This wealth of experi-
ence makes CPOs indispensable to their commanding officers.
The breadth of organizational knowledge of CPOs situates
them well to train junior officers and advise their command-
ing officers. Indeed, the existing literature pays overwhelming
attention to the latter role. For Neil and Gillis, the primary
responsibility of a CPO is to be a trusted member of the leader-
ship team.”® Belanger's call to update training is justified by how

HMCS MONTREAL, its embarked CH-148 Cyclone helicopter, call sign
Strider, and a CP-140 Aurora aircraft, call sign Demon 02, patrol
the Mediterranean Sea to help build maritime situational awareness
in associated support of NATO's Operation SEA GUARDIAN on

April 11, 2022.

Photo: Corporal Braden Trudeau, Canadian Armed Forces photo
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EE The close relationship of
CPOs to their commanding
officers is indicative of a broader
function of their role. CPOs often
serve as the bridge between the
NCM personnel and the officers,
keeping both groups in touch
with each other.”

that would better equip CPOs to advise their superiors at the
strategic and not just the tactical levels.” Jaquemot described
the advisory role of the CPO as a sort of “sanity check"” for those
commanding officers who were directly involved with strategic
planning but perhaps distant from the realities of sailors.??
Feedback and dialogue about morale are crucial. However,
Jaquemot also highlighted an element of the CP0/CO relationship
that is neglected in the literature. As the senior-ranking NCM,
a CPO1 might likewise seek out the advice of their CO, to whom
they could more closely relate than lower-ranking NCMs. As the
Chief Boatswain, Yates often assumed an advisory relationship
with the Executive Officer (X0), who was sometimes a qualified
junior officer with little work experience.?' Yates offered practical
leadership advice and helped acclimate the junior officers to their
position. Likewise, Wierenga trained junior officers at sea as part
of the Officer Candidate Training Plan. Here, junior commissioned
officers were rotated throughout the ship to gain familiarity with
various occupations. This training, headed by CPOs like Wierenga,
gave officers practical work experience that informed their future
leadership. Wierenga wryly noted that it was wise to be polite
to these junior officers. Twenty years after their first encounter,
Wierenga found that a junior officer he had “given the boot" was
his new Captain.2

The close relationship of CPOs to their commanding officers is
indicative of a broader function of their role. CPOs often serve as
the bridge between the NCM personnel and the officers, keeping
both groups in touch with each other. Jaguemot framed the fleet
commander's attention as being focused on managing the fleet
and the tempo of operations and training rather than “engaging
with the center,” the sailors themselves, like a CPO might.Z In
his role as CPO1, Jaguemot rectified communication breakdowns
between the CO and the crew, ensuring the passage of reliable
information on the status of operations in different sections on
the ship to the CO, while also passing on the needs of the crew
up the chain of command. Similarly, requests for compassionate
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leave always went through CP0O2 Wierenga; they were never made
directly to divisional officers.2* Wierenga also noted that CPOs
were also crucial for gauging morale and passing that informa-
tion on to the upper deck: "All the Chiefs would get together and
discuss the mood of the ship ... if you were out at sea and things
weren't going right, or you'd been at sea for weeks and weeks,
we'd go talk to him [the Captain] and say, ‘The troops aren't
happy.”% In order to plan and make decisions for the organiza-
tion, commanding officers also need reliable information about
its internal condition; CPOs are the crucial line of communication

that keeps operations running smoothly at sea through their abil-

ity to communicate up and down the chain of command.

Contradictions

While the definition of “Chief Petty Officer” offered by each
individual was slightly different, they all focused on the vast
managerial responsibilities of the rank, an aspect deemphasized
in the existing literature, which focuses on the advisory capacity
of CPOs and their relationships with commissioned officers.
Furthermore, the literature describes CPOs as leaders rather
than managers when, in reality, they can be both simultaneously.

€€ Furthermore, the literature
describes CPOs as leaders
rather than managers when,

In reality, they can be both
simultaneously.”

Jaquemot noted that while PO1s have achieved the pinnacle of
their training in a particular occupation, promotion to CP02 and
CPO1 brings them into the realm of management. He also noted,
as Belanger and Mondelli suggest, that this rank signified a shift
from purely tactical thought to the strategic level that is still
characterized by managerial responsibilities.? Yates also drew
attention to the expansive management duties of CPOs. When at
sea as a CP02, Yates was responsible for “virtually everything
that was above the waterline,” including cleanliness of the ship,
demolitions, small arms security, life-saving gear, coordination
of training exercises and fuelling, and general safety.?’ Promoted
to CPO2 while on HMCS Kootenay, Wierenga was in charge of

five different sections, each headed by the PO: Radar, Visual
Communications, Radio Communications, Acoustics, and Naval
Electronic Sensor (NESOP). None of the narrators defined the role
of CPO as primarily an advisory position. One could conclude that
it is the management capabilities of CPOs that make them such
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valued advisors to commissioned officers. Still, the literature
largely bases the importance of CPOs on their usefulness to com-
missioned ranks. Indeed, the only references to the relationship
between CPOs and the NCMs are in the context of CPOs providing
a measure of organizational stability by socializing new non-com-
missioned sailors.?

