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Foreword


The study on "Military Recruiting" explores the complexities of military recruitment and presents them in a global economic science context. It is not only a primary scientific study on employer attractiveness of state institutions on the example of the German Federal Armed Forces, offering a comparison with other European armies and the US military, but covers the theme of employer branding from work-life balance to global economic aspects. For the implementation of the results the two levels of internal and external influencing factors that affect the choice of the employer were determined: "instrumental dimension (objective (pre-) knowledge)" and "symbolic dimension (subjective emotions)".


The original German-language publication "Bundeswehr as an employer" (see Müller, 2014 and Drevs, Müller, 2015) expanded [ISBN 978-3-8442-9474-3 / (e) ISBN 978-3-8442-9723-2] adds to the recent research on employer attractiveness of state institutions and describes for the first time conclusions of the transformation from a conscript army to a professional army based on primary data. With universal applicability the extended "phase model of employer-employee interaction in a behavioral theoretical framework (Process of perception of a company as to employer and the steps of Interaction)" describes these contexts broader than the existing models could have been done before and discusses approaches accessing both opposite strands of development and parallel structures. The original German work can already be found in various scientific libraries, military archives and European research institutions.


A particular intention of this work is to show how scientific research in civil-military context and civilian use may not only complement each other but also constitute an interdependent benefit extension. The core study covers not only "The attractiveness of the Bundeswehr as an employer in the light of the public good problem" and the recruitment in the military context, but also recruiting in general. Under this approach the Bundeswehr is exemplified as a state institution in the research focus of the recruitment of public employers. The analytic approach, the found correlations and implications may serve as a basis for public employers and government as well as for private companies. For this purpose, individual topics were embedded as self-contained subject areas (see Table of Contents and List of Figures) in the overall context. Beyond that, general government and policy-making aspects such as the provision of public goods problem and geopolitical issues like the establishment of global public goods have been addressed with the understanding of the attached security concerns to sufficient degree.


The focus of this work is, however, clearly on the employer attractiveness of an institution or a company and the company’s benefit resulting from a conceptually well-defined employer branding. The Employer brand is based on an employer-employee interaction and a targeted market expansion in terms of "human resources" and it is able to generate a sustainable competitiveness and performance for the employer.


Thus the whole work conducted is intended to help both "civilian employers" as interdependent basic research, in particular governmental and semi-governmental institutions in the field of scientific research on the "public employer State” with analytical approach and notably develops courses of action for the topic "MILITARY RECRUITING".
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1. Introduction


"Our security is not just protected at in Germany, but also defended in the Hindu Kush [when there are threats to our country like an internationally organized terrorist formation]1! This sentence from incumbent Federal Minister of Defense Dr. Struck (2004) in its commonly used form "Germany is defended at the Hindu Kush“2 shaped the image of the Bundeswehr like no other phrase in the past decade. From the time of the „cold war“3 until about 1989/90, the role of the German Armed Forces was quite clearly defined. The defense of Germany was the explicit mission of the Bundeswehr and thus, in the NATO alliance, troops were first stationed at the Inner-German border that divided Europe between East and West and marked the sectors of influence of the two world powers, USA and USSR, for decades within Europe. However, with the removal of the threat of war between the East and the West, not only the geographical map of Germany and other European countries changed, but also the role and therefore the raison d'être of the Bundeswehr. As Volker Ruhe in the context of the eastward expansion of NATO so well stated, Germany was „surrounded by friends“4 with the completed enlargement of the EU on 1 May 2004.


By now, even the original role of pure defense for the German Armed Forces was outdated and the new role of the German Armed Forces placed more emphasis on military participation in the NATO alliance and contributing to the alliance’s international conflict management abilities as Dr. Struck (2004) pointed out in reference to the Afghanistan deployment of the Bundeswehr.


Nevertheless, it is clear that a country has usually both national and supranational interests. For Germany, these are perhaps not as clearly defined, discussed and pronounced as in other countries, but they are existent. Weißbuch 20065 in his paper on German Security Policy and the situation of the Bundeswehr (Merkel and Jung, 2006) reaches back to his last publication in 1994 and discusses the major changes in the international environment of Germany and its implications for German forces. The debate on security, foreign and defense policy needs a clear analysis: what German interests are to be protected and to be promoted, what kind of challenges and threats are facing Germany, what resources can be counted on, how should Germany proceed and what is the role of the Bundeswehr in this process? This permanent change in external security conditions and corresponding implications to the role of the German Armed Forces, led to a serious transformation processes within the German Armed Forces over the last one and a half decades.


In addition to this loss of sociopolitical significance of the Bundeswehr, another profound change for the German Armed Forces took place through the suspension of compulsory military service on 1 July 2011.


So now the Bundeswehr faces the difficulties of many other professional armies in attracting and recruiting the required number of new service members. Now that the Bundeswehr is no longer tied to the society by compulsory military service, it has to work out other ways of establishing a connection with the populace.


"The Bundeswehr must be an attractive employer and its perception must undergo a transformation process in the labor market from merely a security force to a "special employer".


Based on this approach, this paper studies the attractiveness of the Bundeswehr as an employer in the light of the public good problem and the personal recruitment in the military context in conjunction with a proprietary quantitative primary data study. It concentrates on the onset of demographic change6, the successive retirement high birth rate and vocational entry low birth rates age groups. It will be supplemented by the new challenges of the German armed forces. By eliminating general conscription, the Bundeswehr is now fully competing with civilian companies for the best minds and the right employees. This problem represents an important dilemma with long lasting effects. In addition, the Bundeswehr offers in its post- conscription era, a special research opportunity in the field of recruitment. Up until now, there are very few scientific researches to be found in the area of recruiting for armed forces and even fewer policy recommendations that have been developed which the BW as an employer in Germany could use.


At this point, in addition to an application of existing research approaches, the following study intends to establish a basic scientific methodology for recruitment of German forces, as there are already many other armies, which had to deal with this topic more intensively for a long time.




2. The public good problem


2.1 The Bundeswehr and the public good "security"


Under Art. 87a of the Basic Law "Installation and deployment of the armed forces" of the Federal Republic of Germany shall be regulated. The task of the BW is the protection of the state and thus the "external security" of the German territory. In direct terms stated in Article 87a of the Basic Law:


(1) The Federation shall establish Armed Forces for purposes of defense. Their numerical strength and general organizational structure must be shown in the government budget.


(2) Apart from defense, the Armed Forces may be employed only if it is expressly permitted by this Basic Law.


(3) The armed forces have the permission to protect civilian property and to perform tasks of traffic control to the extent necessary in order to accomplish their defense mission in the case of a voltage or external danger. In addition, the armed forces may also be used to support police activities in the case of a voltage or external danger to protect civilian property; the Armed Forces shall then cooperate with the competent authorities.
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