To this end, none of the narrators independently mentioned
their direct role in promoting military customs and traditions to
NCMs, which is a key contrast to how Neil and Gillis define the
CPO as a “custodian of the NCM corps.”2® While the socialization
of new sailors might still be an essential function of CPOs, it did
not seem to be a conscious one. When asked about mentorship,
Jaquemot noted that while he was never part of a training
establishment, he engaged in informal training, offering sailors
tricks for moving around the ship and helping young sailors
become more confident speaking with their superiors.®® Wierenga
suggested that the formal teaching of NCMs occurred at a level
below CPO. “As a Chief, | would not have been a teacher; | would
oversee the teachers,” Wierenga said.*' Wierenga also believed
that most of the socialization of new sailors occurred prior to
their interactions with him when he was a CP02.% Yates, a for-
mer drill instructor, did not find that he played a large role in
socializing new sailors to the culture and customs of the navy,
largely because the cadets he trained at Royal Roads were not
exclusively naval cadets.33 It is also worth noting that Yates felt
that his teaching role fell to junior commissioned officers and not
other NCMs. All three confirmed that teaching was a large part of
a CPO's job but contradicted what the literature claimed as a sort
of standardized socialization of new sailors.

Contributions

An accessible understanding of the roles and functions of CPOs
is best cultivated by a comprehensive knowledge of their day-
to-day responsibilities. While advising commissioned officers,
sharing information up and down the chain of command, and
training sailors—albeit in different capacities—are all fundamen-
tal duties of a CPO, this list does not reveal much about everyday
responsibilities. Nor does the literature offer insights into what

a CPO does on any given day. As a Fleet Chief, Jaguemot noted
that on a typical day, he “had to be ready for the unknown.”3*
Discipline, morale and welfare, equipment, clothing, new policies,
and engagement with outside organizations all fell under his
jurisdiction on an average day.% For CPO2 Yates, the first hour

of every day at sea was dedicated to ensuring the cleanliness of
the ship, a task that was supervised by the PO1s.% Overseeing
thirty sailors who ranged from Ordinary Seamen to Petty Officers,
Yates ensured that the daily operations of the ship were carried
out smoothly. “The cleanliness, anything that had to happen,

the exercises—if we happened to be involved working with other
ships—towing exercises, | was responsible,” he said. Wierenga
oversaw five sections, each with twenty sailors. He ensured that



training was being carried out properly, assessed instructors,
invigilated and graded exams, and established performance
objectives. Furthermore, the daily responsibilities of a CPO vary
drastically depending on whether they are at sea or on shore
duty. Indeed, when [ first asked what a typical day might look like
for a CPO, Yates responded, laughing: "Well, that depends. Are we
at sea or on land?"3

The scope and aims of the available literature mean that it
does not spend much time exploring the differences between
sea duty and shore duty for CPOs, along with the corresponding
implications. As Yates suggests, sea and shore duty are often
vastly different. While sea duty has a varying schedule, shore
duty is similar to going to a “nine-to-five" job.¥ While on shore
duty, Wierenga, for example, served as the base financial coun-
sellor but also served as the Combat Department and Training
Chief while at sea. Few positions exist both at sea and on land,
making this level of incongruence common.“? Responsibilities for
morale and welfare maintenance become even more critical at
sea. "In order to have things work well in the ship, morale is very
important. As a CPO, along with the senior officers, you would cer-
tainly be responsible for the morale of the ship's company,” Yates
said.* The unique challenges of sea duty can dramatically impact
morale. Feelings of isolation when away from one’s family and the
stress of being at sea can quickly cause morale to plummet. Being
able to monitor morale and strive to improve it is a critical part
of the CPO's job. Jaguemot recalled one sailor who would always
stop by to greet him in his office when he was Coxswain. When
this particular sailor's mood changed during the beginning of
their deployment, Jaguemot was able to hear the challenges he
was having being away from his friends and family.% Jaquemot
also planned events designed to boost morale, hosting videogame
nights and card tournaments for the crew.* Similarly, Yates
quipped that to boost morale, one just needed to give the men
more beer.* He added that granting shore leave was also popular
among the crew.% The duties and responsibilities of CPOs expand
and, in some ways, become even more essential at sea.

While less trying than sea duty, all three individuals present
shore duty as creating unique opportunities. One of the most
surprising revelations from their narratives was the concept of
the CPO—and in some cases the PO1—as an intermediary not only
between the NCM Corps and officers but between the military
personnel and civilians. While serving as a drill instructor at Royal
Roads, PO1 Yates found himself acting as the liaison between the
officer cadets and the civilian laundry service to ensure that uni-
forms were laundered according to military standards.*6 As base
financial counsellor, Wierenga often assisted military spouses
struggling with financial issues or unsympathetic landlords while
their spouses were at sea.*” Wierenga also had to intervene if sail-
ors neglected to make pay assignments to their spouses. In this
case, the paycheque would be delivered to the deployed sailor,
leaving the spouse without money. Wierenga could authorize

LIVED EXPERIENCE

Chief Petty Officer 1t Class (CPO1), also Coxswain (Cox'n) of Motor
Vessel (MV) Asterix, watches a Replenishment at Sea (RAS) in the
East China Sea on November 5, 2023.

Photo: Master Sailor (MS) Marilou Villeneuve-Last

short-term assistance for the spouse until the sailor made alter-
nate arrangements.® Jaguemot explained how in his role as the
Fleet Chief, his involvement with outside organizations included
the Military Family Resource Centre, helping to extend support
to military spouses and their children. Each of these instances
reveals a fascinating aspect of CPO duties that has so far been
neglected in the literature. Incorporating the CPO's involvement
with civilians and civilian organizations into the available liter-
ature significantly expands the breadth of CPO responsibilities
and roles. CPOs as intermediaries both within and outside of the
military realm is an area worthy of further study.

The richness of these narratives is especially apparent in the
recollections of their careers. While the literature does not con-
sider the CPO as an individual, personal narratives offer a glimpse
at how CPOs view themselves and their expansive careers. When
asked if there was a story from their careers that they particu-
larly enjoyed telling, all three narrators shared stories from long
before they became CPOs. Without implicating anyone, Wierenga
spoke to the pranks and playfulness of sailors; a sign “for sale”
was painted on the hull of another crew's ship on more than one
occasion, and in another case, the helm of a sea-ready ship was
temporarily stolen.*® Yates recounted his epic tot time dive (the
Maritime Command was still issuing the two and a half ounces of
rum known as “the tot”) from HMCS Oriole to catch a humongous
glass fishing float, which, unfortunately, the Captain kept for him-
self.>0 Jaquemot was especially proud of being selected to be part
of the flag party during the fiftieth anniversary of the Second
World War Commemorations in the Netherlands and Russia.”! Each
of these stories helps to supplement the literature on CPOs within
the organizational hierarchy of the RCN by emphasizing the
unique individual experiences of particular servicemembers.
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Conclusion

Oral history offers a wealth of possibilities for understanding

the roles and responsibilities of Chief Petty Officers in the RCN.

Previous organization-level approaches to understanding the
role of CPOs have aimed to highlight the need for additional
CPO leadership models, elucidate the relationship of CPOs to
commissioned officers, and emphasize the increasing strategic
responsibilities of CPOs. As such, this literature is well suited
for the internal use of the RCN and for placing the CPO within
an organizational hierarchy. However, it is incomplete without
the recollections of individual CPOs to add colour, context, and
important background to the position. By drawing attention to
where the oral histories of three CPOs confirm, contradict, and
expand on the existing literature, a fuller picture begins

to emerge.

A Chief Petty Officer 2" Class (CP02) completes his first CABA
(Compressed Air Breathing Apparatus) Lite dive during a Naval
Reserve National Dive Exercise at the Royal Canadian Navy's Cadet
Training Center in Comox, British Columbia, January 27, 2022.

Photo: Sailor 1 Class Valerie LeClair
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Furthermore, the reality of CPOs often differs from how they
are portrayed on paper. For example, all three CPOs emphasized
managerial responsibilities over the socialization of junior sail-
ors. Further, each had acted as an intermediary between military
personnel and civilians at one time or another. Both of these
instances seem to indicate that published studies must expand
their understanding of how CPOs actually function within the RCN.
Rooting an evaluation of the CPO's role in the specifics of the job
rather than its location within the RCN's organizational hierarchy
creates a better understanding of the role of CPOs, which can also
be appreciated by civilians without organizational knowledge of
the RCN. Fostering a broader understanding of the role of CPOs
may also help encourage further literature on Petty Officers, a
vastly understudied group.

Finally, this approach is also valuable for enhancing the
organization-level literature. An individually oriented approach
to understanding the responsibilities of CPOs—whether by con-
ducting interviews, developing surveys, or finding other means
for individual engagement—illuminates precisely how the experi-
ences of CPOs are in accordance with or differ from expectations
outlined by official orders and directives. Uncovering these con-
firmations and contradictions is crucial for developing effective
leadership training programs that prepare NCMs to meet chal-
lenges in a rapidly evolving security environment. One especially
noteworthy contribution to the organization-level literature is
that each narrator referenced the PO1rank as a pivotal moment
in their development as a senior NCM prior to promotion into the
chief spectrum. By identifying PO1 as a formative rank in the cul-
tivation of both CPO2s and CPOTs, it is worth considering whether
the development of strategic CPO1s might actually begin at the
PO1 level rather than exclusively as a CP0O2. Lastly, by supple-
menting the organization-level approach with the perspectives of
individual CPOs, it is possible to define the boundaries of the role
of CPOs in the RCN while also appreciating the rank as the final
milestone in an illustrious naval career.



Appendix A

Interview Questions

Background Questions:

* Can you tell me about your childhood and where you .

grew up?
* Where did you go to school?

* What led you to consider a career in the navy? .

* What was your final rank?

* Could you talk a little bit about your career path

in the navy?
* What is a Chief Petty Officer?

CPO Basics:

* What were your duties or responsibilities as a CP0?

LIVED EXPERIENCE

CPO Specifics:

* Some articles highlight the role of the CPO as a mentor.
Did you often take on a mentorship role?
* How were you involved with the education or training

of junior sailors?

How were you involved with the education or training

of recently commissioned officers?
* Describe your relationship with commissioned officers.

One article from the Canadian Military Journal suggests

that CPOs play a large part in socializing new sailors to

navy culture. Do you find this to be the case?

* How are new sailors socialized?

Recollections:

*Is there a story from your naval career that you

particularly enjoy telling?
Is there anything about your time as a CPO you want to

* How different are the duties of a Chief Petty Officer .
Second Class versus a Chief Pe’Fty Officer First Cla§s? highlight? Notable events?
* What would a typical day look like for you as a Chief .

Petty Officer?

* Did your duties as a CPO vary significantly depending .

What are some of your most memorable appointments

or positions in the RCN?

on whether you were on sea duty or shore duty?

Is there anything else you would like to discuss?
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WWI - Trench warfare - Canadian troops stand ready to repel a German attack. One is using a periscope to safely see over the trench top.

Photo: Colin Waters / Alamy stock Photo
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On the night of November 16-17, 1915, at the Petite Douve
near Saint-Eloi in France, a group of soldiers from the
2" Canadian Infantry Brigade were preparing to carry
out the very first Canadian raid.'

At 2 a.m. on November 17, the attack was launched. Three teams
of grenadiers took over the trenches, while a team of signallers
took charge of the prisoners and established communications
with headquarters. Meanwhile, another team set up a fire base

to cover the attackers' retreat. The attack was a success. The
Canadians withdrew and the prisoners were brought behind the
lines without too much trouble. Such operations, which were in
fact brief incursions into enemy trenches, were part of the every-
day life of the men in the trenches.? Patrols were much more
frequent and smaller scale than trench raids. They were usually
led by small groups of scouts. Unlike raids, which focused on
enemy trenches, patrols had “No Man's Land" as their playground.
The primary aim was to gather information about the enemy and
the terrain.

This study assesses the influence of trench raids and patrols
on the conduct of war. We therefore seek to measure the impor-
tance of raids and patrols in the overall gathering of military
intelligence. So why send out a patrol or order the men leading a
raid to gather information when commanders had other options,
such as aerial reconnaissance?

We will use the example of the 2" Canadian Infantry Division
in the Ypres sector in the summer of 1916 to demonstrate that
trench raids and patrols were essential for gathering intelligence
and thus building and maintaining situational awareness. In a
military context, good situational awareness is characterized by
a precise and accurate perception of one's environment and of
the elements key to the success of a mission, with the ability to
quickly analyze them and then attempt to establish projections
of the enemy’s intentions. Level 1is the gathering of local infor-
mation. Key elements include the location of enemy (and friendly)
troops, their strength, armament, and morale, as well as terrain
characteristics. Level 2 involves both combining this informa-
tion and interpreting it to understand the consequences of the
enemy's actions. In short, all level Tinformation is assembled
like pieces of a jigsaw puzzle to form an overall picture of the
environment. Following systematic analysis (level 2), this informa-
tion becomes useful intelligence in the decision-making process.
Level 3 involves using this intelligence to anticipate enemy action
and make informed decisions about our own actions. Completion
of level 3 represents the final stage in the process of acquiring
situational awareness.

THE ORIGIN OF TRENCH RAIDS

An examination of the war diaries of the 2" Canadian Infantry
Division reveals the importance of trench raids and patrols in the
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soldiers' daily lives, with the terms enterprises, minor operations,
patrols or raids recurring daily3. By their very nature, raids and
patrols required the best soldiers, those with specific qualities
such as courage and aggressiveness. But these operations were
potentially very costly in terms of men and equipment. So why
did they seem to be used so reqularly? Two key concepts will
help explain this: the “cult of the offensive” and the “live and let
live system.”

The Cult of the Offensive and the Live and

Let Live System

The cult of the offensive dominated Western military and stra-
tegic thinking in the 19t and 20t centuries.? In Germany, military
theorists such as Alfred von Schlieffen, Helmuth Karl Bernhard
von Molkte, and Friedrich von Bernhardi argued that offensive
action was far more effective than defensive action.’ French doc-
trine, based on the “offensive a outrance” approach, was along
the same lines.® General Joseph Joffre insisted that no law other
than that of the offensive should be tolerated. This perspective
was in fact the result of a combination of three factors: concern
about increasing firepower, distrust of working-class recruits, and
faith in a structured, orderly, and above all decisive battlefield.
Logically, in a war between two European armies, victory would
go to the first to attack.

During World War I, keeping troops on the alert between major
offensives was a constant concern for staffs on both sides. When
the Western front was at a standstill, a certain inertia set in, what
Tony Ashworth calls “the live-and-let-live system.”® It was in fact
an unofficial and illicit truce in which both sides ceased fighting
by mutual agreement. The aim was to reduce the risk of death and
injury, and thus improve the relative comfort of the men living in
the trenches. These truces may have lasted a few minutes, just
long enough for lunch. The most common example is the unofficial
truce of Christmas 1914, when opposing camps in various sectors
gathered in “No Man's Land" to discuss and “celebrate.”

However, “live and let live” was a far more complex system
than one might expect. According to Ashworth, it could mani-
fest itself in three different ways: fraternization, inertia, and
ritualization. The Christmas truce of 1914 is a good example of
fraternization. This type of truce lasted from a few minutes to
several months, depending on the sector. Inertia set in when both
parties communicated indirectly with each other to avoid provo-
cation or other aggressive action.® Ritualization was sometimes
in the form of a pseudo-operation, as in the case of soft raids;
instead of patrolling No Man's Land, some men would take refuge
in a crater, only to return a few hours later.”

To curb this live-and-let-live phenomenon, the obligation
to conduct trench raids was ordered in February 1915 by Field
Marshal Sir John French, commander of the British Expeditionary
Force.? His successor, General Sir Douglas Haig, who had also
become aware of the inertia at the front, continued this policy,
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but on a larger scale. By 1916, the hope of a decisive battle had
been dashed, and the war of attrition began. Trench raids were
part of this new overall strategy. Many, including Haig, were
convinced that the war would be won by maintaining continuous
pressure on the enemy. But to achieve this, it was essential to
put an end to the major strategic problem of “live and let live”

by implementing a policy of systematic raids.® Orders were
issued, and pressure increased right down the chain of command.
Depending on the sector, men from every Canadian battalion
patrolled No Man's Land virtually every night.*

Tactically, patrolling No Man's Land offered several advan-
tages. It is essential to understand that trench raids were part
of an overall evolution in warfare, beginning with the application
of British doctrine to which the Canadian Expeditionary Force
was subject as part of an imperial force. This doctrine, which
was ill-suited to the conflicts of the 20t century, was hardly ever
called into question, but everything changed after the Battle of
the Somme in 1916. After German machine guns and artillery had
decimated whole waves of men, British military leaders were
forced to admit that doctrinal changes were needed. Learning
from the French and even the Germans, the use of supporting
weapons and offensive tactics changed considerably, putting
the emphasis on firing and movement. In anticipation of major
offensives, men needed to familiarize themselves with these
innovations to develop sufficient confidence in themselves and
their equipment.® In the meantime, raids were able to fulfill this
role, allowing them to test new weapons and tactics on a smaller
scale® As Tim Cook points out: “By raiding and patrolling, the
Canadian experimented with new battle theories and tactics, while
gaining experience in the planning and carrying out of operations.
With so few large-scale engagements taking place, it was the
trench patrol and raid that became the laboratory of battle."”

Also, as will be discussed in the next chapter, raids and
patrols enabled soldiers to gather information on No Man’s Land.
Of course, the Allies and Germans were in constant battle. The
geography of the terrain changed considerably from battle to
battle, and even from day to day, due to the nature of the fight-
ing. Patrolled by night and shelled by day, this stretch of land
posed an extreme threat to the soldiers. Even when it seemed
unoccupied, it was teeming with activity of all kinds. The various
defensive structures were destroyed and rebuilt daily.® It's not
surprising, then, that commanding officers ordered patrols on an
almost daily basis. This search for information remained at the
heart of commanders' concerns. Raids and patrols were therefore
the tactics of choice for maintaining situational awareness.

It's important to mention that raids and patrols were just one
way of gathering information about the enemy and the terrain.
Aerial reconnaissance also played an important role as a means
of gathering intelligence during World War I. It should be noted
that Canada didn't have its own air force at the time, so the 20,000
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£€ Between November 1915 and
January 1916, German pilots shot
down an average of four British

aircraft for every one they lost.”

or so Canadian airmen and mechanics served either in the Royal
Flying Corps, the Royal Naval Air Service, or the Royal Air Force.

The limits of aerial reconnaissance
As early as 1914, aerial reconnaissance was also an important
means of gathering intelligence. However, reconnaissance mis-
sions became increasingly dangerous for the airmen, especially
with the advent of Fokker aircraft, which could fire through their
propellers. Between November 1915 and January 1916, German
pilots shot down an average of four British aircraft for every one
they lost.”® Flying over the battlefields, sometimes at very low
altitudes, the pilot and his observer became prime targets for
machine guns. In this context, sending planes over No Man's Land
instead of ground troops was not necessarily an economical use
of resources. It is also important to mention the technical limit-
ations of aerial observation. It was not until February 1915 that
aircraft were equipped with cameras capable of taking moving
pictures.20 The technological evolution of cameras was so slow
that even in 1916, during the Battle of the Somme, photographs
could not be used as much as commanders wanted. Therefore,
patrols were usually sent out to confirm observers’ claims so that
no doubts remained.?" Also, the quality of the photographs simply
prevented certain vital information from being distinguished,
such as the depth of craters, the type of vegetation, the state of
the barbed wire, and so on.2

In short, commanders could not rely entirely on aerial intel-
ligence to build their situational awareness. The information
provided by the airmen was certainly important and useful to the
conduct of the war, but far too many variables such as technol-
ogy and weather influenced the results. Much of the information
needed to develop and maintain tactical situational awareness
unfortunately eluded the airmen, leaving them with no choice
but to send in reconnaissance. In fact, patrols and raids were
essential complements to aerial observation. The men on the
ground could not only confirm information gathered from the
air, but also detect important details that the cameras of the
time were unable to capture. In this technological and industrial
warfare, human judgment remained essential for the analysis of
certain information. The situation on the Saint-Eloi front in 1916,
discussed in the next chapter, is a case in point.



SPRING 1916: THE 2" CANADIAN
INFANTRY DIVISION ON THE FRONT

In January 1916, the 1t and 2" Canadian Divisions occupied the
southern Ypres salient. Until April, the 2" Division did not take
part in any major battles. Its task was limited to harassing the
Germans.? The situation changed, however, when the division was
sent to the Saint-Eloi sector.

The 2" Canadian Division at Saint-Eloi

Between February 8 and 19, 1916, in anticipation of the Battle of
Verdun, the Germans launched a diversionary offensive in the 5t
British Corps sector. On February 14, they seized a wooded mound
on the north bank of the Ypres-Comines canal. In response,
General Plumer, commander of the British 2"@ Army, to which

the Canadian Expeditionary Force and the 5t Corps reported,
ordered an attack on the Saint-Eloi salient, just over a kilometre
to the southwest.# The Germans were well entrenched there and
could effectively shell the British positions.?> Unbeknownst to
the Germans, British engineers had dug galleries and laid mines
under the German trenches. The explosion took place at 4:15 a.m.
on March 27,1916, leaving seven large craters and several smaller
ones. The assault was launched immediately afterwards.?

In less than half an hour, the British captured three craters,
but it took a week to capture the last one. On April 3, the 31
Division finally occupied the Saint-Eloi front, but it became
increasingly clear that without reinforcements, they could neither
advance nor hold their position.?’

In fact, the Canadian Expeditionary Force was scheduled
to take over on the night of April 6-7. However, as a German
counter-attack was anticipated, the operation was brought for-
ward to the night of April 3-4.2 They were relieved under enemy
artillery fire. British dead and wounded littered the ground, their
exhausted brothers-in-arms trying their best to bring them back
to the rear. The operation continued until the morning of April 5.
On April 6, the dreaded counter-attack began. In just a few hours,
the Germans regained possession of the territory lost between
March 27 and April 3. In turn, the Canadians, now occupying the
position, launched an attack to retake the craters. There was
total confusion. Inexperienced soldiers had trouble navigating
and finding their bearings. General Richard Turner and his staff
had no idea what was happening at the front.?® In fact, a string
of inaccurate, even false, reports were sent to headquarters. On
April 16, following aerial reconnaissance, General Alderson real-
ized the scale of the catastrophe. He noticed that the Germans
controlled most of the strongholds. The planned counter-attacks
were cancelled and the fighting gradually ceased.®

The quest for situational awareness

In preparation for relief on site, the transfer of information was
crucial. Although the 31 British Division's Relief Order No. 70
clearly stated that all relevant information, including topographic
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€€ In fact, according to
intelligence reports from the 2"
Canadian Division, situational
awareness was Very poor.
General Turner, commander of
the 2" Canadian Division, attests
to this in his account of events.
‘The men of the 3 Division were
very much exhausted. [...] They
had evidently suffered from
shelling during the day, and they
were too fatigued to be able to
give much information to the
relieving troops.”

maps, photographs, and defence diagrams, was to be shared
with the 2M Division, there is no evidence that this passage of
information was carried out effectively.?' In fact, according to
intelligence reports from the 2" Canadian Division, situational
awareness was very poor. General Turner, commander of the 2"
Canadian Division, attests to this in his account of events. “The
men of the 3 Division were very much exhausted. [...] They had
evidently suffered from shelling during the day, and they were
too fatigued to be able to give much information to the relieving
troops.”3 When Turner assumed command in Saint-Eloi, the infor-
mation received by the chain of command about his new sector
was sketchy.33 All he could count on was some advice from the
British 3" Division commander, but nothing could improve his
situational awareness.*

As soon as the relief was completed, the men of the 2"
Division were kept very busy. Until April 9, the priority was to con-
solidate the new line.% It was a colossal task. So much so that on
April 8, two companies of the 2" Pioneer Battalion were attached
to the infantry battalions for three days and three nights.3¢ On
the night of April 6-7, a number of patrols were sent into No Man's
Land. They returned with prisoners, but little useful information
for the commanders. Level 1 situational awareness of the 21
Division, newly arrived in the area, was almost non-existent. In
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fact, the first few days' reports offered little useful information
for building situational awareness. The information gathered
and shared was very vague, imprecise or, worse still, false.5” No
observation posts could be set up, and the scouts were unable
to reconnoitre No Man's Land due to German bombing raids.®
Thus, during the day and night of April 8, a few patrols were sent
into enemy trenches, but the results were the same. Lieutenant
Nichols, a member of the 21 Battalion and commander of the
patrol, reported: “The opinion of the patrol is that trench from 73
to 96 is well manned and that enemy are working hard on it."¥
This information was based solely on the sounds the soldiers
could hear, as they were unable to get close enough to gather
more precise information.

A look at other reports shows that the paucity of information
gathered (level 1) had a considerable impact on the quality of the
information disseminated, and consequently on level 2 situational
awareness. Very few resources such as topographic maps were
available. As shown in the document in Figure 1, those that were
shared were rudimentary and contained little useful planning
information. At the beginning of April 1916, Canadian situational
awareness was limited and did not allow senior officers to
anticipate German actions or even plan their own. In fact, the
commanders had no overall view of the battlefield. The impact
was disastrous, and the battle that followed and ended on April 16
was to make matters considerably worse.

Figure 1: Sketch submitted following a patrol (April 13, 1916)

Source: BAC, WD, “2" Canadian Division, General Staff (1916/03/01-1916/04/30)." Available
at www.collectionscanada.gc.ca.

General Plumer decided to take the risk of moving ahead of
the changeover between his British and Canadian troops, despite
the inexperience of the latter. As a result, after the changeover,
the Canadians had to work extremely hard to consolidate their
position and gather relevant information. Nevertheless, in those
few weeks, important lessons were learned and the situation
quickly improved.
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called Work Party in the weekly
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RAIDS AND PATROLS TO RESTORE
SITUATIONAL AWARENESS

On April 16, when the battle of Saint-Eloi was over, the men of the
2" Division unfortunately couldn't catch their breath. They were
disorganized and scattered. The officers had only fragmentary
situational awareness. Consequently, considerable effort was put
into consolidating positions. Once firmly established, the staff
could finally plan offensive operations to harass the enemy and
gather information on its positions. This process of consolidation
and acquisition of situational awareness took place mainly in May
and July 1916. During these few short weeks, Canadian soldiers
were extremely active in the Saint-Eloi sector.

At tactical and operational levels, officers were primarily
interested in German defences, including trenches, barbed wire
networks, observation posts, machine-qgun posts, and artillery
positions.“? A section called Work Party in the weekly intelligence
reports is of interest in this respect. It records all enemy activity
relating to work done at the position, including the type of con-
struction undertaken and, if possible, the approximate number of
men working on it. This enabled the Canadian command to know
the location of new German strongholds, track their progress, and
adjust to the new positions.“' This information was usually first
reported by aerial reconnaissance, and men were then dispatched
to confirm the reports received. In fact, due to their distance
from the target, the airmen were unable to identify certain ele-
ments with precision. Often, important additional information was
brought back by the infantry. For example, on the night of July
26-27, men from the 18t Battalion (4! Brigade) raided enemy pos-
itions at Piccadilly Farm and noted that the barbed wire network
they had previously observed was much denser than expected.



This information was extremely important in planning future
operations. It could influence a number of variables, such as the
duration of the operation and the allocation of personnel and
equipment.®

Acquiring information was a tedious task, as enemy installa-
tions evolved while new ones appeared daily.* In fact, aerial and,
above all, ground reconnaissance had to be carried out every day
to provide commanders with the most up-to-date information
possible. The identification of enemy obstacles and their progres-
sion enabled intelligence officers to annotate topographic maps
to create level 2 situational awareness. The contribution of raids
and patrols was considerable in this sense, because the command
obtained information that was difficult to observe from the air.

Raids and patrols in Saint-Eloi in the

summer of 1916

The priority for the Canadians in May 1916 was to consolidate their
position. Several work crews were sent ahead. The 5" Brigade
alone did a considerable amount of work. On May 8, the 22" and
26t Battalions dispatched 800 soldiers to No Man's Land. The next
day, 650 men from the 24" and 26! Battalions were sent, and on
May 10, the 24t and 22" Battalions detached 325 men to carry

out the same mission. Finally, on May 25, 775 soldiers from the
22" 25t and 26" Battalions went to work. Their main task was

to build barbed wire and drainage networks. The objective was to
build as many defensive structures as possible, so that engineers
could then make adjustments where necessary.*

By mid-June, the line was actually in better condition, enabling
more effort to be put into gathering information and building situ-
ational awareness. From the night of June 30, the 22" Battalion,
occupying the right, and the 26!, covering the left, each prepared
araid on the enemy trenches. Their main objective was to iden-
tify the enemy unit by capturing prisoners or equipment.® For
the 26!" the operation was a success. A ton of information was
brought back to headquarters, including the following:

The trench was 6 foot deep and in excellent condition
with bath mats and board fire steps. No dugouts were
observed. A careful search was made for gas cylinders
and mine shaft, but no indication of either were found.
Several ammunition pouches, bolts and bayonets were
brought back and these establish identification of the
124! and 125t Regiment, XIII Corps.*6

Following this patrol, the commanders had excellent clues as
to the Germans' intentions. The equipment made it possible to
identify the unit and gave information on their armament. In short,
in nine minutes, the men had gathered useful information for the
intelligence officers. By July 2, seven other patrols were covering
the 5t Brigade’s front line. The 22" Battalion's mission was to
inspect enemy barbed wire and locate occupied trenches. No
enemy was seen or even heard. The barbed wire was in very good
condition, and a ditch filled with water, barbed wire, and pieces of
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wood with sharp iron spikes was spotted.#” In the early hours of
the morning, the information was shared in the daily report.*®

The men of the 2" Division kept up this pace for the rest of
July. It is difficult to assess the number of patrols deployed during
this period, as war diaries often lack precision in this respect.
Also, when it is stated that the entire front was patrolled, can we
assume that the three Battalions occupying the Saint-Eloi line
sent out at least one patrol? Therefore, the 5t Brigade, which
covered this sector until July 14, sent out approximately thirty-two
patrols.# On July 15, the 41" Brigade took over in the Saint-Eloi sec-
tor. There is no mention of patrols in the war diary, but this does
not mean that none were out. Examination of the documents also
reveals that between July 1and 15, 1916, in the same sector, the 51"
Brigade carried out three raids, two on July 1and one on July 3.
The 4t Brigade attacked on July 20, 26, and 29.5°

On July 3, four unoccupied, concrete-fortified machine-gun
positions were observed, along with a sniper post, an observa-
tion post, and a communication trench. The coordinates of these
significant features were identified, enabling the officers to anno-
tate them on their maps of the region.® The same was true on
July 4, when a patrol from the 22" Battalion visited a machine-
gun position that had been identified the previous night. This
time the patrol was able to confirm that it had been damaged by

€€ On July 29, a raid was
carried out by the 29t Battalion.
Acquiring evidence of gas use
was their objective. On their
return, the men brought back
precise information useful

for maintaining situational
awareness. According to the
patrol, the enemy trenches

were 8 feet deep and in splendid
condition. Boxes of gas cylinders
were indeed found at the scene,
but no chemical weapons

were spotted.”
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artillery fire. They reported that the enemy was extremely active,
as several improvements had been made at another position.
That same night, an 18t Battalion patrol attempted to destroy
an observation post, but failed. They reported that the flanks of
this post were very well defended.? Once again, the very precise
information required to establish level 2 situational awareness
was gathered. This appears in intelligence report no. 273, but more
interestingly, the information gathered on July 3 and 4 could be
combined with that gathered by the other battalions on July 1.
Also, the intelligence report dated July 16 refers to report no. 285
(July 15), indicating that new information had to be added con-
cerning several enemy groups that had been engaged the previous
night. One patrol reported that each group was in fact made up of
a minimum of twenty soldiers and was armed with machine guns.®
On July 29, a raid was carried out by the 29t Battalion.
Acquiring evidence of gas use was their objective. On their
return, the men brought back precise information useful for
maintaining situational awareness. According to the patrol, the
enemy trenches were 8 feet deep and in splendid condition.
Boxes of gas cylinders were indeed found at the scene, but no
chemical weapons were spotted.> For their part, the men of the
18th Battalion confirmed that they had covered an unoccupied
50-metre trench with no sign of chemical weapons. During the
patrol, however, they heard what they confirmed to be a large

Figure 2: Map of the Saint-Eloi sector, 2" Division, July 29, 1916

group of enemy soldiers working on the support trenches.®
Indeed, the enemy was identified and the presence of gas
weapons confirmed in the 18! Battalion's sector, but much more
information was gathered and reported to the chain of command
for analysis and distribution.

The information gathered by different patrols in different
areas was compiled and followed up. Gradually, the consolidation
and sharing of intelligence created a more accurate picture of
the overall operational situation. As a result, General Turner had
much better level 2 situational awareness than when he arrived.

Gradually, 2" Division headquarters had the information it
needed to build up a credible picture of the operational situation
on the Saint-Eloi front. This result, achieved through patrols and
raids, now offered level 2 situational awareness, an asset that was
non-existent in April and May. Topographic maps were a reliable
reference and therefore essential in this respect for commanders.
They were living documents, constantly being updated as patrols
returned. When they had the time, the soldiers took the trouble
to draw sketches to help clarify the information passed on to
their superiors. In fact, many maps, such as the one in Figure 2,
contained significant detail on the location and depth of rivers,
lakes, or craters, the density of forests or vegetation in general,
the condition of roads and railroads, etc. This information was
essential for operations planning.%

Source: BAC, WD, “2" Canadian Division, General Staff, 01-07-1916/31-07-1916." Available at www.collectionscanada.gc.ca
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As the days and weeks went by, the maps became increas-
ingly precise, like the one found in the 11" Brigade's war diary
(Figure 3). The information contained in the diary was so precise
that it would have been impossible to obtain it by aerial recon-
naissance alone. A closer look at the map shown in Figure 2
(2" Division) and Figure 3 (11" Brigade) reveals that this is the
same map that was handed over when the relief was carried out.
Indeed, on August 25, the 11" Brigade took over the Saint-Eloi
sector as the 2" Division set off for the Somme. Five days later,
the Canadian Corps relieved Anzac's 15t Corps and moved into the
Somme trenches.

In conclusion, we can affirm that July was decisive for the
2" Division. Soldiers and commanders had acquired combat
experience that, while costly, was invaluable. In just a few weeks,
they were able to regain the initiative. In fact, once the defensive
positions had been consolidated, the soldiers embarked on a
major intelligence-gathering exercise. Thanks to successful raids
and patrols, situational awareness was improving day by day. The
soldiers also worked extremely hard to maintain this situational
awareness by confirming information previously gathered by
other patrols. The war diaries and intelligence reports of July and
August 1916 were also looking different from those of April and May.

Figure 3: Map of the Saint-Eloi sector, 11" Brigade

Source: BAC, WD, “War diaries-11™" Canadian Infantry Brigade. 1916/08/01-1916/11/30."
Available at www.collectionscanada.gc.ca

CONCLUSION

The fighting in the Saint-Eloi sector was the baptism of fire for
the soldiers of the 2 Division. Because the relief operation had
been carried out on too large a scale and without proper plan-
ning, the men arrived at Saint-Eloi with no information about the
terrain or the enemy. Commanders found themselves technically
blind, lacking sufficient intelligence to conduct operations with a
good chance of subsequent success. If Canadian soldiers were to
hold their position in the face of German counter-attacks, a long
and arduous process of consolidation was necessary.
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E€ The information gathered
through photos often had to be
confirmed by men in the field.
In this sense, raids and patrols
proved highly effective.”

In July, the tide gradually turned. After consolidation,
Canadian positions stabilized, allowing for a review of priorities.
The battalions were able to organize and coordinate themselves

for effective offensive operations. Soldiers could now start patrol-

ling No Man's Land again, attacking enemy trenches and feeding
headquarters with their findings. Every night, several teams went
out on patrol, bringing back new elements and confirming others.
Gradually, officers at all levels as well as the troops gained
continuous and complete situational awareness, enabling the
Canadian Expeditionary Force to take the initiative in the sector.
From 1916 onwards, the air force flew more and more often,
carrying out a wide range of missions. During reconnaissance
flights, pilots and observers, with their admittedly rudimentary
cameras, were able to provide an overview that enabled intelli-
gence officers to map the front. However, the air force could not
acquire and maintain situational awareness on its own. In fact,
photographs were only a starting point. The information gathered
through photos often had to be confirmed by men in the field. In
this sense, raids and patrols proved highly effective. Our study
of the Saint-Eloi front between April and August 1916 shows that
raids and patrols played a key role in acquiring and maintaining
situational awareness. The information gathered by the men on
the ground and in the air, once analyzed, became real military
intelligence, supporting the decision-making process of command-
ers at all levels. Leaving the Saint-Eloi sector for the Somme, the
2" Division relieved the 11™ Infantry Brigade in the proper manner,
leaving them with a high degree of situational awareness.®
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